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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:

Within this essay we will be looking at what the College of Policing is, it’s strategic role and how it contributes to professional policing in the United Kingdom today. We will also be looking at how I as an officer fulfil my role of a modern police officer and how my role has changed throughout my three years of probation. Within this essay we will also be discussing the policing vision 2025, the College of Policing’s five-year practice, the workforce transformation 2018 and the strategic policing requirement. 
The College of Policing is an operationally independent public and professional body which supports everyone working within a policing role. The professional body helps those who work within policing have a voice on the standards, skills, and capabilities of the challenges that they face. The College of Policing also sets standards for those that work within policing to achieve development including the codes of practice, to provide a better service for the public. (College of Policing, 2022) 
The College of Policing created the PEGF which is the Police Education Qualification Framework in 2016. The framework encourages professional training for police staff and officers by following a new modern curriculum which in England and Wales has education levels set. Since this was created in 2016, the first group of recruits to trial the professional framework joined in 2018. To join through the professional framework there are three entry routes. The first one is the PCDA, which is the Police Constable Degree Apprenticeship that is a three-year course which newly appointed officers will carry out university studies to be awarded with a degree at the end of the three years. Throughout the three-year studies, student officers are provided with PLT, which is protected learning time. This is vital for student officers as it provides them with time to complete their studies alongside working full time on response and completing the studies in their own free time at home. Student officers that join through the Police Constable Degree Apprenticeship are provided with two days of protected learning time a month. The second entry route is DHEP, which is the Degree Holder Entry Programme that is a two-year course which newly appointed officers will carry out university studies to achieve a level six diploma at the end of the two-years. Throughout the two-year studies, student officers are provided with one day a month of protected learning time to help them complete their studies. The third entry route is the investigative pathway which is for those applying that already have a degree in professional policing, choose a fast-track investigative skill they would like to achieve such as becoming a detective. (College of Policing, 2020) 
Since the Police Education Framework was created in 2016, the College of Policing state that they have received positive feedback from student officers. Student officers completing the Police Constable Degree Apprenticeship have stated that they have achieved better writing skills, time management and a deeper knowledge of policing to help them feel confident in becoming a police officer. The College of Policing states that student officer’s wellbeing is important and will be monitored regularly. (College of Policing, 2016) 
The College of Policing states in order to be a professional police officer you must follow the code of ethics. The code of ethics was created by the College of Policing in 2014 to set standards of the behaviour those who work within policing must follow. Within the code of ethics there are standards of professional behaviour which those that work within policing must follow. These standards are honesty and integrity, authority, respect and courtesy, equality and diversity, confidentiality, duties and responsibilities, fitness for work, use of force and conduct. There are also nine principles within the code of practice which those that work within policing roles must follow. These principles are accountability, fairness, honesty, integrity, leadership, objectivity, openness, respect, and selflessness. As my role of a police officer, I continuously work hard to make sure that I fulfil these expectations. (College of Policing, 2014)  I believe that I have demonstrated that I work hard to fulfil these expectations as when attending an incident, I know that it is important to being fair and give respect to those that are present at the scene of the incident the freedom to be able to provide their side as to what has happened, in order to be able to build a full picture of what actions need to be taken and if a crime has been committed. For example, when I have been at a domestic related incident, I have separated the victim and the suspect into separate rooms when I first attend the incident, for them to be able to explain clearly and without any distraction, escalation or each person hearing what one another is saying.
