
[image: ]


BSc (Hons) Professional Police Practice 

LEVEL 6 - 40 Credits

Workbook title: Competency Based Workbook 5 (PCDA) 
12 elements 10000 Words - BMPF 6000D

(SOUTH WALES POLICE, GWENT POLICE AND UWTSD)


	Learner name: Daniel Richards ______________________________

Learner’s University Registration Number:
_________1916271______________________







FACULTY OF BUSINESS AND MANAGEMENT
PUBLIC SERVICE PROGRAMME

Module title: Professional Police Practice 3 (PCDA) BMPF 6000D




Workbook Guidance

Please read these notes carefully; they provide essential information.

What is the workbook for?

The purpose of this workbook is to enable learners to demonstrate and provide evidence of how they meet the learning outcomes set by the College of Policing, for the BSc programme. Essentially, you are being asked to outline your experiential learning based upon your theoretical understanding in a range of operational situations.

· Understanding the Police Officer role
· Modern Professional Police Officer
· Strategic Role of the College of Policing
· Communication Skills
· Social Media
· Leadership and Team Working
· Leadership style
· Flexibility and Leadership Strategy
· Coaching
· Mentoring
· Professional and Organisational goals
· Assessment

You may wish to use the same incidents as you’ve outlined in the Occupational Competence Portfolio. 
 
How should the workbook be presented?
 
Blank electronic copies can be found on Moodle of this workbook. You must submit this document electronically therefore it is important that you save your work regularly and upload the final typed version through Turnitin on Moodle. 
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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.



