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Once submitted your workbook will be assessed and marked independently.






Confidentiality

It is important that no individual can be identified either directly or indirectly from the information in the workbook. Therefore, you must:

· adhere to guidance in the Student Handbook about unfair practice and plagiarism.
· not identify individuals including witnesses, victims or offenders by name.
· not write information that enables any individual to be identified indirectly through the description you provide. This includes references to names, colleagues, places (including hospitals, schools, town, villages, streets) specific incidents which were high profile and could be identified due to past publicity, other professionals or any other personal information including medical or other conditions;
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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:

Introduction
In Workbook 2, I used a policing incident in which I played a major role in order to demonstrate my understanding of the role of a police officer. At the time of the incident, I was still being mentored during my initial probation, and my actions during the incident reflect that I was not yet acting as an independent police officer.
I include below a short summary of the incident I used and now that I am in my final year as a probationary officer I have analysed whether I would act differently now that I am more experienced. 
Summary of Original Incident
During one of my late shifts, we were called to attend a report of an ongoing disturbance at a block of flats and the reporting person had stated they had heard a woman screaming and a man shouting. The man was outside and very aggressive with some facial injuries. I remained with the man while my colleague went to speak to the other party involved. I tried using some learnt techniques to calmly persuade the male to talk to me and this eventually worked. I had recently read online the College of Policing Guidelines to de-escalate situations.  (College of Policing, 2020)
 I remained calm throughout to try and build a rapport and he was finally able to explain that he had rowed with his partner who had mental health issues and she had injured him during a fight. Neither party wished to take the matter further so I offered to provide some resources for their support and completed a Public Protection Notification while back at the station. 
Now that I am a more experienced officer, I have revisited this incident to see if I would have reacted in the same way. Re-reading my description, it seems clear that the techniques I used at the time were recently learnt and a little shaky when implemented, whereas now using the same techniques to de-escalate situations and persuade people to explain their issues has become second nature and used at nearly every incident I hqve attended. I have recently been assaulted while protecting a colleague who was being attacked, and my bodycam footage has been reviewed by senior officers who have commended my calm approach to and handling of an aggressive situation. 
What has also become more familiar is the extent to which my every day policing involves mental health incidents. I was expecting a more active role as a Response Officer but more often than not my daily tasks involve working with members of the public suffering from some form of mental health issues. It can be quite frustrating having to deal with these issues when I have had little training in recognising and helping with mental health episodes. We are, of course, able to pass on these cases to the relevant teams in the NHS but as they too are understaffed and overworked, it can be infuriating seeing the same people having the same problems without being able to help them.
I found this document useful in seeing out other officers were dealing with the same issues and how they were recognised as handling them. (HMICFRS, 2018)
The strategic role of the College of Police
This task also requires me to critically evaluate the strategic role of the College of Police in professionalising policing in the UK.  Both in this answer and in other answers and workbooks submitted, I have frequently read documents and articles made available by the College of Police and added links to particular articles I found very useful. This answer includes several of those links.
Although as a junior officer I am unlikely to be aware of how large and strategic a role the College plays in every day policing management, it has become clear to me that the College has both a clearly defined set of objectives in providing information and support for serving officers, and a practical approach to providing clear methods to assist officers to provide a service in a uniform, standard and effective manner by using easily available articles.
From the articles I have read and accessed, I like how the theoretical aspect is clearly described but that the larger portion of the articles contains real and practical advice for serving officers. 
The particular documents mentioned in this task are discussed below. 
A	The Strategic Policing Requirement 2015 
Links to this document are contained further down within this section. 
This document focuses on those areas where government has a responsibility for ensuring that sufficient capabilities are in place to respond to serious and cross-boundary threats and supports chief constables and Police and Crime Commissioners (PCCs) in balancing local and national priorities.
Issues which would be more effectively handled nationally include terrorism, civil emergencies, serious and organised crime, public order, and national cyber security incidents. 
 The strategy is revised and updated at regular intervals and is intended for PCCs (Police Crime Commissioners) working with their Chief Constables and other senior planning staff to implement the strategy at a local level so that working closely and efficiently with other forces to maximise the policing response against national threats. 
When national threats are identified, usually by government bodies the policing response encompasses the 5Cs, that is Capacity, Contribution, Capability, Consistency and Connectivity. A full explanation of these in contained in Page 9. (Home Office, 2015)

This is a high level strategy document intended for senior management for current and future planning, but is interesting for junior officers to help to understand what can sometimes seem like baffling management decisions.

