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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:

This essay will critically evaluate the role and significance of the College of Police in professionalising policing within the United Kingdom. I will evaluate how the College of Police strives to shape modern day policing and the role it plays when developing and preparing officers for challenges within modern day policing. Furthermore, this essay will also substantiate how I, an officer in my final year a probation have developed and changed throughout my probationary period and provide a reflective insight to my role as a new officer, Finally, to further evaluate and understand the role of a police officer I will be exploring a variety of initiatives such as Strategic Policing Requirement, the Policing Vision 2025, Workforce Transformation 2018 and the College of Policing’s five year strategy. 

Police officers are required to meet professional standards and always maintain the highest professionalism by conducting all their actions and decisions in a legal, balanced, justifiable and proportionate manner. Their role is to prevent and detect crime to protect communities and make decisions in accordance with the national decision-making model and code of ethics (College of Policing, 2023b). In many forces across the UK, there is an increasing demand on response officers which is enhanced by inequalities, financial issues and technological advances mean that officer skills and capabilities needs reforming (McCann and Granter Citation,2019).

A strategic role used within professional policing to aid with professionalising the role of a constable is the NPCC Policing Vision 2025.  The vision states that by the year 2025 policing will be a profession with a workforce that is more representative, and it will align the correct powers, experiences and skills to meet the new challenging requirements and working conditions of the job. The delivery plan set out the key components to successfully achieving the vision and the focuses include leadership and culture, recruitment campaigns, retention of officers, progression, promotion and wellbeing and fulfilment (NPCC, n.d.). The purpose of the 2025 vision is to shape decisions about how resources are used to assist in keeping people safe as well as providing an effective service to victims of crime. The aim is that Policing will be transformed and have a key focus on prevention and vulnerability and the effectiveness of risk management. The reason this vision was created was to ensure that police can protect communities and the public effectively. With the ever-growing challenges in policing such as cyber crime growth, the increasing risk of offences such as child sexual exploitation and human trafficking it is more important now that ever that the police are able to prevent and protect while proving a professional response In line with the complex changes in society (College of Policing, n.d.).

Another strategy that has been informed as a result of a fundamental review into the College of Policing is the Corporate Strategy. In 2021, a fundamental review was launched by Lord Herbet of the South Downs with the aim to assess the Colleges role and how effectives it is operationally and to ensure that it is valued by staff. The review resulted in over 15,000 responses from officers and staff and identified the following challenges within policing:

-The lack of professional development. 
- Absence of strategic thinking within the policing role.
-Being insufficiently equipped when responding to increasing digital crime.
-Insufficient investment in leadership development within all ranks of the role.
(College of Policing, 2022a).

As a result of these challenges, a five year cooperate strategy was launched in 2022 which sets out a clear path to boost professionalism and improve leadership. The strategy includes five ambitions to assist addressing the above challenges and make an improvement in policing, they include building a trust and fair culture, transforming police leadership, supporting career long development and wellbeing, boosting core skills and strengthening innovation and implementing what works. Over a four-year period working alongside the NPCC the College aim to create an anti-racist culture, mind set and values and behaviours improving experiences for more diverse communities with the aim to be more inclusive and representative. Additionally, as a part of a joint plan between the NPCC and APCC the college aim to establish the National Centre for Police Leadership with the aim to promote development of leadership skills for all ranks to enable professional progression opportunities and development for all. Another ambition set out in the strategy to tackle challenges identified in the fundamental review is promoting professional development and wellbeing. The college plan to do this by promoting reflective practice and support those seeking promotion. This will be done by talent initiatives including representation for under presented groups (College of Policing , 2022). 

In addition to this, another strategy to assist police development is the Transformation Framework which is a toolkit that was implemented in 2018 to provide police with a more consistent and structured approach across the organisation. The focus of the toolkit is to encourage reflection of organisational behaviour and performance while also enhancing force capabilities to continue to improve on the delivery of the service offered and effectiveness to deliver and outstanding service and be valued by the public (College of Policing, 2016).