2500 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

‘The Policing Vision 2025 sets out our plan for policing over the next ten years. It will shape decisions around transformation and how we use our resources to help to keep people safe and provide an effective, accessible and value for money service that can be trusted. This vision comes from the service itself. 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. The communities we serve are increasingly diverse and complex, necessitating a more sophisticated response to the challenges we face now and in the future. Whether it be child sexual exploitation, domestic abuse, cybercrime or new threats from serious and organised crime like human trafficking or terrorism, the leaders of the service - police and crime commissioners and chief constables – acknowledge that if we are to meet our communities’ needs, the service must continue to adapt to the modern policing environment. This Vision is about more than making savings or incremental reform; our ambition is to make transformative change across the whole of policing. The public, and improving policing for them, are at the heart of this Vision.’ 
(https://www.npcc.police.uk/documents/Policing%20Vision.pdf).
‘The Policing Vision 2025 can only be delivered by the whole of policing working together collaboratively in the public interest. PCCs and chief constables, national bodies like the College of Policing, National Crime Agency and staff associations, our officers, staff and volunteers at every level and our many partners across the public sector have a vital role to play in delivering these reforms. The Police Reform and Transformation Board, with membership from across policing, will oversee and support the changes’
(https://www.npcc.police.uk/documents/Policing%20Vision.pdf)
‘The mission of policing is enshrined in the Police Service Statement of Mission and Values. It will remain consistent despite priorities changing over time in response to external developments. The mission is: to make communities safer by upholding the law fairly and firmly; preventing crime and antisocial behaviour; keeping the peace; protecting and reassuring communities; investigating crime and bringing offenders to justice.’
(https://www.npcc.police.uk/documents/Policing%20Vision.pdf)
‘There has been an advancement in public accountability with the introduction of police and crime commissioners (PCCs) who are accountable for all aspects of policing. The values of the police service are detailed within the Code of Ethics which set out the nine principles which underpin and strengthen the existing procedures and regulations for ensuring standards of professional behaviour for both police officers and police staff. Respect for human rights will be central to everything we do, as is the commitment to policing by consent.’ (https://www.npcc.police.uk/documents/Policing%20Vision.pdf)
‘The service will embed consistent, professional practice that is ethically based and informed by a shared understanding of what works to deliver public value. For the police service, this includes its role in helping to create a fair, just and peaceful society and helping citizens to live confident, safe and fulfilling lives. Critical to public value is what the public indicate they see as important priorities and what adds to the quality of their lives. This is expressed through electing PCCs to implement their local police and crime plans which have been influenced by and consulted on with the public, and to hold chief constables to account in doing so. Reducing crime and protecting the vulnerable are core priorities for the police service. To achieve this, the service must increase partnerships within the community and with other service providers, protect the rights of victims and engage community-led policing to reduce demand.’
(https://www.npcc.police.uk/documents/Policing%20Vision.pdf)
STRATEGIC POLICING REQUIREMENT
‘The SPR was issued in 2012 in execution of the Home Secretary’s statutory duty to set out what are, in her view, the national threats at the time of writing and the appropriate national policing capabilities required to counter those threats. Whilst many threats can be tackled by individual police forces within their own force areas, national threats such as terrorism, civil emergencies, serious and organised crime, public order, and a national cyber security incident, require a coordinated or aggregated response in which resources are brought together from a number of police forces. Forces often need to work collaboratively, and with other partners, national agencies or national arrangements, to ensure such threats are tackled effectively.
The implementation of the SPR is the responsibility of the chief constables in England and Wales and PCCs. The Home Secretary remains legally accountable for national security and the role that the police play within the delivery of any national response. HMIC provides assurance that the preparation and delivery of those requirements set out within the SPR have been subject to a proportionate and risk_based testing and inspection regime. Further detail regarding specific roles and responsibilities for the Home Secretary, chief constables, PCCs and police and crime panels is contained within the Policing Protocol Order 2011. 
The SPR is focused on what, in strategic terms, the police need to achieve rather than how they should achieve it. When having regard to the SPR, PCCs and chief constables are advised to consider professional assessments of the capabilities needed to deliver the SPR, developed by the National Police Chiefs’ Council (NPCC) and the College of Policing. These professional assessments provide the national planning assumptions that set out the appropriate policing capacity to respond to the threats described in part A of the SPR and are subject to challenge by PCCs.’ (https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/417116/The_Strategic_Policing_Requirement.pdf)
WORKFORCE TRANSFORMATION 2018
‘Around the world, policing in the UK remains respected for its model of policing by consent, which underpins the service those who work in policing provide to communities. Research by Ipsos Mori suggests that trust in the police is at its highest recorded level, having risen to 74%, an increase of 13 percentage points since 1983. This achievement is all the more significant against the backdrop of reform accompanied by significant reductions in funding which the police service has gone through in recent years. There is, however, a powerful need for change. New and emerging types of crime are creating new challenges, while there is increasing complexity, sophistication and variety to what is required in order to deliver an effective, ethical, professional and accountable policing service to the public. Those who work in policing need the skills, education and knowledge to operate with a high degree of autonomy and accountability. Whether it be child sexual exploitation, domestic abuse, cybercrime, or threats from serious and organised crime and terrorism, the service must continue to adapt to the modern policing environment in order to meet the needs of communities.’
(https://www.npcc.police.uk/Publication/Workforce%20Transformation%20Baseline.pdf). 
‘The College of Policing is working in partnership with the National Police Chiefs’ Council on a broad range of co-ordinated national initiatives supporting workforce transformation in policing. This document, and the timeline within which it is framed, outlines a series of programmes, services, reforms and initiatives which will support delivery of the Policing Vision 2025. Agreed between the National Police Chiefs’ Council and the Association of Police and Crime Commissioners, the Policing Vision 2025 sets out a plan for policing over the next ten years. Describing the policing workforce, it states: ‘By 2025 policing will be a profession with a more representative workforce that will align the right skills, powers and experience to meet challenging requirements.’
Achievement of this aim underpins all of the initiatives outlined in this document. They are organised under six principal headings, all reflecting fundamental aspects of workforce transformation. These headings are:
• Attraction and Recruitment into the Police Service
• Professional Development of the Workforce
• Well-being and Engagement
• Leadership in Policing
• Pay and Grading
• Organisational Development’
(https://www.npcc.police.uk/Publication/Workforce%20Transformation%20Baseline.pdf)

