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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:

		Whilst entering my final probation year in the role of a Police officer within South Wales Police force, I have dealt with an incident involving the offence of domestic common assault. In this incident I dealt with the victim, the victim’s family, and the offender. I played a significant role as I was the Officer in Case of this matter, meaning that I was the investigating officer. This offence comes under Section 39A Criminal Justice Act 1988 which include offences of common assault and battery, which amount to domestic abuse, defined by Section 1 Domestic Abuse Act 2021 (CPS, 2022) Throughout the last three years of my career, I have identified that this offence happens frequently and is the most common incident that Police deal with. SafeLives is a charity based in the UK with a purpose to end domestic abuse (safelives.org.uk, n.d.). SafeLives provides help and support, along with facts and statistics on its website regarding domestic abuse. SafeLives highlights that in England and Wales, almost 2 million people every year suffer from domestic abuse, with over 100,000 of those people being high risk (safelives.org.uk, n.d.). 

	Just like my role as a Police officer, the College of Police’s role is to use evidence-based knowledge in everything that they do and develop (College of Policing, 2021). This teaches Police officers from the start that they must develop incidents and matters that they deal with from evidential knowledge. For example, whilst dealing with this domestic incident, the victim would not confirm to me that an offence had taken place however, she had confided in her mother and sister about the incident and disclosed assaults to them. The College of Police’s role is to set out the policies, procedures and guidance for Police officers to follow in professional policing, to provide the best quality of service and support for members of the public. Evaluating the College of Police’s methods such as the Policing Vision 2025, has allowed me to assess my own working methods and assess how true I am to professional policing and my job role. 

Due to this information, I immediately recognised that the mother and the sister of the victim had evidential knowledge on the incident therefore, I approached them to seek the evidence they knew of. I knew that this would be a challenge as I needed facts from the victim herself and I also knew that it was possible her family members would not disclose any evidence to me, if they thought that the victim didn’t want them to. 

This ties in with the role of the College of Police, as it states that they connect all Police officers and members of law enforcement to understand their challenges (College of Policing, 2021). Reflecting on this incident, I can see that I understood my challenges and dealt with them appropriately by obtaining disclosure statements from the victim’s family. This allowed me to contact the offender and arrange him to come into the Police station that I work in, on a voluntary basis, to complete an interview under caution. I advised the offender of his rights and entitlements both prior to and during the interview. 

The College of Police also sets standards so that Police officers can provide a better and more professional service to the public (College of Policing, 2021). One way that the College does this is by setting the standards of Ethics and Integrity. The Code of Ethics was created by the College so that Police Officers and all those who work for the Police uphold values and strive to do the right thing in all situations they face within their Role, which will then come together with public confidence (College of Policing, 2022). 

In reflection, I am satisfied that I worked in line with The Code of Ethics by upholding my values and doing the right thing, as I ensured I obtained disclosure statements from the mother and the sister of the victim. I gathered the evidence that was available, so that I safeguarded the victim and provided the victim with a good and professional service. 

As per South Wales Police policy, all domestic incidents require positive police action, that being making an arrest when there is an arrest necessity or a voluntary interview at a Police Station. As stated by the College of Police, Police Officers have the duty to take positive action when dealing with any domestic incident (College of Policing, 2018). Reflecting on this incident and analysing how I dealt with it, I did take positive police action as per South Wales Police policy as I arranged a voluntary attendance at the Police Station I work from with the offender in this matter. 

Regarding taking positive police action, the College also states that the officer’s first response and priority must be safety and therefore ensuring everyone is safe (College of Policing, 2018). I protected the victim in this domestic incident as I ensured she was safe with her mother and adult sister at her mother’s home address. Despite the offender knowing where the victim’s mother lived, he did not have a key or any other access to the property and was not aware of the victim’s location at that time. I also advised the victim and her family to keep the doors and windows locked. I also completed a Public Protection Notification (PPN) with the victim and submitted it to the Public Protection Unit (PPU) within South Wales Police force. This report is numerous questions about the relationship between the victim and the offender, and ask important and sensitive questions regarding physical abuse, assaults, and how the offender treats the victim. This allows the PPU to risk assess the relationship between the victim and offender and offer the appropriate help and service. This PPN is then shared with partner agencies of South Wales Police such as, WomensAid, the GP surgery of the victim, and Social Services. 