Throughout the past 12 months and final year of my probationary period as a student constable, I feel like I have significantly developed and enhanced my skills as a professional police officer and also as a person. I have completed a variety of training courses including blue light response driving, sexual offences first responder training and multiple online training packages which have advanced my skills and confidence in my role massively. These courses have allowed me gain further knowledge in specific areas of policing which has advanced my skills set and allow me to confidently deal with a verity of different incidents independently and in a professional manner. As a result of attending these courses I feel that I can offer more to the organisation and my team and am now a more valued team member as I have certain skills that other officers are not yet trained in. I feel that my role as a professional police officer has changed massively over a short time and although I am only now coming to the end of my three-year probationary period I am now seen as a more senior officer on my shift and have adopted a more senior role by assisting with tutoring new student officers on shift when their tutor has annual leave days and is not present. This role allows me to pass down knowledge and experience I have learned from attending courses and also techniques I have learned from going out with a variety of different officers to new starters. Not only does this benefit the development of the new officer but also allows me to work on my communication and teaching methods for hen I eventually attend an official tutoring and mentoring course in the future. I have received positive feedback on my teaching style so far from both student officers and supervisors and I am pleased that I have developed enough as an officer to be trusted to undertake this role. 

Although I have received positive feedback in relation to how I have developed as a police constable over a short period of time, I have also been able to self-reflect and recognise areas of improvement for my own development. I feel that there are aspects of the role that I need to improve and one of the main ones is my casefile building. I am competent in this area of policing; however, I find that I often need assistance with casefiles as I do not seem to do them that frequently and due to this sometimes feel as if I lack knowledge. I plan to request and attachment in the HUB department where officers’ roles are solely to build casefiles to be sent to the CPS. Often response officer casefiles are sent to the HUB when they are more complex and require a lot more documents and due to being a response officer dealing with a high demand, I often don’t get experience a casefile from start to finish, therefore feel I would benefit from experiencing this.

In addition to this, I have also experienced some challenges as a response officer. Due to the lack of resources and numbers on shift it is sometimes difficult to deal with operational demand and an increase in workload of officers. This often has a knock-on effect as incidents are often left untouched and not dealt with for long periods of time which can sometimes lead to lack of trust from the public and reputational damage. This is an ongoing issue and in 2019 it was announced that a police uplift programme had been established by The Home Office to recruit approximately 20000 officers to ease the pressure on the police force within the UK in order to maximise the safety of the public (NPCC, 2019). Alongside this recruitment uplift, there are now new entry methods new officers have to go through when joining the police to boost professionalism. Specifically in South Wales Police, it is now a requirement to hold a degree in Professional Policing to be a constable and the force officer a variety of entry routes, one of them being a three-year apprenticeship route (PCDA) and the other a two-year degree holder entry route (DHEP) (College Of Policing, 2020). By promoting these entry methods all recruits experience the same level of training and education aiding consistency and recognised professional qualification. 

The Competency and Values Framework (CVF)  is also a model that assists officers in professionalising policing in the UK.  The framework sets out behaviours and values that are nationally recognised to support all policing professionals and include being impartial and transparent, acting with integrity and public service (College of Policing, 2017). Again, by all staff and officers abiding by the CVF it promotes best practice and a more consistent and professional course of conduct by officers. Personally, the CVF is something I refer to a lot as an officer, it allows me to conduct myself in a professional manner and build trusting relationships with the public and provide an effective service. 

To conclude, there are several issues that have been highlighted in relation to the lack of resources, the absence of strategic thinking, the increase in the nature and complexity of crimes and the insufficient development opportunities for all staff and ranks within the role of policing.  However, despite these challenges it is evident that the college are aiming to address these issues with the publication of multiple strategies and initiatives in collaboration with agencies to promote improvement in professionalism and public trust of the police. Addressing these issues is essential for the College to be transformative and boost professionalism. It is important that all officers utilise these initiatives and strategies in order for them to be effective. 


