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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:

The College of Policing in the United Kingdom plays an increasingly crucial strategic role in professionalising policing practices. In the below discussion, I will provide an evaluation of the influence the College has had on policing within the U.K.

The Policing Vision 2025 (NPCC 2016) outlines a clear roadmap for the future of policing over a ten-year period, emphasising a focus on crime prevention, digital transformation within the workforce, and community engagement. This vision has since been further expanded by the introduction of The Policing Vision 2030 (NPCC 2023) which outlines a vision statement of having the police in England and Wales “be the most trusted and engaged policing service in the world working together to make communities safer and stronger” by 2030.

It is the opinion of some that the Vision 2025 lacks specific implementation plans and measurable outcomes, making it difficult to track tangible progress, for example Martin (2022) argues that the implementation of procedures in order to work towards the objective of the Policing Vision 2025 has led to continued debates between organisational and professional logics rather than creating a universal understanding of professionalism.

[bookmark: _Hlk145944405][bookmark: _Hlk145945121][bookmark: _Hlk145945479]One of the key roles provided by the College of Policing includes standardization and training across the different forces within U.K. policing (Watkinson-Miley, Cox and Deshpande, 2022; Shohel et al, 2020; Charman, 2017) . The positives this has is that the college sets national standard requirements for the training and education provided. This in turn, works towards ensuring consistency and professionalism across the various different forces (Norman and Williams, 2017; Wood, 2020). On the other hand, some have identified that standardisation may work towards reducing the innovation of forces by hindering their ability to tailor specific training to their unique needs (Cox and Kirby, 2018).

[bookmark: _Hlk145945693][bookmark: _Hlk145946178][bookmark: _Hlk145946228]Additionally, the College of Policing (2014) outlines the Code of Ethics by which those within the force are to adhere. Within the Code of Ethics are the policing principles of; accountability, fairness, honesty, integrity, leadership, objectivity, openness, respect and selflessness. These principles serve as a foundation for the standards of professional behaviour. Including accountability and integrity in this foundation aids in improving the ethical conduct of officers (Hickman et al, 2016). Conversely, it can be argued that the ethical principals require stronger enforcement mechanisms in order to be effective (Westmarland and Rowe, 2018). Porter and Prenzler (2016) identified that there were additional societal, and internal factors impacting the integrity and accountability of individual officers when holding their colleagues accountable but state that additional training and support from Police agencies can aid to improve this.

Whilst in my final year of my probation, I have worked to fulfil the role of a modern police officer by consistently following the code of ethics set out by the College of Policing, and using this to aid me in making decisions that prioritise integrity, fairness, and accountability in all interactions with the public and colleagues. Additionally, I am maintaining a high standard of personal conduct both on and off duty, demonstrating professionalism, reliability, and ethical behaviour.

[bookmark: _Hlk146286043]The College of Policing works to progress research and development through fostering research, innovation, and best practices promoting evidence-based policing (CoP, 2023a). However, there may be limitations in the available resources due to the specialised nature of policing, which in turn will affect the depth and scale of research, thus, hindering its impact (CoP, 2023b).

The College of Policing also aids officers with career development, through supporting ongoing professional development, and offering a structured career pathway. The College also offers officers a range of training programmes, and certifications available on its online platform. This is crucial in ensuring that serving police officers remain at the forefront of policing practices. However, some may argue that rigid career progression may work to discourage diversity and fresh progression within the force (Boag-Munroe, 2019). During my initial probationary period, I have actively engaged in ongoing training initiatives and training programs as well as professional development opportunities, such as my HUB and PPU attachments thus demonstrating my commitment to improving my policing skills and knowledge.

[bookmark: _Hlk146289064][bookmark: _Hlk146289032][bookmark: _Hlk146290283]Officer recruitment and diversity is an important consideration within the College of Policing, and the College has been working to increase diversity within the police force, and addressing long standing issues stemming from this lack of diversity (Hills, 2021). This has been conducted through strategic Policing recruitment, the College has been involved in efforts to improve police recruitment through diversity initiatives combined with competency-based assessments as part of the recruitment process. It could be argued that the progress in achieving diversity goals has been slow (Julian, MacDonald and Bartkowiak-Theron, 2021; Durham University, 2020), and that more pro-active measures may still be required. Additionally, there remain concerns relating to the recruitment of officers with the required skills and attributes for modern policing during the officer uplift (Williams and Sondhi, 2022; Elliot Davies, 2020).

