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Task 1

Relevant areas of the National Policing Curriculum: 
Understanding the Police Officer Role.

You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.

Critically reflect upon how your final year of probation has seen your role as a police officer change. 


Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.



2000 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

During this piece, I will talk about the strategic role of College of Policing (COP) and how its professionalising policing in the UK. I will also reflect on a policing incident that I have played a significant role and how I liaised with mental health services to resolve and help an individual that needed immediate safeguarding. I will discuss how through my final year of probation how I have seen my role as a police constable change whilst considering the strategic policing requirement, Policing Vision 2025 and the College of Policing’s 5 Year Strategy. 

The College of Policing is a professional body for everyone working across policing. It is an operationally independent arm's-length body of the Home Office (College of Policing, 2023). In order to develop the professionalism of police constables the college implemented a degree program to have specific skills and knowledge, backed by qualifications. The strategy behind this was the recognition of the need for workforce transformation to ensure that the police service can cope with changing demands (Martin, 2021). This has been executed by the development of a Police Constable Degree Apprenticeship (PCDA) and a Degree Holder Entry Program (DHEP) in part of the Policing Vision 2025. This route into policing enables the candidate to receive practical on-the-job learning alongside academic theory and knowledge while earning a wage (College of Policing, 2023). Both programs are to be said to “standardise the learning provision across all forces, in particular the initial learning for newly recruited officers” (College of Policing). The primary aim of the apprenticeship is to facilitate a learner's development as a new police constable able to demonstrate professional competence in the workplace (Quality Assurance Agency for Higher Education (QAA), 2019) (Pepper et al., 2022). Whilst this program can be seen to professionalise policing it also comes with a critical opinion that officers do not need a degree to carry out their duties. Surrey Police Federation Chair Mel Warnes has expressed her views on whether all police officers be subject to the degree program. Warnes stated “There is a risk that Police Forces are losing good operational police officers because they are falling behind with their university work or failing the degree aspect of the course” (Surrey Police Federation, 2021). Warnes furthered that officers are finding it difficult to balance the university work whilst also working a full-time job. This is a debate that various bodies have and express their views if police officer should or should not have degrees. Whether the adoption of such a traits-based model will have the desired effect of achieving its intended outcome remains contentious (Martin, 2021). 

Throughout my short service as a police officer, I have dealt with a variant of diverse incidents where I have played a significant role. In many of these incidents one can say that the outcome would not be the same without a multi-agency approach. Cooperation between agencies is important to help reduce the risk of cases slipping through the safeguarding system and stopping domestic abuse at an early stage or preventing it from happening in the first place (College of Policing, 2018). Whilst on duty I received information via my police radio from the mental health team that a female that was in their care had taken an overdose and was actively suicidal. Further information suggested that she was a victim of domestic abuse and could be seen to have visible injuries to her neck. As a nurse they have a professional duty to report any concerns from their workplace which may put the safety of the people in their care at risk (Nursing and Midwifery Council, 2019). I had attended the hospital where the victim was situated and had liaised with the mental health nurse who had previously assessed the victim. The nurse had stated that the victim had disclosed an overwhelming amount of historic domestic abuse, physically and mentally. The nurse furthered that this was the second time the victim had attempted to take her life due to the abuse she had endured. As the victim was still undergoing her assessment, I considered that due to the nature and seriousness of this incident I would liaise with the Domestic Abuse Unit (DAU) as I felt immediate safeguarding was to be imposed. I discussed with the DAU that the victim should be placed in refuge as her husband lived with her and that in order to safeguard the victim this would be the most appropriate option. A refuge is a safe house where women and children who have experienced domestic abuse can live free from fear (Women’s Aid, 2022). This would enable the victim to be safeguarded and have continued support from the refuge and various other charities. 
Once the victim had been assessed by the mental health team, the nurse had deemed her to have capacity and that she would be undergoing any further assessments. I went and spoke with the victim and asked her to tell me what had been happening. The victim was cautious to speak with me at first but I continued my approach empathetically and made sure that the victim understood that she was in a safe place. The victim had disclosed that she had been physically abused by her husband but did not want to make a complaint. I asked if she would speak with one of the independent domestic abuse advisors (IDVA). IDVA’s offer independent support to those who are suffering from high-risk domestic violence. They do not work for the police service and victims can sometimes feel more comfortable to speak with them rather than an officer. After some time with speaking with the victim she agreed that she would stay in a refuge and that she would then speak with an IDVA following her stay. The mental health team also offered further support in relation to her mental health and that they would keep in touch. 
After speaking with the DAU, they had secured the victim a place in refuge where she was later conveyed to. The outcome of this incident was that the victim’s husband was arrested and after the victim had spoken with an IDVA she furthered to make a complaint to police. I also completed a public protection notice that would be shared with partner agencies such has Women’s Aid and the DAU. 
In conclusion this incident reflects how effective a multi-agency approach is and working in partnership. This offered the victim the most effective service as it was to enable her safeguarding and also revive support from mental health services. Dealing with this incident showed me that throughout my service how my skill and knowledge has developed to provide victims with the best service. 