(1,807)
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

Within this essay, the use of social media as a means engaging and informing with different communities and promoting different types of policy initiatives within the police force will be discussed. The variety of different social media platforms that are utilised within different police forces and both the benefits and risk factors that may arise whilst using those platforms will also be examined. My personal experience when using social media platforms will also be considered and evaluated throughout. 

Social media in modern day society has become an integral part of everyday life, not just for personal use but for business use too. Having a relationship that is successful between the police and the media is vital as it can help solve crimes by communicating with the public, bringing justice and keeping the public safe while also keeping the public up to date (College of Policing, 2022). Social media can be defined as ‘a collective term for websites and applications that focus on communication, community-based input, interaction, content-sharing and collaboration’ (Lutkevich, 2021). There are many different types of social media platforms however what distinguishes the differences in those platforms is the content they produce. The main types of social media platforms are social networking sites such as Facebook, twitter and Instagram. Image based sites such as Pinterest, blogs and community platforms and video sharing platforms (Kudumula, 2022).

Within the police service, social media allows forces to engage with a variety of communities quickly and efficiently. Important notices and information can be shared to the public quicker than ever before and it can also assist in vital information and intelligence gathering. According to a report by Ofcom (2023), a total of 47.9 million adults within the UK accessed the internet via smartphones, computers and tablets in the month of May 2023 at  least 98% of UK adults visited social media services. This highlights just how many people the police can send vital information through the use of social media. South Wales Police use social media as a means to engage with the public and communities to keep them up too date on what is happening within their areas and also provide the public with advice regarding crime prevention (South Wales Police, n.d.).

The UK police forces first introduced the use of social media in 2008 (Crump, 2011) but since then the use of many different platforms within the police has drastically increased. Statistics show that forces throughout the UK have a total of over 1,567,759 followers collectively on Twitter and over 825,243 likes on Facebook (The Police Foundation, 2014).  However, a more recent study conducted by Cullen (2022) show a drastic increase in social media engagement and usage with the Metropolitan Police Force having 1,230,334 followers alone with both Greater Manchester Police with 584,383 followers and West Midlands Polce with 471,787 followers not far behind them. These statistics show that social media is drastically on the rise. 

The Association of Chief Police Officers 2013 or ACPO (2013), set out certain general guidelines in relation to safe usage of social media. The ACPO are aware of the rapid growth of social media platforms a recognise the potential opportunities it brings to communicate with communities. Some of the guidelines include:

· Police staff and officers to act with impartiality and integrity when using social media.
· Police staff should act impartially and uphold human rights and respect for all and abstain from anything that is likely to affect the impartial discharge of duty or reputation. 
· The use of social media from police force systems should be used in line with force policy.
· Officers should familiarise themselves with for policy and procedures in relation to the Data Protection Act 1988, information Security and the use of in force emails and intranet. 

In addition to the guidance published by the ACPO, police officers also follow guidance set out via The Code of Ethics in relation to engaging with the media. These include:

· Being open and transparent- this is vital to maintain and enhance a positive relationship between the police and communities. 
· Gifts and gratuities- officers and staff should not accept the offer of any gratuity, hospitality or gift that may compromise integrity or impartiality. 
· Association- police officers should not be members of an online groups or be associated with individuals or groups/ not create and actual or apparent conflict of interest with their police responsibilities or work.
· Confidentiality- all information must be respected and only disclosed or accessed in the course of their duty. 

(College of  Policing, 2022).

There are many advantages of using social media within the police from missing people appeals and identifying suspects to engaging and providing information to communities. Avon and Somerset Police (2023) emphasise the benefits through the release of their social media success stories such as in January 2023 when they issued an appeal to the general public for a wanted man. The post was posted on social media at 1145 am and less than five hours later, someone had contacted police stating that they had seen the man who was then arrested 15 minutes after. Another success via a social media post was in November 2023 when a still CCTV image was uploaded to locate a subject of an assault. Only one day after the appeal the subject cam forward to the police. This highlights just how helpful social media can be for police. As well as organisational benefits, personally as a student I have benefitted from social media massively for personal development and progression. By using online meetings through apps such as teams and skype I have been able to have online meetings with tutors and university lecturers alongside my busy work schedule. This has allowed me to continue learning remotely and contact my university whenever I need assistance quickly and easily. 