Now that I am in my final year of probation and considered one of the more experienced members of my team, I fulfil expectations of professional standards by using leadership skills with new student officers that join the team. When the tutor that the student officer has been appointed is not in work, I am given the responsibility of being a role model for the student officer and use the knowledge I have gained over the last 3 years of my probation to help them learn effectively. Being given the responsibility has given me more confidence as a police officer compared to when I first joined almost three years ago. I believe that since I began my probation, I am now more confident in using my own initiative to make decisions of what course of action is best and I can build a good rapport with those involved in the incidents that I attend. Within the last year I have achieved my taser course, which has provided me with more confidence in the awareness of my surroundings when dealing with conflict and what safety techniques to use when dealing with suspects requiring a lawful use of force. An example of an incident where I have followed the professional standards in using use of force is when I have attended a public order incident within the town centre, one person that is involved in the incident has become aggressive and obstructive to me as a police officer when they are being arrested, I have used forceful safety techniques to protect myself and my colleagues in order to get the suspect into cuffs and placed into the back of the van. Due to there being multiple persons involved in the incident, since becoming more confident within my role and aware of my surroundings I ensured that distance was kept between myself and those involved to protect me from any harm.
The Policing Vision 2025 has been created as a plan for policing covering the next ten years. The vision will help give an understanding of how those that work within policing use their resources to keep people safe and to ensure that they are provided with an accessible and effective service. The vision that is being aimed to achieve is by 2025 the connection between the police and communities will be the foundation of British policing. Digital communication will be improved to help achieve easier contact methods for members of the public whether they are in the country or not and to help make transferring of digital evidence more swiftly to the criminal justice system. The aim is to also help reduce crime and to protect the vulnerable better, by working more closely with partner agencies and introducing more of them to assist with protecting victims, such as social services, the crown prosecution service, health, education, and other emergency services. The Policing Vision 2025 has been created due to the ever-growing changes that society faces every day, for example through the internet. Cybercrime is becoming more frequent whether it is stalking or harassment, grooming, fraud, data theft or sexual exploitation. The vision will help ensure that victims of cyber-crime are protected by developing new tactics for the police to use. Serious and organised crime is also continuing to grow with more of it’s services being used online. As the severity and variety of crimes continue to grow, the police must keep up to date with the requirements needed to protect the public to ensure that they feel confident that they are safe within their community. I believe that the Policing Vision is important to me as I face members of the public every day as my role of a police officer. It is important for me to keep up to date with the development of the vision for me to continue to provide a good service to members of the public and ensure that they feel safe within their community. (NPCC, 2016) 
The Workforce Transformation 2018 has been created as a development toolkit for organisations surrounding policing to receive peer support. The Workforce Transformation was developed by the College of Policing, in partnership with representatives from the National Police Chiefs Council, Her Majesty’s Inspectorate of Constabulary and Fire Rescue and Services, The Manchester Business School and Open University, and the Home Office. The transformation helps give forces a better understanding and reflection of their behaviour, performance and operations and methods that can be used to help improve these. The framework is introduced to forces by holding events and inviting members of each force that are responsible for leading transformations and business changes to attend and address any issues and share ideas they believe may help improve consistency. The Workforce Transformation is essential for my role as a police officer as it is vital for feedback from the events held to be passed down and given regularly for my colleagues and I to deliver the best service possible to members of the public. (College of Policing, 2018) 
The College of Policing have also put in place a five-year strategy which purpose is to set standards of professional practice and review them frequently in order to keep up to date with relevance and ensure they are based on solid evidence. The standards are placed on the College of Policing’s website and will be updated often for those that access it such as police professionals, the media, and members of the public. The College of Policing aims to achieve the five-year strategy by working with partner agencies and academic partners to look at where improvement is needed high priority areas such as cyber-crime, mental health, rape, sex offenders, domestic violence, and child sexual exploitation. The improvement will be conducted by introducing new standards, codes and guidance where needed when these high-level crimes introduce new ways of being committed.  The College of Policing states that over the next five years the current evidence that is growing will become imbedded into the professional standards those that work within policing must adhere to. Police officers and staff require the necessary knowledge and skills to comprehend and apply research evidence in their work. The College will encourage officers and staff to take an active role in planning, carrying out, or critically evaluating policing-related research.  (College of Policing, 2014)
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:


Within this essay I will be explaining and discussing what social media platforms are used within policing, the policies surrounding the use of social media in a professional manner and the benefits and risks of using social media. Social media is described as the method by which individuals engage in virtual communities and networks to produce, distribute, and exchange information and ideas. (Tuffs University, 2023)

College of Policing (2017) states that it is crucial that the police organisation and the media work well together. Working with the media to reach out to the public can aid in crime-solving efforts, the prosecution of offenders, and community safety. Additionally, it can help the public understand the police's actions and motivations. As new technology, crimes, and dangers appear, the framework in which the media and police interact with one another continues to develop swiftly. This interaction is consistently beneficial and professional. It occasionally entails choices that might be contested and scrutinised. This demonstrates how useful advice is in assisting with decision-making. 

As a general guideline, police employees should consider if they are the ones in the position of informing the public about a problem and whether doing so serves any policing purposes. They ought to engage the media if the answer to both sides of this question is yes. The Leveson Inquiry supported and advised the continued implementation of this regulation. It states that it should not be interpreted as limiting interaction to individuals in the highest positions, but rather as promoting and encouraging engagement between the media and police. No matter their level of seniority, everyone who works in the police force is responsible for communicating with the public. Officers and employees of all ranks and responsibilities are urged to communicate with the media providing any information about operational events or investigations. (College of Policing, 2017)

South Wales Police uses most social media platforms to engage with members of the public, such as Facebook, Twitter, Instagram, YouTube and LinkedIn. Facebook is the largest social network in the world, with around 1.55 billion users active on the network monthly. Twitter is a social network platform which allows persons to communicate using a short status message that can be published publicly or privately. Instagram is a photo and video sharing app that allows users to share photos and videos to other users publicly or privately. YouTube is a social network which allows users to publish their own videos or to just watch other videos that has been published by other users. And finally, LinkedIn is a network which information can be shared by professionals of a similar interest. (Tuffs University, 2023)

Service delivery is shaped by effective communication to meet customer needs. As a police officer we communicate in a variety of ways that are appropriate for the needs and demands of the various communities we serve. It also entails disseminating information regarding the actions and methods taken by the police. Through public data sources and social media platforms, technology offers a variety of communication and participation opportunities. (CollegeofPolicing,2013) Interacting with communities, hearing their opinions, and acting on them in a way that enhances police performance and service delivery are all part of communication. The police may communicate with the public via open data, online and social media platforms, or in person. In a separate section on media relations, engagement with media organisations is covered. (CollegeofPolicing,2013)

 As a response officer, we inform or engage with the community on social media platforms for many types of incidents that we deal with every day. Within South Wales Police, there is a department within the force that we as response officers communicate and work closely with that help publish the information required onto social media. The department that we work alongside is called the co-operate communications team. I as a response officer do not personally have access to South Wales Polices’ social media platforms, therefore I communicate with the co-operate communications team and ask them to publish and circulate any information necessary onto social media platforms on my behalf. 

 An example of this would be when there is high risk missing person, where there is concern for the safety of the missing person and a requirement for them to be circulated on all social media platforms. The College of Policing considers a missing person as someone whose whereabouts are unknown and will be regarded as missing until their locations are discovered and their safety or other circumstances are confirmed. (CollegeofPolicing,2023) When the missing person is published on social media, I will obtain an image of them that has recently been taken from their family or friends and request for this to be placed onto the post. Information such as what they were wearing when they were last seen, the location where they were last seen, the direction they appeared to be heading and the areas they have had previous links too are also obtained and passed onto the co-operate communications team to be placed on the missing person post. This has a big impact on locating a missing person, as there are thousands of members of the public that follow South Wales Police on social media platforms and will see the image of the missing person. Members of the public may then come forward stating that they have sighted the missing person or are able to provide the police with any information surrounding the circumstances of their disappearance. 