I am evidencing to fulfil my role withing my final year of policing by adhering to the objectives that I have been set by College of Policing and South Wales Police. Firstly, I am continuing to complete my Police Constable Degree Apprenticeship by writing my dissertation, during this I am also completing attachments in various departments that is required. This is to enable me to experience other roles within policing so that I can see how other sides of policing teams work, such as neighbourhood policing and crime investigational teams. I am making sure that I am completing my portfolio that is required to establish that I have dealt with a variant of incidents. I am also considering my contribution to the Policing Vison 2025; Policing Vision 2025 sets out the future for policing over the next ten years and will shape decisions about how police forces use their resources to keep people safe (NPCC, 2016). This looks at the changes in local policing, Specialist capabilities, Digital policing, Requirements within policing and Business support. To support this, I am maintaining efforts to create a culture that respects diversity, openness, and transparency buy the values of the Code of Ethics as per the Workforce Transformation 2018.
 Critically reflecting upon my final year in probation I have seen my role as a police officer change in many ways. One of the changes in my role I have seen is the amount of mental health calls I have attended. I have dealt with a vast amount of mental health calls increasing each year. In 2018 a report was published by Zoe Billingham, HM Inspector of Constabulary. Within this report she voiced her concerns that police dealing with mental health incidents that “there is only so much the police can do to improve the overall picture” and that “This is letting down people with mental health problems” Billingham furthers that people suffering with mental health illness need further support from multi agencies (HMICFRS, 2023). Still now in 2023 I can see an increase in incidents and the demand on police to deal with mental health calls has not changed hugely. Another contributing factor to the high intensity for police dealing with mental health has been related to the COVID-19 pandemic. Around 1 in 5 (21%) adults experienced some form of depression in early 2021 (27 January to 7 March); this is an increase since November 2020 (19%) and more than double that observed before the coronavirus (COVID-19) pandemic (10%) (ONS, 2021). As part of the National Police Chief Council, they have stated that as part of their Policing Vision 2025, knowing which services and when to provide them is not always immediately apparent. Using mental health incidents as an example, police require a range of multi-agency approach to work together to provide the appropriate support (NPCC, n.d.).  
I have also seen a change in my role from the start of my policing career to now. On reflection I feel that my decision making and my practical skills have evolved highly. I now feel that when I go to incidents, I can make decisions and identify the risk when making them. I have also become trained in Taser, Standard Response Driving and Public Order Training. These have furthered and developed my training whilst working as a front-line officer. I now have the ability to arrive at incidents in the first instance and when I am presented with a high threat, I can act proportionality and protect themselves, public and my colleagues from harm. I have now also the ability to experience a new skill in policing by becoming public order trained, this has aided me to become self-disciplined and collate new skills that I can use in everyday policing. 

In conclusion it is evident that College of Policing plays a huge part in the role of professionalising policing among other bodies. With transformational changes it is apparent that police forces move with the times and act in the publics best interest. I have seen my role as a police officer change immensely as I become more experienced and the force evolves. I aim to contribute to the transformation of policing by maintaining transparency and integrity throughout my service. 