As explained by The College of Policing, Multi-agency public protection arrangements (MAPPA) was introduced to criminal justice areas of England and Wales in order for them and partner agencies to work together when dealing with the public, specifically victims and offenders (College of Policing, 2017) These arrangements were introduced to protect the public which include victims of offenders including sexual crime, violent and other dangerous offenders (College of Policing, 2017). The Public Protection Notification that I submitted for the victim in this matter is a clear indication of how I have used MAPPA to safeguard her as best as I could and allow her to be open to partner agencies for any further assistance. As well as completing a Public Protection Notification, I also provided the victim in this matter with a contact card for Life Fear Free. This is a helpline and body put together by the Welsh Government which provides help and advice to women suffering violence, victims of domestic abuse and sexual violence (GOV.WALES, n.d.). I provided the victim in this matter with this helpline information as I felt although she could benefit from it and there was a possibility, she would speak more openly to a professional from Live Fear Free than a Police officer. This again is an example as to how I have progressed now that I am in the final year of my probation as I am thinking of different and extra ways in which I can support victims. 

Policing Vision 2025 was set out by the Association of Police and Crime Commissioners (APCC) and the National Police Chief’s Council (NPCC) in consultation with College of Policing and National Crime Agency, along with other policing and community partners in order to shape how Police forces use their resources and Police officers to keep the public safe (NPCC, 2016). The incident that I have reflected upon in this essay highlights how I have used what I have been taught regarding the Policing Vision 2025, by using skills and powers that I have learnt throughout my probationary period to police the community and assist on bringing in the support of multi-agencies. As per the Policing Vision 2025, local policing remains the ‘bedrock’ of policing however, with more integration of health, social services, education, and community projects we allow the ambition of multi-agency co-operation and involvement (NPCC, 2016).

The purpose of a strategy is to establish agreed and set objectives, which are relevant to knowledge and information of the situation being dealt with (College of Policing, 2018). Strategies should be capable of on-going threat and risk assessments when dealing with situations, whilst ensuring public safety (College of Policing, 2018). As published by the College of Policing, strategic planning involves assessing risks and impacts that an individual and unique situation has on the persons involved. The College of Policing states that a risk assessment should be carried out and where an incident involves multi-agency response, then a dynamic risk assessment should be completed (College of Policing, 2018). The Public Protection Notification report that I have mentioned throughout this essay is a good and clear example of how South Wales Police as an organisation, and me as an individual Police officer has used a strategy in risk assessing a situation and involving multi-agencies. 

Reflecting on this domestic incident documents how I am fulfilling my role as a modern-day Police officer during my final year of probation by working within policies set by South Wales Police to ensure that all evidence is gathered, victims are protected, and offenders are brought to justice for crimes they commit. Gibbs’ Reflective Cycle is a great method to use when reflecting on one’s performance, decisions, and actions. Gibbs Reflective Cycle was created and developed by Graham Gibbs, in 1988 and is a world-famous reflective tool. The cycle is built up of six stages which are description, feelings, evaluation, analysis, conclusion, and action plan (The University of Edinburgh, 2020). This is a reflective method I can use in my career in the future to develop me abilities and create a positive action plan on how I will deal with similar incidents in the future.

This domestic incident shows how I have developed and progressed throughout my probation from the beginning up until now through my expanding knowledge. For example, when I was at the start of my probation, I didn’t initially know what a disclosure statement was and the importance it holds whereas now, I know what it is and the level of importance it contains. I have also developed the skill to recognise when a disclosure statement may be present. I have also seen my role as Police officer change now that I am in my final year of probation as my confidence and competence levels have continued to grow. I am more confident when dealing with victims and offenders, along with partner-agencies of the Police. for example, when I submitted the Public Protection Notification for the victim in this matter, I had the understanding and skill to submit it through as high risk due to there being an assault involved, the victim clearly being too scared to speak to Police properly, and due to the offender’s violent history. This indicates how my position as a Police officer has developed and blossomed over the last few years as I am now capable to look at the bigger picture and pick apart the information that is in front of me. I do this with the public’s interest at heart, and specifically the victim that I am dealing with at that time. This portrays my ability to risk assess live situations that I am dealing with.