Public perceptions of the police can also impact on the complexities of policing. Unfortunately, due to the increased usage of social media and internet, any negative story that has impacted upon somebody is reported and instantly available for other people, to feel that they have experienced it. In recent times the police have been impacted by news stories that damaged its reputation and created a backlash for officers. These may have been incidents created by wrongdoing in the police but also through a lack of understanding from the public into police processes.
Due to my progression within the role, I have identified many challenges that have arisen to enable me to meet the demands of a modern-day police officer. In the more modern era, officers are expected to maintain a positive course of action. However, it is expected that an arrest would be considered the last course of action. 
If an alternative outcome can be achieved then this should be considered at first, with an arrest arriving at the last opportunity. With mental health becoming more and recognised and rightly so, both victim and the subjects’ immediate safety is paramount. 
During my probation I have seen my role change throughout. My final year of probation has felt like a bit of a rollercoaster. Whilst I am confident now in my ability and how i conduct myself within my role, I feel I have experienced at points what some may not during their whole careers. 
I have always aspired to be the best I can and follow the code of ethics since they were introduced to me at the start of my policing career. Using the ERA reflection cycle, i will now reflect on an incident or process that has had a large influence on me during my third year.
The ERA reflection cycle was developed by Jasper (2013) and is designed to build an understanding around experience 
(https://libguides.hull.ac.uk/reflectivewriting/era).

Experience - Experience is the start of the cycle. This can be something incredibly new or something that has been experienced previously
Reflection - Following on from the experience. The incident or action will be processed, and the person will begin to think about how it has made them feel and how they can process this to move forward. This will allow the person to create an action based on the experience
Action - Everyone's action may be different based on their personal feelings as a result of the experience. The action created should be made following putting the reflection into perspective which will enable the person to work out what was best for them.
Putting this cycle into practice.
Experience - Whilst on shift I, along with a colleague, suffered a serious accident completing a call to help another colleague. The accident was caused by human error with no malice or legal wrongdoing involved. Over a period of time that appeared to take longer than was expected by myself and supervisors, it was decided that I would face disciplinary and legal action as a consequence of my actions.
Reflection - The experience itself was incredibly upsetting and affected me severely. I felt that i was being targeted or thrown under the bus in attempt for someone to make a point. I believed that everything i was telling the supervisor who was investigating had been discarded and that as a result I would face losing the job i had loved doing, and worked everyday to remain compliant with all necessary policies. I was an incredibly hardworking officer who was willing to undergo any task set to me. As a result of the experience as a whole i was seriously considering my future within the organisation. My love for the job was still thriving although i struggled to accept that i was being pursued in a criminal fashion. In my perspective i was being treated worse than some criminals, and the only thing i was trying to do was help.
I spoke with several colleagues and supervisors about the process and what i should expect next. I was receiving compliments for my work ethic and how well i was doing the job whilst still incredibly new to the job. I was advised to take time and not rush into any decision and to remember that during a thirty-year career most, if not all police officers will be investigated at one point for something.
Action - Taking the feedback and advice on board from my peers and supervisors helped to remind me why i wanted to remain in the job. The reason i wanted to become a police officer was to help people, provide support to vulnerable people and generally make a difference. If this investigation was to break me at the first hurdle i would not make a police officer long term. I would face the investigation and the powers that be and explain in detail the circumstances surrounding the incident.
My third year probation has helped highlight how much of a rollercoaster a police officers' job can be. There will be many ups and downs throughout my career but the main thing is to remember why i want to do the job. Even though I am still incredibly new to the job, it was pleasing to receive personal feedback from my peers into how they see me as a reliable figure who is able to provide feedback to new colleagues as well as support experienced officers without any hesitation. I accept that there will be more expectation from me as i progress within my career, but with my competence and confidence increasing, this is not something i am afraid to tackle.
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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.  


  
	[bookmark: _Hlk107649711]
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?


