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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 is an important part of how policing in the UK has become more professional, and has impacted officers like me by introducing new pathways into the Police, but their day-to-day work is not as important to frontline officers like myself as it is to senior officers. 

According to Bryant and Bryant (2019:26), the College of Policing (COP) was created in 2012 as ‘…the official professional body for policing…[and] it has assumed many of the standards and training responsibilities of it’s predecessors, the NPIA’. It has three main focuses according to Bryant and Bryant (2019:26): 

· ‘Knowledge (the development of Research and evidence of ‘What Works’)
· Education (the development of individual members of the profession); and 
· Standards for police forces and individuals’

Also, Bryant and Bryant (2019:26-27) point out that the COP strives for ‘professionalisation’ throughout policing, including having a requirement to build up ‘specialist knowledge and expertise’, and by developing the Code of Ethics for all Police Officers in England and Wales as well as the ‘new qualification framework for policing (pitched at…Higher Education Level)’. 

Looking back over my three years as a probationer police officer, I know that the COP has been important for my job for two main reasons, they have developed the new entry routes into policing that applies to new officers like me, and it has also developed the professional standards that officers like me must follow, mainly through things like Code of Ethics which impacts how I and other officers make decisions through the National Decision Model (NDM, which they also developed). 

Firstly, the COP has had an impact on my career as a police officer from the very start until now, as it developed the entry routes into the police for new recruits which I have had to complete. The COP developed the new entry routes into policing which most Police Forces in England and Wales, including South Wales Police use, instead of the old system of joining the police, instead of the old system of joining the police with a Certificate in knowledge of Policing (CKP) (Academic Recruit Training, 2024). Through the COP’s professionalisation system, new recruits can join through three different pathways; the Police Constable Degree Apprenticeship (PCDA; which is a three year programme where candidates don’t need any qualifications in order to join, and after three years will gain a BSc Hons in professional Policing), the Degree Holders Programme (DHEP, a two year programme for any candidates that have any degree other than for Professional Policing) and the Professional Policing Degree (PPD) option (for candidates who have done the Professional Policing Degree, and will serve in the police for 2 years before they can move onto a specialist department (South Wales Police,2024A). For all of the roles, each candidate has to complete a 6-month initial learning programme at the SWP Learning and Development centre in Bridgend before they can go out onto the streets and carry on their development through their chosen pathway (South Wales Police,2024A). For South Wales Police (2024B) at least, using this new entry route system is definitely a part of achieving the goal of making modern policing more professional:

‘South Wales Police is committed to providing different entry routes within our Police Staff and Uniformed departments for people who are looking to begin a career within Policing. As well as Apprenticeships, Internships and Graduate programmes offered by departments, there are also opportunities for direct entry into the force’. 

For me, I have been a part of these new entry routes into policing, and it has helped me to become a more professional officer ready for the end of my three-year probation. Through my program I have gone from day one of initial training to being close to becoming a substantive officer, and because of this I have gone from being brand new to policing to having knowledge and understanding of the law and policy and how to apply it, which means after my 3 years in I can move onto more specialist training for my role in response, or I can move onto a specialist post if I wish to. I would say that because of this, the system that the COP had developed has made me a much more professional officer within the last 3 years. 

In addition to that, the COP has also built professional standards that have also helped build me into a professional police officer over the last 3 years, and will help me after my probation into my career as they apply to all professional police officers in South Wales Police. There are many different examples of these professional standards that the COP has developed, but the main one for me as a response officer is the development of the Code of Ethics and how they apply to the National Decision Model (NDM) for how I act and how I make decisions whilst on duty. 

The Code of Ethics has been an important part of my development as a frontline police officer, as since day 1 of initial training right up to the present day , it is the set of standards that are used to influence my decision making and behaviour, and help me to ensure that I always do the right thing and make the right decisions to the best of my ability. The Code of Ethics has changed over the years including very recently, but the most up to date version of it from the COP showed what these standards look like, and why they are so important for officers to follow in order to be as professional as they can for the public. According to the College of Policing (2024A), the ‘Ethical Police Principles’ (as it is called now instead of the code of ethics) are:

‘a series of guiding statements that should be used to help people in policing do the right things, in the right way, for the right reasons. Everyone in policing routinely makes important decisions. We make these decisions because it is our duty to uphold the law, prevent crime and disorder, protect and reassure communities, investigate crime and bring offenders to justice’. 