Total word count – 2,169 
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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:

	The first link between social media and the Police traces back to 2008 when some Police forces began to experiment. This began unofficially with Police officers receiving support and sponsorship by Association of Chief Police Officers (ACPO) (Social Media Today, 2012). Social media is used by Police to gather intelligence, and information, engage with communities, and best practice for sharing within Police organisations. Social media use by Police has grown drastically over the years, and it has shown a great impact on development of modern-day Policing and moving with the times and society (Social Media Today, 2012).

Social media platforms offer a great way to promote and advertise things, and get information out to the public, but also come with risks such as misrepresenting what the organisation is trying to publish, and Carter states that this is why social media policies are a good asset to have (Carter, 2018). A social media policy is an organisation’s code of conduct when using social media platforms and can be used as a guidance on how to tell employees how to represent the organisation and themselves when using it. This can provide protection for the organisation and employees using social media from legalities, and negative public perception (Carter, 2018). Upon researching the social media policy of South Wales Police, the website does not provide the policy and a direct request via email is needed. This is a potential area of discussion/development of the organisation to make it more accessible to members of the public. 

Social media is an ever-growing platform and internet-based communication method, which interfaces with all areas of Policing (the Police Foundation, 2014). Social media allows Police to connect and communicate with the public, engage with them, and distribute important information quickly and easily (the Police Foundation, 2014). The use of social media by Police can allow engagement with the public and allow the public to feel listened to. Although social media has its advantages, it also has its disadvantages. Police need to ensure that the posts they are posting on social media are relevant and useful, not leading the public to thinking that the Police could be using their time more fruitful (the Police Foundation, 2014).

Bullock states that there has been optimism towards Police usage of social media as this will facilitate citizen participation and communication strategies between the Police and the public however, there’s also concern that Police usage of social media has not yet served the proposed and desired facilitated interactions (Bullock, 2017). Police can use social media platforms to warn the public of threats, announce road closures or heavy traffic due to road traffic collisions, encourage the public to report crime and issues, and ask for help in investigations such as wanted persons and missing persons (Dekker, van den Brink and Meijer, 2020). However, despite these opportunities of support and engagement provided by social media, Police must be very cautious when using social media. Studies have suggested that Police face barriers such as cultural barriers when using social media with a potential mismatch between Police and public perception of how Police interact on social media and their authentic use of it (Dekker, van den Brink and Meijer, 2020).

An example of positive use of social media by Police is when a wanted male turned himself into Police in Canada after seeing his picture published on Facebook and Twitter by Police (Houle, Daddey and Armstrong, 2017). This is a clear indication of how Police can successfully use social media to their advantage in safeguarding the public from wanted criminals and bringing those criminals to justice. There are risks in Police using social media such as misinterpretations of the context of the post by members of the public. Despite its usefulness and investigative methods, social media usage can also be full of traps for Police and discredit them if there is any type of misuse (Mihalek and Frankel, 2019).  

Reflecting on my time as a Police officer, I have a personal example of a positive use of social media by the Police whereby, I was dealing with a high-risk missing person. The missing person was reported missing by his partner, and his family seemed to be less helpful than one would presume a family would be which aroused suspicions. Upon gaining the partner’s permission to do so, I obtained a photograph of the missing person, and it was posted on South Wales Police’s Facebook page. This resulted in the missing person contacting the Police from out of force area, as he was staying in a different part of the UK as he wanted to split up from his partner. This later explained his family’s lack of engagement with the Police as they were aware of his circumstances. The missing male was sighted safe and well by a neighbouring Police force and this matter was closed. 

Social media is a great tool to use in a lot of aspects of Policing however, it also runs risks when it is being used for missing persons. Missing persons are vulnerable, and this could be due to many factors such as age, learning difficulties, personal issues such as drug use or alcoholism, and mental health. Social media also brings unpleasant people in the form of ‘trolls’ who seek to target the vulnerable (Missing People, n.d.) ‘Troll’ is a term that defines the unpleasant people mentioned, who post online with the sole purpose of causing upset and discord. They often operate through fake social media accounts that they create. These trolls are often predators of the vulnerable and by Police and or family members posting missing persons on social media, it allows the predators to prey. These missing persons can easily become targets for predators and are immediately at risk especially if they are children, they run the risk of child exploitation (Missing People, n.d.). 