In addition to the above recruitment approaches, the College has implemented the Workforce Transformation 2018 (CoP, 2022) which aimed to modernise the Police workforce through the introduction of new roles and skills to address the ever-evolving challenges confronting the workforce. Though the College has identified that some challenges in implementation and resistance to change within Police forces have potentially hindered the full realisation of the transformation.

[bookmark: _Hlk146291570][bookmark: _Hlk146291593]By incorporating the above, the College of Policing contributes to enhancing public trust by ensuring the officers within its forces are well-trained and adhere to both professional and ethical standards (Merry et al, 2022), thereby contributing to the improved professionalisation of policing in the U.K. emphasising ethical conduct, diversity and modernisation. However, high profile public incidents involving Police misconduct still occur such as the murder of Sarah Everard by a serving Police Officer and the subsequent warnings to other officers found to be sharing offensive ‘memes’ referencing the incident (BBC, 2021; BBC, 2023). 

I have endeavoured to do my best in enhancing the public test by effective community engagement. This has been through participating in community policing initiatives such as anti-social behaviour patrols, or attending meetings, in which I have made and effort in addressing community concerns, thereby building trust and partnerships. During these I have demonstrated effective communication by communicating clearly and respectfully with a diverse range of individuals and communities, ensuring that information is shared effectively and empathetically, including an ability to show cultural sensitivity and competence when interacting with individuals from diverse backgrounds, avoiding bias or discrimination.

[bookmark: _Hlk146291616]Incidents such as those mentioned above, unfortunately work to undermine the positives of the College of Policing and reduces the public’s confidence in both the Police and the College’s effectiveness (Brunger, 2013; Sharp and Atherton, 2013). Furthermore, budget constraints, resistance to change, and the slow pace of transformation continue to pose obstacles and further undermine. Therefore, it is crucial that I continue to uphold the standards above outlined by the College of Policing detailed above throughout my career in order to maintain public trust and to contribute to the betterment of the community.

The final year of my probation has been a critical period in which my role has evolved significantly, this transition has been marked by changes in responsibilities, expectations, and the level of autonomy. 

I have found myself to have increased autonomy in my final year, this is due to the increase of knowledge and experienced gained since my career started. This in turn has allowed me to draw on this experience to make informed decisions when attending incidents, or to commence file work without assistance. This transition to increased autonomy has also been challenging at times as it comes with an increase in pressure and responsibility, however I believe that I have demonstrated the ability to analyse complex situations, make informed decisions under pressure and use critical thinking to resolve issues peacefully and fairly.

One of the added responsibilities that comes with the increase in autonomy is that I am occasionally expected to aid in tutoring newer team members on my shift and providing them with leadership and guidance whilst their tutor has been off. Whilst doing so, I have had to demonstrate and display that I have a strong understanding of the law, and using this understanding to ensure that my actions and decisions are in accordance with legal requirements and policies. Assisting in tutoring team members at times has been challenging, as I am having to balance my own personal learning with aiding the learning of others. This also evidences that I am able to collaborate effectively with colleagues and able to take on leadership roles within the team and foster a positive team culture.

I have found that in my final year I have been entrusted with handling more complex cases and investigations when compared to my first year where I was issued with straight forward offences or simpler case files whilst learning. Whilst rewarding, this has at time proved to come with increased stress as I am aware that making a mistake has the potential to more significant consequences.

As I have gained experience, I have been encouraged to engage more with the community in order to build trust and partnerships, this increased interaction has in turn exposed me to more public scrutiny and criticism. For example by being tasked with visibility patrols for events such as Cardiff Pride and Cardiff Anti Racism March, where I worked to proactively identify any safety concerns and to prevent crime. Where at times I was confronted with combative individuals unhappy with a police presence. However, by maintaining professionalism and following the code of ethics I was able to resolve the conflict by de-escalating the situation minimising any potential need for the use of force and promoting a peaceful outcome. Overall, I believe I have managed this increased community interaction well.

I have also found that within the final year of my probation I have taken initiative in order to progress my continued learning, through ensuring my current training stays in compliance by completing mandatory learning and courses, as well as booking myself onto additional further training courses in order to develop as an officer. Balancing my workload, daily duties and my ongoing learning has at times been difficult especially with resource demands making it difficult to be able to book onto certain courses. For example, I have had to re-arrange the date for my taser course three times due to resourcing or clashes with other duties.

