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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 (CoP) was established in 2012, following the government's reform of policing bodies (Home Affairs Committee 2016). Its primary purpose is to be an operationally independent body for conduct and leadership within the police and was tasked with professionalising standards across all 43 territorial forces. The CoPs current corporate strategy is focused on leadership development in the police, strengthening innovation, career-long professional development, core skills, and trust and fairness (College of Policing 2022).

The CoP has been subject to regular reviews to assess its successes and limitations. In its early years, the CoP had problems ‘finding its feet’ within policing. Early reports by the Home Affairs Committee found that the CoP wasn’t embedding itself enough in modern-day policing and was not being accepted by the senior ranks within forces, let alone the everyday officer on the street (Home Affairs Committee 2016). This meant that standards of policing were still massively varied up and down the nation. Although this was in part due to the CoPs inability to infiltrate each force individually, as an organisation still in its infancy, it was also due to senior officers not embracing and implementing the new practises, such as the Code of Ethics in 2014. In 2016, Her Majesty’s Inspectorate of Constabularies, Fire and Rescue Services (HMICFRS) found that most forces were still using their own sets of values instead of adopting the CoPs code. As a result, there were discrepancies about which code should be used - a force’s internal or the CoPs specifically written - which continued inconsistency across the nation’s forces.  

Ten years on from its inception in 2022, feedback on the CoP is still varied. Although it is now a respected and integral part of the policing fabric, it continues to fail to live up to the expectations of officers, staff, or the public (College of Policing 2022). Generally speaking, officers still feel that the CoP is an academic entity with little to no impact on their job and the College itself is seen to serve academics and senior leaders only. This is concerning for the CoP as, despite the success with the Code of Ethics, there is still little tangible impact felt. The CoP will not be able to have a significant strategic role in professional policing if those on the frontline are not able to recognise its benefit to them. Additionally, the CoP are up against high level officers who are keen to reduce bureaucracy within policing, in direct contradiction to the College’s mandate for consistency and standards. This is not to say that Chief Officers are not following the practises set out by the CoP, but that the CoP are swimming against the tide when it comes to implementing its changes, no matter how beneficial they may be. In an attempt to mitigate this, it was agreed at the National Police Chief’s Council in 2019 that the College would be sending implementation teams directly into forces (Paterson et al 2019). The focus at this stage was developing first line supervisors (officers and staff) for continuing professional development (CPD). It is unclear from the minutes which areas of concern were identified by the College, but Chief Officers acknowledged that some forces required more support than others in regard to implementation of practice.  

Strategically, the CoP has made some significant steps to support frontline policing. An example of this is the push towards a more representative police force. Building trust and a fair culture is one of the College’s top priorities in the 2022-2024 business plan. Across forces, there is a clear disproportionality in stop and search methods - Black communities are particularly affected by the use of stop and search at an increasing rate, from 4.4 times higher likelihood than their white counterparts to be stop/searched in 2014-15 to 9.8 times in 2019-2020 (Home Office 2023). However, thanks to developing guidance from the College on when to consider stop and search as an appropriate prevention measure, there have been significant falls in disproportionality of stop searches. In the 2022-2023 year, the likelihood of being stopped if you were Black fell to 4.1, This is still high in comparison to other ethnicities, but it is showing a positive trend in the reduction of racial bias in the police force (Home Office 2023).

The CoP faces an uphill battle in professionalising policing when forces have been doing their own thing for a significant period of time beforehand. However, it does have significant opportunities to standardise professional practice across the forces. This is evidenced in the implementation of the Code of Ethics and the stop search guidance, which has seen better collaboration between forces and helped to reduce disproportionality. At this current point in time, the CoPs strategic role is about standards and guidance, so it is easy to understand why it is considered to be the realm of academics and higher-ranking officers rather than the average frontline officer. The CoP needs to do more to market itself towards those officers in a way which is beneficial to them and actively supports them in their roles - this could mean consideration is needed to develop more practical support which does not rely on online training modules. Alternatively, there needs to be even greater collaboration between the CoP and Chief Constables to ensure messaging is consistent and aims aligned. The CoP will lack credibility unless it has sufficient buy-in from forces - thankfully in recent years this has improved and the CoP is seeing more support and therefore greater return on investment in its guidance and training courses, although it recognises these are not always up to standard (College of Policing 2022).