Along with the many advantages that social media brings comes some disadvantages too. The spreading of false information in relation to policing has become a concern and the speed in which this information can disseminate can be damaging to police forces. A recent survey suggests that 45% of UK adults believe that they see fake news every day (JournoLink , 2019).

Although the use of social media is beneficial to organisations and community relationships and trust in many ways, social media usage also comes with risks. Ministry of Defence Police (2013) section 4 highlight the different categories of risk and five areas of awareness which are breach of trust, unauthorised disclosure of data, discrediting the police service, disclosing personal information and revealing operational tactics or material.  The Independent Office for Police Conduct or IOPC (2021) have previously published a warning regarding conduct online. Following numerous investigations into the conduct of police officers’ behaviours online between 2018 and 2020, the IPOC warned that this behaviour is unacceptable, and officers could face investigation for misconduct. For example, In December 2020, numerous police officers from the Metropolitan Police received written warnings for gross misconduct following text messages containing offensive references relating to disabilities and sexual offences. In 2018, a South Wales Police officer had an ongoing case for similar conduct online where a member of the public reported a number of offensive posts on Facebook which breached the social media rules of the force and in 2020 an officer from Kent Police posted crime scene photographs via WhatsApp.  These are clear breaches and  can be a huge risk to the reputation of the police force as it can have a negative effect in the trust between the public and police officers. It is important that officers conduct themselves professionally online both organisationally and professionally and adhere to The Code of Ethics in order to maintain strong bonds and relationships with communities.

Personally, as a response officer I am limited when it comes to utilising social media platforms and have rarely used them for work purposes. Due to the demanding role of a response officer and always being on the go and responding to emergency calls, posting on police force social media pages poses difficult. Some occasions that I have had some involvement in social media posting within my role are incidents involving missing persons. Often with missing people that are graded as high risk, I have requested that a social media post via Facebook and twitter be shared including an image of the person that I have then emailed to our public service centre email address.  Although it is not me as a response officer who write and post these posts, it is down to us to obtain and provide the vital information included in these public posts to ensure the highest possibility of locating them quickly. In addition to this, often when attending incidents such as road traffic collisions were required to close certain roads to avoid congestion while the incident is dealt with. I have also requested information be shared to members of the community in relation to road closures to ensure that they are aware and can make alternative travel plans if needed. This allows police to keep residents and locals up to date on what is going on in their area and give them live updates as incidents are occurring. 

 I have however, experienced the use of social media within the force through working closely with the neighbourhood policing team and police community support officers (PCSOs). For example, recently there has been a lot of issues with schools and anti-social behaviour in my area of policing. After liaising with the neighbourhood policing team in regards to this, PCSOs attended the schools and engaged with pupils and afterwards multiple tweets and Facebook posts with images of pupil engagement with officers  and visits to schools were posted. This is beneficial as it shows parents and the public that officers are engaging in early intervention and have close relationships with local schools. Public engagement is a key part of the role of NPT and PCSOs (Briere-Edney, 2012). Some PCSOs even have personal twitter accounts. For example, PCSO Andy Ryan of West Midlands Police has over 1600 followers and states that it allows him to advertise meetings and local issues like road closures but most importantly allows him to keep his community up to date on crime prevention almost instantly, easily and in a cost effective way (Briere-Edney, 2012).