To summarise, I have found that the final year of my probation has been a period of significant personal growth and change. It has offered me opportunities to increase my personal autonomy, mentorship, and leadership towards others, along with opportunities to progress my professional development. It has also come with added responsibilities and challenges, however, having had effective support and guidance from the others within my team has allowed me to be successful and confident within my role as a police officer.
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1

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: _Hlk146323122][bookmark: _Hlk146323135]The use of social media within UK police forces has become increasingly prevalent in recent years as a means of informing and engaging within the community, along with promoting policy initiatives (Police Foundation, 2014). This has also been the case within South Wales Police since the introduction of social media platforms such as Facebook and Twitter. This reflects the wider trend of government agencies and law enforcement bodies worldwide embracing social media as powerful tool for communication and outreach (Finlea, 2022; Bullock, 2018). In the discussion below, I will examine the social media platforms used by South Wales Police and the benefits and risks associated with their engagement.

Twitter is one of the most widely used platforms within UK police forces and is also utilised by South Wales Police. Twitter allows for quick dissemination of information, updates on ongoing incidents, and engagement with the public. This has been beneficial within my role as a police officer where I have attended incidents requiring road closures. For example, I have attended a number of incidents with a person stood on the ledge of the bridge or building on the roadside, and I have been able to request that the control room notify agencies such as the Cardiff Council, Traffic Wales, and Cardiff Bus who are then able to utilise Twitter and other platforms in order to alert the public to avoid the area.

Facebook is another popular platform for UK police forces which is also utilised by South Wales Police. When compared to Twitter it allows for a more extensive space for the sharing of information, including videos, images, and longer posts in an easy to see format and no character limit on the posts shared. Facebook is often used by Police to provide updates on investigations, safety tips, and community events. The Facebook chat feature also allows members of the public to engage with police staff for non-emergency matters and communicate in real-time.

Instagram and Tik Tok on the other hand are more visual in nature and are utilised by South Wales Police in order to share images and videos that help to humanise officers and staff, showcasing the good work conducted, and in order to engage with a younger audience broadening the audience reached within the community, further increasing the engagement with the community it serves. Examples of videos shared on these platforms by South Wales Police include question and answer sessions with officers and staff across a range of positions, and behind the scenes within different departments.

YouTube is a further platform utilised by South Wales Police and is used in order to share longer form videos such as educational content, and recruitment videos. It offers a platform from which South Wales Police can provide in-depth information through longer formatted videos. However it could be argued that South Wales Police under utilises as the majority of the videos on the YouTube account are duplicates of the short form videos from available on other platforms. Additionally, as other platforms have increased in use, the use of YouTube seems to have reduced with only three videos posted within the past year.

[bookmark: _Hlk146323153]Some of the benefits of utilising social media as a Police force include improved communication with the communities served by them. This is through allowing police forces to present their own stories and narratives whilst bypassing mainstream media (Hu and Lovrich, 2019). As such social media provides a direct and instantaneous channel of communication between police forces and the public. This facilitates the timely dissemination of crucial information during emergencies, public safety alerts, and updates on investigations.

[bookmark: _Hlk146323169]This improved communication between the police and public in turn aids in improving community engagement as it allows the police to engage with the community on a more personal level (Downey and Jones, 2012). Individual departments within the force can interact with residents, answering questions, and addressing any concerns they may have, thereby building trust and positive relationships.

[bookmark: _Hlk146323180]Social media use by South Wales Police can assist in contributing to safer communities. This is achieved by allowing the force to be proactive in educating the public in crime prevention methods, safety tips, and legal matters. Additionally the ability to answer questions and concerns of the public via social media, along with the ability to share information such as on-going incidents, case updates and press releases leads to increased transparency and force accountability as a byproduct (Hu, Dong and Lovrich, 2022). This again further assists in improving public support for the actions taken and the police service as a whole.

[bookmark: _Hlk146323194]South Wales Police also utilises the use of social media to aid in recruitment efforts, showcasing the work culture within the force, force diversity, and advertising career opportunities. Advertisements aimed at highlighting diversity within the force have been promoted by the Home Office within the ‘Join the Police to make a difference’ campaign (Home Office, 2022). These factors together, aid in attracting a wider, more diverse pool of applicants for positions (Ziegler, 2020).