As well as social media, the press can also be a good source of publicity used by Police to help spread the message of a missing person however, the press can be invading of privacy and at a stressful time such as a missing person, the families and loved ones of that missing person should be provided with the privacy and respect they deserve therefore, there is a fine line between using press as an advantage and disadvantage (Missing People, n.d.).

As well as the Police using social media to engage with the public, the Police have also used social media to locate suspects of crime and make arrests (Police1, 2017). Police in southern California have used social media to trace a suspect through their social media account using the username of the account, and the locations that they posted their activities (Police1, 2017). Police officers acquire information in the same manner is members of the public however, the difference is that Police officers have training and are aware of certain investigative methods and techniques, which lead to arrests (Police1, 2017). 

The social media platforms that used by Police are mainly Facebook, Twitter, and Instagram. Facebook and Twitter allow Police to post missing persons and wanted persons on social media, to ask the public for help in finding them. Instagram is used by Police to post images of the Police force engaging with the communities that they serve as well as posting information about different departments within their force such as the dog unit as animals are quite popular with most people. South Wales Police use all three of these social media platforms, being Facebook, Twitter and Instagram. 

A part of the initial enquiries when dealing with a missing person within South Wales Police, is obtaining a recent photograph of the missing person if a social media post is being considered. As I have previously mentioned, I have done this as a part of my role when dealing with a missing person which resulted in that person contacting Police to confirm he was safe and well. Throughout my progression in my career, I have developed my strategies when dealing with a missing person. I have done this by ensuring that I obtain a recent photograph of the missing person every time, no matter how early in the investigation it is. I always ask the family of the missing person’s permission first and explain that South Wales Police could potentially post the image on social media platforms, with their consent. 

As well as a photograph of the missing person, Police also post the details such as their name and age, the last known location/sighting of them. As previously explained, this is all done with the consent of the family/next of kin of the missing person and it is a careful consideration of the Police force (Lancashire Constabulary, n.d). The use of social media has been beneficial as it allows the public to see the impact that the missing person has on the family along with the missing person themselves. This impact is highlighted to members of the public through the social media posts which in hand, then result in the public wanting to be helpful and assist (Lancashire Constabulary, n.d).

The South Wales Police & Crime Commissioner’s Annual Community Survey 2022-2023 was posted on Facebook for members of the public to complete. The survey findings show that 418 people read the survey, and out of that figure 298 clicked on the link to complete it. The survey findings also showed that the survey was posted on Twitter through paid promotion whereby, it appeared for viewing by 27,451 other Twitter accounts/users (The South Wales Police & Crime Commissioner’s Annual Community Survey Survey Results, 2022). This survey is created and posted on social media every year for members of the public to complete if they wish to, and is a quick and easily accessible way for the public to engage with South Wales Police through social media.

	By assessing my personal experiences and researching Police use of social media, I conclude that although there are risks with Police use of social media, the advantages are greater. Police use of social media all over the world has individual and similar cases of positive outcomes whether it involve missing or wanted people. I believe along with the information accessible, that social media allows Police and the public to engage in a more modern way, also quicker and easier. By Police using social media it opens the ability for young people to feel more at ease with contacting Police or viewing Police activity. It is also a demonstration of how Policing is modernising and progressing with societies and technology’s development. 

Total word count – 2,197
	

	














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:

	Leadership can often be categorised into two categories, good and bad, and this could be due to previous experiences with employment however, there are many different leadership styles. Boogaard explains that a leader is often seen as someone who is head of a department, a person in a higher position however, ultimately a leader is ‘someone who influences and guides other people, through their behaviour and actions’ (Boogaard, 2019).

Examples of leadership are transactional, transformational, democratic, and autocratic. Transactional involves the leader giving instructions to team members and using rewards and penalties to recognise what they do and praise or punish them. Transactional is also known as managerial leadership and is based on an exchange or transaction. The relationships between the leader and employees are based upon theories that assume individuals need structure (Lutkevich, n.d.). Transformational seeks change, and the leader uses this style to make improvements in the department. Transformational leaders often work to inspire members of their team and make positive changes. Transformational leaders take control and convey a clear vision of the goal of that organisation (Cherry, 2023). 