 
2500 words (+/- 10%: include your actual word count at the end of each section) 




ANSWER:

During this task I will evaluate my experience of using social media as a means of informing and engaging with communities and the general public with policing practices.
In an age where social media is accessible to almost a third of all persons in the world, it is becoming an important part of any organisation that wishes to thrive.
‘Our World In Data’ reports ‘3.5 billion of us online. This means social media platforms are used by one-in-three people in the world, and more than two-thirds of all internet users.’ (Ourworldindata, Sep, 2019)
Social media is defined as ‘forms of electronic communication (such as websites for social networking and microblogging) through which users create online communities to share information, ideas, personal messages and other content’ (Merriam-webster, 2022).
Social media in general is being used for communication and advertising, whether that be for personal or professional reasons. 
Companies are now able to advertise products or initiatives in a way they were not able to previously to ensure they maximise their target audience. Previously, organisations had to rely on the accuracy of newspapers, radio and word of mouth to help with updating their audience. More recent advertising included television adverts and now the internet. Pre-social media, the main platform to find out about an organisation would be to access their website. However, depending on the size of a company this may not have always been cost-effective to create. Therefore, search engines such as Google were used to provide any available information and websites for said searches.
The following table shows the growth of active users on social media[image: ]


(Ourworldindata, Sep 2019)

Using the table above, it is easy to see that social media is now the fastest way of reaching a target audience with updates and emergency bulletins. Most businesses, if not all, are now available to find on social media and even contact through social media, policing is no different.

The numbers of officers is nowhere near where it was many years ago. The below table shows that between 2010 and 2019, the number of police officers had decreased by around 20,000 and was at its lowest point since the 1980’s. During these times, some may argue that it was not uncommon to see police officers patrolling the street and having a visible presence in the community. Unfortunately, with resources so stretched and demand not slowing down, call volumes have increased since time constraints do not allow officers the opportunity to have a presence within communities. As a result, I believe some within our communities are of the opinion that there ‘no police’ or ‘police don’t do anything’. As a result of the digital world development, it is now possible to keep communities updated with positive results and pro-active achievements of officers so that there remains a positive reaction, which in turn builds relationships between the police and communities.
[image: ]

(Full Fact, 2019)

Social Media in personal life has without doubt many benefits, with people able to reach out and build relationships with others from afar. Many relationships such as school friends and family members breakdown due to travel or moving some distance away. Social media helps to bridge the gap between this, in which communication is still an option even if physical interaction is not.
Social media also enables real-time topics to be discussed. Topics such as race, sexuality and mental health can be discussed by those who would not normally discuss in face-to-face interaction. This allows different viewpoints to be discussed whilst also creating a wide knowledge of the topic to a larger audience.
Social media can also benefit those who are not great in social situations. It allows those to communicate and build relationships prior to having the confidence to meet in person. Social media allows people to communicate with those who they want to communicate with, whereas in everyday walks of life they can be forced into situations where they have to communicate with people that they did not choose to.

Whilst the benefits outweigh the negatives to a certain extent, there are some risks that social media contains. For example, social media creates an addictive personality particularly within the youth community, whereby an ideology is created that they need to be liked or pictures that they post require a certain amount of likes to feel accomplished. As a result, people’s self-esteem may be damaged.
Other risks include cyber bullying. Whilst social networks allow users to block unwanted messages or reject friend requests, there are still instances where users can be the victim of bullying. This can be through threatening messages or posts, leaked videos or pictures. 

Gwent Police along with other policing forces are all now familiar with social media and are actively updating their audiences regularly with progress and results. Gwent Police uses a variety of social networks to target an audience with the main being Facebook, Twitter and Instagram.

Evaluating on my own experiences of Gwent police both on a personal level and from within my professional role, it has only been positive from an engagement aspect. For example,
working within the emergency services and more specifically the police force, this was always an ambition of mine. However, at a younger age this was not possible and as time progressed it appeared that this may never have been possible. I was not aware of the governmental aim of recruiting 20,000 new officers in 2019. The national campaign was introduced by the Prime Minister and at the time was claimed to be ‘The police recruitment drive is the biggest in decades and follows the Prime Minister’s commitment to increase police numbers over the next 3 years’ (Gov.uk, Sep 2019)
However due to my following of Gwent Police on social media, initially to increase my knowledge of activity in my local area, an advert was published via their social media that recruitment was open. As this attracted my attention, I researched further and found that I was eligible to apply for what was still a desired occupation.
Expanding further since I have begun my career within the police force, I have become further involved with the social media team, also known as corporate communications team.