Fulfilling the role of a modern professional police officer brings with it many challenges over the past three years. However, officers are giving various levels of guidance and training to help maintain the highest possible standard expected of officers. The Code of Ethics (College of Policing, 2014) at its core is a list of guidelines and behaviours that all police officers and staff should abide to and work towards when dealing with any level of work. The Standards of Professional Behaviour (SPB) in the Code of Ethics 2014 sets out the behaviours that the police in England and Wales must adhere to. According to the code, the standards are based on the expectations the public have of their officers (College of Policing 2014) and officers should be upholding these values within the culture of policing. Honesty and integrity being at the forefront of the Code suggests that officers will be ‘honest and act with integrity’ and not to ‘compromise or abuse their position’. The code strives towards bringing a consistent level of professionalism to the police force and is designed to be adapted and used for every aspect of police work.

My recruitment into the police was part of the recruitment drive committed to bringing in a more professional and higher educated standard of police officers. According to PolFed (2019), the Police Education Qualifications Framework (PEQF) was implemented by the College of Policing to bring a consistent national education and accreditation levels to policing, which they believe will reassure the public about the standard and level of training police officers have. To ensure I am working to fulfil the role of a modern, professional police officer, I have been working towards maintaining my competency via my Professional Development Programme (PDR). In Gwent Police, this involves evidence key skills at incident by way of recording and evidencing with body worn video and investigation updates. This is regularly reviewed by an assigned assessor who holds regular 1-2-1 sessions with me to discuss the scenarios, evaluate and then pinpoint any areas of improvement. The PDR also includes discussions about my wellbeing and welfare, new opportunities, career development and where appropriate, recognition of my work and actions. 

My final year of probation has seen me move into the senior position within my team. Including me, I am part of a team of five officers, of which all of them are junior to me in service. With how my team is organised in South Monmouthshire, my sergeant is predominantly based 35 minutes away, meaning there is less direct supervision. This brings me my own sense of responsibility as the senior officer in the team in the absence of a sergeant. Despite being under three years in service, members of my team often look towards me to provide advice, guidance, and decisions. I have learned and developed myself further to have a higher level of autonomy. Wherein certain situations I found myself in previously would have resulted in me consulting with my supervisor, I now have the confidence in myself and expectation from my team to make decisions confidently. Whilst this level of freedom and independence is refreshing, allowing me to prioritise my workday, case management, proactivity etc, there are occasions where I am unable to fully form a decision or action and would require assistance or guidance from my supervisor. This presents one of the greatest changes from when I first started my career as a police officer. 

In my first years of service, I was able to call upon my supervisor or officers with more service than me for advice and guidance. With an answer or solution just a few metres away from me, I felt comfortable having the contingency of thought and safety net that my supervisor or colleague would bring. However, in my final year of probation, I find myself having to rely solely on my own rationale and decision making. No longer do I have the safety of an immediate piece of advice or solution, relying on my own experiences to build a level of confidence where I can command situations and come to a conclusion or action independently. I also feel confident in the ability of my colleagues, where I can combine our thoughts and feelings on incidents and still come to a positive action. Ultimately, I have learned that despite not having the immediate support available in my final year, compared to my first two years, I have the experience, tools, understanding and confidence to ensure I am maintaining the standard expected of me as a modern professional police officer. 

My three years as a probationer has afforded me the opportunity to develop and build core policing skills. Utilising the framework set out in the PEQF by the CoP, I have been able to maintain a high standard of policing, ensuring I am professional and inline with the expectations set for new PEQF officers. The support provided by my force allows my development to be monitored and tailored to suit any area that might need further work, allowing me to discuss my wellbeing and future career goals moving forward. My final year of probation has enabled me to become an independent and confident officer, allowing me to handle complex situations by way of me becoming the senior officer on my team and having to rely on my own experiences and build skillsets that I may not have otherwise learned. 

(1842 words)
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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:

Social media has become one of the most consumed and utilised technologies in the past ten to fifteen years. The public utilise various social media to help digest information, whether its news or gossip, interact with others socially and share their accomplishments. The rise of social media has revolutionised how the public communicate with each other (Burnap & Williams, 2016). 