Word Count- 1816
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


  
	
Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing?
What are the benefits and risks of using social media?


 
2000 words (+/- 10%: include your actual word count at the end of each section) 




ANSWER:

Social media plays a wide variety in policing and can be a positive and successful way to engage with the community. One can describe social media as networking sites and apps designed for people to post information swiftly and effectively in real time (NFI, n.d.). Police utilise social media platforms such as Twitter, Instagram and Facebook. Platforms like these are used not only for engaging with the public but to also locate missing persons, appeal for wanted suspects and traffic collisions among many more uses. In this piece, I will critically evaluate my experience of the use of social media in policing. Furthermore, I will discuss force policy and the benefits and risks of using social media. 


Throughout my service I have utilised social media platforms for many incidents such as high-risk missing persons and road traffic collisions. I will talk about a policing incident that I played a significant role into locating a high-risk missing child. During my tour of duty, I was allocated an incident that was related to a missing fifteen-year-old female child that had gone missing from home. The female had been missing for approximately twelve hours causing concern and alarm. I had familiarised myself with the female as she was known to police and I had dealt with before in a previous incident. The female in question was classed as high risk as due to her age and her being subject to child sexual exploitation (CSE). Child sexual exploitation (CSE) is a type of sexual abuse. When a child or young person is exploited, they are given things, like gifts, drugs, money, status and affection, in exchange for performing sexual activities (NSPCC, n.d.). Further information had been disclosed that the female was in company of an eighteen-year-old male and that they were in the vicinity of the local city centre. Information suggested that the eighteen-year-old male had met the female from her school and had been engaging with her over social media. The females guardian was unaware that this the female had been befriended by this male but were informed that day by a family friend. My first enquiry was to speak to the female’s guardian and gather further information and to see if she was in possession of her mobile phone and if there was a recent photograph that could be used for a media appeal. I firstly started with obtaining a recent photograph of the female. As per South Wales Police policy, I gained consent from the female’s legal guardian to share the photograph of the female in relation to a social media appeal which they gave their consent. I also had to gain authorisation from the on-duty inspector and tasked it to the social media department for circulation. My secondary action was to attend the home of the female and speak with her guardian whilst local neighbourhood teams were in the city centre looking for the female. 
After a short time, a member of the public had informed police that she was responding to the media appeal and that the female that was missing was a friend of her daughters and that that her daughter had the female on Snapchat and could see her location. The female’s guardian had stated that the female is a user of snapchat and that her snapchat location may be on. Due to police not having a snapchat account I had contacted the member of the public who had responded and attended the address to speak with her daughter. Her daughter was able to inform me of the female’s current location. After obtaining this information and location of the female I made a rapid response to the female’s location. The female was found in company with an eighteen-year-old male and both could be seen to be intoxicated. The female was returned home safely and the relevant safeguarding forms were complied with. In relation to the male, he was issued with a Child Abduction Warning Notice (CAWN). The Children’s Society describes a Child Abduction Warning Notice ‘as an early intervention and disruption tool used by the police as an effective way of disrupting contact between a vulnerable child and a predatory adult’ (Rayden Solicitors, 2020). 