There are two main focuses that I will regularly use to gain the attention of the public within my role, the first being an attendee at a road traffic collision. Road traffic collisions irrelevant of severity, are not quick incidents to complete. A lot of thorough investigation in the moment goes into establishing the causes of the accident and ultimately blame. This can result in roads, sometimes main roads at busier times of the day becoming congested or closed for a considerable amount of time. As a result, it is essential to reach out to as many people as possible in a short space of time to allow them to consider diversions. By publishing these updates onto social media, it allows friends or families to notify loved ones prior to starting their journey to consider an alternative route to their destination. 

Another incident in which I have required public assistance is through missing person appeals. High risk missing persons are usually graded as such, due to the added risk to their safety or others if they are not located. When an officer completes a missing person report they will ask the next of kin to consent to a social media appeal for the person. This allows the force to bring to the attention of the public the missing person and allows them to have a knowledge or visual of the missing person. Through social media appeals and public co-operation of such it can identify lines of enquiry for officers to follow in areas that previously may not have been considered. In my role I have had a missing person from the Monmouthshire area and the appeals have reached people as far as Devon and Cornwall. This is a great tool to keep actively refreshing the public’s attention, specifically when resources don’t allow a particular officer to continue the enquiries throughout the process.
As previously alluded to, police are continually scrutinised for their work and what the public feel is being achieved and therefore social media is regularly used to publish positive results from across the force. I have been involved in several posts whilst working in accompany with the neighbourhood police team, specifically when identifying traffic offences and taking illegal vehicles off the road.

Other benefits that I am aware of but have not specifically been impacted by during my career as of yet are the ways in which social media can act as a communication source. 
There are times that phonelines to the police can go down, specifically 101 calls. As these are not graded as emergency type calls and can potentially be dealt with on a slow time basis, people are urged to contact via social messaging instead. This allows the phonelines on 999 to remain free to accept any emergency calls. 

Group chats can have both positive and negatives impacts. Group chats are regularly created by both supervisors and colleagues alike within their teams, to act as a source of constant communication. This can allow teams to feel better connected. However, they do also need to ensure that the messages sent within these chats are not a breach of any policy laws or code of ethics.

There are many benefits to social media as identified. Conversely, within organisations such as the police force these come with many risks.
From an organisational perspective, whilst the force publish positive work by officers, results such as disciplinaries and dismissals are also published. This creates a negative response from the public and can damage the reputation that most officers work so hard to maintain. Officers can also be seen to fall foul of laws involving social media and as a result a ‘them vs us’ mentality can sometime arise with the public.
Gwent Police, like other organisations, have installed a social media policy that all officers/staff are expected to adhere too. Failing to comply either can result in disciplinaries. The seriousness can lead to a gross misconduct level.
Gwent Police states in its social media policy its aim is ‘To ensure that social media works for us and not against and is used in a way that best represents our force, its values and commitment to public service.’ (The Beat, 2022)
Throughout the policy, it makes reference to both police and non-police accounts and what is expected by officers to ensure that they are not culpable of any breaches.  
For non-police accounts, it is recommended that there is no disclosure that they are a member of Gwent Police. Whilst there is legal compliance for an officer to follow this, the recommendation has been made to ensure ‘safe, effective and appropriate use of social media by Gwent Police employees. To protect both the individual and the organisation.’ (The Beat, 2022)

There are several pieces of legislation that are required to be followed prior to posting any social media item on a police account, such as:
•	Data Protection Act 2018
•	General Data Protection Regulations
•	Human Rights Act 1998
•	Freedom of Information Act 2000
•	Computer Misuse Act 1990
•	Police (Complaints and Misconduct) Regulations 2020
•	Regulation of Investigatory Powers Act 2000
•	Criminal Procedures & Investigations Act 1996

To ensure any posts remain compliant, they are reviewed by the corporate communications team prior to posting. They have the right to review and reject any posts if it does not meet the social media policy.

It is evident that the use of social media can and has benefitted Gwent Police and the wider communities it aims to protect and serve. The change in era’s has meant that social media is the fastest way of communicating and advertising with the public. Thus, ensuring that the benefits vastly outweigh any negatives. 
Gwent Police has set out its policy for officers to ensure that the integrity of the force is not jeopardised in any way, and it is an expectation that officers meet expectations when using social media both on a personal level and professional level. 
During my short career so far, I have benefited from the use of social media and with the corporate communications team ultimately responsible for checking any posting beforehand, there has been no breach of any policy/s prior to publishing.
