[bookmark: _Hlk146323210]Conversely, there are also challenges and risks that arise with the use of social media. An example of the risks associated with the use of social media includes the potential in reducing the trust the public has in the force. This would happen as a byproduct of improper use or controversies, or inappropriate posts whether intentional or not. This can be from officers in both their professional and personal lives, for example the Metropolitan Police officers found to be sharing offensive memes in relation to the kidnapping of Sarah Everard (IOPC, 2021). Police forces themselves can also be responsible for misuse of social media. For example a number of forces have had to apologise having caused controversy or upset over a social media post such as Devon and Cornwall Police being accused of sharing an image depicting police brutality (BBC, 2015), Cambridgeshire Police sharing an image of the incorrect persons in a CCTV appeal (BBC, 2016), and Lancashire Police having to apologise for using a meme to report a crime (BBC, 2023). Additionally the positive engagement of officers with the public through social media can be hindered through on-line harassment or ‘trolling’. Police social media accounts are often targeted by trolls, this can be emotionally taxing for officers or staff managing the post and hinder their ability to engage productively with the public on the posts.

[bookmark: _Hlk146323274]Misinformation and rumours can spread rapidly via the use of social media, Albrecht et al (2023) stated that the spread of misinformation is supercharged by social media. This can be detrimental to police investigations and public safety as combined with the speed of dissemination, social media is also able to reach an audience to not only comparable to, but sometimes exceeding traditional media outlets. Some malicious outlets will utilise this to flood the channels with misinformation causing difficulty for the average media consumer to distinguish between what is truthful and what is not (Dale, 2019).

[bookmark: _Hlk146323288]Privacy concerns is another challenge faced by South Wales Police when sharing information on social media. These concerns surrounded both whether the public required the increase in information provided by forces using social media, and whether officers, some of which young in service, should have the responsibility of disseminating force information (Crump, 2011).  It is important to be aware of the fine line between sharing necessary information and invading an individual’s privacy as posting sensitive information or images without consent can lead to ethical and legal issues. 

An example I can provide where I have had to give consideration to the above privacy concerns when dealing with the use of social media within a policing incident has been when I have been involved in the investigation of a missing person. During the initial report where the concern for the person was deemed low risk, consideration was given to circulating an image of the individual along with their name as an effort to spread awareness. However, I also had to consider that in doing so, if a person were to search that individuals name online in the future, there would be a possibility of that circulated report resurfacing. This may have an effect on future recruitment opportunities for that person. As such it was concluded that the details of the person were not shared on social media on that occasion.

A further example I can provide relating to the use of social media is when I have circulated an image of an individual responsible for an assault within the city centre. On this occasion I considered the suspects right to privacy alongside the severity of the assault and the impact on the victim should the person not be located, and the offence be investigated further. I also ensured I had sufficient evidence that the person in the image was responsible for the offence. On this occasion, the image was circulated for identification, and the suspect was identified by an officer from a neighbouring station.

With this in mind, it is important to also consider the legal implications when posting on social media as any misuse can have legal consequences. This can be caused by violation of privacy laws, or misuse of personal data. As such it is imperative that when social media is utilised by the police consideration is given to acts such as the Regulation of Investigatory Powers Act 2000 (Home Office, 2023) and the Data Protection Act 2018 (Home Office, 2018).

[bookmark: _Hlk146323326]In conclusion, the use of social media within South Wales Police presents both significant benefits along with a range of risks. Social media platforms offer a direct line of communication to the public, promoting transparency, community engagement, and educational outreach. However, the potential for misinformation, privacy violations, trolling, and legal repercussions necessitates the careful management and training for those officers and staff utilising the use of social media on behalf of South Wales Police (CoP, 2022, CoP, 2020).

[bookmark: _Hlk146323338]In order to maximise the benefits and mitigate the risks of social media use, South Wales Police has established a clear social media policy outlining the expectances of officers and staff and their use of social media, by which users are to abide. These range from pre-approved responses to on-line questions, a range of approved media sources, groups, and applications. The social media accounts belonging to South Wales Police are also monitored and moderated in order to maintain a positive and constructive online environment.

Moving forward policing within the South Wales Police force is likely to continue to be strongly associated with the use of social media, especially as these platforms remain popular with people of all ages and continue to evolve and adapt. As such, a considered and responsible approach to its use is needed in order to ensure the benefits of the improved communication and community engagement available through social media outweigh the potential negatives with which it is also associated.
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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: _Hlk146387103][bookmark: _Hlk146387120]‘Leadership is the key force behind the creation of effective organisations. In policing, leadership can energise and become a dynamic force in the agency’ (Walsh and Vito, 2018). As a Police Officer, flexibility in leadership style is crucial for effectively managing a range of different situations that officers encounter daily (Calarco and Gurvis, 2006). This flexibility allows officers to adapt to changing circumstances, build rapport with diverse communities, and engage with or lead their teams efficiently (CoP, 2023). In this discussion, I will critically evaluate the importance of flexibility in leadership style, analyse leadership strategies developed for various situations, explore leadership models in policing, and illustrate the application of a change in leadership style in a policing incident I have attended.