Upon reflection of this incident, I feel that I acted effectively and appropriately. The use of social media was crucial as the result of locating this female solely relied on the social media appeal. This was an excellent use of police utilising social media as it would have been difficult to locate the female with such a rapid response. Not only did the use of social media contribute to locating the missing female but helped to target an early intervention of child sexual exploitation. 
76,000 children are reported missing every year in the UK, yet many more missing episodes go unreported, meaning children at risk of exploitation are falling through the net (Catch 22.org, 2021). 
With social media growing at a rapid pace, it gives the police a method to interact with the public and makes it possible for important information to be disseminated promptly and effectively. Not only does it share information to the public but can also be used to gather intelligence. UK policing first introduce their use of social media in 2008 and has now expanded to a wide variety of forces having a large number of followers. Joint guidance issued by the National Policing Improvement Agency (NPIA) and ACPO sets out how police forces can optimise their use of social media (NPIA and ACPO, 2010) (The Police Foundation, 2014). The College of Policing outline their principals that police forces across UK should adopt. These principles include being credible, ethical and inclusive. To be credible forces should educate an engaging and transparent approach in what they post whilst also being cautious to not post information containing protectively marked or otherwise sensitive information (College of Policing, 2020). 
Positively the use of social media within the police force has had many successes especially with Incidents relating to high risk missing persons. Social media can be used positively to share a photograph of the person on social media platforms and share information to ask the public for information and intelligence. West Midlands Police utilised the use of Twitter and Facebook to locate a 75-year-old man with dementia who had absconded from a hospital in Birmingham. West Midlands were contacted by the hospital who reported him missing and an urgent appeal on social media was posted. Less than and hour after the post was uploaded, a member of the public had contacted the police to say that she was with the male that matched the description that she had seen on social media (Russell Webster, 2013). This had a quick and prompt approach to the location of the male and without the rapid response could have led to a considerable amount of time before the male was found. 
In May 2021 Mayhill in Swansea, Wales was subject to the unforgivable Mayhill Riots which left people in their homes fearing for there life. Youths and adult males touched cars in a violent disorder causing a large disturbance that could be described as a “War Zone”. Due to the amount of suspects in a large gathering it was difficult to identify the main culprits that day. The use of social media was crucial to this investigation as numerous videos were filmed by the public of the disorder in play. Det Supt Gareth Morgan described it as "a substantial investigation" for South Wales Police, with officers using facial recognition technology to identify those involved from CCTV (BBC, 2021). This resulted in fifteen arrests with the help of social media. 
When seeking witnesses or information, social media can help the police with gathering intelligence because of its quickness, which is a significant advantage. Joanna Yeates went missing in December 2010, Avon and Somerset Police used Facebook to call for anyone with information to come forward. Footage from CCTV cameras was also posted on YouTube (The Police Foundation, 2014). In addition to this social media is used to adopt a neighbourhood approach also, its uses to engage with the public and foster a approachable attitude. Members of the public can see a more “human” side of policing and discuss the day-to-day incidents that make up an average day at work (The Police Foundation, 2014). 

However social media can pose risks and negative scrutiny from members of the public also. The categories of risk look at breach of trust and confidence, lead to the spread of false information and negativity form the public. These can leave police forces vulnerable and liable for millions of pounds. The breach of trust and confidence with the use of social media by police can be breached by disclosure of information obtained by the police service or partners, about the police service or partners, or about colleagues (NPIRMT, 2018). Social media can also be a distraction for officers and lead to the spread of false information (OpenR, 2022) Not all what is put on social media is true and when gathering information and requesting information this these points need to remain in consideration. 
In relation to the neighbouring approach of social media, South Wales Police promote the neighbourhood teams to engage with the public by posting updates on Twitter of incident updates and community engagement. However, this opens police open to negative comments from the public as some may see it as wasting police time and taxpayers money. Social media can pose negativity whilst officers are on and off duty. The Independent Office of Police Conduct (IOPC) stated that there was a number of ongoing investigations in relation to police officers posting offensive material on social media platforms. “From racist, sexist, and other discriminatory comments to photographing crime scenes and using social media to contact victims of crime for sexual activity” said the IOPC Director General, Michael Lockwood (IOPC, 2021). Mr Lockwood furthered that the public would be appalled by this behaviour. Furthermore, Numerous Metropolitan Police Service officers shared texts that made abusive remarks about persons with disabilities and jokes about rape, paedophilia, racism, and homophobia. As a result, in December 2020, they received final written warnings for gross misconduct (IOPC, 2021).  
In conclusion to my use of social media during my service has evidenced to be proactive and successful. I have used this to update members of the public of road traffic collisions and to divert traffic. I have also found use for it to circulate photographs of unnamed suspects in relation to shoplifting offences. Critically although it does come some negative points, if used correctly and professionally abiding with the force policies and the Data Protection Act 2018 (Gov.uk, 2018) the use of social media in policing is evidently needed and essential to detecting crime. With further knowledge and forces implementing proactive training in this field, police could utilise social media a lot more. 
Word Count 1811
