B	 Policing Vision 2025
(NPCC, 2015)
This policy document was created by the College of Policing and sets out their plan for policing for the next ten years.  It discusses how the police service will be transformed and how resources will be used to meet their targets of serving communities.  It also describes how police officers should provide the inspiration for excellent service as well as providing efficient and value for money policing. 
The policy was planned to form a firm base for British Policing across all forces. Society is constantly changing and the policy is aimed at providing local policing which matches a society’s current needs. This also means that required police specialisms are regularly updated and refined, and responses are tailored for existing and future crime types. The policy also has a strategy to ensure the creation and retention of a workforce of confident professionals as well as using modern communication methods to make it easier for communities to request help and support from the police as well as methods for working closely with other local resources, such as mental health teams and local authorities, in order to provide a joined up service to the public. 
C	the Workforce Transformation 2018
(NPCC, 2018).
This policy document was created to create a range of national initiatives to transform the policing workforce. It includes programmes and services to support the delivery of the Policing Vision 2025, described in the paragraph above. 
Describing the policing workforce, it states: ‘By 2025 policing will be a profession with a more representative workforce that will align the right skills, powers and experience to meet challenging requirements”. The College of Police working in partnership with senior policing management teams have already created many of the programmes to support officers during this transformation process. 
I have accessed several of these programmes myself and expect to continue doing so. 
D	College of Policing 5 Year Strategy.
There does not appear to be ( or I could not find, despite extensive searching) a specific strategy document issued by the College of Policing dated later than 2014 so I have taken this to mean the South Wales Police and Crime Plan 2022 to 2026. (Michael, n.d). This document is undated but was probably issued in 2020 or possibly earlier. 
 Assuming this is the correct document referred to in the Task description, this plan refers to the strategy for preventing crime, understanding trends and crime causes, plan for the wellbeing of future generations and help to join up public services.  These are somewhat generic and lofty ideals but reading this document it appears to me that many of the strategies implied or specified are already available or are being developed by the College of Policing. 
How I am working to fulfil the role of a modern professional police officer in final year of probation.
Now that I am progressing through my final year of probation as a constable, it is time to reflect on how I have reached my current point of experience and skills.
Even after I had completed my initial six months of training, I realised that I had a decision to make on how to reach my career goals.
It has seemed to me that there are three types of police officer:
1. Those that are content to do the same activities in the same way throughout their career. I am thinking of those officers who prefer to stay in a response role covering a wide variety of incidents. 
2. Those officers that choose to specialise in a particular aspect of policing such as C.I.D, or firearms.
3. Those who choose to work towards rising through the ranks of the hierarchy towards more senior roles. 

Although I have thoroughly enjoyed my first two years as a response officer, I have also found it quite frustrating due to both the lack of workforce and the shortage of support mechanisms such as mental health support and other local authority and health service teams. 
Similarly, it seems to me that rising through the ranks involves a great deal of people management and administrative skills and I do not think I am particularly good at these, so I have decided that once I have completed my probation, I hope to join a specialist team, specifically the firearms team as firearms have been a hobby of mine since I was first able to handle them as a teenager. 
I have already started to increase my skillset by taking additional courses including PSU training, Taser use, and Force Entry techniques. 
Because of my PSU training in particular, I was lucky enough to be chosen to provide support at Queen Elizabeths funeral where I was placed to manage crowds along the road where her coffin made its final journey through Windsor. It was a memory for a lifetime. 
Reflecting on how my role has changed since I started my initial training
As I mentioned earlier in this answer, I think I have changed quite a lot since I started my probation. At the time, I my lack of practical experience was very visible, and for several months I was closely managed and mentored by my trainers and on the job mentors so did not really get to make many decisions on my own. I made some mistakes, luckily none too serious and I learnt a lot from those mistakes anyway.
Before joining the police I was quite an independent person and found it difficult to be completely obedient at all times. However, my time with the police has shown me that my senior officers generally have more experience of most situations and that doing what they ask is usually the best response. 
Once I became independent (of trainers and mentors) I became more confident in making decisions, for example about whether an incident should result in an arrest and also as a woman police officer, I have found it has helped to understand female victims and criminals, as I often use my own experiences to de-escalate situations and offer solutions to some issues.
 So I think I have definitely changed as a person, and hopefully more able to use my acquired skills and knowledge to become an even better officer.  As an officer, the operational tasks have not changed much, as probationary officers tend to do much the same thing, but I now feel I am better able to call on existing resources from colleagues as well as theoretical and practical advice for organisations such as the College of Police. 
I am still on target to complete my probation period on time and to continue with my planned career choices within the police. Its been more difficult than I expected, but in the end, even more enjoyable and rewarding than I hoped. 