In order to do this, officers like me ‘commit’ to being ‘Policing Professionals’ by following 3 key commitments; one being ‘Courage’ where I make, communicate and am held to account for my decisions, and will stand against ‘anything that could bring our profession into disrepute’ (College of Policing,2024A). And finally, the third is ‘Public Service’, where I will work in the public interest by ‘fostering public trust and confidence’ and have pride in providing an excellent service (College of Policing, 2024A). 

Thinking about this critically in my final year of probation as a frontline police officer, I again feel that the COP has an important role for setting the strategy of making UK Policing more professional, as it influences officers like me at the start of their careers. Through my time serving in South Wales Police, I have been taught to use the Code of Ethics, and now the Ethical Policing Principles, to make those difficult decisions when going to incidents, and sets the benchmark for my behaviour when dealing with suspects, victims, witnesses or the general public, especially when using the NDM (which the COP also developed), and which has its ethical behaviour structure based at the heart of the model, to make those difficult decisions (College of Policing, 2024B). This has been an important part of how I police which I fully understand in my final year of probation, and I will continue to embrace it throughout my career in order to continue being that Professional police officer. These values are also important for the rest of UK policing as while I may be only one officer; if every officer at every rank valued and followed these principles, then the entire force that they are a part of will all contribute to the Professionalism value that the COP is trying to achieve, and therefore through their work guiding each and every individual officer through these values, they will achieve their professional goal across the whole of UK policing. 

With all that said though, there are other initiatives that the COP has which are also a part of their attempt to make UK policing more professional, however these are far less well known about by frontline officer like myself finishing their first 3 years in the job, so they have not been as much of an impact on how I work as the recruitment pathway or the Ethical Policing Principles. There are several of these, but one big one is the Policing Vision 2025 which is not as well known about, and it's contribution to the Professional Policing goal is much more limited because of the lack of advertising. 

According to the National Police Chiefs Council (NPCC) (no date:2024), the Policing Vision 2025:

‘…sets out [a] plan for policing over the next ten years. It will shape decisions around transformation and how we use…resources to help keep people safe and provide an effective, accessible and value for money service that can be trusted…It must inspire officers, staff and volunteers, as much as police and crime commissioners and chief constables and of course the public as a whole’. 

This vision has a number of areas that it appears to want to improve in order to contribute towards the Professional Policing target, many of which appear to be associated with specialist units and departments within Police Forces, or specific issues that need to be addressed to achieve a modern police force. These targets include a focus on ‘Local policing…Specialist Capabilities…retaining the Police Workforce…Digital Policing’ and ‘Joined up Business Delivery’ (NPCC, No Date). 

These are decent areas to improve on for a more professional police force, but when I think critically about them up until now during my 3 years, I think that this part of the COP has been less impactful on me to fulfil my role as a modern officer as they haven’t been as significant as the recruitment pathways or the Ethical Policing Principles, and up until now it hasn’t been a part of the COP’s work that I have heard much about. Even though the COP is trying to Professionalize more parts of the police, this part of the COP’s work looks like it is more focussed towards senior officers like National Police Chiefs or senior officers specialising in digital crime of neighbourhood policing teams. As it states however, it wishes to inspire ‘all officers and staff’ to achieve good performance in these areas, so given that they are not as well known about by probationary response officers like myself, they are failing to professionalise all of UK policing with this vision. Thinking about my own development, because this is not an area of Professional development that I have worked on much or know much about, I predict that this will need to change both within my last year on probation and moving forward from when I become a substantive officer. In order to do this, as an individual officer within South Wales Police, I will commit to learning more about the Policing Vision and how I can implement it into my working practices, especially around issues that I am likely to encounter as a uniformed officer like Digital and Neighbourhood Policing. This is all that I can do as an individual person to help professionalise UK policing further. If this is to apply to more officers, the COP needs to do more work on making officers aware of the Policing Vision and how they can individually achieve it, which is unlikely to happen before 2025, but may happen by 2030 if they realise and start to take action (National Police Chiefs Council,2024).  

In conclusion, through my 3 years development on probation the input of the College of Policing has helped me to be part of their vision of a Professional UK Police Officer by implementing their values and structure that they have taught me in training into how I work, which means in my final year I have been able to change myself into a developed officer that fits what  modern Police Officer should look like. Moving forward though there is more development that I need to do when I am substantive to get further up to date with modern policing targets, something that the COP needs to address and help it’s newest officers to implement so that progress in making UK Policing more professional can continue and not risk being delayed. This is where my career shall change going forward, and I shall happily work to these visions in order to become a more Professional 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:

Using social media as a policing tool has become well known about in recent years as social media sites and platforms have grown, but as I have learnt from my own experiences they are yet to be used more and fully by new frontline police officers, and their use to engage and inform the community seems to be limited to specialist and senior officers. 