Flexibility in leadership style is paramount in modern policing due to the dynamic nature of law enforcement work. Police officers routinely encounter a wide range of situations that demand different leadership approaches. Here I will consider some key reasons as to why this flexibility in a leadership style is essential.
[bookmark: _Hlk146387130]
[bookmark: _Hlk146387153]South Wales Police serves a wide range of communities and diverse populations within them. It is accepted that effective policing requires building trust and co-operation within these diverse communities (Careless, 2021). To best engage with the various demographics encountered, officers must be able to adapt their leadership style to resonate with the various cultural backgrounds and expectations within them.
[bookmark: _Hlk146387169]Often when attending critical or major incidents, police officers must be able to swiftly adapt their leadership style in order to provide clear direction to both the public and colleagues, maintain calm amongst those present, and in order to ensure efficient co-ordination and implementation of any actions or tactics. In addition to this, police officers work within teams of varying levels of experience and knowledge, a flexible leader is able to adjust their style in order to motivate and guide the team effectively, fostering collaboration and performance (Yukl, 2008).

Policing involves attending and dealing with a wide and diverse array of incidents, from community outreach and crime prevention to high risks incidents or operations. An online search for an unpredictable job would likely yield police officer within the top ten results (Roycroft and Roach, 2019). Each one of these incidents requires a unique leadership in order to best achieve the desired outcome. Here I will consider a range of leadership approaches and the circumstances where they can be utilised.

[bookmark: _Hlk146387190]Within community policing a participative and transformational leadership style is effective (Bass and Riggio, 2006). This is because it allows officers to engage with the community, collaborate with its residents, and involve them in the problem-solving process utilised within community policing. This allows for the development of trust and strengthens partnerships. Transformational leadership focuses on inspiring and motivating team members and other to achieve their full potential. Leaders utilising this approach exhibit charisma, set high expectations, and encourage innovation. Making it particularly effective when used within community engagement and when building trust with the public (Ugochukwu, 2023).

[bookmark: _Hlk146387206]When attending an incident which is high risk or where there is the threat of harm to a person such as an ongoing fight or a person in crisis at the side of a bridge, a directive and authoritative leadership approach would be necessary (De Smet et al, 2018).  Directive leadership is founded on the 1970 Path Goal Theory (Evans, 2002) where the leader is aware of the goal or target of the team and can help support and motivate them to achieve this. This is achieved in three ways; assisting them in identifying and achieving their goals, removing obstacles to the team’s performance, and offering appropriate rewards along the way to the end goal.

Directive leadership builds on this theory by having the leader establish the goal, and then guide the others to said goal by establishing a ‘path’ by which they can achieve the goal. Directive leadership requires decisiveness and clear orders in order to allow those using it to take charge of the team and situation, assert their authority, follow protocols and hold themselves and others accountable ensuring the safety of officers and members of the public. Benefits of this leadership approach include providing structure to situations which lack a clear direction, providing others within the team clarity as to what their role is. Lastly, this leadership is often ruled by regulations and protocols ensuring that issues of safety are a priority and team members are held accountable (Tenney, 2023).

[bookmark: _Hlk146387222]When participating in proactive policing and crime prevention efforts, a coaching and mentoring leadership style can be beneficial (Sutton, 2021). Individuals utilising this leadership style will guide colleagues in identifying patterns and implementing preventive measures, thus encouraging proactive policing. This coaching style is recognisable through the commitment to partnership and collaborative working, within this coaching style the leader acts as a coach, communicating with others, enabling their creativity, motivating and allowing others the autonomy to make their own decisions in order to obtain the final goal. Within this style delegation is utilised to allow others the opportunity to develop and grow their skills in dealing with the matter. Feedback is also given by both the leaders and the team members, this again promotes co-operation making this style useful within crime prevention and collaborative working. 