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.  


	[bookmark: _Hlk107648843]
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?
  
 
2500 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

During this task i will evaluate my flexibility in leadership style. I will begin by analysing the styles of leadership that exists within policing. I will then use this to explain how I have changed my leadership for different operational needs.
There are many different types of leadership that exists within policing and different leaders can lead in entirely different ways. It is not necessarily true that a leader can only be of a supervisor level. Many officers need to have certain traits to ensure they can keep complete control in the most extreme circumstances. After all, we as officers deal with different types of people and different situations every day.
Authoritative Police Leadership
This type of leadership is based on following orders and obeys. It is common for rules to be made by the leader and the expectation is there for the team to follow, no questions asked. Even if there are suggestions to be made they will not be considered. In current policing, this is generally not recognised as much anymore and is regarded more as old school policing. 
'The authoritative leadership style was first defined in 2002 by Daniel Goleman in his book Primal Leadership. Typically, it's discussed alongside other leadership approaches defined by the author: Coaching, Affiliative, Democratic, Coercive, and Pacesetting'
https://online.hbs.edu/blog/post/authoritative-leadership-style
The Havard business school states that the pro's of authoritative leadership are:
Leaders bring clarity
Leaders provide direction
Leaders breed success
The negatives surrounding an authoritative leader are:
Leaders do not own their mistakes
Leaders appear overbearing
Transactional Police Leadership
This type of leadership is similar to that of the authoritative leader. There are rules to be followed by the team and failure to adhere can result in discipline in some way. However when tasks or jobs are completed to the expected standard, rewards such as compliment or a thank you can be given.
Bowie (2000) asserts that leadership is not effective unless managers empower subordinates to make decisions; however, the empowerment of subordinates is at odds with the military hierarchical system
https://opentextbc.ca/ethicsinlawenforcement/chapter/transactional-and-transformational-leadership/
Transformational Police Leadership
This type of leader is more of a people person. The leader will create the aims and objectives with its team and seek inclusion with ideas from the team so that all are working towards a common goal. A transformational leader will be more approachable than that of the previous two, and the team will have the knowledge that they can seek help and support if required.
Transformational leadership is an approach that aims to increase engagement, enhance the motivation, and improve morale of the workforce.
https://www.justiceclearinghouse.com/resource/the-need-for-transformational-leadership-in-policing/
Whilst all three types of leadership differ in some way, all types of leadership possess similar traits. The following traits can be seen in each leader:
Commitment – Having the passion or desire to become a leader is an essential trait for any person. Within the police force, leaders need to ensure that they maintain their commitment to ensure they are protecting and ensuring the safety of the communities they serve
Honesty – This trait is essential in any police role. One of the code of ethics that a police officer has to abide by is honesty and integrity. However a leader needs to ensure this more than most. A good leader needs to ensure the team are not performing to a level or a task has not been completed as well as it could have, and to do these, honest conversations are required to address.
Integrity – When undergoing their attestation every officer swears that they will act with integrity. Integrity is one of the simplest things to ensure is met. Basically it is just being truthful. However when not adhered too can have one of the most damaging results on a persons reputation or the force in general.
Many would assume that leadership within my role thus far I have not experienced any leadership or change in leadership, however I feel my leadership has changed in my role in general. I have had different sergeants since arriving on shift, all with different leadership styles. My first sergeant was a more transactional leader, and my next sergeant was more of a transformational leader. I feel I had a great relationship with both and was able to obtain valuable information and help off both. 
As I have progressed within my role I became more confident and demonstrated some leadership within the team and whilst completing my everyday responsibilities. As a result, I was given responsibility to train and mentor a new starter. From my previous management role in my previous job I already had a knowledge of what my expectation would be in a more leader type role, however with my confidence I felt that I could help demonstrate my skills to the new colleague. Whilst I was not responsible to delegate jobs and responsibility to the new starter I was able to demonstrate my flexibility in my leadership whilst at different calls.
Throughout my three years I have experienced different sergeants over different periods, each with their own leadership style. As a result, I have been able to modify my own style as a result. I accept that throughout my career and life in general my own leadership style will change and develop based on my own personal experiences. Over the last three years, my style has changed somewhat. The are many reasons around this, firstly my familiarity with my job role but also because of my increase in confidence in what my expectations are. As a result I am now able to delegate tasks, allocate jobs to the correct persons to ensure that the end results are of the highest standards and also minimising any risks that could occur.
















Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	[bookmark: _Hlk107648402]
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?

2500 words (+/- 10%: include your actual word count at the end of each section) 
 



ANSWER:

Within this task I will be critically reflecting upon my three-year probationary period and how it has enabled me to progress within my role, as an individual and allow me to meet and excel expectations. 
My three-year probationary period has saw me develop as an individual far more than was first expected especially in the last 18 months. It has taken a lot of mental strength and perseverance to continue in my role. I believe the passion for the job had a lot to contribute as did coaching and mentoring from peers.

Coaching and mentoring within an organisation is as important as organisational results are to define if the organisation is successful. Coaching and mentoring can ensure the long-term success of a team through the trading of ideas of a more experienced colleague.

Coaching is defined as ‘Coaching aims to produce optimal performance and improvement at work. It focuses on specific skills and goals, although it may also have an impact on an individual’s personal attributes such as social interaction or confidence’ (CIPD, 2022)

Mentoring is defined as ‘“Mentoring is a learning relationship, involving the sharing of skills, knowledge, and expertise between a mentor and mentee through developmental conversations, experience sharing, and role modelling.’ (EMCC Global, 2022)

Looking back to the initial training, the first six months is a classroom-based environment whereby there is essential learning to enable officers to have a basic knowledge of laws and powers that they possess when they go out on response. During this time the officer will undertake exams to ensure they have a competent understanding. 
Following this the officer will then spend twelve weeks with a tutor on a response basis to put learning into action. The tutor is responsible for feedback and showing the officer the expectations/demands of the environment. Prior to achieving independent status, the officer will demonstrate their ability to meet a sign off criteria of several different topics.
It is important for an officer to demonstrate their ability prior to being signed off to ensure they meet the ethos of the policing world: ‘To protect and serve.’
Failure to demonstrate this identifies a risk they may face within the wider communities both to themselves, victim and offenders.

I will now look at my personal experiences that I faced during the start of my policing career. I will identify a coaching theory and reflect upon my experience using the john’s model of reflection.

Using a model originally introduced in 1980’s by Sir John Whitmore, Graham Alexander and Alan Fine. The GROW model was designed to identify ‘where you are now, where you want to ultimately end up, and then devising a plan to bridge that gap’ (Virtual College, 16/11/2021)
The acronym stands for:

G – Goals – The first step of the cycle to identify the end goal. This is the desired achievement. The goal must be met by the SMART target. SMART is an acronym that helps make any target achievable and realistic.

R – Reality – The next stage would be identifying a reality of the level that you are at, in that moment. This will help to ensure what changes or effort is required to achieve the target.

O – Options – By now having a clear picture in where you are and what the target is, this stage considers the options available to help achieve the goal.

W – Will – Having the will or desire to achieve the goal. It is all good recognising the demands and learning points to achieve the goal however having no will or want will ultimately end up with you failing to achieve.

Putting the GROW model into motion for my three year probation

Goal- The specific target was to become a police officer and achieve independent patrol status. I would be measured throughout my initial six months of training with tests to gain an understanding of where I was in terms of my learning. With the correct coaching and self-motivation I would be able to achieve the target within a six month period to allow me to progress to the next stage.

Reality – The reality was quite simple: I had no experience whatsoever within the policing world. However I had developed several life traits that were transferrable skills and assisted with the learning environment 

Options – To enable me to achieve independent patrol status, I would require a mix of both coaching and mentoring. I had the classroom environment for the initial six months in which I would be coaching/taught the laws, policies and powers that we had for various incidents and the following 12 weeks would be putting this learning into practice in real time environments. During this stage I would be mentored by a tutor which would allow me to experience correct techniques, whilst also giving me an insight to developing my own skills to achieve the same end results using a different( but still a compliant) technique that suited myself.