Another example of when social media publishing is required which I have experience of using myself as a response officer, is when dealing with an investigation such as domestic violence, whereby the suspect has left the scene before my arrival, they are considered a high priority suspect that needs to be arrested and interviewed as soon as possible and the arrest enquires that have been conducted so far have been unsuccessful. When I have had experience in dealing with a high priority suspect, I have contacted the co-operate communications team and have passed on an image of the suspect and asked them to publish the image on social media platforms. I have also obtained from my investigation and passed on the information of the high priority suspect, such as their name and any nicknames they may be known as, the locations as to where they have had previous links too, the offence they have committed, and the occurrence number which members of the public are encouraged to use if they have sighted the high priority suspect and are reporting it to the police. However, the College of Policing states that except in cases where it is clearly justified by circumstances such as a threat to life, the prevention or detection of crime, or a matter of public interest and confidence, suspects should not be identified by publication of name to the media, prior to the point of charge. (College of Policing, 2017) This however can be used as a great method to encourage members of the public in supporting the police by providing any information they may have about the location of the suspect. Members of the public are given the option to call anonymously when providing information if they are afraid to provide their details. 

Throughout my policing role I have also dealt with investigations involving CCTV, such as shoplifting or public order incidents. When dealing with shoplifting, I firstly contact the store that the shoplift has been committed against and ask if they have CCTV available to view. Once the CCTV has been obtained from the store, I will create still images of the CCTV which shows the suspects face. I will then contact the cooperate communications team and ask them to publish the images of CCTV stills of the person that has committed the crime on social media, to gain members of the public’s support in identifying the person responsible or any information they may have on the incident. The success rate of doing this appears to be high as majority of the time suspects are found or identified through the help of members of the public. When dealing with public order incidents that has amounted to an assault taking place, I will attend the scene that the offences have been committed in and ask to be provided with the CCTV of the incident. Like shoplifting investigations, I will then create still images of the CCTV and pass the images onto the co-operate communications team in order for the still’s to be published on social media in an attempt to identify the suspects.

The growth of social media has made it possible for the force to alter the way we communicate, reaching a wide range of local, national, and international audiences. The goal of South Wales Police's presence on various digital platforms is to educate, inform, and change the conduct of individuals in our communities as well as those who are interested in or affected by local police. (SWP, 2018)

An example of how South Wales Police uses social media to try and educate and inform members of the public is when officer’s have located a hidden cannabis factory through intelligence they had received, and images of the factory are posted on social media to show members of the public the amount of work that goes into locating and destroying the factory and arresting those responsible for establishing it. It also provides a warning to those who are intending on creating their own factory or have already done so, that they will eventually be tracked down by the police and arrested for their actions. Another example of how South Wales Police uses social media to educate and inform members of the public is when a serious offence has taken place such as grooming, sexual assault or rape, murder or a serious assault and the person responsible has been charged and sentenced to prison. The information surrounding the circumstances of the offence and the investigation details are published on social media to inform the community of the types of crime that takes place in an area which they live in and that the police covering their neighbourhood work hard every day to ensure that the community is kept safe and as crime free as possible.

Many examples have been shown on how social media is used frequently by police officers and police staff within South Wales Police and how helpful social media can be to the force. However, when using social media and representing the force publicly on a daily basis, there is a policy in place with all officers and staff must follow. It is expected by the force that all officers and staff act with impartiality and integrity when using social media. The policy states that they must avoid any type of activity which could cause interfere with their duties and avoid becoming involved in any party politics. It is also advised that all officers and staff are familiar with the Data Protection Act 1998, as the effect of the internet and social media circulating the smallest piece of information and converting it into something more up scaled is highly likely. (South Wales Police, 2022) 

There are many benefits and risks of the use of social media within policing, however from using social media within my role as a police officer, I believe that there are more benefits than risks. The benefits I have found when using social media platforms is how quickly it can help identify the detection of a crime or the collection of information needed from the support of members of the public, and how it can help prevent further crimes taking place in the future. The majority of those that use social media daily is a lot higher than those that don’t in this current generation. This is very beneficial to me as a police officer for when information is required to be circulated and make members of the public made aware efficiently and swiftly. When researching the risks of the use of social media, the information out there such as from the College of Policing, covers more information regarding police officers using social media for their personal use, than the use of social media in an organisational policing setting. 
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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:

Within this essay I will be critically analysing and evaluating what leadership styles I have used and how I have used them within my role as a police officer. I will be using a variety of situations and incidents as well as models which are commonly used within police today and how I have used them. 