-in order to foster team cohesion and development, a servant leadership style can be effective (STU, 2014). This is useful within policing where a supervisor may be working towards the development of officers within their team. Within this style leaders will prioritise the needs of their team members first, providing support in developing their knowledge, and provide guidance to facilitate professional growth. Benefits of this leadership style include, team members replicating the care given to them when interacting with other persons within their role. Persons within the team will also have high trust of the organisation and can inform others of this, increasing trust in the police force or team utilising it. Finally, whilst it is considered that servant leadership can be utilised in order to improve a team or organisation, this change requires a long period of time in order to achieve a positive result.

[bookmark: _Hlk146387244]When attending a fast-developing serious incident a situational leadership (Hersey and Blanchard 1969) style is valuable. This is because leaders using this style are able to quickly assess the situation before adapting their approach and providing clear instructions to others within the team in order to manage the situation effectively (Cherry, 2023). This theory emphasises adapting the leadership style to the specific needs of a situation, it suggests that no one leadership style is best suited, and instead depends on which type of leadership would be best suited to the task or situation. Leaders utilising this method will assess the readiness and competence of their team members and adjust their approach accordingly. 

This model suggests that there are four primary leadership styles and four team maturity levels with which they are to be matched when considering the task at hand, these leadership styles and maturity levels being;

S1. Telling, where the leader tells others what to do. 
S2. Selling, where the leader sells their ideas to the team members.
S3. Participating, here the leader offers less direction and adopts a more active role in identifying solutions and making decisions.
S4. Delegating, this is characterised by a more hands-off approach from the leader who delegates most of the decision making responsibilities to those within the team.

M1. Low Maturity, where members lack the knowledge, skills and willingness to complete the task.
M2. Medium Maturity, where members are willing and enthusiastic, but lack ability.
M3. Medium Maturity, where members have the skills and capability to complete the task, however, they are unwilling to take responsibility.
M4. High Maturity, where the members are highly skilled and willing to complete the task at hand.

Hersey and Blanchard suggested that the following styles are most appropriate for the maturity levels;
· Low maturity (M1) – Telling (S1)
· Medium maturity (M2) – Selling (S2)
· Medium maturity (M3) – Participating (S3)
· High maturity (M4) – Delegating (S4)

This model is highly relevant in policing, where officers of varying experience and knowledge face diverse and rapidly changing situations.

In order to illustrate the application of a change in leadership style in a policing incident I have attended, I will consider an incident I attended which was initially a verbal argument between multiple persons which escalated to a physical and volatile situation.

A brief outline of the incident is that two groups of people had been ejected from a rugby club house following a verbal altercation inside the premises. On officers’ arrival, the argument was ongoing outside, more family and friends of the people ejected were now exiting the premises and arriving at the car park to take people home, these people were now getting involved with the verbal arguments. This caused tensions to rise further as the additional arriving persons became more aggressive and confrontational, thus causing the potential for violence to increase.

Initially I approached with a community-oriented leadership approach in mind, where I attempted to engage with the individuals which were initially arguing, separating the parties and attempting to facilitate them expressing their grievances peacefully, ensuring the safety of all those involved. Here I prioritised focussing on communication and de-escalation techniques.

As the additional persons arrived and tensions rose, causing a rise in the aggression the persons involved, this in turn required a shift in the leadership style being used. I utilised a more directive and authoritative approach with the aim of maintaining and protecting the persons safety. This involved giving clear and commanding orders to the arriving individuals not to approach, to stay back and eventually to leave the area.

This change in leadership style was driven by the evolving circumstances of the incident. While the community-oriented approach was essential in engaging the persons who were initially ejected, a more assertive style was required to address the emerging threat of potential violence, with the aim of preventing any harm. Once the incident was under control, and the additional attending persons had dispersed or returned to the club house, I returned to the community-oriented approach. This allowed me to engage in dialogue with the persons involved in the initial disagreement and address their concerns. This assisted in facilitating in the peaceful resolution of both parties returning home with their family members.

At times implementing a change in leadership style can come with challenges, it may be met with resistance from individuals or from the wider public. However, it is important to have the ability to adapt to the everchanging incidents attended as an officer whilst being able to maintain the commitment to the principles of policing by consent.