According to The Police Federation (2014:1-2), social media is defined as: 

‘…a growing form of internet-based communication interfaces with all areas of Policing…Social media is a method of communicating using websites that allow people to ‘post’ public information, chat with others, send messages, and share photographs or videos…Unlike traditional unilateral communications channels, such as television advertising, social media provides an opportunity to establish a two-way dialogue with audiences, actively engaging people in conversations rather than simply providing them with information’.

Prior to using social media platforms, the police did attempt to engage with the public in order to both inform them of issues in their area and to ask for their help in catching criminals, but this was not as widespread as today and was slow time because the internet was yet to be invented. 

Historically giving information to the public came in the form of newspapers or bulletins, one of the most famous examples being the ‘Illustrated Police News’ which began in 1864 and documented "true stories" of crime, accidents and domestic disaster’ (The British Newspaper Archive,2024). Newspapers like these were good in informing the public of Crime issues in the local area and how the police were responding to them, but this information was slow to deliver out to the public and any appeals that the police made for information within the pages could only be received slow time after a relevant person with information had seen it, written a letter and sent this in to be read (The British Newspaper Archive,2024). With the invention of the television the ability to give information to the public and to receive it from them became much greater and easier. The BBC Television series Crimewatch was a great example of how information sharing between the police and the public progressed over time. The show began in 1984 and was specifically targeted at letting the public know about dangerous subjects at large in the community, which ended every show withs appeals to the public for help in finding and catching dangerous offenders (IMDb, no date). This show was very successful over the years in letting the public know about these dangerous offenders and that the police wanted information, and there are several examples of how the show lead to very dangerous offenders being caught (IMDb, No Date). The show as an example was much better than the newspapers before as the ability to share information was more widespread as it could be easily watched on any television set, and the ability to give information over to the police was much easier as viewers with relevant information would only need to call into the show after watching it. The drawback of Crimewatch UK and shows like it was that it needed people to watch the show at the exact date and time that it aired, so the ability to get it out to a large audience was always going to be limited. 

Therefore, when the world-wide internet and social media platforms arrived and became commonplace, the ability to share information became more easier than ever, and this included information sharing between the police and the public.

The most commonly used social media sites of today such as Myspace, Facebook, Twitter, Instagram and TikTok began in the early 2000’s when both the internet and smartphones became more popular (O’Boyle,2023). It is common today for social media platforms to be available on a persons smartphone or tablet which they can carry anywhere at home or on the go, but this began which the invention of the Blackberry company in 1999 and their Blackberry smartphones which offered ‘emails on the go’ and the BBM Messaging feature (O’Boyle,2023). Around the same time, social media platforms like Facebook became very popular for people to engage and socialised in a virtual space whilst also being able to access content and material centred around their interests, as well as common news and information (Hall, 2024). From my own experiences I recall having a Bibo website with its MSM messaging capability when I was younger, which since then has turned into the various social media platforms that I know and use now. Over time, these 2 elements combined so that the ability to receive and send information was almost instantaneous and to everyone on a device that they took and used everywhere in the palm of their hands, in a way that had never really been seen before. This can be evidenced in the research of Ofcom (2014, as cited by The Police Federation,2014) who found that 83% of adults go online and that 83% of people aged 16-24 go online more than once a day, and that at least 55% of them currently have a profile on a social networking site. 


So, as this massive change in society occurred, the police were quick to recognise that these new platforms could be used to help them give information out to the public on Crime issues in their area, and that they could ask for help when they needed it in finding and arresting dangerous offenders. 

As The Police Federation (2014:1) shows social media platforms are a massively useful tool to UK policing as social media ‘…offers the police a way of connecting
and engaging with the public…’ and that ‘…it enables important information to be distributed quickly and easily, and it can assist in intelligence gathering’. In addition, they add that: 

‘Social media…provides the police with a new way to connect with the public. In a consent-based policing system engagement is crucial in building public trust and confidence; social media enables the police to engage better and to build relationships, as well as to gather information and intelligence. To take advantage of this opportunity, it is becoming increasingly important for the police to understand and make use of the different tools available’ (College of Policing, 2014:2). 