(Smith, Babich and Lubrick, 2022) define leadership as a social connection between two or more people who rely on one another to achieve specific shared goals in a group setting. By concentrating on the maintenance and job needs of the organisation, effective leadership assists individuals and groups in achieving their objectives. The people who will take control in an organisation and assign tasks to other team members in order to get the greatest outcomes are known as leaders. Leaders are the root to success and give their team members the resources they need to succeed.

The College of Policing has set a foundation of standards that they believe police officers and staff must abide to when taking when taking responsibility within their role. These standards are; demonstrate role-modelling and leadership skills when working as a team, promote an inclusive workplace culture, demonstrate fairness, accountability, integrity and respect within their role, always follow and demonstrate the code of ethics, prioritise public safety and wellbeing, build and maintain trust with colleagues, partner agencies and members of the public, challenge unprofessional behaviours, make effective and evidence based situations when using problem solving methods, and finally to adhere to the highest level of standards of professional behaviour. (College of Policing, 2023) 

Throughout policing there are expectations of what good leadership looks like which has been placed into five different stages based on the foundation of standards within the College of Policing. The first stage is that everyone as a leader, which is defined as to always deliver a good service and a clear commitment that will reflect on the force’s values and purpose. The second stage is being first time leaders, which states that leaders should always be clear on their expectations by supporting, communicating, and delivering set objectives and ensure that the team they are leading always act committed to the service they provide. The next stage is mid-level leaders, which is similar to the previous stage however these leaders are also expected to create an environment where members within the team feel that they can share their ideas and debate them with others as well as the other expectations within the role. The fourth stage is a senior leader. As a senior leader you are expected to be a good role model to your team by showing commitment to the members of the community that you serve. Senior leaders are also expected to set and deliver strategies at organisational, regional, and national levels. The final fifth stage being chief officers and staff. When being a leader at this stage, you are expected to conduct all previous stage roles as well as the last stage. Within this role you are expected to listen and communicate with a variety of stakeholders that are within the organisation as well as set a compelling vision with them. Each police leader is expected to have a common purpose and strong shared values at each stage of their policing service. (College of Policing, 2023)

Throughout the last three years of my probation, I feel that at the beginning of my new role as a police officer I looked up to my tutor and my fellow experienced colleagues as leaders, as the role of a response officer was new to me and there were many things I had to learn and develop to become more confident in my role. Since then, I believe that I have become more confident within my role as a police officer, and I am not afraid to take leadership when required. Looking at the College of Policing’s leadership stages, I believe that when I first took a leadership role, I reached the stage of a first-time leader. An example of this is when a new policing student has joined the team and is in a similar position as to what I was almost three years ago, looking up at their tutor and colleagues for guidance and support. I have supported the new student by taking the time to explain to them anything they were unsure of and to address any questions they may have about their new role. I have also provided them with set objectives that the team aim to reach, such as the amount of stop search’s we try to achieve or the number of arrests within a month. When attending an incident with a student, I have supported them in deciding what course of action they feel is correct to take to have a positive impact on the incident and help those involved. The students that I have worked with and supported since I have become more confident within my role have stated that they feel I am a good leader and reflect a good attitude onto them to follow within their new role. When I have attended a serious incident with several of my colleagues such as a domestic whereby the perpetrator is a high priority suspect for separate previous incident, I believe that since developing leadership skills I am not afraid to take the lead for my team and send out instructions for my colleagues to follow and taking into consideration the skills and safety tools they have available to use, such as a taser. When present at the incident, the suspect was inside of an address where there are front and back entrance and exits, I have instructed two of my colleagues that are taser carriers to cover each side of the address to prevent the suspect from escaping, and those that do not carry a taser to stand behind to stay protected  but to be ready for any use of force required to secure the suspect. When entering the address, the first instruction I have set is to ensure that the victim is safe and to remove her from the address to a place of safety. Once this is complete, I have then set out the instruction of securing the high priority suspect using lawful use of force and safety techniques to place them in cuffs and secure them safely into the back of the van. I feel that when I have attended incidents like this and taken the leadership role, it has worked effectively, and my team feel confident in following my instructions. 

