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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:

In this essay I will be critically evaluating the strategic role of the College of Police in professionalising policing in the United Kingdom. I will also be evidencing how I have worked to fulfil the role of a modern professional police officer and critically reflect how my final year of probation has seen my role as a police officer change. 

The College of Policing was established in 2012 and plays a crucial role in law enforcement across England and Wales (College of Policing, 2025). As an operationally independent non departmental public body, the College of Policing acts as a professional body for everyone working within the police force (College of Policing, 2025). As stated by the College of Policing (2025) it “sets requirements, quality assures, delivers learning and professional development, promotes diversity and wellbeing to help nurture leaders at all levels.”

Public confidence and trust are essential in policing and therefore the College of Policing developed a “Code of Ethics” to enable everyone who works for the police to provide an ethical and professional service to members of the public (College of Policing, 2024). The Code of Ethics is a series of statements that help police staff and officers to ensure they are doing the right things, in the right way for the right reasons (College of Policing, 2024). These ethics including “having courage, taking responsibility, setting an example, challenging unprofessional behaviour and practice, being honest, open and accountable, encouraging feedback and encouraging feedback” (College of Policing, 2024). 

The College of Policing sets professional standards for all police officers in the United Kingdom to ensure all staff members and officers provide a high level and consistent standards to members of the public. This is accomplished by straightforward practice guidelines which have been developed by specialist practitioners and subject matter experts (College of Policing, 2025). These guidelines include but are not limited to, conflict management, investigations, neighbourhood policing and problem-orientated policing. This has helped professional policing in the United Kingdom as all police officers are following the same guidelines and the expectations of police officers are consistent throughout all the forces within the United Kingdom. 

Another example of where the College of Policing has played a role in professionalising policing is the use of Continuing professional development (CPD). CPD is encouraged by the College of Policing as it enables police officers to maintain and develop new skills, competence and knowledge (College of Policing, 2020). The College of Policing provides staff with resources to aid individual development, including a professional development template. This is effective as it allows officers to be better prepared for assessments, goals of promotion and perform their everyday duties to the highest standard which benefits the public as it improves their quality of service from the officer (CPD, 2022). 
Furthermore, the College of Policing has professionalised policing in the United Kingdom through the introduction of the Policing Education Qualifications Framework (PEQF). This is a national framework for the professional training and qualifications for police officers which was introduced in 2020 (Police Federation, 2019). It was designed following the understanding that in today’s society, policing is more complex and diverse than what is ever has been and its creation aimed to reassure the public regarding the level of training police officers have (Police Federation, 2019). PEQF is founded on evidence-based policing by describing the use of theoretical and research-based information as justification to underpin decisions officers make on a day-to-day basis. A benefit of the PEQF entry route is the fact that evidence-based policing and research helps gain an in depth understanding of an issue by outlining the nature, scale and potential causes of a problem or by examining how change was implemented (College of Policing, 2025). This will enable officers to make more informed decisions whilst performing their duties with a great understanding of why and how crime occurs and how it can be reduced. 

In 2021, the ‘Fundamental Review into the College of Policing’ was launched and was consequently completed in 2022 by Lord Herbert of South Downs. The aim of the Fundamental Review was to evaluate the effectiveness of the College of Policing and to ensure it is highly valued by every sector of policing (College of Policing, 2022). The findings helped form a better understanding into how the College of Policing can be improved to help police officers, police staff and members of the public (College of Policing, 2022). Whilst there was prevalent support for the core work conducted by the College of Policing, evidence suggested that it was not delivering to its full potential as the professional of policing (College of Policing, 2023). Following this feedback, the review set out three main goals which were to boost professionalism, improve leadership through all levels of staff and officers and drive consistency between all 43 police forces (College of Policing, 2022). 