Democratic leadership can also be referred to as ‘participative leadership’ which involves the leader running groups and projects and encouraging that the team works together in decision-making. Employees belonging to a democratic style often meet to discuss issues and work together to resolve them. This form of leadership can apply to all types or organisation and businesses (AcqNotes, 2022). Autocratic leadership is quite the opposite of democratic leadership, and the leader often has a ‘my way’ approach (Boogaard, 2019). It is also known as authoritarian leadership and is often one person’s control over decision-making and has a small input from other members/employees of the team or group (Cherry, 2023).

The College of Policing has a chart which consists of guiding principles for organisational leadership which contains three parts. 
Understanding Leadership
The College of Policing (COP) states that forces should have up-to-date knowledge of leadership capabilities within the organisation, along with setting direction for positive and realistic future development, to result in future leadership capabilities. The COP states that forces should have a plan for these future requirements. Assessing this, it highlights how the COP have procedures and structure in place to help assist officers in becoming good leaders. This gives officers the chance to grow their career. This is a good way in which the COP can set out to help officers flourish. By the COP understanding leadership styles, it can then relay that knowledge on to officers through training sessions which is beneficial to officers looking to progress. 

Developing Leadership  
Performance, learning and development, and talent are the three parts of the developing section of the chart. Performance should include personal improvement and responsibility of professional development. Performance of an officer is vital when seeking to develop leadership styles if the officer is hoping to be promoted for example, constable to sergeant. Learning and development is a responsibility across the force that should make visual achievements of capability and requirements. The COP has a responsibility to provide pathways for officers to develop such as developing leadership skills. If the COP makes the tools available for the officers, it is the officers’ responsibility to use them to develop. Talent includes forces having effective and appropriate programmes in place to identify talent and develop it. By talent being identified by the organisation, they must have methods in place to help assist an individual’s development and skill set. This is an advantage to all officers as it gives them the opportunity to succeed. Assessing this, I see this as being training sessions as previously mentioned, which can be put in place by the COP.

Displaying Leadership
The COP states that displaying leadership involves morale and wellbeing, innovation, and diverse leadership teams. Regarding morale and wellbeing, the COP says that forces should have a good commitment to the morale and wellbeing of the workforce. Innovation should also be present so that the force has an open mind and ability to adapt to new ideas. Leadership teams should be diverse with individuals that have different backgrounds and experiences (College of Policing, 2017). Reflecting on this, if a Police force is good at displaying leadership along with looking after the wellbeing and morale of its officers, then this will naturally provide reassurance, confidence and encouragement. 

Fritsvold suggests that there is a thought by people that leadership is a skill that someone is born with, and not necessity taught and learnt through education and experiences (Fritsvold, 2019). Fritsvold also suggest that there isn’t one type of leadership style that is most suitable for Police to use, but a mixture. There are a number of traits, skills, abilities and responsibilities of leadership that Police leaders should have, understand and be able to practice (Fritsvold, 2019). Fritsvold states that Police leaders need to have leadership traits such as commitment, honesty, integrity humility, and mentorship (Fritsvold, 2019). These leadership traits highlighted by Fritsvold, link in with The Code of Ethics, as honesty and integrity being key parts of it (College of Policing, 2014).

The COP has developed five stages of good leadership in the Police. Stage 1 everyone as a leader, stage 2 first-line leaders, stage 3 mid-level leaders, stage 4 senior leaders, and stage 5 chief officers and staff. The COP says that Police leaders build a strong sense of values that shared, along with common purpose at all levels of the Police service (College of Policing, 2022). Extensive engagement with the Police services and research has also resulted in the COP creating six elements of leadership which are deemed appropriate and expected behaviours. They are inspiring common purpose, developing and valuing people, building an inclusive workplace, leading across boundaries, performance and improvement, and understanding self and others. These leadership expectations allow officers to introduce consistency into their leadership styles and set the expected standards of leadership and behaviour (College of Policing, 2022). By the COP setting these stages of leadership, it allows both the organisation and individual officers to understand what is required and expected by the College, when officers are considering leadership development. 