Throughout a policing leaders service, there are six elements which are expected to be followed at all levels. These elements help ensure that there is consistency throughout the force and set a standard for each new police leader to be guided with and to follow. The six elements that have been created are to inspire common purpose, to value each person and support development, to help build an inclusive workplace, to lead across any boundaries that you may come across, to encourage improvement and performance, and lastly to make sure that you understand yourself as well as others. (College of Policing, 2023)

Psychologist Kurt Lewin created different styles of leadership in 1939 alongside a group of researchers. The first leadership style they created was autocratic leadership, which can also be referred to as authoritarian leadership. This leadership style is described as when the leader takes full control of the decisions that are made and make the decisions based on their own judgements and ideas. Within this leadership style the leader is provided with little input and advice from their fellow members of the group and takes full control. A benefit found in this leadership style is that when a decision has a short time limit, the autocratic leader can make the decision quickly without the need to discuss it with their group members. However, there is also a downside to using the autocratic leadership style, such as coming across to their group members as bossy and controlling which could cause tension amongst the group. Group members may also feel that their ideas and opinions are not valued if decisions are made without their input. The second leadership style created by Kurt Lewin and researchers is democratic leadership, which can also be referred to as participative leadership. This leadership style has been found as one of the most successful and effective by team members as it creates a good morale. Democratic leadership is where members of the group are encouraged to share their ideas and give their opinions, helping them feel more included and engaged in the decision process. A benefit of democratic leadership is encouraging members of the group to engage which can help achieve better solutions to problems and create better ideas which helps better productivity within the group. A downside to the democratic leadership style could be when there is a short time frame to get a decision made or complete a task, if the role of each team member has not been decided before hand then there could be a mis-communication and those that do not have the knowledge required to make a decision may do so and cause a failure or incompletion of a decision or task. The third and final leadership style create in 1939 is laissez-faire leadership, which is also referred to as delegative leadership. Researchers have found that this leadership style can be the least successful as the leader does not take charge in the decisions made, leaving it down to their fellow group members. A leader using the delegative method provides little guidance towards their group members and allows them to make their own decisions and solve their own problems. This leadership style only tends to work if other members of the group have their own good knowledge and skills, motivation and are capable of making the decisions without the guidance of their leader. However, if there are no members of the team that have the knowledge and skills required, then this could cause the deadlines to not be not met, and decisions not made. (Cherry, 2022) 

Within policing, leadership styles can change continuously depending on the circumstances of the situations that I as a police officer attend. It can also change depending on the colleagues that I am working alongside. If a colleague has good knowledge and skills, it is discussed between us who is taking leadership of the incident that were are attending. From researching the different leadership styles out there I have learnt that it is important to make time and prepare in who will naturally take the lead of an incident and the course of action that is going to be decided and taken. An example of an incident which I have attended that this has occurred is when a colleague of mine tends to use the delegative leadership method and does not contribute to making a decision, I have decided to take the leadership role to resolve the situation and decide what course of action is best to take as my colleague does not feel confident to. I feel that when I have attended incidents with my colleagues and I have the opportunity to take leadership, I have followed the democratic style by discussing with my colleagues and asking their opinion in what course of action they believe is best to take and using their input to help make a decision and resolve the situation. I believe that this method works well with my colleagues and I, as we build a good working relationship and feel confident that we work well and help each other in providing support to members of the public within the community that we work with. 
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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:


Within this essay we will be looking into mentoring and coaching, and what defines them. We will also be looking into how I as a student police officer approaching the end of my three-year probation, have benefitted from receiving mentoring and coaching to help me develop the knowledge and skills I now have at the end of my probation, and how I have been receiving and providing feedback to and from my tutor. We will be discussing how mentoring and coaching has helped me reach organisational, professional and person goals, and how the knowledge and skills I have learnt has helped me perform within my role as a police officer. 