Task 3

Relevant areas of the National Policing Curriculum:  
Leadership and Teamworking 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

During the past two years of being becoming a independent police constable, I have become more confident and self-assured to now take the lead when dealing with incidents and make decisions. As there are many new officers joining South Wales Police as part of the Policing Vison 2025, I feel sure of myself to share my knowledge and experience with the new officers coming through. Leadership can be described as the ability to influence people by demonstrating positive personal attributes and behaviours (CIPD, 2022). 

An example of myself demonstrating leadership relates to an incident where the on-duty sergeant had asked me to take a student constable officer out on patrol. The sergeant had stated that this officer was struggling with confidence and needed further leadership and guidance whilst dealing with confrontational incidents and situations that require quick decision making. I had taken the challenge and was determined to assist and lead by example. Due to the officer being older than me and was male, I felt that I needed to adapt my leadership style and made sure that my delivery in leadership was not patronising and that I was approachable and made the offer feel at ease. 
During our patrol we attended an incident where we had received information from family members of a suicidal male who was actively looking to kill himself and that he was at his home address. I had said to the student officer that as we were the nearest unit we should attend. The student officer was confident to go and was using the airwaves to gather information. We attended via an emergency response. Whilst on our way towards the location, I had asked the student officer on what his thought process was and asking open questions so that he could deliver his thoughts on what actions we should take with the information we received. The officer had told me that we needed to secure the male and make sure he was safe and well. As we arrived on scene there were family members outside the address. I told the officer that I’d gather further information from the family and that if he could see that there were any signs of entry to the property and to ask for the relevant assistance if needed. I felt that by giving him clear instruction this still had to make him think of what assistance he could ask for over the air. The officer had found a key to the address where we were met with the unfortunate sight of the male hanging from his stair banister. I could see that the officer was distressed and took into consideration that this could have been the first time he had seen a suicide and a deceased body. 
As this was an immediate threat to life situation, I had told the officer to check for any signs of breathing. He had informed me that there was no pulse and could not see any signs of life but that he was still warm to the touch. Due to this I had mad a dynamic risk assessment and had both agreed that we should take the male down and start CPR and call for an ambulance. I could now see that the adrenalin had kicked in and that the student officer was taking control of the situation. The student officer conducted CPR until ambulance arrival. As the deceased was in the in the hands of the paramedic, I advised the student officer that as family were on scene that we would have to speak with them to gather information. Due to the incident already being quite traumatic, I made sure that the student officer was ok and if he needed to step aside for a moment. He declined and stated that he was able to carry on and spoke with family gathering the correct information to complete a form. Due to unfortunate circumstances the male was pronounced deceased and after speaking with family we had left scene. 
Critically evaluating my leadership style throughout the incident and my adaption to be flexible I firstly have evaluated my style of leadership. I would describe my leadership style as Delegative Leadership which can be describes as one of the least intrusive forms of leadership; this translates to “let them do.” This is therefore considered a very hand-off leadership style (IMD, 2023). Furthermore, this style of leadership comes with the positive look that it would encourage trust between me and the student whilst motivates independent thinking and actions. However critically I did not want this style of leadership to come across as distant and unapproachable, I knew that if the problem presented itself, I would have to become flexible in my leadership style. 
I used this style of leadership at the start of the incident and felt this style was best for the student officer to use his own initiative and use of the National Decision Making Model (NDM). The use of the NDM was vital part of the student officer’s approach as this is what should be used by everyone when policing. Decision makers can use the NDM to structure a rationale of what they did during an incident and why (College of Policing, 2014). I also felt that due to the student and myself having a large age gap this style would become the less patronising and promote self management. 
Throughout the incident the circumstances were changing and there was an immediate threat to life situation and I quickly had to change my leadership style to more of an autocratic leadership style. Autocratic leadership, also known as authoritarian leadership, is a leadership style characterised by individual control over all decisions and little input from group members (Very Well Mind.com, 2023). I was mindful that I did not want to take complete control of the situation but also had to make sure the correct decisions were made. Due to the student officer appearing to be quite shocked with what we were faced with I had no choice but to take control. As the circumstances were changing quickly, I referred to the NDM and identified my options and contingencies and made a dynamic risk assessment of the situation that was presented. A dynamic risk assessment is the process of continually observing and analysing risks and hazards in a changing, or high-risk, environment (High Speed Training, 2019). Not only did I have myself to consider but had the student officer, the deceased and the family on scene. Once the decision was made that we would remove the body from the banister and ambulance were on scene I took a step back as the threat to life was no more and developed more of a coaching style leadership so the student officer could take control of what was needed. A Coaching Leader gives people direction to help them develop and utilise their abilities to achieve their full potential (CPD Online College, 2021). I delivered this by asking the student officer what he thought we needed to do and listing to what he said then advising him appropriately if he missed anything out. I would say that the coaching style was the best approach from the incident as it encouraged the student officer to take control and make decisions himself. This also allowed me to reflect with the student and ask what he thought went well and what didn’t. It also allowed me to reflect on myself and my own leadership skills. I felt that reflection was important, especially for this incident as not only did my student officer take a great deal of learning but also did I. Reflection is about questioning, in a positive way, what you do and why you do it and then deciding whether there is a better, or more efficient, way of doing it in the future (The Open University, 2023). At the end of my tour of duty, the student officer and myself reflected and also gave constructive feedback. 
In conclusion of this incident, I was able to demonstrate a flexible leadership style that resulted in the student officer learning a great deal and also myself. Arguably many will say that a to change to an Autocratic leadership style so quickly may be taking learning opportunities from another to make decisions but due to threat to life and it being the first time the student officer had seen a suicide and him only just beginning his tutorship, I adapted a leading by example attitude and thought it would be best for a short time that I would make the decision when first seeing the deceased. This was a justified action as I was not only liable for the decisions made at this incident but responsible for the student officer and his learning outcomes. 