To conclude, flexibility in leadership style is a fundamental attribute of police officers, given the dynamic and diverse nature of the role. Effective leadership strategies must be developed to address the different situations, ranging from community engagement to serious incident response. Common leadership models within policing, such as transformational and situational leadership, offer valuable frameworks for guiding leadership practices. The ability to apply a change in leadership style as exhibited in incidents such as the one described above, where adapting to evolving circumstances is essential for maintaining public safety and upholding the principles of policing by consent. Police officers must constantly assess and adjust their utilised leadership approaches to effectively serve and protect the communities in which they work whilst respecting individual rights and maintaining public trust.
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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:

Reflecting upon my three-year probationary period as a police officer within South Wales Police, I can attest to the significant impact that mentoring and coaching have had on both my personal and professional development. In this reflection, I will discuss the benefits I have gained from the mentoring and coaching I have received, including how they have helped me meet my personal, professional, and organisational goals, their role in my workplace learning and performance, and how I provide and receive feedback, all while considering relevant definitions and theories within the context of policing.

In the context of policing, coaching and mentoring can be considered to be effective approaches to developing employees. Whereas coaching aims to produce optimal performance, it focuses on specific skills and goals. Coaching can also have an effect on a persons’ confidence, the process typically lasts for a defined period of time and forms the basis of on-going management. (Hayden, 2023). Magny (2021) further this by defining coaching as a systematic process that would involve one-on-one interactions between the coach and police officer with the goal of improving skills, performance, and professional development. It often focuses on specific areas of improvement and skill development such as communication, leadership, or tactical skills.

Hayden (2023) continues by defining mentoring as a relationship where a more experienced colleague shares their knowledge in order to support the development of another with less experience. The College of Policing (2023) supports this, stating that mentoring is a supportive and developmental relationship between a more experienced officer (mentor) and a less experienced officer (mentee or protégé). It aims to provide guidance, share knowledge, and facilitate the mentee’s personal and professional development.

Receiving both mentoring and coaching within my probation has been invaluable for several reasons.The mentoring received during my tutorship and beyond from my tutor, colleagues and supervisors has provided me with guidance and support (Mankin, 2005) throughout my probation. This support helped me navigate the complexities of policing, from learning the processes involved with file-work, understanding the legal framework to dealing with the emotional toll of some incidents attended. Research by Gill, Roulet and Kerridge (2018) also identified that mentoring was beneficial for the recipient’s mental health, I believe this has also been the case for myself as it has assisted in reducing stress being able to talk things over with a mentor.

Coaching and feedback is instrumental in improving practical skills (Passmore and Townsend, 2012).  I believe that this has been the case with myself and my development in terms of my practical performance. I received feedback on my communication with the public, conflict resolution, and de-escalation techniques, which has significantly increased my ability to be a competent officer. 

The regular coaching and feedback I received has assisted me in gaining confidence in my decision-making abilities (Chowdhury, Hancock and Williams, 2021), this confidence has been crucial within incidents where quick and effective action was required. Additionally, throughout my tutorship and beyond, my tutor has introduced me to a number of valuable contacts and resources within the police force. This exposure has allowed me the ability to access and experience further learning and development opportunities.

Mentoring and coaching has also played a pivotal role in helping me achieve a range of personal, professional, and organisational goals. Feedback sessions and reviews have provided me with a place to discuss personal challenges and concerns related to my role. This support was vital for maintaining a work-life balance and emotional wellbeing giving me an opportunity to air any concerns or issues I may have had and having them addressed.

On the other hand, coaching assisted me in focusing on my professional development goals, such as improving my investigative skills or becoming proficient in using police software to build case files. These improvements have directly contributed to my effectiveness as an officer. This combined with effective mentoring, has ensured that I have the confidence and ability to ensure my actions and decisions when attending incidents or conducting investigations have been aligned with the goals and values of South Wales Police. This alignment is critical for maintaining the integrity and reputation of the organisation.

Mentoring and coaching has also been instrumental in my workplace learning and performance. While formal training within my initial six months at the training school provided me with a foundational knowledge of policing, the initial tutorship and further mentoring and coaching offered real-world insights and practical knowledge (Clarke, 2018) that cannot be taught in a classroom. It allowed me to learn how to apply theoretical knowledge within dynamic, high-pressure ‘real life’ situations.
Furthermore, ongoing coaching has allowed me to refine the skills that I have learned through feedback and practice. Coaching can also be used to meet the unique demands of policing by providing a framework, methodology and a systematic technology with which to provide support for leaders within policing (Gladis and Pomerantz, 2008). Whether this be attending certain incidents or gathering and obtaining evidence, I was able to continuously improve and enhance my performance by receiving coaching as I was doing so. For example, when facing complex challenges, I have been encouraged by my tutor and colleagues to think critically and develop creative solutions. Developing my problem-solving mindset has been invaluable within my current role.