In conclusion, withing my role as a response officer it is rare that I use social media for organisational purposes however it is vital for police forces in general as a way of informing and engaging with communities. Both the advantages and disadvantages of social media have been discussed throughout. Although there are many risks posed with social media usage in the police, if officers comply with force policy and the Code of Ethics social media can have a positive organisational effect and also assist in building strong trusting relationships with the public. 
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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:

This essay will critically evaluate and evidence a variety of styles of leadership styles and the importance of those models within the role of a police constable. I  will be discussing the importance of having flexibility in leadership and I will evidence my own use of leadership as a constable and discuss incidents that I have attended in my role and how I have adapted to a range of different incidents and changing operational situations. I with consider specific models that are commonly used in operational policing. 

Within the police, officers are required to follow a Competency and Values Framework (CVF) which set out certain behaviour and values that are fundamental for the role. The framework set out clear expectations and within those expectations comes leadership and taking ownership. Officers are required to both work together independently and also act as leaders whether it be as a line manager or assisting, motivating and encouraging colleagues and the public (College of Policing, 2016).

Leadership can be defined as ‘a set of behaviours used to help people align their collective direction, to execute strategic plans, and to continually renew an organization’(McKinsey, 2022). Within the police, every officer is required have leadership skills in order to make difficult and sometime challenging decisions when attending incidents, investigating crime and managing suspects of crime. There are a many types of leadership styles used within policing. According to Denton (2020) some of the styles include Autocratic which is sometimes known as authoritarian leadership, Laissez-fare and Transactional.  The autocratic leadership style is where one singular leader will have all control of the decision making with little or no input from any other member of the group or team. They will make distinctive decisions based on procedures and policy. Personally, I do not use this method as much as a response officer. I feel that this method is frequently used by supervisors such as sergeants and inspectors especially when reviewing calls as they have the final say and have to apply a supervisor review on each call I attend, update and send to them. However, I do use this when managing my own workload or when I am partnered up with a student who is brand-new to response. I am required to make decisions based on information and evidence I have obtained, and update calls and victims based on that decision. As I have developed and gained more experience, I now feel comfortable to lead my own calls and update those involved accordingly even when delivering difficult information that they were not expecting or wanting. 

The next style of leadership is Laissez-faire which is almost completely opposite to the autocratic style. Leaders who use the laissez-faire method, allow the team or group they are working with to make decisions. Leaders will provide guidance if needed however will allow and trust their team to work independently. Cherry (2022) outlines some of the benefits of this method which are that it encourages staff to be hands on and get involved instead of relying on someone else’ decision. Decisions are also quicker as individuals do not need approval and finally it encourages innovation and problem solving for the individual or group enhancing improvement in performance. 

Transactional leadership is another method used and within this method leaders use charisma to engage and build connections that increase motivation of employees. This involves a rewards system and punishments to offer an incentive for behaviour wanted by the leader. Some of the benefits of this method include employee motivation, by creating a rewarding and positive workplace employees stay motivated to produce strong work which aids career development (Indeed, 2022). However, some disadvantages to this method are that it can discourage creativity of individuals as they may fear that they will be punished for mistakes and not want to suggest new ideas as they are worried about consequences (McCandless, 2022). I have experienced this method within my role as my supervisor often provides positive feedback when he believes I have performed well. This motivates me to continue to work hard and develop. I have also received some feedback in relation to how I can improve following incidents however, I am very accepting of any criticism and am happy to take this on board so did not see this as punishment whereas other colleagues may not therefore this leadership method may not be suited to them.

One of the main methods of leadership that I have experienced within my role as a professional police constable is democratic leadership. Democratic leaders value and appreciate input from all members of a team and rely on team collaboration and participation to aid discussions that allow all members of the group to have an input of the final decision. This style works well for leaders who want their team to be involved in problem solving as well as decision making (NSLS, 2022). Within my role I feel like this is the style of leadership I use the most, often when attending emergency calls it is difficult for one singular officer to obtain every little detail in relation to what has happened, especially if there are multiple victims, witnesses, and subjects at the location. A lot of the time due to only getting partial information about what has occurred I find that I will discuss with my colleagues what they have established and then we collectively make a decision about what we are going to do next. Sometimes colleagues do not always agree on one decision, but this method allows us to work collaboratively while also keeping members flexible by trusting each other to take charge and agree on a decision. 