 
(2057 words)

[bookmark: _Hlk123421309]
 






















Task 2
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:

[bookmark: _Hlk123419791]South Wales Police has accounts on most of the main social media platforms, including Twitter Facebook, Instagram with additional accounts for specific sectors such as Dogs, Horses, Missing Persons for example. This allows for the broadcasting of information to a very wide audience, in a cost effective and timely manner.
The general posts can include, as recently, a Christmas message from the Chief Constable, and an announcement of a conviction relating to community incidents such as robbery, vandalism and drug offences. 
Some posts are created to promote positive community engagement in the area, such as information about routine knife searches for example. 
I am not involved in creating the posts as they are managed by a specific team elsewhere in the force and my only interaction with social media from a work point of view is getting consent for details to be published about missing persons. Getting these details out is usually one of the initial operational actions and I have also requested posts be created when searching for a suspected domestic abuser that was being sought by my team for a case of domestic violence. 
It was clear that using social media can be very effective for this particular incident as we had quite a lot of people contacting us with potential and actual information about his whereabouts. 
Eventually, the suspect turned himself in and stated that he had been unable to hide as people had become aware of his wanted status via this social media post and had refused to give him refuge. 
However, as highlighted in a document posted by the police foundation (Police Foundation, 2014), that although social media has an ability to disperse information quickly and efficiently, the main limitation that can significantly outweigh this effectiveness is that in order for this information to be disseminated successfully members of public who need to see the information have to be following the social media pages and accounts or have a contact that is likely to share anything that they would see themselves. In the document it is also mentioned that in 2012 a survey was conducted by Accenture that found less than a fifth of UK respondents were aware of police digital presence. 
Since 2012, use of social media has of course increased exponentially so it is very likely that given this rise in popularity a greater population of the demographic of all ages of the general population now uses social media, so people accessing police digital media is likely to have increased. (Chaffey, 2022)
In the US and Canada, law enforcement there make good use of social media particularly during major incidents. A study was conducted by Pew Research Centre which found that 98% of all text messages are read within two minutes. This means that using this medium can reach more people than any other method including radio and TV broadcasting. So having rapid dissemination of information, a relatively quick pick up rate for the messages in a major incident, such as an earthquake could have a major impact to public safety. (Cruz, 2020)
Another effective use of social media is the immediate nature of the service which enables people to make contact and report incidents via direct or instant messaging services instead of dialling 101 as they don’t have to wait for a call to be answered and the incident is recorded to be dealt with as soon as an operator becomes available. Although its use as an alternative to making a 999 call is strongly discouraged when it comes to reporting situations which requires urgent and immediate attention as emails and text messages may not be seen or answered immediately and the Emergency Call Centre always has people ready to receive and handle calls. 
My own experience of using messaging successfully was when I attempted to report a hazard witnessed on my return from work one evening. I attempted to contact 101 via my hands free device during the journey however poor signal and long queues precluded this. So I used an instant messenging service when I got home. The response was very rapid indeed and I was also able to expand on the hazard as I could also use Google maps and What3Words to identify exactly where I had sighted the hazard. What3Words is a website/app that has divided the word into 3 meter squares, each with a unique three word combination, allowing people to search and pin point a very precise location. (What3Words, 2020)
As a result of this successful use, I have used a messaging service frequently when reporting minor incidents outside my normal working hours, when it was more convenient to do so, and I have recommended this as a viable option to people when they are asking advice on how to report a wide range of minor incidents and issues. 
I have witnessed the effectiveness of this method many times while I have been with South Wales Police. This messaging option has been used by many members of the public to give information about a variety of criminal activities. I feel sure that the ability to submit information from an anonymous account gives people more confidence to disclose details that they would otherwise be unwilling to do without the fear of potentially being identified by those individuals they are reporting. 
The drawback to this anonymity is that, using the National Intelligence Model (Adams, 2020), it is harder/impossible to grade the source to validate the reliability of the person (whether they are reliable, untested, or unreliable), so we normally try to establish other information about the reporting person which will enable us to identify the personal them to see check their reliability when it comes to any previous reports. 
I have attended a number of calls for ongoing incidents which have been reported from online sources where the reporting person had wished to remain anonymous but have made reports from personal accounts where they are easily identifiable allowing us to get in touch with them for further information. 
One example of this use of additional contact information to validate a report was when I was asked to follow up on an anonymous report that a group of local boys had been seen acting aggressively with one brandishing a large knife before appearing to hide the knife in a bush. 
When I arrived on the scene, I needed further information to help identify more accurately the area the youngsters concerned had been so our control centre gave me the contact number for the reporting person so I could contact them to get more details. This person was shocked and quite angry with me for getting in touch as they wanted to remain anonymous due to their anxiety that the boys might cause trouble for them. I then had to explain that their details would not be shared with anyone else but that we needed to clarify the report to ensure it the accuracy of the search (given the wooded nature of the surrounding area). They accepted this and I was able to get further details to locate a large machete style knife from where it had been hidden. 
Obviously, since the location of the weapon had not been included in the original report, we would not have been able to retrieve the weapon itself. So as well as curtailing the current incident, the additional information ensured that the weapon would not be used in other criminal activities. 