According to a statistics survey carried out in December 2023, there are 57.1million social media users in the UK (Dixon, 2023). Despite social media being relatively young compared to other forms of communication, it has become on the key methods that police use to engage with their communities. The ease of access to inexpensive internet and increased growth of mobile internet usage means that the police services is actively engaging and being engaged in methods that are unprecedented in the history of policing (College of Police, 2020).
Gwent Police for example regularly post updates on their Facebook and Twitter (or X as it is now known) accounts, whether its regarding road closures, updates on serious crimes or incidents, missing person appeals or wanted appeals. With this also comes an increased level of crime reporting via social media. I will be discussing and reflecting on my own experience in the usage of social media in a frontline policing role and how it is utilised to inform and engage with the local community and how it can also be used to promote police initiatives and policies. 

A working relationship between policing and social media is vital. By working with different medias, police can communicate to the public, helping in the solving of crimes, bringing offenders to justice and help keep the communities they police safer. It also allows the public to have an insight into what activities the police are doing. To help regulate and provide guidance to police, the College of Policing (2020) produced the Social Media Handbook for Police. Within the handbook, it states that many police forces realise that there is an “Increasing need to use digital and social media to engage and communicate with members of the public”. They state the reason for this is that the more traditional methods of police communication are having less of an impact and as a result, reaching fewer people than needed. The handbook sets out key principles regarding police online community engagement. The first being credible, stating police should be accurate, open, fair, honest, and transparent in what is written. It should be consistent by being professional and being friendly but no familiar. Be responsive, where possible respond to content posted by communities regardless of it being positive or negative. When using it, be an ambassador for your force and utilise sound judgement and common sense. Be inclusive, despite living in a society where 57.1 million (Dixon, 2023) people use social media, there are still those that rely on the older, more traditional methods and these people should not be left out. Remain ethical when using social media, ensure it is professional, does not disclose information the public would not normally have access to, its truthful and ensure it does not damage the reputation of the police (College of Policing, 2020). 

Gwent Police, the force which I currently work in has its own social media guidance (Gwent Police, 2022). It is readily available for all officers and staff on the local force intranet site, and I will refer to this when talking about my own experiences. Within my force, before anything is posted online, it is run through the National Intelligence Model to ensure it beneficial to both the police and the community once it is posted. Guidance is also provided regarding the types of content that Gwent Police should be looking to post. A few examples suggested are local good news around partnership initiatives, crime prevention advice, police surgery information, warrants, crime details, proactive enforcement and road closures relating to road traffic collisions. The guidance states that social media is a key method in engaging with our communities by allowing police to reply to people’s responses posted, conducting polls or Q&A’s to get a reading of what the community is feeling, asking people what they want to see, celebrating success. The guidance states that this will help communities feel protected and reassure by the police. 

Gwent Police conducted a public perception survey regarding the use of social media and the impact this has on the public. The most recent survey conducted, shows that three-fifths of users are more confident in Gwent Police (Gwent Police, 2023). The survey also found that 44% of users felt they were well informed on what Gwent Police was doing in their local area and that 7 in every 10 residents have trust in Gwent Police. As part of providing a better service to the community when it comes to online communication, Gwent Police has a dedicated Digital Contact Desk (DCD) located within the force control room (FCR) in Headquarters and this provides the public with a service that operates 24 hours a day, seven days a week and provides an alternative method of contacting the police. Operators within the DCD deal with incoming social media demand, incidents creating demand on the FCC such as road closures and scam calls etc. However, the DCD cannot make direct contact with the members of the public for operational enquiries, but these will be evaluated and passed to frontline, public facing officers to continue progressing. The above clearly shows that police usage of social media is having a positive impact with the public, allowing the communities to regularly see what their local force is doing, increases the avenues in which they can engage with their local police force and provides immediate feedback which the police can then use to evaluate and remedy or alter going forward. 

Despite the positives mentioned above, there are a number of risks involved in the police’s usage of social media. The Association of Chief Police Officers (ACPO) has recently published an agreed set of guidelines to all police forces in the UK (except Scotland). They state that unauthorised disclosure of personal date is a major risk and breach of the Date Protection Act 1998. Bringing discredit onto the police service whilst on or off duty, which can in turn impact public confidence in the police. Revealing personal details or information, leaving to increased vulnerability to harassment, blackmail, or corruption, and revealing operational material or tactics, resulting in prejudicial impact on investigations. (Association of Chief Police Officers, 2013).