Because of this, it’s not surprising that Nick Keane, The Digital Engagement Adviser for the College of Policing has been quoted saying: “An online presence in a modern world is as important as traditional policing methods such as walking the beat” (College of Policing, 2014a. As cited by The Police Foundation,2014:2).

Whilst social media platforms are now used nationally across the UK, my force, South Wales Police (SWP) is no exception and routinely uses social media in order to engage with the public. 

According to the South Wales Police website (2024A):

‘We use social media as an additional means to engage with our communities. We want to keep you, our followers, informed of what’s happening in your area and provide you with crime prevention advice. We also know that you can be invaluable in assisting us with appeals for information’. 

Social media platforms used by SWP includes Facebook, Twitter (X), LinkedIn, Instagram, TikTok and YouTube (South Wales Police,2024B), with the latest entry on Twitter (at the time of writing) being about the issuing of a statement about an Independent Investigation surrounding the death of a local Cardiff man Mohamud Hassan in 2021 (Twitter,2024). 

Because of this, South Wales Police has shown that it is at least with the times and is attempting to use various social media platforms in order to engage with the public.  

However, despite being on and using platforms which are wide reaching and allow quick access to information, they remain very limited in how effective they are because of just how much reach they appear to have which is limited, and  because as I have experienced, the use of social media accounts by police in SWP seems restricted to Senior and specialist officers, and is not as widely used by newer general response officers like myself. 

Using the example of Twitter (2024), it can be seen how SWP’s reach is smaller than would be hoped for on such a massive platform. According to Twitter (2024), SWP joined the website in September of 2009 and in it’s time on the platform has recorded over 167.7 thousand followers. It’s most recent upload on the site regarding the Hassan Investigation, the SWP post has in 3 hours had 5.1 thousand views and has had 4 people give comments (Twitter,2024). This might on it’s own seem impressive, but when considering the entirety of the SWP force area, It becomes clear that the vast sharing of information to the South Wales community is not that successful. According to their own website South Wales Police (2024C) is the largest police force area in Wales and serves a community of 1.3 million people (42% of the Welsh population). So, in the 15 years that it has used social media to try and engage with the public, it has yet to fully engage with even a single area of the force like Cardiff on Eastern which on it’s own has 300,000 people. 

In addition, as I have discovered, the use of social media by police officers appears to be restricted to specialist and senior officers and is not accessible to newer general response officers like me. Throughout the entirety of my time in SWP I have never been able to use any of the social media platforms used by SWP to assist in finding information for any of the cases that I’ve investigated and have not been able to use them to show and share any of my work as a police officer. As the SWP YouTube channel shows, any public appeals or requests for information from the public come only from senior police officers. Their latest video (as of 2 days ago from the time of writing) titled ‘Joint rail operation to safeguard children and adults from County Lines Exploitation in South Wales’ centred only 1 officer; Detective Superintendent Gareth Williams, who spoke about working with a number of forces to stop organised crime in South Wales (South Wales Police,2024D). This video also suffers the issue of lacking widespread coverage to the South Wales Community as the South Wales Police YouTube site has only 4.26 thousand views, and in 2 days of being on the platform has received just 87 views (South Wales Police,2024D). It is hard to say if keeping social media appearances only to senior and or specialist officers is the only reason why the extent that South Wales Police is so limited, but arguably it does contribute and will not improve unless more newer and junior officers are able to use the SWP platform. 

In conclusion, social media is a very good tool for the police to use to reach out to members of the public and to ask for their help in getting information in order to tackle crime. However, it seems that despite the great capability that social media has to reach people and engage in a 2-way dialogue it is clear that the police do not have as good a reach to the communities they serve, even if they have used social media platforms for 10 plus years. Also, as I have experienced during my time as an officer in South Wales Police, the use of social media by police officers is limited to senior and specialist ranks and hasn’t yet progressed to allow other officers to use different media sites to help them with their work. Until this changes and newer and more junior police officers are able to use social media during their work, it doesn’t seem likely that the massive gap in reaching out to the South Wales Community that SWP serves will be filled. 
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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:


Since becoming an Officer in South Wales Police, I’ve learnt about the value of Leadership in Policing and how to use it when I’m on duty, and now before I finish my 3 years’ probation ready to become a substantive officer, I have been able to put this knowledge into practice and have developed strategies that I can deploy at incidents to make my responses to challenges much more effective. As a result, I have seen how it is a very important value to strive for as a modern-day Police Officer, and I hope that I can move forward from this stage in my career and develop even more effective leadership techniques after my 3 years have been completed. 