(Deiorio, 2022) defines coaching as enhancing self-reflection, motivation, and goal setting. Coaching aids learners by fostering long-lasting change and progress. The success of coaching includes helping people make positive, long-lasting changes and grow to reach their full potential, which includes having the best possible learning, growth, performance, and overall wellbeing. In contrast to mentoring, which focuses more on directing and advising, the coaching process fosters self-awareness, discovery, and self-determination. In order to affirm a trainee's personal vision, values, meaning or purpose, coaches must engage well with them by building a relationship of mutual respect and trust. Through analysis of objective assessments, they assist trainees in developing self-awareness and evaluating their strengths, abilities, and performance. Coaches also assist trainees in developing objectives and goals, holding themselves accountable, and identifying chances for growth and change. 

(J.Whitmore, 2019) created a coaching framework called the ‘GROW’ model alongside his fellow colleagues. The first stage of the framework is goals and aspirations, where the person receiving the coaching is asked what they want to achieve, and to set an inspiring and challenging goal that may be out of their comfort zone, but they will aim to reach throughout their coaching. Each goal set by persons receiving coaching may vary, as it can depend on how far into the future they are looking. The second stage is reality, where they are asked where they currently are now within their life and how far away they are from reaching their goal. The coach may ask the trainee if they currently have any barriers that has previously prevented them from achieving their goal and to discuss the strengths they believe they have that will help them throughout the coaching. The third stage is options, where the coach may ask the trainee what options they believe they have that will help them reach their goal and what other options they could bring in that could help. The fourth and last stage is will, where the individual receiving the coaching is asked what will they do, when will they do it and how will they know when they have been successful in achieving their goal. The coach may ask the trainee how committed they are on a scale of one to ten and to take accountability for all their actions throughout their coaching. (J.Whitmore, 2019) states that the GROW model was created to help individuals’ confidence and motivation which will encourage them to increase their productivity and performance. The GROW model has proven success since it was created, as coaches within organisations have stated that it has become the backbone to their success and that they have achieved great results from using it. 

When I first begun my career as a police officer and came out of my training onto response, it was a nerve-wracking time where I questioned myself on how I was going to learn so much and perform well within my role, as response policing was completely new to me. When I was appointed a coach, which within policing it is known as a tutor, I felt more at ease knowing that they were they to help me learn and develop throughout the twelve weeks of coaching. I believe that the GROW model is relatable within policing, as when I first begun my coaching, my tutor asked me if I had any goals and aspirations that I would like to achieve, such as if I would like to be a sergeant one day or any other particular career route. My tutor also asked me what strengths I feel that I have developed from training and what weaknesses I feel that I have and are not confident in doing without support. After the twelve weeks of coaching and achieving my independent status, I knew that there was still a lot that I needed to learn within my role. Throughout my three years of probation, I have been incredibly lucky to have supportive colleagues and supervisor, who have coached me within my role and helped me perform well in the workplace. An example of this is when I have attended an incident that I did not feel confident in as I had not dealt with something of this nature much before, such as a road traffic collision. Members of my team that have more experience in road traffic collisions have provided me with advice such as which road traffic act I was dealing with and what steps to take to help resolve the incident. Once the incident has been resolved there is paperwork that is required to be completed that I felt that I was not completely confident in completing alone, therefore colleagues that had the relevant knowledge have assisted me and provided me with tips in how to deal with these types of incidents going forward. 