My own personal experience with social media and its use within Gwent Police is extremely limited. I do not have direct access to any the accounts, whether its local policing or corporate. However, I have requested social media posts be setup when I have attended incidents. Examples of such incidents are missing person appeals, help in identifying suspects in volume crimes such as shoplifting etc and road closures. The process for these differs from each but it is a tool made available to me when managing these events. For example, when speaking to families who have reported someone missing, we gain signed consent to share a media appeal. This involves obtaining an up-to-date photo of the missing person before sending it across to Gwent Police’s social media desk, who will generate a post based on the information I have sent across. 

My biggest exposure to policing within my role is not necessarily my involvement but with reports of crimes being committed via the use of social media. In the same way that the internet and the accessibility to it has allowed police to reach more people and engage with their communities more efficiently, it has also transformed the reach and impact of criminal behaviour (Williams et al, 2019). The criminal justice institutions have struggled to maintain pace with the level of technological innovation and how the criminal world has been taking advantage of this. It’s rapid growth has provided criminals with new avenues in which they can adapt traditional crimes and reach a wider audience in a shorter timeframe (House of Lords, 2014). Attempting to police social media brings its own challenges, the sheer number of posts on multiple different sites, the lack of international cooperation and information sharing protocols and the anonymity of users when using social media. This is brought to fore when police attempt to investigate offensive content on social media (Mangan & Gillies, 2017). Wall (2013) suggests that police officers are under ever increasing pressure to do more to regulate social media in a ‘space privately owned but publicly accessible’. This is based on victims’ fears that offensive and threatening posts online could materialise outside the confines of social media and result in actual physical harm to them (Awan & Zempi, 2017). 

In my current role, I have investigated several cyber-enabled crimes, ranging from malicious communication, revenge porn, fraud, and grooming. Each investigation can be a lengthy process, as it is based mostly on the retrieval and examination of electronic devices and the content found within. For example, when a cyber-enabled crime provides a suspect within the UK, we have a necessity to arrest by way of securing evidence through searches of properties and the seizing of devices. The devices are then sent for digital forensic analysis, which requires a lengthy explanation as to why we want the devices examined, the risk of confidential information being viewed, collateral intrusion and specific timeframes and material we are looking for. This process can take anywhere from a couple of days to six months in my experience. This is a result of only a limited number of officers and staff being trained and qualified to do such tasks, with availability of these persons coupled with a long queue of other cyber related crimes adding to the delay. As such, some victims of cyber crimes could be waiting for long periods of time before any form of update or resolution can be provided. 

Social media has brought numerous new challenges to the policing world. Criminality has never had a wider or quicker outreach, with the internet allowing information to be shared and disseminated rapidly. With this, the internet and advent of social media has resulted in new crimes being committed or even existing crimes migrating and adapting for use on the internet. The risks involved in the police’s own usage of social media could result in a loss of confidence if certain information is posted, confidential information or personal details. However, the police have been able to utilise social media as a way of engaging and communicating with the communities they serve. With result polls/surveys withing Gwent Police showing that confidence in the police is growing, in part due to the results of survey suggesting that the public feel more aware of what the local police are doing within their communities. The internet is ever changing, and the police face a massive challenge in keeping up with cyber-enabled crime, however, I believe its usage by police is needed more than ever in a society where almost everyone has access to it.

(1844 words)
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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:

Leadership focuses predominantly on people-orientation, something that comes frequently in frontline policing whether its managing victims, suspects, witnesses, or colleagues. There is not a coverall approach too leadership, with many different strategies suggested. Examples of these are autocratic, democratic, laissez-faire, delegation, situational and action-centred leadership to name a few. Despite the numerous leadership styles and strategies being available, there is not a one size fits all for every situation. It can be flexible to traits of you and your team and especially to the situation where it can be a highly unpredictable environment. Leadership is “the quality or ability that makes a person a leader, or the position of being a leader” (Cambridge Dictionary, 2020). Yuki (2006) states that leadership is also “the process of influencing others to understand and agree about what needs to be done and how to do it, and the process of facilitating individual and collective efforts to accomplish shared objectives”. 