Thinking about how I progressed this incident, I have been using Borton’s Model of Reflection to understand my decisions and enable future improvement of my reactions. This is a good description of it. (Janse, 2022).
This model enables someone to revisit an experience mentally and reflect on what happened and what can be learned from it. 
Using this method of thinking, I was aware that although the initial message alerting us was correct and ultimately led to the discovery of the weapon, the additional contact details required led to an angry reporting person. However, the information provided to us was lacking detail, which led to the reporting person becoming irate. Perhaps I could have requested a What3words location on the report, although this might not have been possible, or the receiver of the report could have got the contact details before I had to. This would have left me more time to search for the weapon. Either way, my approach could be improved in the future. 
Using digital communications has the added advantage that digital transmissions tend to have a clarity benefit over analogue telephone systems due to the way the signal is sent. Digital systems work better for those with hearing and speech impediments as it allows people who have difficulties with telephones, to be able to report incidents without being fearful of a response. Also, data transmissions need less bandwidth than cell phone calls so transmission is more likely to succeed. (Makin, 2014)
One of the main downsides of social media is that the internet is an insecure open platform. Although some communication apps have inbuilt security, such as WhatsApp which encrypts messages, publicly accessible options (Twitter/Facebook), enables the uncontrolled nature of the internet to enable people to hijack legitimate reporting and informational posts and distort messages with misleading or malicious information, often within the comments section. 
In South Wales, as with all police forces in the UK, we have had several occasions when people have posted incorrect and toxic posts which causes misunderstanding by the general public and unnecessarily causing distress and anger in the community. This is often due to the general public not having access to the full story, and people knowingly or even innocently posting misguiding and inflammatory messages.
This can also be seen in people insulting officers or the force in general when well meaning or community awareness posts are created by officers with social media access, but which can sometimes lead to unexpected and malign responses within comment sections by members of public. 
I had a recent example that highlights these issues, is where I was sent to arrest an alleged domestic abuser, and although his partner had been the one to report him as he had attacked her with scissors, she started making Facebook posts denying his culpability and blaming the police for using undue force and acting in a racist manner. Although this is quite disappointing when we are responding to people’s calls for help, it is something we are trained to expect – no one expects everything in life to be just. In these post the original message from South Wales Police requesting information about the subjects was screenshotted and used as a backdrop to her claims. This has since been removed, but copies of it can still be found. 
To be fair, there is often a lot of positive feedback to posts which have highlighted specific incidents, such as racially aggravated abuse towards officers, or successful operations which have led to the arrest of multiple subjects and seizure of prohibited items. Or from members of the senior management team thanking officers for working over the certain periods of the year or welcoming in a new cohort of officers.
These positive messages can often boost the morale of officers, letting them know that their hard work is appreciated and I know from personal experience that fellow officers enjoy the positive comments. 
Before Christmas our Chief Constable posted a video message on Twitter thanking his officers for their work in 2022 and thanking all the communities for their support and help. The responses contained both appreciative messages but also negative messages including one blaming the police for deaths from Covid vaccinations. This is another instance of the open nature of the internet enabling malicious communications. 
The following document of quantifies social media issues well, particularly their definition of the nine ways law enforcement can use social media successfully. (GovTech, 2021)
These include as a source of criminal information, to push information, to interact with the crowd and to show the human side of policing amongst others. 
They also gave cautionary advice that while social media can be a useful tool, the best way to harness it and incorporate it into daily operations is still being developed. Police may one day use social media in as yet unknown ways.
In conclusion social media, can be used for positive reasons and to help reach a large number of people quickly. Unfortunately, the rise in usage and the relative openness of platforms can allow people with ignorant or malicious views to provide a negative counterbalance. Overall the usage of social media by police appears to be (both personal and work related) generally beneficial for all users based on my experience. 