As I have progressed as professional police officer, I am now at the stage in my career where I feel comfortable taking new students to incidents with me when their specific tutor is not on duty or is busy with other tasks. When the students are new and have not experienced certain calls, I often find that the leadership style that utilise the most is the autocratic style. This is because when officers are brand new they tend to observe more at calls than until they feel comfortable to take the lead. I often take the autocratic approach initially and make all the decisions at calls so the student can observe and learn during live incidents that they have not attended before. However, as the weeks pass by I then go into a more laissex-faire leadership style where I ask the student to express their thoughts and opinions and get them to participate a lot more in the decision making process during calls.  This assists them with personal and organisation growth and helps them build confidence for when they become an independent officer and may have to deal with incidents and lead them alone. By gradually changing my leadership style when assisting a student constable, it encourages them to think for themselves and feel valued and listened to which will boost confidence and development. 

Being flexible within the role of the police is vital due to everchanging circumstances that occur whilst on duty. Some of the key values of policing are being able to be adaptable and resilient therefore it is important that leaders are able to adapt to circumstances and be flexible and open minded in order to adjust strategies and tactics when least expected (Police Professional, 2023).  An incident that I have attended recently where I have demonstrated a flexible leadership style was when my colleague and I conducted arrest enquiries that were requested by another department. Prior to attending the address to conduct the arrest, both my colleague and I discussed our approach to the call with the RIT department as they were the team requesting that we arrest the suspect for them. We used a democratic leadership style hear where we all discussed a plan of how we would conduct the arrest. We discussed the subject in question and noticed that there was no warning markers in place for the subject in relation to violence or self-harm and also noted that the male was also in his late 60s. Due to this, following our discussions it was agreed by all that I would be the one carrying out the arrest and my colleague would be there to assist if needed. When we arrived at the location, the male in question was present and compliant with officers allowing us into the address. I have then explained to the male that he was under arrest and again he remained compliant but seemed to be quite shocked. The male began to get ready to be conveyed to custody collecting his medication and footwear however, the male then became unexpectedly irate and angry after realising the severity of the allegations made against him. The male has then proceeded to run into the kitchen in an attempt to get a knife and harm himself stating to officers that he was going to stab himself. This is where I have used flexibility and adapted my leadership style to autocratic. I did this by using my decision-making skills by drawing my PAVA spray from my vest as I feared for mine and the subject’s safety. The male has then calmed down and listened to my verbal communications and put the knife down safely and placing his hands to his rear back as commanded by myself. This shows flexibility within my leadership at the incident as I was able to go from initially working as a team to decide an approach to the situation to independently using my decision making and leadership skills to draw my PAVA without being told to by a colleague or supervisor. This incident highlights the dynamic change in circumstances within the role of a police constable even when least expected. I noticed that there was a risk to myself, and others so have taken the lead to ensure the safety of all involved. 

In conclusion, over the past two and half years as a response officer I feel that I have utilised a variety of different leadership models in my role as a police constable. I feel that the democratic leadership style is the most frequently used in the role of policing due to being paired up with different colleagues every day and attending incidents with many different officers. This model allows individuals to express their thoughts and opinions while also valuing the input of others and coming to a collaborative team decision. In addition to this, when dealing with my own workload and having to make informed decisions on my own I now feel that after 
Building as a professional I am comfortable leading and adopting an autocratic style if needed. I aim to continue to develop as a leader and eventually when completing my probationary period aim to become a tutor and utilise my leadership skill more. 


(1,809)



























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:

Throughout this essay, I will be critically reflecting upon by probationary period of three years and discuss how I   have benefited from receiving mentoring and coaching from experienced and knowledgeable police officers. I will be discussing how mentoring and coaching has helped me meet my professional, organisational, and personal goals as well as aiding me to develop, perform and learn the role as a professional police officer. I will also consider relevant mentoring and coaching definitions in addition to current coaching and mentoring theories used within policing as well as how positive feedback and reflective practice with colleagues aided my development. 