	Within South Wales Police, an officer can complete a training course which allows them to become a tutor. Becoming a tutor means you will be a mentor to a student officer that has just completed the initial six months of training. As I am still within my probationary period, I cannot yet complete a tutor course. So far throughout my probationary period there has been many times whereby the tutor on my team has been absent therefore, my supervisor has paired me with the student. This has resulted in me taking a leader position within the pair. These situations also indicate to me that my supervisor believes I am capable of being a leader and recognises leadership capabilities in me.

	An example of an incident in which I have had to be flexible and become a leader is when I was paired up with an officer on my team who was still in his tutorship. I noticed that he naturally lent on me for support and guidance when dealing with an incident. The incident we dealt with was a domestic case of stalking and harassment. We dealt with both the victim and the offender in this incident, as we took the details of the offences from the victim and obtained evidence which consisted of screenshots of the numerous phone calls, voice mails and messages sent to the victim by the offender. Due to my experience in dealing with harassment cases consisting of phone calls, voice mails and text messages, I immediately recognised that upon arrest of the offender, the mobile phone(s) belonging to the offender will have to be seized to be downloaded for evidence. I relayed this experience to the student officer, informing him that when the offender is arrested his mobile phone(s) will have to be seized. 

	When a mobile phone is seized for download, a mobile phone download form must be completed and submitted to the relevant department. This is something that I have learnt through experience of dealing with similar incidents throughout my probationary period. I explained this to the student officer as he was unaware due to lack of experience. As the student officer hadn’t completed a mobile phone download form before, I adapted to the situation and acted as a leader by completing the first mobile phone download form, for the student officer to use an example and guidance. This incident shows how I have used leadership expectations as per the COP guidance as I have assisted in developing the student officer, I have been inclusive, I have acted as a leader, and I have ensured my performance has led to the improvement of the student officer’s. 
	
	Researching different leadership styles, I believe that the leadership style that fits me best would be authoritative. Authoritative is one who considers themselves a mentor to others, they adapt a ‘follow me’ approach which means they set out a course and give an example of what to do and encourage those around them to follow that example (IMD, 2022). Reflecting on the previously discussed incident, this is an example of how I have acted as an authoritative leader. Authoritative leaders are known to inspire and motivate those around them through their leadership ways and methods. They often promote a sense of achievement and accomplishment and rely heavily on getting to know each member of the team (IMD, 2022).  This links back to the six elements of leadership identified by the COP, particularly the elements of developing and valuing people, and building and inclusive workplace (College of Policing, 2022).

	I have developed the ability to adapt and alter my leadership styles to suit the individual and situation that I am dealing with. Assessing on my experiences as a leader so far, I can see how I can use different types of leadership styles. When being paired up with different student officers, I have noticed that each of those individuals are unique and require different leadership styles from me. Some require me to be more direct and some require me to have a relaxed approach. For example, one student I have worked with struggles with the ability to use his initiative when at live incidents therefore, I step in and take control of the situation then give him professional instructions. Reflecting on the times that I have dealt with this officer I can see that this works well for him as he follows the instructions, resulting in the incident being dealt with efficiently and professionally. Researching leadership styles, I can identify that this type of leadership is transformational, and it allows me to be a good leader and help the student officer develop his own abilities and grow his confidence. `by working with different Police officers whether they be students or not, it has allowed me to work on my own confidence and my own leadership capabilities. By reflecting on my probation so far, I can identify areas that I have improved in, one major area being my leadership abilities and aspirations. This is an advantage to me as it will allow me to progress in my career whichever avenue I decide to take once completing the university degree. A potential disadvantage to adapting and using different leadership styles could be that in the future I struggle to maintain or identify my main approach in leading a team if I ever decided to go for a promotion however, with experience this issue could be dealt with and tackled professionally. 
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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:

	Throughout my three-year probation I have received coaching and mentoring from my supervisors and colleagues. The initial coaching and mentoring I received was from my tutor when I first started in 2021. My tutor was an experienced Police officer who had been a Police officer for four years, and a Police Community Support Officer (PCSO) prior to that for two years. Within South Wales Police, tutorship lasts for twelve weeks however, I was signed off as a competent independent Police officer early, at ten weeks. This is an indication that I benefited from my coaching and mentoring from my tutor, as I met the relevant criteria early.