 
(2116 words)


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:


[bookmark: _Hlk123418908]
In previous workbooks, I discussed strategies for Team Working and described an incident where I had to make choices about my reactions during an incident. I have summarised the same incident below, and have added some additional detail comparing how I would react now with more experience. 

Although I am enthusiastic team member, this question persuaded me to find out more objectively what it is about team working that makes for successful policing and I found the section in this College of Policing article, which describes team working techniques. (College of Policing, 2022) 

I realised that I was automatically working with some of the techniques (at the various Levels) but the article included some I had not thought of and I plan to apply these to future team working activities.

The incident I encountered showed how important honesty is within a team relates to a senior officer who I had also seen behaving aggressively to suspects in the past which had made me uncomfortable but which I had not felt “senior” enough to challenge. SWP Officers had been called to assist British Transport Police (BTP) with an aggressive passenger. On of the SWP officers approached the passenger and appeared to initiate a fight in which the passenger was slightly injured. This SWP officer mentioned the incident several times to his colleagues giving the impression he had manhandled the passenger and caused some injuries. One of the BTP Officers made a formal complaint about the SWP Officer’s actions. As did the injured passenger. 

These complaints were investigated by senior SWP supervisory officers and all the team who worked with him, including me, were interviewed about this and other possible incidents. 

As I am new to the force, I did confirm I had witnessed the officer behaving badly but had not felt confident enough to report this. But I was clear to the interviewer that I had felt uncomfortable about this officer’s actions on more than one occasion.

I was not really able to judge if the senior officer’s behaviour had affected mine (as I had been asked), but it made me aware that I must be careful that I make my own decisions about handling suspects correctly and should not mimic a colleague who is clearly not acting in a way that I would.

One last aspect of this was that I was concerned that commenting on this officer’s behaviour might have been seen as “snitching” on a team colleague, but since I am well aware that other colleagues also felt uncomfortable about this, I hoped that they would see that I had the best of intentions in trying to preserve team unity and reputation.

 This incident occurred more than a year ago, and I feel I would act far more decisively when the officer’s behaviour deviated from what I would consider acceptable. Neither would I consider it to be ‘snitching’ on a colleague if they were acting unprofessionally.

My police service reiterates the importance of teamwork every day, as I feel it is putting the theories of successful teamwork into very real practice.

Critically evaluate and evidence your flexibility in leadership style.

South Wales Police is quite a large force, with a lot of entry level response officers and a defined level of more senior officers at sergeant level and above. This means that until I have passed my probation period, there have been few opportunities for me to demonstrate many leadership skills as the allocation of constables to senior officers is clearly defined. 

Although the College of Policing has some articles about leadership skills, I found this article describing a research project about police leadership techniques in a UK police force quite interesting. (Yarlagadda et al., 2017) 

I did feel it was not a very community minded force that was being researched, as there seemed to be more distance between officers and the public, compared to my own Force which I think has quite an approachable public face which I put down to its ‘Welshness’. 

However, there have been a few instances where, due to staff shortages, I have been in charge of student officers for several shifts. I did not, of course, have ultimate authority to lead in all situations, but as with most independent officers (no longer being mentored one to one) I often take the lead at particular incidents, either because I have arrived first, because I already know either the victim or perpetrator or because I have experience of similar incidents.

Also, because our Force is always very busy, it has been inevitable that I have been exposed to a wide variety of incidents and gained a great deal of experience in taking the lead whenever necessary. 