The International Coaching Federation (2024) or ICF for short, define coaching as ‘partnering with clients in a thought-provoking and creative process that inspires them to maximize their personal and professional potential. The process of coaching often unlocks previously untapped sources of imagination, productivity, and leadership’. Whereas mentoring can be defined as “a learning relationship, involving the sharing of skills, knowledge, and expertise between a mentor and mentee through developmental conversations, experience sharing, and role modelling. The relationship may cover a wide variety of contexts and is an inclusive two-way partnership for mutual learning that values differences.” (EMCC, 2023).

At the beginning of my career as a police constable I was assigned a tutor/ mentor for my initial 12 weeks as a response officer. College of Policing (2023) outline some of the key accountabilities required for a coaching and mentoring relationship. These include:

· Establishing a relationship with individuals that is professional. This includes clarifying boundaries within the relationship and developing expectations of each other in order to achieve their set goals. 
· Working together to clarity specific goals and identify actions to reach set goals.
· Provide guidance and coaching such as signposting opportunities that will assist with development and learning. 
· Reviewing aims periodically and how effective their relationship and outcomes achieved are.
· Provide relative feedback to the individual and supervisor if necessary. 

There are many different benefits of mentoring in the police force not only for the mentor and mentee but also for the organisation. Coaching and mentoring allow the mentee to gain confidence, motivation and strong relationships and also improves their self-reflection skills. Mentors are able to improve leadership skills and gain personal satisfaction through supporting new starters and the organisational benefits are a strong service to communities and increased capacities (Cleveland Police, 2017). My relationship with my assigned tutor became really strong, he made me feel that I could ask anything and if I ever felt like a I needed more support he was always willing to explain things further to ensure i had clear understanding of procedures. This helped my confidence massively knowing there was trust between myself and my tutor.

Within policing, there are a variety of different models that are utilised when coaching and mentoring. In 1980s the GROW model was introduced by Sir John Whitmore and this model is now a popular coaching model used for goal setting, improvement in performance and problem solving. The acronym GROW stands for GOALS, REALTITY, OPTIONS and WILL. (Whitmore, 2024). Each step of the GROW model is done in order with the mentor working with the mentee. Each step is outlined by Willson (n.d.) as below:

1- GOAL- This step is agreed by the coach and individual and identifies what they want to achieve by the end of the coaching period and gives the individual a focus point to refer back to.
2- REALITY- This step evaluates what is happening right there and then and how things will affect goals and aims going forward. This is where the individual will self-assess.
3- OPTIONS- At this stage the coach and individual will identify strategies alternative ways to meet their set goals.
4- The final stage of the GROW model is WILL. This is where the coach and individual commit to undertaking their strategies and begin working towards their goals. 

Another model commonly used within the police force to assist in personal development is the use of SMART targets. The acronym SMART was created in 1955 and stands for SPECIFIC, MEASURABLRE, ACHIEVEABLE, REALISTIC and TIMELY. Each letter has different aim as outlined by Chartered Management Institute (2011):

1. SPECIFIC- Goals and objectives should be to the point and well defined. 
2. MEASURABLE- It is important that goals are measurable so that you know when the goal has been achieved. You should be able to track and record results to evidence improvement. 
3. ACHIIEVABLE- your aims and objectives need to be achievable and realistic to meet. 
4. REALISTIC- it must be possible to be able to achieve your goals with the resources, skills and equipment available to you.
5. TIMELY- Finally, goals must have a deadline as to when you would like to accomplish them. Not having deadlines can reduce motivation to reach goals. 