During my three-year probation I have developed a variety of leadership strategies to manage a range of different operational situations. Leadership strategies are plans that align an organisation's leadership with its aspirations, strategies and goals (Indeed.com, 2022). One that I have developed greatly is a transformational leadership strategy, this can inspire positive change who those that follow and is generally enthusiastic and passionate about their work force. In recent years, the vocabulary and principles of transformational leadership have become increasingly applied to the field of policing (Cockroft, 2014). I use this strategy daily, especially when I face challenging situations that require a positive outcome. Whilst the role of a police officer can be exciting, it also can come with it negative points. Such as police are subject to see traumatic and life changing incidents. It is important to adopt a transformational leadership attitude as it considers the needs and what motivates other colleges. Utilising this strategy can be positive in situations that colleagues find difficult and tough. However critically, transformational leadership requires continuous, effective communication to maintain, which may be challenging for leaders trying to manage multiple responsibilities (Indeed.com,2022). 
I have also accommodated a traditional leadership strategy, one can describe this as a management approach where one individual is primarily responsible for carrying out the administrative and directorial tasks (Indeed.com, 2022). This strategy is used in operational situations that require quick decision making allowing there to be more structure and stability. This strategy can be extremely effective in times of crisis or uncertainty. However, critically evaluating the traditional leadership style can open officers to be less open to transparency. With a high recruitment that is currently taking place in forces over the UK, this strategy of leadership is being less used by young in-service officers. 

In conclusion leadership in policing is there to build a build a strong sense of shared values and common purpose at all levels of the police service (College of Policing, 2023). As an aspiring leader of the police force I will adapt my leadership styles accordingly to every situation and team I am presented with and lead with the upmost diversity and transparency. I have evidenced in this piece that I can adapt my leadership style in changing circumstances with the benefit of others and the public I serve. 
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically reflect upon your three-year probation:

How have you benefited from mentoring and coaching? 
How has it helped you to meet personal, professional and organisational goals?
How has it aided you to learn, develop and perform in the workplace?