The National Police Chief’s Council (NPCC) first published the “Policing Vision 2025” in 2016 as a plan to keep communities safe and provide a trusted, effective and accessible police service by using resources efficiently. This was formed after recognising that communities are now more diverse than ever and the challenges the police service face are more complex, and the service needed to adapt to the modern policing environment (NPCC, 2016). The main focuses for the Policing Vision 2025 include local and neighbourhood policing being the foundation of policing to deliver public protection by understanding community priorities and in turn creating evidence-based demand analysis. (NPCC, 2016). It also aims to retain a workforce of confident professionals who are able to take accountability; this is also achieved through the professionalising of officers through the PEQF entry scheme. Accountability of police officers and police forces has been advanced through the introduction of police and crime commissioners (PCCs). The Policing Vision 2025 also state that police forces and their partners are also expected to work outwardly and consistently to support services and keep communities safe. 

Now that I am in my final year of probation, I am continuously working to fulfil the role of modern professional police officer. I consistently look for opportunities to improve my knowledge and professional development; this includes attending workshops to gain a better understanding of specific topics such as domestic violence, in order to me to provide a better service to victims and to ensure I am fulfilling my role as a police officer to protect and reassure. I stay up to date with changes in legislation by using websites such as the Police National Legal Database (PNLD), which is an online legal resource of up-to-date legislation (West Yorkshire Police, 2023). 

I also acknowledge that modern day policing is founded on the Code of Ethics and on a daily basis I make decisions during complex and challenging incidents’ which could affect the lives of offenders and victims. I understand that as a police officer I am responsible for upholding integrity and acting with respect to everyone I deal with, no matter the circumstances (College of Policing, 2024). Therefore, in every policing scenario I am faced with, whether it is an active emergency call or an ongoing investigation, I consider how my actions may be perceived by the members of the public and I consider how I can strengthen their trust and confidence within the police. I am open and transparent with my decision making and will always be honest about why I have come to the decisions I have come to within policing. I achieve this by regularly updating victims and subjects about their cases and explaining to them why decisions have been made whether that is an outcome of no further action or prosecution. I explain if there is no real prospect of prosecution, despite the fact this may seem disappointing to victims, in order to stay honest and transparent. 

I also consider the Policing Vision 2025 by working with partner agencies in order to resolve the issues of individuals in the community who are driving factors for police response in order to get them the support they need to reduce the demand on the public sector. I achieve this by identifying vulnerable individuals and engaging with them to understand what support they need from partner agencies. As a result of this I will put in referrals to social services, housing, drug and alcohol support etc to see what support can be offered to them. An example of this is when I was dealing with a subject who was alcohol and drug dependent. We were being regularly called to his house, which was owned by a housing association, after he would become intoxicated and cause damage to the property or be verbally abusive towards his neighbours. This created tension within the community as he gained a reputation for being disruptive, resulting in animosity between himself and his neighbours. I spoke with the individual following an emergency call to his house after a welfare check was requested from a family member. This individual disclosed he was really struggling with his dependencies and needed help. I listened and engaged with him to understand his needs before putting in a referral to drug and alcohol support and housing to help him with his issues. 

I have seen my role of a police officer change in numerous ways since being in my final year of probation. I have been to more complex and challenging calls and conducted volume investigations from start to finish which has enhanced my knowledge on topics I would have not known how to deal with when first starting my role as a police officer. For example, I have been in charge of a case regarding financial fraud which I have not dealt with previously. This required me to complete investigative actions which I would not have considered before, following advice from specialist teams. This falls in line with taking on more responsibility as a senior officer on my shift and not relying on guidance from more experience colleagues. Although I am still in my final year of my probationary period, I have found that more junior officers who are beginning their career will look for advice from me whilst at calls and with their decision making. By being the most senior at a call, it increases the feeling of responsibility for your colleagues regarding conflict management and their safety which in turn has increased my confidence within the role and my own decision-making progress. 

To conclude, this essay has evaluated the overall effectiveness of the role that the College of Policing has on professionalising policing within the United Kingdom by explaining the aims, objectives and visions it has set out to achieve this. I have also explained how my role of a police officer has changed since being in my final year of probation and how I am working o fulfil the role of a modern-day police officer. 
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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:

This essay will explain what social media platforms are used by police services, whilst also assessing the benefits and risks of using social media within the police force as a means of informing and engaging with communities and promoting policy initiatives. I will demonstrate my experiences of using social media as a police officer to assist with evaluating the effectiveness of social media use. I will also explain the force police on using social media for professional information and engagement purposes. 