Coaching and mentoring are development approaches using one-to-one conversations to enhance the skills, knowledge, and work performance of an individual. Mentoring can be described as a relationship between an experienced person and inexperienced person, whereby, the more experienced person shares their knowledge, information, and skillset with the inexperienced person (CIPD, 2021). The mentoring model GROW stands for Goal, Reality, Options, Will. The GROW model is a framework used by coaching and mentoring to unlock possibilities and potentials of employees and individuals. Its main purpose is to prioritise problem solving, goal setting and performance improvement (Whitmore, 2011). The GROW model was created by the founder, Sir John Whitmore in the 1980s and has become a very popular mentoring model. 
The College of Policing states that coaching helps Police officers develop a career, become a better leader, work effectively with others, know your strengths and contributions, the ability to deal with change in personal life, improve self-confidence, and feel empowered (College of Policing, n.d.). The College of Policing describes coaching as a developing activity that takes place between a coach and student over a period. The aim is to set goals and objectives for the client/student to achieve and identify their abilities (College of Policing, n.d.). 
This shows me that the difference between mentoring and coaching, is that mentoring allows the experienced individual to share the knowledge and information, which leads to coaching and developing of the inexperienced individual through goals and objectives.

The National Police Chief’s Council’s (NPCC) Policing Vision 2025 was set out to have an agenda of enabling Police services in the UK to form modern policing, and to tackle the ever-changing nature of crime and threats to community (College of Policing, 2022). The vision was put in place to provide an improved service to the public buy Police officers therefore, the organisation of South Wales Police expects me to conduct myself and complete my role in line with the Policing Vision 2025. My roles and priorities as a Police officer are to protect and serve the communities and meet the challenges that both the organisation and the communities face regarding criminals and criminal behaviour. By ensuring I conduct myself professionally and listen to the communities, serving them appropriately, I am helping myself achieve the elements of the Policing Vision 2025.

There are different types of coaching used by Police which vary from face-to-face coaching, virtual coaching, one-off sessions, and career development coaching (College of Policing, n.d.). Reflecting upon my three-year probation, I have received all of them. I received face-to-face coaching with my tutor during my initial tutorship along with sessions with the training officer. These face-to-face sessions were a method used to check on my progress, discuss my occupation competency portfolio (OCP) and to discuss my welfare, any concerns, or anything else I wanted to discuss. These sessions benefited me as they allowed me to have face-to-face coaching from the training officer regarding my personal progress. This method of coaching ties in with career development coaching, as per the College of Policing, as essentially, that is what the sessions are for (College of Policing, n.d.). 
I have also experienced virtual coaching from my tutor at the university, regarding my dissertation as I have been a part of teams meetings. This has benefited me as it is gave me the information, help and advice that I required. During my three-year probation I also had a one-off session with my supervisor on the topic of casefiles. My supervisor at the time, came from the Metropolitan Police Service and was in the Criminal Investigations Department (CID) therefore, his knowledge on casefiles was at a high standard. 
My supervisor and I took the time to go through the different case file documents that are required for different types of casefiles such as Guilty Anticipated Plea (GAP file) and Not Guilty Anticipated Plea (NGAP). GAP is when the defendant pleads guilty to the offence(s) which they have been arrested and charged for, and NGAP is when the defendant pleads not guilty to the offence(s) which they have been arrested and charged for. Depending on the plea given by the defendant, the casefile documents required are different. NGAP casefiles require more documents and generally take longer for the officer in case to complete. 

The mentoring and coaching I have received throughout my three-year probation has been an advantage to me as it has supported me professionally and resulted in me meeting personal, professional and organisational goals. I have met personal goals such as becoming a competent and confident Police officer. I have also successfully completed a Taser course and emergency response driving course. This allows me to be more skilful. I have also met organisational goals such as passing my university work and continuing into my third and final probationary year. 

The coaching and mentoring that I have received throughout my career so far has enabled me to develop in my role as I have been given the education and skills that I require, to do so. I have the ability to detect crime and offences when speaking with members of the public, for example, when attending a call between two neighbours who were ex-friends, I was able to identify the offences of public order and affray, which comes under the Public Order Act 1986. The victim disclosed that the offender was shouting and swearing at her in the street, calling her unpleasant and insulting names, and also threatened her with a glass bottle. The offender held a glass bottle above her head in a threatening manner and then pointed it towards the victim, nastily threatening to smash the glass bottle on the victim’s head. This is a clear incident of public order and affray under sections 3, 4, and 4a the Public Order Act 1986 (Legislation.gov.uk, 2019).