This is an instance of my leadership style flexibility at an incident where I was the senior of two attending officers. 

My colleague and I responded to an incident where a victim of domestic violence had been attacked by her ex partner who had arrived at 3am ostensibly to see his three year old son. He had held a knife to her throat and she had managed to escape to her car to ring the police for help. I arrived with another female colleague and the suspect immediately became aggressive and started to attack us. I am larger than my colleague and managed to get in front of her as he began his attack. He pushed past me as I was taller than him too, and he pushed my colleague to the floor but she got up and fled towards the kitchen (as opposed to the building exit) with the man still trying to strike at her. The recording on my body cam shows that I stayed calm and turned to assist my colleague, bringing the male to the ground swiftly using techniques taught in officer safety training before he had been able to re-enter the kitchen.

I was the senior officer on scene and the only one trained to use a Taser. My colleague and I were both injured although I was not severely hurt and able to give chase, giving clear descriptions and direction of travel with my local knowledge. 

I have been trained to use the National Decision Model (NDM) when deciding on my best use of force and decided I was unable to use the Taser in the enclosed surroundings of the property where the incident happened due to the presence of a small child, child being present, and the aggressor going out of range when he was fleeing. (College Of Policing, 2014)

My colleague was understandably quite stressed and kept shouting at me to use the Taser but I kept calm and tried to help her calm down by showing that I had control of the situation. 



Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

These are some of the strategies I personally use when working with colleagues and where I might have to take leadership in a situation. 

Staying calm in the face of provocation

This is a particular strength of mine as I am known to be relaxed and unflappable in emergencies. Not necessarily something I learnt during Police training, but certainly this strength has been enhanced during my police responses. 

Letting victims take the lead in talking about a situation.

The old adage that you have two ears for listening and one mouth for talking is something I believe strongly, and I am not averse to sharing personal experiences with victims if it helps them to calm down and give me details of the situation. 

Working closely with colleagues and having had a very good mentor in my early days as an officer, I like to use the same mentoring techniques for more junior officers by encouraging them to take the lead and to have an input to interviews for example. Also by not micro managing their every move. 

Being thoughtful about next steps 

Although my hobbies require fast and sometimes kneejerk reactions, I seem to be able to take my time by thinking about my actions before carrying them out. 

There are other leadership strategies I use, but these are the most common for me, and I think define me as a Police Officer. 

My career path plans are currently to work towards a police specialism, I am currently about to apply to join the firearms team. Therefore I feel it is important that I nurture leadership strategies that are aimed at team work and reacting cautiously, rather than people management which will be more important to those officers whose career plans involved progressing through the ranks. 


Consider leadership models commonly used in policing.

The most obvious model is the one created by the College of Policing. (College of Policing, 2017) and is a very practical tool for improving leadership skills, but I have also found the following models interesting for comparing techniques and for looking at leadership models at various levels.

This government sponsored one is quite high level, but is interesting for seeing how senior officers approach the subject. (Neyroud, 2011)

This article was very interesting as it compared leadership techniques and models in different forces and both sides of the Atlantic. (Fisher et al. 2014)

And finally, I found this article about leadership models in business which seem to correlate with the models Ive seen imposed in policing. (Mozafaripour, 2021)

In conclusion, my research has shown that there are probably many leadership models used in organisations across the world and in policing in particular. Most have the same subset of attributes but the articles I have discovered, and described above, all seem to indicate that policing, in common with all other hierarchical organisations takes the basic subset of leadership styles and techniques and creates a leadership model designed specifically for its own organisation. Leadership styles are organic, and some are good enough to be recorded, shared and reused, others are found to be faulty and quietly forgotten. But all, in the end, are slightly different and specific to the model creator’s own experiences. 

How were you able to apply a change in leadership style/strategy to reflect changing circumstances?

At an incident several months ago, I was part of a small team who had been called to locate a suicidal male. I was equal in time and experience with my two colleagues. The team comprised two female officers and one male officer. As is unfortunately often the case, the male officer assumed the leadership role and instructed the two female officers where to go to try and find the suspect. I was the only officer who had actually been in this area of the city before (several times in fact) and was acutely aware that the male officer was not directing us in an effective search. After a short while making fruitless searches, at first I just suggested alternative approaches, but when the male officer refused to consider these, I became more forceful about where we should go as I was particularly concerned that the suspect had been last seen heading in the direction of a large body of water and I was worried there was a high chance he could have fallen in, and the direction we were instructed to was at odds with the last known sighting and direction of travel of the suspect. 