As defined by The Police Foundation (2014) social media is “a method of communicating using websites that allows people to post public information, chat with other, send messages and share photographs and videos”. A study conducted by Ofcom (2014) found that approximately 83 percent of adults go online and 55 per cent of adults have a profile on current social networking sites. 
These websites include Twitter, Facebook, Tiktok and Instagram. Facebook was founded in 2004 and as of April 2024 Facebook had 378 million monthly active users, making it the worlds largest social media audience (Statista, 2024) and Twitter had 106.23 million users (Statista 2024). By using these large social media platforms, it enables police forces to deliver important information quickly, engage with the local communities and assist with intelligence gathering (The Police Foundation, 2014). Unlike other communication platforms, social media provides a two way dialogue with audiences which encourages people to actively engage in conversation rather than simply just providing them with information (Police Federation, 2014).  In general, studies have also found that police forces use social media to assist in criminal investigations, improve community engagement and broadcast crime, and non-crime related tips to promote public safety (Hu, Dong and Lovrich, 2022, p. 106). The importance of social media use by police forces is highlighted by the fact that all police Forces in England and Wales now have Twitter and Facebook accounts, and these pages in the UK have a total of 1,567,759 followers on Twitter (Police Federation, 2014). 

There are 3 main aims when it comes to police use of social media. The first aim is to provide specifically target information which can be disseminated easily, quickly and cost effectively. The second aim is to engage, connect and build relationships with communities and members of the public. The final aim is to allow officers to listen to what communities are saying and to build intelligence for investigations by gathering evidence and monitoring social media content (Police Federation, 2014). 

The Association of Chief Police Officers (ACPO) have released guidelines on the safe use of social media by Police Officers and Police Staff to ensure effective use (ACPO, 2013). It is important to consider that information that is placed on the internet by police officers is permanently in the worldwide public domain (ACPO, 2019). Police forces have to act with impartiality and integrity and therefore they must withhold any posts or information which could make the public believe they are not impartial, including any active role in party politics (ACPO, 2019). It is also vital that all police officers and staff are acquainted with force policies and procedures relating to the Data Protection Act 1998 and Information Security (ACPO, 2019). 

In 2021, the Police Digital Services (PDS) launched a management and engagement framework for police officers. Its aim was to provide a consistent social media delivery and interaction to members of the public (Police Digital Service, 2021). The CEO of PDS, Ian Bell (2021), states that ‘policing has specific requirements to enable the reporting and recording of crimes and incidents made via social media in the same manner and standards as 999 and 101 services.’ This can reduce demand on 999 and 101 services as members of the public have other ways to report crime which in turn makes crime reduction more accessible to those who need to report it. An example of when this has been beneficial to me as a police officer was when a vulnerable domestic violence victim had her phone stolen by the offender but needed police assistant as she feared for her safety whilst inside the house with him. She used her laptop and contacted the police via Facebook and requested police help. She made it clear she would be in danger if the offender knew she was contacting police. She requested immediate assistance and asked for lights and sirens to be turned off to prevent the offender from knowing police were on their way. This supports the aim of the PDS framework as it strengthens relationships between police and members of the public which allows for increased public safety. 

It is also imperative that The Code of Ethics (College of Policing, 2024) are followed when using social media. The College of Policing (2022) guidance specifies the following points when considering what is being posted to social media, 
· Openness and transparency 
· Associations 
· Confidentiality 
· Fitness for work 

The police have to balance their duty to be open and transparent with members of the public as well as maintain the confidentiality and integrity of the information and an individual’s right to privacy (College of Policing, 2022). The use of openness and transparency on social media platforms can reassure members of the public as it encourages police forces to be open by giving the public an insight into what they are doing, and why they are doing it (College of Policing, 2022).
Nevertheless, there has to be a balance of openness and transparency with the rights of an individual under Article 6 of the European Convention on Human Rights which is the right to a fair trial (Equality and Human Rights Commission, 2021). This means that the disclosure of information relating to a criminal prosecution, or persons involved in a criminal prosecution is controlled by law and such disclosures may amount to a Contempt of Court (ACPO, 2019). 