(Pegg, 2000) created a mentoring model called ‘The Five C’s’. The model was created to assist mentors help their students learn a variety of methods they could use when being faced with a challenging situation and to explore what options they have. The model has several stages that the mentor and the student will go through by having a discussion together. The first stage of the mentoring model is challenges. At this first stage the mentor will ask the student what goals they would like to achieve from receiving the mentoring. The student will also be asked what current issues they are dealing with and if they are facing any challenges currently. The mentor and student will investigate the student’s strengths and weaknesses and set the first goal they would like to aim to achieve. The second stage of the model is choices, where the student will be asked by the mentor what options they believe they have to reach their goal, and if there are any options they have used before that have been unsuccessful, and why that was the case. The next stage the mentor and student will then move onto is consequences, where they will investigate the consequences the student may face from the options they have set in the previous stage and how they could prevent or tackle them. The fourth stage is creative solutions, where the mentor and the student will take a bird’s eye view of the options they have set so far and see if there are any creative solutions. They will also look back on the student’s success history and patterns in their day to day and work life. The mentor will then set a backup plan with the student by setting additional options for if they do not achieve their goal using the first option they have set. The fifth and final stage of the ‘Five C’s’ mentoring model is conclusions. In this final stage the mentor and the student will discuss the benefits and negatives in the options they have set to reach their goal, and how they can build on these benefits and negatives. When discussing the negatives of the options, the student will be asked if they would like to continue with the challenge set and if so when they would like to begin. The student will also be asked how committed they are to achieve their goals and how high do they believe is the possibility that they will reach it. 

Throughout my probation period I have completed attachments with different departments to develop better knowledge on the work that they complete every day, as I do not see an inside to what they do daily whilst working on response. One attachment that I completed, was working with the Criminal Investigations Department, where I was mentored and worked closely alongside one of the detective constables for a period of five days. The aim of this attachment is to provide student officers working on response an investigative mindset for when they attend complicating incidents, for example a suspicious death. Whilst on my attachment I was able to ask my mentor questions on things I felt uncertain of and was shown several examples of investigative work they have completed as good examples for me to have a better understanding. Once I completed my attachment and have gone back onto response, I felt more confident in dealing with the more complicated incidents and what key areas are required to be covered as the first on scene. The second attachment that I completed throughout my probation is a HUB attachment, which is a department within South Wales Police that interviews persons in police custody, and builds the files required to be sent to the Crown Prosecution Service, to obtain advice or a charging decision for the person in police custody. The aim of this attachment for student police officers is for them to gain better skills when interviewing and learn tips and tricks in making an interview more successful. It also provides a better understanding on how to communicate with solicitors and appropriate adults present in the interviews and helps understand the process of building a case file. During my HUB attachment, I was mentored by one of the investigating officers within the department for five weeks. My mentor invited me to sit in on interviews they were conducting, which helped me learn new skills and tips on how to prepare for the interview, as well as how to speak clearly and confidently when conducting the interview. Once the interview was completed, I sat down with my mentor and assisted them with building the case file ready to be sent to the Crown Prosecution Service. This can be a complicating and long process, as a lot of time and work goes into building the files to make sure that they are correct before being sent off. I was able to ask my mentor questions on anything which appeared complicated to me and that I was unsure of. They also provided me with a power point which they use when building files daily, on what goes into each type of file which I found very beneficial to use when returning to response. When my attachment was completed, I felt more confident in conducting interviews alone and was not afraid to build case files without support. 

Throughout the last three years of probation, I have been appointed a mentor that has provided me with a checklist of things I am required to complete to pass my probation, which within South Wales Police is known as the Operation Competence Portfolio. Within the portfolio, it has a list of types of incidents which I need to attend and actions which I need to complete at certain incidents. For example, one requirement on the portfolio is to provide an initial response to a policing incident, communicate with those present at the scene and to preserve and obtain any potential evidence. Once I have completed the portfolio, I will communicate with my mentor via Microsoft teams to obtain feedback on if I have met the requirements and passed this area. My mentor will also arrange a meeting review on Microsoft teams to provide me with feedback on areas that I am showing strengths and weaknesses in. I find these reviews beneficial as they support me with an understanding of my development and performance within the workplace and how I can meet my personal, professional and organisations goals more effectively in the future. 

There are many benefits of mentoring and coaching, such as increased employee engagement which creates a more positive working environment, it increases employees’ confidence and performance, and created better leadership development. (Indeed, 2023) It is clear that within South Wales Police mentoring has a high success rate and students feel more confident within their role once they have been mentored.
2054 words. 
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