Consider relevant coaching and mentoring definitions along with current coaching and mentoring theories used in policing.

How do you provide and receive feedback?

2000 words (+/- 10%: include your actual word count at the end of each section) 
 



ANSWER:

As I am coming to the end of my three-year probation, I have had time to reflect on the benefits it has imposed. I have attended and dealt with many incidents that have improved my decision making, team building and overall development. This has enabled me to gain further confidence and deal with incidents with the upmost integrity. Critically it has come with a lot of challenges along the way such as completing a full-time degree whilst working shifts, wellbeing and police culture. However I have had the chance to really see various types of policing and deal with diverse incidents whilst putting my own policing style into it. 
Whilst working an unsocial shift pattern and also completing university work, my time management has had to be essential. I have had to set a substantial amount of time aside to complete workbooks and assignments whilst also balancing homelife and my own mental wellbeing. I have overcome this by conducting weekly checklist, scheduling time each week to exercise and gaining support from family and friends. Weekly checklist have been a positive way working towards time management. It also took some time for me to adapt to police culture, not everyone is this organisation has the same opinion and policing style. I felt that I had to adapt when moving teams to a new style of policing but always keeping my honesty and integrity in the heart of every incident I dealt with. I have also experienced situations where I have had to challenge improper behaviour. I felt that this has been promoting the right culture that the Chief Constable imposes among his delivery plans.  

I have benefitted from mentoring and coaching within the police organisation in many ways. I have received nothing but positive and encouraging support from the force and my colleagues. I have firstly benefited greatly from the mentoring from my initial tutor that I was firstly allocated when I successfully competed my six months of initial training. Mentoring in the workplace tends to describe a relationship in which a more experienced colleague shares their greater knowledge to support the development of an inexperienced member of staff (CIPD, 2021). This was beneficial to me as it offered me to strengthen my knowledge that I had learned on a classroom-based level and put it into practical learning. This was executed by my tutor using effective approaches such as letting me lead incidents and making my own decisions but also offering constructive feedback. It was also important for my tutor and myself to reflect on the incidents in reflection of what went well and what needed to further attention. Due to myself being a kinaesthetic learner my tutor adapted his way of mentoring by going through and explaining situations practically and using more of an engaging learning environment. Kinaesthetic learning is a style of learning through which students are physically interacting with the material (BAU, 2022). Once I had completed my initial twelve-week tutorship, I had been allocated a new team where I would start as an independent constable. My new team was built up of senior and experienced constables making it a diverse place of work. I found this daunting as I did not know what to expect and I would have to adapt to a new team. I overcame this by attending the station beforehand and meeting the team so it would not be so daunting. The team were very accommodating and friendly and welcomed me.  

During my probationary period I have had the satisfaction of completing an attachment in a department known as the HUB, this department is to take on cases that require a more investigational work and more complex matters. One of my weaker points has been interviewing suspects, as being a response officer this was something that I did not have the opportunity to deal with often. I was given examples of case file documents by more experienced constables that really helped my development. This has helped me reach goals by being giving me better confidence in interviewing suspects and casefile building and submitting to the Crown Prosecution Service. I was able to plan, interview and deal with solicitors independently and still have the mentorship from the supervisory and other constables in this department. This also helped me reach personal goals by giving me greater confidence to deal with the paperwork side of policing and my ability to deal with cases more effectively. I have furthered this progression by volunteering for cases that require interviews and also require file building. Professionally I feel that all experiences and opportunities I have had has given me more of an insight of my career path I would like to progress. I have taken an interest in the mentoring route where I will undergo a tutor’s course and help new student constables and give them the same help and guidance I received. I have also been given the opportunity to take out new students and as I know first-hand how daunting it can be to work in the environment and starting a demanding role, I have provided them with the leadership and advice I was given. This has also not just helped me organisationally but has created a positive workplace environment. Mentors can help support new team members, leading to higher rates of happiness and a feeling of inclusion (Indeed.com, 2023). 