An example of when I have had to balance the rights of an individual and transparency is when I have been dealing high risk missing people. I have had to collect all the information available to me from family members, friends or involved organisations and assess the level of risk based on the information disclosed. A person is deemed as high risk if they are at risk of serious harm to themselves or to the public (College of Policing, 2025). A social media post can be shared of the person including information of their description, where and when they were last seen and a picture of the individual. This is done with the consent of a family member. I gained consent from the subjects relative following concerns that they were going to try and end their life after leaving note suggesting this was their plan. Due to this information, and having no other leads to follow, I decided the best course of action was to post a social media post. This information then reached a large and extensive audience with instant engagement. It also reassures family members and friends that the police are actively seeking out to find the missing person. The downside to this sort of audience engagement is the fact that the post can be shared and commented on by anybody which could cause distress to the missing person due to possible embarrassment of their information being publicised. Because of this, I ensured that no information including their vulnerabilities or circumstances of them going missing were shared to reduce any negative feelings from the subject. The comments made on such social media posts were also monitored to reduce the risk of members of the public sharing inappropriate or distressing comments. 

A benefit of openness and transparency whilst using social media is the fact that it also encourages effective and informative communication with ‘hard to reach’ communities. It enhances local engagement which provides the opportunity to demonstrate greater accountability and transparency within the police force (ACPO, 2019). This is especially important as the practice of community policing has been on the upward trend as it seeks to facilitate interaction between officers and members of the public. This promotes legitimacy as community policing encourages members of the public to raise and raise their concerns of the crime in their area and through the use of social media it gives them a voice to do so (Bullock, 2018, p. 245). Anther benefit of using social media to promote openness is the fact that it allows police forces to post interactive content such as videos showing what police officers do on a day-to-day basis. This can reassure members of the public as it makes them aware of work going on behind the scenes which they may not be aware of as it is not report on in the news and mainstream media. 

On the other hand, there are also some negative factors to police forces using social media as a platform for information. Research has found that social media is primarily used by police forces to circulate crime news, incident information (an example of this would be up to date information on road closure), make requests for assistance and provide crime prevention tips (Bullock, 2018, p.246). This suggests that police use of social media is mainly a one-sided communication tool rather than a tool used to facilitate interactions and collaboration and problem solving (Bullock, 2018, p.246). A survey conducted by Accenture (2012) found that approximately 58 per cent of participants wanted to see police forces use social media more to engage with people as they felt it was their to simply provide information. There is also a research gap into examining how police forces take advantage of social media or analytic tools to assess how their audience responds to online communications (William, 2018, p. 210). There is also a risk of revealing operational material or tactics (ACPO, 2019). 

I have used social media to assist criminal investigations a number of times throughout my policing career. An example of this was when I attended an emergency graded call following a report of a burglary. When I arrived on scene the offender had already left the scene. Shortly after this report, I received further information stating there had been a further 3 burglaries within the area. I reviewed CCTV from the neighbourhood and quickly established the offender for all 4 burglaries was the same male. I distributed the footage to colleagues none of whom recognised the male. I then decided a social media request including a still image of the male could help with identifying him. After this social media post, a member of the public recognised the male as working at a shop they regularly attend due to his distinctive clothing. This allowed us to conduct further enquiries, such as facial recognition technology, which corroborated the fact it was the named male. 

In conclusion, I have explained my own experiences whilst using social media to protect and reassure the public and I have outlined the benefits of this. I have also evaluated the risks of social media use and how this can affect public perception and trust. 
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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 explain different leadership models commonly used in policing and analyse the leadership strategies I have developed to manage a range of different operational situations I have encountered as a Police Constable. I will critically evaluate and evidence my flexibility in leadership styles to reflect changing circumstances.  