From initial training, I became aware that the value of Leadership was very important in UK Policing and it was something that I needed to master in order to become an effective Police Officer, and I was able to see this in the Code of Ethics which make up the bedrock of how officers are supposed to behave and act in order to be professional, and through the values that South Wales Police specifically sees as being important. 

During my initial attempts to join the Police and when I went into training, I became aware of the importance of leadership in UK policing as it was a major part of the Standards of Professional Behaviour and the Policing Principles. I found out that ‘Leadership’ was 1 of the 9 Policing Principles alongside ‘…Accountability, Fairness, Honesty, Integrity, Objectivity, Openness, Respect and Selflessness’, and that as a value it was vital to the ‘…general attitudes and approaches to police work…’ (COP,2019A, as cited by Bryant and Bryant, 2019:76). As the College of Policing (2017:3) showed me during that time in training; Leadership is more than just a good value to consider, or that it’s just relevant to senior officers, but it is vital in order to live up to the standards all officers should strive for in order to be the best they can be for the public, and that it is vital that every officer from the Chief Constable right down to the newest PC should value and show it: 

‘Leadership sits at the heart of what it means to practise as a professional…Delivering great leadership is far from the sole preserve of those at the top of the organisation. It exists across all ranks, grades and roles and can be described at different levels; individual, operational, senior and organisational…of course, there is no single style of leadership, either individual or organisational, that achieves success. Different leaders handle situations in line with their own style. If we can get the balance right, we’ll improve the quality of our service to the public’. 

This is probably why the value of leadership has been important throughout Policing all the way up to the present day and remains an extremely important part of the up to date content from the College of Policing in the ‘Ethical Policing Principles’. In this newer version of the Code of Ethics, the College of Policing (2024) breaks down how leadership can be shown through the actions of the modern Police Officer; by showing ‘Courage’ through ‘…taking responsibility, setting an example [and] challenging unprofessional behaviour and practice’, and through ‘Public Service’ by ‘…delivering a service to be proud of, acting lawfully [and] improving our self, our peers and our profession’. 

From becoming aware of the value of Leadership from this material, and from the input given during initial training, I knew that I would need to learn how to use and apply it in my role as a Police Officer, both then and there during initial training, all the way through my 3 years on probation (the point which I am now reaching the end of ready to become substantive), and further on from that after my 3 years throughout the rest of my career. 

Looking back now, I feel like I have successfully achieved the value of Leadership thanks to using the ‘Guiding principles for Organisational Leadership’ Model developed by the COP. According to the College of Policing (2017:5), the Leadership Model principles were ‘developed through collaboration between the Colle of Policing, the NPCC and HMIC’. The aim was to support police forces by developing a shared understanding of ‘good organisational leadership in a policing context’. The College of Policing (2017:5) did say that the principles of the model were ‘relevant for senior leaders in policing [to] determine the basis and structure of leadership in their organisation’, or that it would be interesting for people who were ‘aspiring’ for senior leadership positions. Even though this would not be relevant for me as a probationary police officer in their first 3 years of service, the College of Policing (2017:5) did state that ‘…For all those working in policing…the principles can show what they should expect of their organisation’, and that ‘over time’, the 3 principles within the model can be examples that can ‘illustrate good practice’.  

According to the model, the 3 main principles of Leadership are Understanding Leadership, Developing Leadership and then displaying Leadership: 

According to the College of Policing (2017:7), in order to Develop Leadership, Police Forces and their officers should focus on ‘Performance’ by having a ‘…strong ethos to personal improvement, with individuals taking responsibility for their own continuing professional development…’, ‘Learning and Development’, which is a ‘…collective responsibility [to building Leadership] across the police service…’, and ‘Talent’ where Police Forces should have ‘effective programmes to identify and develop talent…’ and that officers access to these programmes should be fair and transparent. For me personally as I would discover, this part of the Leadership Model was especially important during my initial training and when I first went on duty as I prepared for and then experienced for the first time being a frontline officer in South Wales Police. 