My performance has improved over the years as I have been given solid foundations of knowledge, and personally ensuring that I conduct myself properly and professionally. I have developed skills such as talking to members of the public and engaging with communities, talking to someone in a tone to help bring them down to a calmer level when they are irate. I have also learnt how to deal with crisis and emergencies daily and remain in control, calm and professional. 

	Reflecting on my career so far within South Wales Police, I feel that it is important to be coached as it gives you the opportunity to identify strengths of yours and work on them to make them even stronger. As a woman, I feel satisfied that I have received proportionate and appropriate coaching so far in my career, and I feel that I have been dealt with equally and fairly on par with my male colleagues. I feel that it is vitally important for female Police officers and staff of South Wales Police, and all other females of organisation, businesses, and jobs to feel valued, respected and coached accordingly. This should result in a boost of morale, the feeling of inclusion, importance, and relevance. Wells International Foundation has a program called ‘The Successful Woman Leadership and Legacy program’ which they state enables organisations to put things in place that will demonstrate concern for commitment in helping women thrive professionally and personally (Wells International Foundation, 2023). It also states that this program will result in individuals seeing that the organisation that they work for understands their needs, allowing them to feel heard and seen (Wells International Foundation, 2023).
 
A coach or mentor works together with an individual or group, to assist them achieving their goals and personal objectives within their career. The relationship between a coach/mentor and the individual(s) is usually over s short timescale, whilst focusing on specific skills and goal improvements (College of Policing, n.d.). This indicates to me that coaches and mentors within the Police work with an to assist in achieving career and personal goals, and helping to gain the tools and skills required to do so. I believe that a coach is a vital part of the Policing world as it forms structure, methods, firm boundaries, and foundations to assist Police offices in conducting their role properly. 

The College of Policing has a programme called ‘Coaching and mentoring skills workshop’ which is designed to build one’s coaching and mentoring skills to a standard, so that the person can play a role and vital part in the development, progression, and retention of Police officers and staff from underrepresented groups within the organisation. This workshop includes three sections: pre-work including mandatory learning for online sessions, one- or three-hour online sessions, and a two-day face-to-face workshop. The workshop covers impact of bias on individuals and groups, how to be active instead of a by-stander, along with coaching and mentoring skills. The College of Policing also states that the workshop will allow the person completing it to have enhanced abilities as a leader and allow them to have conversation with anyone more flowingly (College of Policing, n.d.).  This highlights that the College of Policing has considered coaching and mentoring extensively and recognised its benefits and importance. 

Hoban states that coaching is expert support that helps keep people on track with their individual circumstances, to make progress and real changes (Hoban, n.d.). This suggests that coaching is important and has a vital part to play in one’s success and has a direct impact on one’s outcome. Listeners Without Borders suggests that everyone needs support occasionally, and that’s where coaching comes in. Listeners Without Borders also discusses that with coaching comes the ability to teach active listening skills, self-reflection, and promotion of empathy (Listeners Without Borders, 2022).

I believe that to do good you must understand where you have gone wrong, and learn from it, but also to learn and understand where you have gone right to continue practicing that way of working. A way of understanding where you have gone wrong, and right is to receive feedback. Throughout my three-year probation I have received numerous feedback from supervisors, the training officer, my tutor, and colleagues. I have received feedback in my session with the training officer whereby he has discussed my progress and development with me, and he has also asked me for areas of development that I think I need to develop in. This allows me to reflect on myself and discuss it with a professional person who is in a coaching and mentoring position. I have also received a few different emails of praise, congratulations, and appreciation. 

In conclusion, reflecting on my three-year probation I have identified how coaching and mentoring has played a vital part in my progression and ability to complete my role professionally and successfully. It has been a great advantage to me and has had a direct impact on my growth as a Police officer, whilst also assisting in the growth of my confidence. The College of policing has put workshops and procedures in place to allow coaches and mentors to have the tools they require to assist the more inexperienced and new officers like me, to progress, learn and develop. This highlights the importance of coaching and mentoring within the Police. As I look back, the difference on my performance from day one to the present, is vastly different in a positive way, due to the coaching and mentoring I have experienced.  
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