Kalyal (2019) states that leadership can be bother defined as a ‘property’ and ‘process’. Property that leaders have certain behaviour that makes the effective and a process means how the leader is able to influence a team in the organisation to reach a goal together. The importance of effective leadership in policing cannot be overstated. Research has found that cases of corruption, misconduct and inefficiency can often be linked to the quality and style of leadership within an organisation (Schafer, 2010, p. 644). 

The College of Policing created ‘leadership standards’ to aid all police staff and officers with expectations of leadership at each stage of their career (College of Policing, 2023). Effective leadership within policing requires the ability to handle a complex combination of public expectations, ethical considerations and operational challenges. Unlike other professions, the interaction between a police officer a member of the public could be the determining factor of a safe outcome and a riot (College of Policing, 2023). Now the importance of leadership has been identified within the police, the College of Policing have a established the National Centre for Police Leadership (NCPL) to empower officers to create the right culture and inspire confidence with the public (College of Policing, 2023). Each stage of this programme is based on the nation standards for leadership which include, challenging unacceptable behaviour, team wellbeing, resilience, effective communication, leading high performing teams and problem solving (College of Policing, 2023).
All leaders within the police, no matter the rank, have a duty to act in the public interest to cut crime and improve safety at the foremost of each decision whilst upholding the Code of Ethics and professional behaviour (College of Policing, 2023) 

In policing, there are three main leadership models: Authoritative, transactional and transformational (Baker, 2002). 

The authoritative leadership style was first defined by Daniel Goleman in 2002 and is also often referred to as ‘visionary leaders’ (Stobierski, 2019). Authoritative leaders offer guidance, direction and feedback as mentors to inspire motivation and often put themselves into the scenario of the people they are leading (Stobierski, 2019). These leaders have to be self-confident, empathetic and have the ability to adapt. This style of leadership is beneficial for when a team is going through a period of struggle or change within the workplace. This is beneficial in policing as during high pressure situations, such as emergency calls, they provide clear directions and guidance to members of the public and their colleagues with their roles and responsibilities. If an authoritative leader in policing provides consistent guidance whilst also being empathetic it gives their team a sense of stability during various, difficult situations. 

Transactional leadership is leadership style that is primarily used by managers (MSG, 2025). It is results-oriented and runs on structure and goals. It is centred on perks, praises and incentives to motivate achievements and in turn, there are consequences or corrective action for failures (James, 2023). There is an emphasis on short term goals rather than long term goals with a clear structure of expectations (James, 2023). This theory of leadership relies on the reciprocal and deterministic relationship between the leader and their team (Bass, 1997, p. 130). To refine, the leaders use a bargaining process to encourage certain behaviour from their team (Vito, Higgins and Denney, 2014, p. 810). In policing, this drives behaviour as officers and members of the public being guided by officers understand expectations clearly whilst also expecting punishment if these needs are not met. It can motivate officers to complete their work to a high standard with the expectations of promotion or recognition from the leaders.

Positive change is inspired by transformational leadership; the leaders are involved in the process of change and focused on helping every member of their team succeed (Cherry, 2024). In the context of policing, transformational leadership has seen an increase of application (Aremu and Johnston, 2011). Transformational leadership within the police can encourage officers to embrace certain objectives and values not because they will produce a desirable personal consequence but because doing so is the right thing to do (Mastrofski, 2004, p. 104). In policing, this style of leadership can have positive impact for a team’s organisational commitment and a reinforcement of organisational moral values which in turn creates a desire for members to make positive contributions to the team (Campbell and Kods, 2011, p. 3). 

Despite the fact there have been three main identified leadership styles in policing, there are limitations to evidence-based research into the topic. This could be due to the fact leadership is a changing process and the value of findings are constrained due to topic complexity (Campbell and Kods, 2011, p. 8). 