Will – This was an ambition at a young age, and now having the opportunity to achieve this goal was the only will I needed.

Using John’s model of reflection, I will now reflect on how my experiences throughout my three year probation has enabled me to develop and perform in the workplace.

The Johns Model of Reflection (MSR) is a model for structured reflection by Christopher Johns. The model was originally developed for the nursing sector at the Burford Nursing Development Unit, in the early nineties. However, the Johns Model of Reflection was soon adopted in several other sectors as well. He viewed this model as an essential part of the process of structured reflection. (Toolshero,2022)

Step 1 – Describe the Experience – The first step is to describe the experience that was faced at the beginning of the challenge
Step 2 – Reflection – Describing the feeling you felt and the process that was followed throughout
Step 3 – Influencing Factors – This will identify any unexpected challenges that were faced throughout
Step 4 – Alternate ways to deal with the situation – Are there any different methods that could have been followed to achieve the same result
Step 5 – Learning – What has been learnt from the situation. What could have been done differently. How did you feel about the experience.

Experience

My experience from the start until this point in my career has been fruitful to say the least. I, along with other colleagues, have experienced things that no one previously would have, nor would have an idea of how to deal with. Covid was a major issue for everyone. The dangers that Covid carried with many deaths being linked to, meant that classroom learning was gone for the foreseeable future. As students we were expected to learn remotely and conduct online learning. 

Added to that, the challenges everyday policing faces with limited resources was a major issue. This meant that shift was low on resource and officers were facing the potential that they were crewed with others they may not necessarily have an ideal working relationship. My shift was quite small and whilst working relationships were strong there were certain aspects that didn’t suit my style.

Reflection

Looking at my experiences I felt a lot of pride that I was able to come from the remote learning and into the next stage of my training in what felt like a comfortable motion. I had no previous policing background like some other colleagues but felt like my attitude towards the job assisted me greatly to enable me to learn.

Following my progression to independent patrol status, my experience was not so great. I was on a small team where the other members appeared to have a clique and I struggled to integrate within this. Whilst working relationships were successful, the days were tedious, and I had no clear idea if I was doing well within my role or not.

Influencing factors

As previously stated Covid was a big influencing factor, however this did not influence me too much with my learning.
Whilst on shift I was unable to seek feedback from peers due to moderate personal relationships

Alternatives -

At points I was considering requesting to move shifts, in the hope I may have been able to find one that I felt I fitted within. However, taking life experience on board I was aware that the common phrase’ The grass isn’t always greener’ can be quite accurate. Therefore, I decided to work through the tough and seek feedback and build relationships with other colleagues.

Learning 

Approximately near the completion of my second year, there was another intake of officers and two further colleagues were allocated to the shift. One of the negatives I identified was that I felt alone in a time where I probably needed experienced members to guide or mentor me to ensure I was okay. I was adamant that I would not be like this. I ensured that I was welcoming and there to offer feedback and support if or when they required it. 
I am also aware that I may have sat back and accepted that this is how it was going to be. Going forward on a personal level I am aware that I also need to make the effort and seek support first and foremost if I am to expect the same back.

My whole experience over the last three years has been a positive one, with more learning than I originally expected. My aim coming into the job was to ultimately become a police officer where I could help protect and serve communities, as well as supporting vulnerable people with iniatives to help turn their lives around.
With increased confidence in my role, I have seen that I am now able to request feedback and take on board confidently what is being relayed to me. I am now at the stage where I can approach my supervisor and ask for additional training to assist with any future roles, I may see myself in the future. 
During my short time so far, I have dealt with experiences that some may not during their whole career. Whilst it is not an ideal position to be in at the time, there is definite positives I have taken from the situations.

Being one of the more experienced officers on shift I am asked for feedback or help more regularly than previously. This is something I do not worry about doing. One of the big points I took from my own learning was that I didn’t ask questions or approach anyone when I possibly could have, this is something I do not want other officers to feel. Policing is a tough job at the best of times and feeling alone can only add to that.

I am happy to provide feedback as and when I feel it deserves it. However, I also try to ensure I provide feedback so that the person is receiving the correct information. If I am unsure of this, I will seek the answer also, as this may be something I need to know in the future
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