My colleague did eventually agree about this approach and because I remained calm but assertive, we ended the shift harmoniously, although we did not in fact locate the male as we had wasted a lot of time searching in the wrong place (the suspect later disclosed to other officers that he had gone in the direction I had suspected. 
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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:


Introduction
Although, as a police officer still on probation, I get little chance to provide coaching or mentoring for other officers, I have revisited the mentoring I received before I was enabled as independent and also described a situation after becoming independent where I was the officer providing mentoring to a newer officer. Firstly I shall evaluate coaching and mentoring definitions generally as well as an example of mentoring theory used in policing. 

Coaching and Mentoring - these two terms are often used interchangeably but are actually different development techniques used to train a junior or subordinate colleague. Both use a one to one approach, although the same coach and/or mentor may be supporting several people at once. A good definition of coaching and mentoring can be found in the following article. (CIPD, 2021). 

This article demonstrates that these two development techniques can be effective to upskill employees and both have become more popular with many companies, large and small, using the techniques to enhance the skills, knowledge and performance of their staff against specific skills and career goals.

 The article also has a good explanation of the difference between the two techniques, in that a mentor shares their skills with a colleague in a demonstrated and structured way, without necessarily assuming a teaching role, whereas a coach normally uses teaching techniques where the information is given to the student as if they are starting with little or no knowledge of the subject. 

The importance of people professionals and line managers having the ability to share information using these techniques is also discussed, emphasising how important it is that they have the skills to impart knowledge successfully and easily. 

 

Another article I found which helpfully defines the difference between Coaching and Mentoring (PushFar, 2022).

This article defines Mentoring as being done by someone who shares their knowledge, skills and experience to help another develop and grow, and Coaching as being provided by someone who gives guidance to someone on their goals and help them reach their full potential. As with definitions from other sources, it highlights the difference between sharing knowledge and imparting knowledge. It also considers that coaching is often short term and for a specific purpose, whereas mentoring is often long term and not necessarily happening all the time. 

 
Some current coaching and mentoring methods used in policing


As a female officer, I was interested in this particular research about how mentoring can support women in a male dominated workplace which was documented by carrying out a case study of the UK police force (Jones, 2017) 

This article was very useful as it closely relates to the part of the subject for my Thesis project about discrimination in the police force. 

The article asserts that there is little academic research in relation to mentoring, learning and women particularly in the male dominated UK Police Force. I have found the same lack of research myself which is why this article triggered my interest. The article discusses how the UK Government Home Office are instigating initiatives to address inequality within UK Police and include mentoring interventions, flexible working arrangements and positive action recruitment initiatives. 

I am hoping that my thesis research will also show if female officers feel they are receiving enough support in their roles. 

More specifically, the College of Policing has published a specific article about Mentoring (College of Policing, 2022),
 
As with other documents issued by the College, I found this useful as it covered mentoring methods which can be adjusted for different ranks and gives additional resources including some additional techniques for mentoring. 
 

How have I benefited from mentoring and coaching? 

When I completed my initial training I was placed with a team in the outskirts of the city and allocated to a mentor who was a sergeant and who had, apparently, been forced to become a mentor so was not enthusiastic about the process. He was moved to a specialist team while he was mentoring me so I was allocated to another mentor in a different team. 

Initially, my first mentor was helpful with the basic things, such as getting my laptop and other equipment, showing me my locker and the limited staff facilities and during the first few response calls I was concentrating on watching and learning, and did not contribute much to any of the incidents. My mentor was not encouraging me to ask questions, but to watch what he did and copy it. After a few incidents I asked for clarification on some of his actions once the incident was over and we had returned to base. At this stage, it was difficult for me to know what to ask and his attitude made me feel that he considered many of my questions a bit stupid. After a few weeks I felt more confident in participating in response calls and my mentor seemed to become irritated with this. The last week or so that I worked with him he was clearly ready to move to his new team and made it clear that mentoring me was a nuisance. I was not sorry when I was moved to the second team with a different mentor. 