As a response police officer it is imperative that my leadership style is flexible in order to adapt to dynamic situations which I am faced with on a daily basis. I have to consider the needs of the team I am working alongside as well as ensuring members of the public are protected. Due to way circumstances and calls can change so fast it requires the ability to be able to adapt styles of leadership based on individual factors. 

For example, I attended a call whereby a male was holding a blade to his throat, threatening to harm himself. I was speaking to the male through the window in an attempt to get him to engage with me and drop the knife. He was not being threatening towards myself or the colleagues who were there with me, but rather was in a mental health crisis. I had to consider which leadership style to use to reassure the male but also ensure he would not harm himself or officers on scene. Due to the fact he was calm and not threatening, I considered using an authoritative leadership style to demand the male drop the knife, however, I did not want to escalate his behaviour and considering the fact that he was calm and not a threat to anybody other than himself I thought a transactional approach would be most beneficial. I explained to the male that if he dropped the knife, I could offer him support for his mental health, however, if he did attempt to harm himself with the knife, I would have to use force on him to prevent him from doing this. I told him I did not want to get into a fight with him as I did not want either of us to get hurt but I would not have a choice if he did not drop the knife and did attempt to harm himself. I described the next steps that could be taken in relation to his mental health and the fact that I could call the emergency mental health line for him to speak to a professional, but I could not do this whilst the threat of a knife was still present. He did eventually drop the knife, and I instructed him to kick the knife away from him which he also complied with. The reward to the male was help for his mental health whereas the punishment was use of force and a possible arrest. I believe, using this balanced approach gave the male confidence that I was there to help him and offer him a reward for following my instructions. If I had not given him the opportunity for the reward and instead went in with force, this could have led to an escalation of violence and injuries without explaining what I was there to achieve. 

On the other hand, a transactional leadership style is not always applicable. An example of this is when I attended a pub fight, and I was first on the scene. There were multiple injuries to multiple people, as well as having to deal with intoxicated members of the public and angry family members. This was a high stress situation where clarity was needed for members of the public and the other officers who would arrive on scene shortly after. Due to being the first on scene I gathered whatever information was first coming to me and my priority was dealing with the injuries. That was when I noticed one of the members of the public had an injury to her arm which was caused by glass, and it was heavily bleeding. Due to having no other officers on scene in this moment, I gave clear and precise directions to one of their family members to go and get a first aid box whilst I did the initial dressing on the wound. Whilst dressing the wound, to prevent anymore bleeding, I also used my radio to direct the control room to ring an ambulance for an immediate response due to the amount of blood and I also requested more officers for assistance due to the amount of intoxicated people. I recognised this was a time sensitive scenario which is why the authoritative leadership would be more beneficial and there was not time for slow decision making. When other officers arrived, I immediately instructed them to identify any other victims to take details and ensure there were no other victims who needed immediate support from paramedics. Once this was established, I then instructed the backup officers to cordon off a scene, take photograph of injuries and review CCTV for evidential purposes and try to identify the offender. I had to stay calm and focus on precise decision making to ensure the members of the public were safe and reassured. When intoxicated members of the public approached me, angry that their family members or friends had been hurt I maintained authority and confidence as I could not let them be a distraction to myself or my colleagues. I was firm and informed them to stay away from the scene and to go home whilst also being empathetic to the fact that they were upset. I was aware of the fact I did not want their emotions to escalate and cause further issues. Using the style of authoritative leader was beneficial to this situation as it left no room for confusion in the chaos. I was also under time pressure due to the injuries of the victims, and I wanted other officers on scene to feel confident with my decision making in such a fast paced and stressful environment.

To conclude, this essay has critically examined different leadership styles used within policing and highlighted my flexibility in these different leadership styles during different operation scenarios. The essay has also detailed the benefits and negatives for each leadership style and I have demonstrated how each style can be used in policing incidents to gain the best results. 
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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:

This essay will critically reflect on my three-year probationary period as a Police Constable and explaining how I have benefitted from mentoring and coaching. I will go into detail and describe how it has helped me meet personal, professional and organisational goals. I will also be analysing how it has aided me to learn, develop and perform in the workplace and how I provide and receive feedback from my colleagues. 