Leadership can involve establishing a clear objective and strategy on how to accomplish this, sharing these with others so that they willingly follow and help buy into this and providing information, knowledge, and various methods to accomplish the objective, whilst managing conflicting interests of all involved. 

In my experience as a police officer, I have had to adapt my approach to managing and leading in different situations. Whether this is dealing with victims of a road traffic collision or dealing with different parties at a domestic incident or dealing with public order with multiple persons or managing colleagues when in charge of a scene, each could potentially require a different form of leadership style. 

Certain leadership types and methods result in varying advantages and disadvantages and not all translate effectively to certain situations. Transformational leadership involves a leader that is seeking to inspire, offer stimulation intellectually and appeal to their team’s moral value, desire for reaching potential. There is evidence to support this, that these types of leaders can have a positive impact on their subordinate’s commitment and willingness to engage with the objectives and put more effort in (Steinmann et al. 2019). However, it was also found to be more effective on those individuals who were already supportive of the leaders’ goals and methods than those who were not entirely convinced. I am the senior officer within my team and do not have any direct supervision, resulting in myself taking on the leadership role often. One such example was a colleague wished to put together an arrest strategy for an ongoing investigation they had, but they did not feel confident enough in their own experience and knowledge to progress this, so came to me for assistance. Rather than develop the plan myself or just give them an answer, I put the onus onto my colleague to strive towards improving their own development. I explained that by being able to accomplish developing an arrest strategy on their own, it would put them in a much more positive position when it was reviewed by our supervisor, instead of reporting to our supervisor and explaining that it was developed by myself. This resulted in my colleague wishing to progress with the strategy on their own, with them wanting to seek their potential, coupled with learning, and developing their own experience, with limited input from myself. In doing this, I was able to directly appeal to their desire to make a positive impact within the team and further their own development. 

Transactional leaders are those that rely on rewards and punishment, rather than relying on transformational behaviours. There is evidence of this type of leadership resulting in negative impacts on subordinates. For example, Khan (2017) states that these types of leaders tend to not recognise or praise an individual’s contribution or performance. However, transactional leaders have found advantages in this style. Semuel & Siagian (2015) found that transactional leadership brings about a competitive nature in some of their subordinates, resulting in the team pushing each other for better results to be seen as the main contributor towards achieving the team’s objective. 

Active leadership and role-modelling is a form of leadership lead by example and utilising role-modelling strategies that could influence subordinates’ behaviour. Active leaders help their team through the process, ensuring a well-maintained and motivated team that can achieve goals quickly (Weston, 2018). 

Due to the complex nature of police work and the unpredictability that comes with it, policing sometimes requires different forms or approaches to leadership that some civilian based roles or industries may find unusual. An example of this is based on a study conducted within the Australian Police, where officers there have been found to have a higher level of satisfaction towards their leaders than those in civilian industries and businesses. This is despite the results finding that leaders within the Australian Police were less transformation than their civilian counterparts (Densten, 1999). 
My unique role as the senior officer on my patch, along with no direct supervisor input due to logistics, means I have been able to manage the team I am part of as well as putting my leadership skills to use when dealing with members of the public. I have been able to adapt my style of leadership to suit many different situations, but not all occasions have resulted in the positive impact I wished for. There have been times where my leadership was not needed and resulted in too many instructions being issued to members of the public or being counterproductive to other colleagues. However, I have found that being able to adapt to differing styles of leadership allows me to have the skills and tools at my disposal to deal with any scenario I am dealt with. Certain styles of leadership come more naturally to me, but I can appreciate and utilise different styles where appropriate. Being able to do this on the fly, where circumstances at incidents change rapidly and are unexpected, is one of the most positive experiences I have been able to take away, allowing me to further develop myself as a police officer. 
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically reflect upon your three-year probation:

How have you benefited from mentoring and coaching? 
How has it helped you to meet personal, professional and organisational goals?
How has it aided you to learn, develop and perform in the workplace?

Consider relevant coaching and mentoring definitions along with current coaching and mentoring theories used in policing.

How do you provide and receive feedback?