This time, my new mentor was clearly enthusiastic about helping new officers and encouraged me to participate in response calls and to ask as many questions as I needed to. Due to my delayed start with my first mentor, I was not ready to be classed as independent for a few weeks after the usual period of time. However, my second mentor was so supportive and proactive in helping me, that I soon caught up and was given independence at last.

After I became independent, I remained in the same team as my second mentor where he continued to be available for answering questions and pointing me in the right direction when I was trying to manage the copious paperwork required for every activity, as admin is definitely not my strong suit.

This second mentor eventually left the team to move to his own preferred specialism, but as he was still based at the same station as my team, has now become a good friend as well as an excellent colleague.

This situation emphasised for me how important it is to have a mentor (or coach) who actually wants to do the job rather than being conscripted against their will. My second mentor contributed a great deal to my enthusiasm for my police officer role and taught me a great deal about how to pass on knowledge and encouragement to officers joining after me, the following incident is one I which I tried to apply what he had taught me. 

I found this article demonstrates well how problematic poor mentoring can be. (Llopis, 2012). 

Careers can be derailed or even ended completely if people are not supported in reaching their goals. 



Helping me reach my personal, professional and organisation goals.

I credit my second mentor for ensuring that I met my professional goals which continuing to enjoy my job. My personal goals remain the same as when I started, help people, enjoy the job, cope with the paperwork and he enabled this too, notably making sure I was aware of all the specialities and extracurricular activities available within the Force, with the result that I am a member of PSU, and taser trained which means that I get to attend a variety of incidents and have started on the road to acquire the skills needed for the specialism I am aiming for. I am also a member of the Force ice hockey team and the gaming group which has meant I meet officers from other Forces and other ranks. 

How has it aided me to learn, develop and perform in the workplace?

In many jobs, it can sometimes only be possible to learn on the job by making mistakes and correcting them, but this is definitely not the sort of job where that would be welcomed.

What I have learnt from my mentors is that if you aren’t serious about being a mentor, it can cause a lot of damage to the abilities and aspirations of the person you are mentoring, but if you are enthusiastic about the role, it will encourage the person you are mentoring to reach and expand their career targets.


Because of the enthusiasm with which I was supported by my second mentor, I was able to use these taught mentoring techniques with someone junior (in service) to me. The following is an incident showing how I did this. An example of how I used the mentoring techniques given to me can be demonstrated by the following incident.


A robbery had occurred which was being dealt with by another team. The person who had been arrested for the robbery had a recorded address in the area covered by my team so we were asked to carry out a search at his address for any evidence relating to the robbery.

I was partnered with a student officer who was on one of her first response incidents. We attended the property and found that it was occupied by a female and two young children who were initially very hostile to us, although I remained calm so that she eventually did so too. 

Her location was considered a crime scene and I explained that she had to leave to enable us to search for evidence of crimes. 

We allowed her to pack some belongings, while under supervision, and she then left with family members.

I showed the student officer how we should carry out the property search and once I had visually determined she was doing it correctly, I allowed her to search a separate room on her own, although I did check it with her afterwards. 

 The student officer did find an evidential item so I showed her how to store it correctly and to record where it was found. We found several possible items for evidence and remained at the property to guard the scene until the next shift arrived. 

 So I was able to use the techniques shown by my second mentor to provide support for a student officer to make sure she was carrying out her tasks correctly. 

Providing and receiving feedback 

As a probationary officer I have received regular feedback from my senior officers which has sometimes been critical as well as positive. I like to ask questions when it is appropriate to do so, and do not mind reporting something that might be contentious.

I have always been a very independent person and I found it less than easy to obey all orders without question. However, it can sometimes be difficult where a proposed action has been agreed by my immediate superior but then countermanded by a more senior officer. But the longer I am with the Force the easier I am finding it to make decisions which meet the approval of all my superior officers. But the longer I am an Officer, the more I realise that sometimes decisions I find inexplicable are made based on experience and knowledge I do not yet have. 

Conclusion

Coaching and Mentoring are essential for anyone in a responsible role to reach good quality levels of job achievement and satisfaction. It is also essential that mentors and coaches are enthusiastic and good at what they do, as a poor mentor can seriously damage the skills and prospects of any one being mentored. 

Having carried out some mentoring on junior officers I have received positive reviews from my superiors which does, of course, help my confidence that I am making good process in my chosen career. 
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