Both mentoring and coaching exist for the purposes of supporting people to develop, grow and achieve their full potential within the working environment (Sword, 2021) but the terms have separate meanings. As defined by Cambridge Dictionary (2025) ‘mentoring is the act or process of helping and giving advice to a younger or less experienced person’. Mentoring is a collaborative relationship for the purpose of the mentee’s development, growth and learning (ATD, 2025). On the other hand, as defined by Cambridge Dictionary (2025) ‘coaching is the job or activity of providing training for people or helping to prepare them for something’. 

Coaching focuses on specific goals and skills to improve performance at work and have a positive impact on an individual’s confidence within the workplace (CIPD, 2024). The coach will help an individual by listening to their questioning decisions made, listening to reasoning and challenging their views (Sword, 2021). Coaching also allows individuals to assess their strengths and areas that need development within their set goals. Generally speaking, coaching lasts less time than mentoring and coaching is usually run by a person who is trained and qualified in their position (Mundey, 2023). Coaches share general advice they have obtained from their training whereas mentors give advice from personal experiences (Mundey 2023). 

On the other hand, mentoring is when a senior, or more experience person, will act as a guide or adviser to a junior member of staff to provide support, feedback, knowledge and skills to help guide them on a positive career path (Sword, 2021). An effective mentoring relationship is one where both participants have learning opportunities from each other to encourage joint shared knowledge (CIPD, 2024). 
Mentoring is beneficial as it enables individuals to gain insights that align their career Path, and it provides clear, actionable steps for professional development (Haycock, 2025) 

In short, Sword (2021) explains ‘you might use a coach for support when an individual is facing specific challenges and needs to acquire a specific skills’ and ‘you might use a mentor as a form of person development, such as to help an individual realise their potential and accelerate their development’. 

In policing, mentoring is focused on personal and career development and the agenda is set by the mentee, with the mentor providing support (College of Policing, 2025). During a period of mentoring, the mentor will identify when advice is needed and will give guidance and support to best equip the person they are mentoring. 
The College of Policing have resources available including organisational guidelines and a mentor training package (College of Policing, 2025) to aid individuals should be they want to become a mentor. As well as this, The Police Superintendents’ Association created a Coaching and Mentoring Programme in collaboration with the College of Policing in 2018. This programme gives officers guidance and training to become a coach or mentor and have access to flexible informal support to aid their professional development (Police Superintendents’ Association, 2025). 

At the beginning of operational deployment every police constable works alongside a tutor, who acts as a coach. The role of a tutor is to enable work-based learning opportunities and use feedback and assessment skills to ensure police constables are performing to the highest standard they are capable of (College of Policing, 2025). There are 7 key accountabilities as highlighted by the College of Policing (2025) when it comes to tutor and students’ relationships. They need to establish trust between them and agree of mutual expectations of roles and responsibilities. Tutors should support constables during work-based scenarios and assess their progress against set criteria. Tutors should maintain professional knowledge of criteria, so they understand what is needed to meet the standards for assessment. They should prepare and plan learning opportunities to engage constables through their development processes. They should conduct regular review sessions to help constables reflect on their learning, which in turn, supports them to build evidence for their progress and competence. Finally, tutors should maintain records of the constable’s performance and development as evidence for assessments. It is also expected that tutors act within the ethics and values of the Police Service and the Competency and Values Framework (CVF) highlight the 6 main competencies are as follows; We are emotionally aware, we take ownership, we are collaborative, we deliver support and inspire, we analyse critically, and we are innovative and open minded (College of Policing, 2025).

I have experienced coaching and mentoring the entire time throughout my policing career, and I will now describe how I have benefited from this, how it has helped me to meet personal, professional and organisational goals and how it has aided me to learn and perform in the workplace. 

I joined the police via the Police Constable Degree Apprentice (PCDA) route, which is a three-year programme, delivered by a higher education provider and by the end of it you gain a degree in professional policing practice (College of Policing, 2024).