Moving on from this, the model then sets out how people should ‘Display’ Leadership through ‘Morale and Wellbeing’ which all forces should have a strong commitment to, ‘Innovation’ where forces should be open to ‘…adopting new ideas and practice from within the police service…’, and the finally by having ‘Diverse Leadership Teams’ with officers and staff from different backgrounds and different skillsets that combined give ‘complementary skill sets’ (College of Policing, 2017:7). As the wording of the COP shows these values are more significant for senior officers managing the force on a large scale, but as an officer on the ground they gave me some ideas that I thought I could use and develop in order to better my own Leadership skills when working with large teams and attending lives incidents. 

Finally, the model then suggests to officers how to ‘Understand’ Leadership for the future of Police Forces where officers need to develop ‘Current Leadership Capabilities by having up to date knowledge of leadership resources, and to plan for future needs through ‘Future Leadership Capabilities’ (College of Policing, 2017:7). In order to do both of these successfully according to the College of Policing (2017:7), officers and leaders of Police Forces need to ‘Set the Direction’ that both should be going towards whilst making sure that that direction is ‘…positive, ambitious and realistic…supported by a clearly defined vision and underpinned by the Code of Ethics…’. This was something that I considered throughout my 3 years of probation but recognised that this would be most relevant to me after these 3 years when I became a substantive officer. 

Through this model, I was able to understand the 3 main ways that Police Forces in general should show Leadership, and I adapted these approaches to myself as an individual officer when I became operational in such a way that made me ready to take the lead in scenarios when other officers were at scene, take charge with the public when I was on my own, recognise the need to be flexible and to always think of what is best for the public, and then to think big about how my actions will be perceived by the public when I am in uniform. 

I first started this during training when I first learnt about the model by considering the developing Leadership approach, which was a good start considering that it had a focus on Learning and Development at a time when I was preparing to join frontline policing. I decided to take on board the need to have that individual motivation outside what was being asked of me from my trainers and following the initial training input what my tutors and Sgt’s would ask me to do. I did this by taking on the initiative for my own learning so that if there was anything that I didn’t know or needed to improve on then I was able to improve this through my own actions off my own back rather than be prompted to develop by anyone training or managing me. I think this was a very professional thing to have done back then, and it definitely helped me to be ready to have that leader value for when I went into uniform. Looking back now though I could have used the collective responsibility to leadership idea more to have been more vocal to other officers in my intake being trained where I could have showed that I could take the lead and put out the values of South Wales Police more to be that role model type of person, but this was back when each of us was new to the role and we all needed to learn about it first    before I was ready to do this confidently. This however has definitely changed since leaving training up to the point where I have nearly completed my 3 years’ probation due to getting that confidence working as a frontline officer, and so now I am more confident to try and be that role model type of figure in my station who shows that leadership as a value is important. I think of the 3 approaches within the Leadership model, it was this part of it as this point in my career that was the most impactful. 

Through the last few years of being in uniform as a response officer, I have been able to build my leadership skills in a way that makes me a better officer. I have attended many incidents where the public are observing me and colleagues as officers of South Wales Police, and who expect us to deliver to them the best service that we can when they need our help. I have taken the lead on several of the incidents where I have directed the public to take certain actions like moving away from scenes or by finding out who victims and witnesses are, and by showing them that I can confidently take charge to try and resolve that situation. I’ve also tried to lead the way at these situations by taking charge with colleagues where I would ask them to carry out tasks or roles for me or would be flexible and would work with them to carry out tasks or roles for them dependant on what was the best thing at the time for resolving the incident, It was the flexibility part of working at incidents that I found surprisingly was very important for Leadership as this was the best way for officers at scenes to work together with the public to resolve any incident any bring it to a close. As a result, I think through learning this part of Leadership in policing, I was able about one of its important elements of being a role model and hope that this has been seen by colleagues and members of the public at incidents. The Model’s content about keeping up morale amongst teams away from incidents was something that I overlooked throughout much of the start of my career, but now I have began to start checking this by asking colleagues about how they are at work to ensure their welfare (this is something that I could do more of to show Leadership). 

Finally, I think I need to show more of a willingness to do further learning and development outside of my 3 year probation in order to carry on developing and in order to be a better role model to other officers, but this will come about when I have finished my 3 years, and I am determined and motivated to do this in the future years in order to become a better Leader in policing. 