As a police constable I have used SMART targets often to assist with meeting my deadlines. Having to build casefiles for the crown prosecution service requires me to be on top of deadlines and tasks to get them done in time to send to the courts.  By having certain deadlines, it is important to monitor and manage my workload effectively. I have found that by setting aims and to do lists at the beginning of each set of working shifts I have been able to manage tasks in a timely manner and not leave everything to the last minute. By following the SMART target setting I do not feel rushed or stressed as I am able to keep track of what needs doing and by when which allows me to meet my organisational goals with casefiles and workloads. I found this method very manageable and straight forward therefore continue to utilise SMART when meeting deadlines for my university work and essay submission dates. 

Throughout my time as a police officer, throughout my three-year probationary period I found that receiving feedback from my colleagues and supervisors was extremely beneficial for my development. Feedback can be defined as ‘the process of giving constructive information or advice to employees and/or leadership based on performance, behaviour, or skills in the workplace. Feedback can be given or received. The goal of employee feedback is to improve performance, ensure standards are met, and help teams function more effectively’ (Ryba, n.d.). College of Policing (2021) provide tips to assist tutor constables when providing feedback to students and state that there are two different types of feedback. One being motivational where the feedback is seeking to build confidence and the other being developmental where the feedback is provided to build competence. The following tips are provided to tutors when providing feedback:

· Give feedback with Intent- This is a way of approaching feedback with the intent of providing a positive experience for the student. 
· Specific – Sticking to one focus at a time when proving areas of feedback.
· Timely- proving feedback as close to the incident you are referring to.
· Actionable- Giving feedback that allows the student to act on said feedback and do something with what you have said to aid development.

In addition to this, College of Policing also provide tips to officers that are receiving feedback. Sometimes accepting criticism and advice from others can see awkward, uncomfortable and be difficult to hear for some people however receiving feedback is a vital part of officer development and performance.  The following tips are provided for those receiving feedback:

· Listen- Listen carefully to those taking time to give their feedback and allow them time to explain their points. 
· Justification- There is no need to provide excuses when receiving feedback. 
· Do not be defensive- People will be less inclined to provide feedback that is useful and meaning full if they feel uncomfortable and receive a negative reaction. 
· Clarification- If unsure oof anything said during the feedback ensure that you seek clarification on what is said or meant.
· Using what is useful- not all the feedback provided will be immediately useful so use it when necessary. 


Throughout my three-year probationary period, I have often been partnered with officers that have many years more experience and skills than what I have being one of the newest members on shift. This has been beneficial for me as after attending incidents I have been able to reflect on how I think I performed with those officers and ask them what they think I did well and what they think I could have done better. By doing this after a variety of different calls, the next time we attend a similar incident I feel more confident when leading the call and do not need as much support if any.  I am very open to receiving feedback and often find myself asking supervisors and more experienced officers where they think I can improve on in order to continue developing and improving as a professional police constable. In the first few weeks as a student constable new on shift, I struggled with my confidence in my own knowledge and often would struggle talking to members of the public as I did not want to give them incorrect information. After being mentored and coached by my tutor this has drastically improved. Having a mentor with me at the start of my career taught me that things are not always going to go smoothly and there are always other options as well as someone who can assist you. For example, I am now at the stage where I attend calls on my own and if I am ever unsure of next steps or certain information my supervisor often provides me with guidance via our police issue radios where I can use the P2P feature to speak to him there and then to discuss any issues or ask any questions if needed.   I now find that I am the one assisting newer constables at calls when they are experiencing something new for the first time and need assistance. I am now the person who provides feedback to new officers and often refer to situations that I have been in when I was in their shoes. This allows them to understand the feedback and start thinking about what they would change for the next time and shows them that goals are achievable. 

To conclude I have found that having a coach and mentor throughout my three-year probation was very beneficial for my personal and professional development. Having someone with experience and knowledge allowed me to learn and meet my goals   while building my confidence not only in the workplace but also in myself.  The use of methods such as SMART target setting  and receiving feedback from my mentor allowed me to meet my deadlines effectively and show that I am a competent independent police officer who know is able to assist in the development of new police constables by passing on my knowledge.   
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