As I reach the end of my probationary period, I can now see how mentoring and coaching from my tutor, supervisors and other colleagues has aided me to develop and perform in my workplace. I have seen a vast improvement in my paperwork and my confidence in decision making has accelerated. Throughout my probation I have annual reviews with the learning and develop support centre and my supervisors. This has aided me to receive critical and encouraging feedback in relation to my performance, and what areas for me to perform better in the workplace. I have also had to complete annually an incident check portfolio where I have had to evidence occurrences of incidents that I have attended. I have found this highly valuable as it had made me become proactive in attending incidents and volunteering to take control of situations to evidence that I am competent in dealing with what is required. This also implemented work discipline and aided me to work life balance. Personally, I feel that to develop my growth in this profession constructive feedback is key. Constructive feedback has aided me to have open and honest discussions with supervisors and mentors and to assist with personal and professional growth. This also directs me to see what I am doing positively and what feedback I can work on. 

There are many coaching and mentoring theories used in policing such as The GROW model. This is a well-known model which is used worldwide and is used in other training environments. The GROW model was created by Sir John Whitmore and colleagues in the late 1980s and has become one of the most popular coaching models for setting goals, improving performance and coaching (Positive Psychology.com, 2020). Whitmore was also concerned that people should not follow the model slavishly. It is merely a framework to provide an awareness of which type of question will be the most productive (Whitmore, 2019). The GROW model stands for Goal, Reality, Options and Will. The Goal demonstrates where do you want to be and independent goals you might have; Reality shows where you are not and identifying any barriers that are causing issues; Options looks at what strategy and plans you have to get there and will enables you to look at what will you do to achieve goals. 
Another coaching theory that the police use is the CLEAR model. The CLEAR model was formulated in the early 1980s by Professor of Leadership Peter Hawkins, then of Bath Consultancy Group (College of Policing, 2023). CLEAR is an acronym for Contracting, Listening, Exploring, Action and Review. Instead of just assisting people in achieving a goal, it is intended to assist people in achieving transformational change (long-lasting and fundamental change based on new values, attitudes, and beliefs) (College of Policing, 2023). It also focuses on the individual’s growth and development, this could be in relation to a different department withing the police force or promotion. The coaching aspect identifies desired outcomes such as objectives and outcomes. Listening is for the coach to patently listen and identify any issues the employee may have; this also outlines thoughts and feelings there may be. Explore is for once the individual has outlined their current situation, the coach should act slightly more pro-actively to probe further about the depth and context of the situation (College of Policing, 2023). Action and review can look at the is to encourage the employee to make the necessary modifications with the hope that they will internalise their new perspective and then to review progress that is made. 
This model is used more from a coaching point that I have not used yet, however as I have aspirations to become a mentor withing my role as a police officer I can foresee the use of CLEAR being a strong model to follow. 
As important as coaching and mentoring is, it is important to also set goals for not just individuals but for teams. South Wales Police bases its success on teamwork however without clear goals it can be difficult for individuals and teams to have set goals and challenges. A theory used in police to achieve this is the SMART theory. Doran, a consultant and former Director of Corporate Planning for Washington Water Power Company published a paper titled "There's a S.M.A.R.T. Way to Write Management's Goals and Objectives" (Project SMART, 2014). SMART it an acronym that stands for Specific, Measurable, Assignable, Realistic and Time-related. The idea that SMART drives people to explore and define goals and objectives clearly as they are established is a crucial component of its value (Project SMART, 2014). However, not everyone finds this theory successful and finds it difficult to foresee long term goals. Critically the SMART theory can be said to arguably not work well for long and lacks flexibility. Furthermore, this model offers a clear and simplistic framework that popularity grows among many professions. 
In conclusion my three-year probation has been a great experience, not only have I grown in my profession but as an individual. I base my success on the coaching and mentoring I have received from supervisory roles and experienced officers. The College of Policing delivery plan to professionalise policing has aided to me to develop in areas that will contribute to my long-term career and goals for promotion, However, some may not agree with the delivery of the colleges objectives I feel that it has served me well. I look forward to the next thirty years of my service and adapting to positive changed policing impose.  
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