In conclusion, Leadership is an extremely important value in policing. I feel like I have learnt about its value and shown some of its traits during the first part of my career. I feel that I now need to develop this going forward and will use the guiding principles for Organisational Leadership Model to help me. 
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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?
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ANSWER:

Over my three years of probation as an officer in South Wales Police, it has been a difficult road to get to where I am today due to the issues that I experienced with Tutors and Supervisors at a time when I should have been developing knowledge and experience on duty in order to make me ready for the role. As I will show in this part of my workbook, I have managed to succeed in becoming an experienced and developed response officer in SWP which has partly been thanks to great Tutors and Sergeants, but my progress at stages of my development was slowed down by other Tutors and Sergeants who were not great role models that didn’t adapt to help their newer officers, especially if they were experiencing challenges. As this paper will show, there are very important coaching and mentoring techniques and standards that Tutors and Sergeants should follow in order to help their students and officers, but some in South Wales Police don’t as much as they should, and this has consequences for newer officers in terms of development and overall wellbeing in the role. 

For this paper, I will focus on two important figures for any probationary Police Officer; their Tutor Officer and their Supervisor which is usually a Sergeant. In order to understand why these roles are so important, it is important to define exactly what coaching in policing means for tutor officers, and what mentoring means for their Sergeants when they have new officers join their teams. 

According to the College of Policing (2024A), Coaching and Mentoring in Policing:

‘…works with an individual or a small group to help them to define and achieve their career and personal objectives, improve performance or resolve work-based performance issues. The relationship is finite, often over a short timescale, focusing on specific skills or improvement goals’. 

The College of Policing (2024B) builds on this by stating that ‘Mentoring’ is where more experienced and knowledgeable officers and staff offer support, advice and guidance to help those less experienced and progressed than they are. When a person is being Mentored, their focus should be on the personal and career development of the person that they are tutoring, and where necessary, they should be helping a mentee with advice, guidance and support if it is required and sought (College of Policing, 2024B). 

This definition sets the benchmark for what is expected from Tutors and Supervisors, especially Tutor officers who have the shortest amount of time of the two to take a new officer from training with little to no prior policing experience, and over 8 weeks develop them ready to be an independent officer confident enough to handle frontline duties. As I would find out from my first Tutor, this is a massive challenge for them to accomplish, and can only be done effectively if they are committed to the person they tutor and are ready to be open to adapting and changing which sadly in my case they weren’t. It also helps to highlight one of the important roles of a supervisor who manages a new officer which is that they are not just there to make sure that they carry out their new role to high standards, but that they are also there to ensure the wellbeing and welfare of their new officers if they approach them with an issue that is bothering them at work. 

[bookmark: _Hlk177729545]Building on more from this definition, Gloucester Police helps to show what a specific police force feels abouts its coaches and mentors. Even though it is not my own force at SWP, it is helpful to see how police forces define this and what exactly they expect to see from their tutors and supervisor for student officers and new PC’s. For them, coaching and mentoring ‘…assists in developing individuals, enabling them to reach their full potential’, and Gloucester Police along with many other forces understands the need to develop and commit to ‘…investing in its people…’ in order to ‘…enhance the culture and practice of continuous improvement…’ (Gloucestershire Constabulary, No Date: 2). In order to do this for their mentees, they define Coaches and Mentors as:

‘[Coaching is] developing people’s skills and knowledge so that their job performance improves in support of the achievement of organisational objectives. Coaches act as a mirror; supporting, challenging and encouraging people to identify their strengths and address areas for development.’ (Gloucestershire Constabulary, No Date: 4).

For mentoring, they state that in the police force there are relationships in which ‘more experienced’ colleagues use their knowledge and understanding of the policing role to support the ‘development of a more junior or inexperienced member of staff’ (Gloucestershire Constabulary, No Date: 3). Through these definitions, police forces show what standard is being strived for by mentors and coaches for more inexperienced officer that they look after, and that if they are successful in achieving their goals, then they will be able to ‘…generate personal growth, facilitate change and improve performance’ for those officers within the force (Gloucestershire Constabulary, No Date: 4).
Looking back over my 3 years on probation where I was managed by several Tutors and Sergeants, I have thought critically about whether I was able to achieve my own personal goals that were set in place for me, and I have thought about whether or not I have benefitted from coaching and mentoring. Having thought about it, I can say that I have managed to achieve my goals of becoming a frontline officer with South Wales Police, and that now I am in my final year I think I am ready to become a substantive officer ready to gain more specialised skills and experiences as my career goes on. This development up until now has definitely been with the help of great Tutors and my current Supervisor. However, that road for my learning and development has not always been smooth as I have struggled during certain points within my 3 years to get support that I need and to progress as quickly and effectively as I may have wanted from a tutor or sergeant. These issues that caused this were not my fault and were the result of factors outside of my control which my coaches and mentors should have notice and supported me with. However, I felt at times that I wasn’t supported when I really should have been and struggled as a result which was a massive failing by the people who’s job it was to make sure that my welfare was safe and that I was able to carry out the role effectively. 