The first 6 months of my policing career was classroom based whereby I had to sit two exams and complete numerous work-based scenarios. During my time in the classroom I was coached by numerous different people who would come in and give lessons on specific topics in which they specialised in. For example, a Crime Scene Investigator conducted a lesson on how to correctly collect, seal and store specific pieces of evidence and a detective constable came in and explained the foundations to a detailed complex investigation. Having these guests come in and do specialised lessons was beneficial, and it gave me a deeper understanding on specific topics which I would not have had an understanding of beforehand. If they did not facilitate this, once I become operational as a police constable, it is more likely mistakes would have been made as I would not have had that prior knowledge. As well as this, each class had an individual who had worked in the police and acted as a trainer for non-specialised sessions. The trainer would teach the class about legislation and share their own stories from working in the job. This trainer was consistent and would not change throughout the 6-month period. Completing scenario-based assessments benefited me as it enabled me to learn how to handle high pressure situations in a safe environment and increased my confidence for when it would become real. 

I then began working as a response police officer where I worked alongside a tutor for 12 weeks. This tutor who acted as a coach and assisted me at every call I went to. I was not independent until I was signed off and my portfolio was reviewed. A review was completed on a weekly basis until the final review at the end of the three-month period. After every call was completed my coach, and I, would write the circumstances of the call and the positives/negatives of my actions and my decision making. I found this very beneficial as it gave me clear goals and milestones to aim for and it identified actions which I needed to improve on from being continually evaluated. My coach had over 30 years’ experience as a response officer, and she shared her knowledge with me to help develop my understanding of legislation and policies within the force. Having a tutor who did weekly reviews helped me reach my personal goal of confidence. Being a police officer, you have to make decisions everyday which could have long term impacts on an individual’s life. To begin with, I doubted every decision I was making and was very self-critical. However, the feedback I received helped my confidence grow as she focused on the positive points, and not just the learning points. This feedback also encouraged me to be more decisive and understand it is normal to make mistakes, but it is important to take feedback on board and learn from it. 

After my 12 weeks was over and I was signed off, I was allowed to become independent within my role. During this time, and throughout my 3-year probationary period, I have had to complete an ‘evidence matrix’ where I had to give examples and show body cam footage of incidents and investigations, I have dealt with to show competence with dealing with them independently. Throughout this period, I have had the same mentor who has reviewed and assessed my evidence, and I have meetings with her monthly to discuss my evidence. This has been beneficial to me as it sets goals for me to works towards and being independent seems less daunting knowing you still have someone there to support you and help you throughout this period. This mentor would provide me with feedback after reviewing the body cam footage of incidents and would set me goals for improvement, again, to ensure I was working to my highest capabilities. 

My Sargent has also acted as my mentor. I have had the same Sargent for 2 years and he has guided me throughout my career so far. Due to his supportive relationship, we have built trust, and I feel safe to make mistakes and learn from them to aid with my professional growth. This has in turn, enabled me to feel more confident when dealing with challenging scenarios as a response officer and has helped me make more informed decisions. As well as my Sargent, working alongside more experienced colleagues has also benefited me. They have shared their knowledge with me, and I have observed them at incidents, which has given me an understanding on how to more effectively handle high stress, complex situations and how to maintain confidence in decision making. After particularly high stress, or traumatic incidents, we will all sit down and review what went well and what could be improved on as a team. We share thoughts openly and without judgement and these experiences enable me to communicate more effectively and resolve conflict tactically. This inspires us all to learn and grow together which is imperative as a police officer. I feel comfortable asking them for help and know I have practical support, as well as emotional support. 

Overall, mentoring and coaching from my colleagues has enabled me to become a more confident, competent and professional police officer. I have learnt that receiving both positive and negative feedback is vital for career development and performance can only be enhanced by actioning this feedback.

To conclude, I have identified the difference between mentoring and coaching and the benefits of each. I have also identified and explained how coaching and mentoring have benefited me personally, and how it has helped me reach persona, organisational and professional goals. 
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