There are several coaching and mentoring theories and models which are relevant to policing one of these is The G.R.O.W Model developed by John Whitmore (2017) in order to develop strong leaders. The GROW Model (Goal, Reality, Options, and Way-forward) is widely used within coaching in policing. This acronym is used to identify the aspirations (Goal) and the current situation and obstacles to achieving the aspirations (Reality). It aids in identifying the strengths and resources of the individual (Options). Finally it identifies the Way forward by issuing accountability on the individual by providing the what, when, whom and the will to do so. It provides a structured framework for setting goals, assessing the current reality, exploring the options, and formulating action plans to achieve objectives (Miller, 2020).

Situational Leadership is a further theory utilised within coaching and mentoring in order to develop officers. Situational Leadership theory suggests that leadership styles should be adapted based on the readiness and competence of the individual being lead (Kruse, 2019). This theory can be applied in coaching and mentoring, helping mentors and coaches tailor their approach to the needs of the officer, ,for example a coach could implement a more directive approach towards an individual with little experience showing them how to do something, before telling them to do it and finally ensuring it is done correctly. Whereas once that individual has developed a level of knowledge or autonomy the coach may utilise a delegative approach.

Transformational leadership theory (Burns, 2005) emphasizes inspiring and motivating individuals to achieve their full potential. Within this theory the coach or mentor engages with the learner in such a way that they raise each other to higher levels of motivation. Mentors and coaches can adopt transformational leadership behaviours to encourage growth and development in officers (Ferris, 2021).

Reflective practice (IOPC, 2022) involves encouraging officers to critically examine their experiences and actions, identifying areas for improvement. It relates to the ability of officers to reflect on their actions and thus improving on the way in which they work. In order to provide the most benefit to the learner it requires a willingness to continually assess their own performance in consideration of further learning and development. Reflective practice differs to reflection in that it is recorded or captured, whereas reflection is a cognitive process. It is deemed to be useful to in enabling those using it to develop their self-awareness and emotional intelligence, as well as decision making abilities. This is achieved by allowing its user to extract valuable information from experiences and converting this to learned experience, thus enhancing personal and professional effectiveness. Mentoring and coaching can facilitate this reflective practice by providing a structured platform for self-assessment and self-improvement.

Providing and receiving feedback are integral components of mentoring and coaching in policing. Providing feedback should be provided in a constructive, structured and non-judgmental manner. Focussing on specific behaviours and outcomes rather than making personal judgements (Landry, 2019). I have at times been required to provide feedback to colleagues when I have been on duty with officers in their initial tutorship and this is a consideration I have considered when giving them feedback. When doing so I also considered that feedback should be given in a timely manner, kept relevant to the task at hand, and be actionable. This in turn, allowed the officer to understand the areas for improvement and take the necessary steps to address them whilst still fresh in their mind. Whilst providing the feedback, I made sure that I encouraged the officer to seek clarification and ask questions in order to ensure they fully understand the feedback I provided. Something else I considered was a method often described as the “feedback sandwich” approach where feedback is provided in a structure similar to what follows. Starting with positive feedback, before proceeding to provide constructive criticism in the middle, then ending with encouragement and support on the identified areas of improvement.

When receiving feedback, I have considered that it is best to be aware of the type of feedback that I want and to ask for it, I have also ensured that whilst receiving it I remain aware of the context with which it is given, this aids in not taking the feedback as a personal attack in my performance (Hill, 2022). It is important that as a probationary officer I actively seek feedback from my supervisor and colleagues, remaining open to receiving constructive criticism and view it as an opportunity for growth. When receiving feedback, I endeavour to listen and ask questions to ensure that I understand the specific areas for improvement and the suggested actions to address them, clarifying any points of which I am unsure in order to ensure that I am making the most of the development opportunity given.

It is then important that I take ownership of my development by implementing the feedback I’ve received and actively working on improving my skills and performance by utilising the actionable feedback I have been given. Furthermore, I view feedback as a two-way street and provide feedback to my coach or mentor regarding their guidance and support, nurturing a culture of continuous improvement and mutual learning.

In conclusion, my three-year probationary period as a police officer in South Wales Police has been greatly enriched by mentoring and coaching. These supportive relationships have not only helped me meet personal, professional and organisational goals, but have also been essential for my workplace learning and performance. Drawing on relevant coaching and mentoring definitions and theories within policing, I have provided and received feedback in a constructive and collaborative manner, contributing to my development as a competent and effective police officer.
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