During both my 8 weeks after training when I was being mentored by a Tutor, and afterwards when I moved onto a response team ready to start taking on the role under a Sargeant who was supervising me, those officers failed to notice that I was struggling to cope with the tasks and challenges being put on me because of my disability with having severe dyslexia. This has affected me for many years, especially when it comes to taking in information and writing tasks due to how my brain processes that information. As a result, I found the initial introduction to working on response with a tutor especially hard as it was my first time working as a PC in a high-pressure environment due to the issues that we experience in the local area around my station. As a result, I spoke to my tutoring officer about the issues that I was facing and the concerns that I had for overcoming these during my 8 weeks, and this would have been the perfect opportunity for my Tutor to have addressed these by guiding me to extra support so that this could be managed. This really should have been done anyway as dyslexia is a disability which is recognised under the Equality Act 2010 as being a protected characteristic, so should have been taken seriously as part of the UK police forces changing attitudes towards supporting diverse officers (Bryant and Bryant, 2019). This however didn’t happen, instead for the first 8 weeks that I was tutored I found the whole experience a massive struggle, which looking back now I think was unacceptable as that period of transition from initial training to becoming able to police on my own was stressful enough, and the issues from my dyslexia should have been taken seriously by my Tutor and acted on. However, I feel that they didn’t take the issues that I was raising as seriously as they should have done and did not give me the support that I needed. As a result, my 8 weeks tutoring had to be extended, and I ended up having to change tutors to one who was understanding of my issues and was able to assist me so that I could achieve all the markers that I needed for independent patrol. My second Tutor was a massive change and helped me through their approaches to my disability, especially with giving me techniques to help with my memory and was someone during my initial 3 years that did offer me support and guidance and helped me to achieve my personal goal. With that said though, the issues with my first Tutor that caused my 8 weeks to be extended was not helpful at all and I think now could have been easily addressed if they wanted to help me, but because they chose not to, this caused a delay to my professional development. 

There was a similar issue with a certain Sargeant of mine with regards to welfare during my time on his team. As it stands today, my current supervisor is a good mentor and role model for me who takes an interest in me as an individual and helps me with issues that affect my welfare both at work and at home. This includes helping me deal with an issue that has been raised recently with Professional Standards which their team wanted to speak to me about, and he has supported me through regular check in meetings and by showing an openness to listen to my fears and concerns about things as they happen. My current Seargeant has been really decent to me during difficult periods both on and off duty, and they have helped ensure my welfare so that when I attend work, that I am the best that I can be to do my work and can attend difficult incidents without outside distractions. This hasn’t always been the case; I have previously had a Sergeant who took a very different approach to officer welfare and seemed to be less capable of helping his officers when they had a problem. This was not good considering that he was taking in a new officer who despite my pervious experiences as a PCSO was still new to being a PC, and so it would have been difficult for anyone. It was more difficult at the time for me however due to my personal issues following suffering Domestic Violence. This was something that my Sargeant really should have addressed when I raised my concerns to him about it, however he was very reluctant to do anything beyond what had already been done by a different police force that were dealing with the DV incident and he seemed keen for me to stop raising the subject and for me to just get back to work which I found to be a huge challenge. 

From these experiences, I think that Tutors and Sergeants can have a massively positive impact when they genuinely care for their officers and their welfare and how they can develop them by removing any barriers they may face. If they don’t have an interest in doing that for whatever reason, then questions should be asked about why they are a mentor in the first place. I know that officers that choose to mentor are likely to build on their own professional development ready for promotion or take on specialist roles, or can increase their pay. This can be a good thing for them, but coaches and mentors need to have the right reasons for why they have become a Tutor or a Sargeant, and if it does not include assisting and developing new officers, then they should not be taking on these roles as they do not reflect the coaching and mentoring definitions as this paper defines or the force values of South Wales Police (2024). 

Therefore, coaches and mentors in policing need to be the right people, open to change and different approaches, with the right experiences and knowledge and with a genuine desire to help newer officers. Unless this happens, newer officers will have similar experiences to me and will not fit the true coaching definition that the force strives for.      
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