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



ANSWER:

Every new police officer is given the opportunity to learn and benefit from a more experienced colleague, whether that is someone working on the job or a dedicated mentor. The ultimate objective in this is for the officers to meet personal, professional, and organisational goals. This can be completed by officers being able to benefit from direct coaching or mentoring, allowing officers to learn as they go, identify areas for development and give them, and the force, the confidence to perform to the standard expected. 

Coaching is one of the most important tools available to all leaders. Coaching is defined as “Developing a person’s skills and knowledge so that their job performance improves, leading to the achieve of organisational objectives” (Hayden, 2019). The purpose of coaching and mentoring is to help achieve high performance and improvement in the workplace, but it can also translate to an officer’s home life outside of the job.

There are numerous benefits to coaching, that impact not only the individual but contribute to the organisation they are part of. Coaching allows the development of individual skills, such as leadership skills, professional skills, self-confidence, motivation, relationship building and self-awareness. With regular coaching, an individual can be guided and supervised through certain developmental areas, encouraging individuals and provide areas of growth. During my probation, my development assessor holds regular 1-2-1 sessions with me, where we discuss the work, I have completed so far and identify areas of growth or learning. This is particularly useful for the coach, as it allows them the opportunity to embed skills and knowledge that would be beneficial to the overall organisational goal. Coaching also provides a sense of flexibility, allowing for individual goals to be assessed again, allowing for any areas of re-development as and when they arise. It is also providing the individual an opportunity to being reflective on their own style of learning, encouraging them to be aware of how their skills reflect on the job they are doing and impact this has on the team and organisation, with the aim to develop them towards being more independent in the future. I have benefited greatly from coaching; I have been able to focus on areas on development via the constructive feedback provided. An example of this is when my assessor highlighted that I needed to develop my reporting portfolio (issuing a traffic ticket or reporting someone for summons). This was an area many peers struggled to evidence. I explained that I just didn’t have the exposure to these types of incidents due to the nature of being a response officer and wasn’t able to be as proactive as desired. My assessor was able to signpost me towards certain colleagues within the force that had either operation designed for this specifically or put me in contact with others who could help me develop my own operation, further increasing my development and giving me the confidence to create my own going forward. By holding meetings, the coach can monitor my progress and ensure that I am meeting the standards to ensure I meet the goals set to me by the force. It has also allowed me to identify future developmental routes, where I now have the knowledge and understanding to further my own skills and experience, which ultimately helps me meet my personal goals as well as those objectives set by the force. The reassurance provided from coaching ensures that I feel confident that I am developing as an officer, inline with the expectations of my force. 

However, there are times where other areas of development have suffered due to focusing solely on one area. 

Mentoring differs from coaching, it describes a more experienced colleague as a trusted advisor and guide towards another colleague, utilising their greater knowledge, experience and understanding of the work to help support the development of their peer (Hayden, 2023). It’s similar to coaching, in the fact that the focus is on career and personal development, and ultimately contributing to the organisational goals/objectives. However, it is generally more informal depending on how the relationship has begun and developed. The mentee is also one of the main driving forces in this type of development, with the mentee identifying areas where they may require advice, support, or guidance. The mentor’s role in this relationship, is to ensure that the mentee has their assistance in clarifying goals, document key objectives and milestones, action plans and to review and evaluate the mentees progress throughout. Mentoring has benefitted me massively; it has allowed me to shadow and learn by observing first-hand how my mentor operates in the work environment. This type of learning was extremely beneficial to me since I am predominantly a visual based learner as defined by the VARK model (Fleming & Mills, 1992). By being able to see how my mentor dealt with the various situations, I was able to see how an experienced officer operates and use that to build towards my own efforts when I was put into similar situations. I had a great feeling of uncertainty and apprehension when I joined my shift after being in training for six months. But having the guidance of a mentor who was able to provide immediate feedback, take the reins when necessary and who I could trust made the transition to the ‘real’ world of policing a lot easier. 

There are many benefits to coaching and mentoring. The coaching I have received has allowed me to further develop my own skills, as well as provide me with guidance on where my future development can lead to. It has allowed me to meet the goals set by my force, whilst being able to focus on personal development. Mentoring has allowed me to shadow and observe a senior colleague and learn from their example, which I found extremely beneficial due to this suiting my style of learning. 
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