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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:


[bookmark: _Hlk144131730][bookmark: _Hlk143776506]In this essay I will be evaluating the role of the College of Policing In professionalising Policing in the UK by discussing recruitment changes and the positives and negatives surrounding this. I will then reflect upon how I am working to fulfil the role of a modern professional police officer whilst also discussing the changes in my role whilst progressing through my probation and now reaching my final year, I will reflect using Gibbs’ model of reflection (Mind Tools, 2016).

There's been a lot of discussion on recruitment of Police Officers compared to other professions, such as Nursing, Teaching, Medicine, and the Law who must complete university level education as standard (Watkinson et al.,2022) and the College of Policing (COP) introduced an evidence-based approach to training to include more academia to attract the same such individuals who would apply to the latter professions.

The College of Policing (2023) is a professional body and is independent from the Police. It acts as a mediator between all law enforcement agencies, aiding not only police officers and police staff but also researchers, academics, the public and so on. For example, the College has established requirements and guidance on how it provides training to its officers and staff as well as continuing their professional development through an educational programme called "College Learn".


Policing Vision 2025 (College of Policing,2023) recognised the change in crimes and therefore the change needed in skill set. To do so, the service needed to be able to compete for top talent to develop a more equipped force. The recruitment practices of the various forces were all different and it was necessary to lay down a common set of standards to increase the service's appeal. The expectations for officers were not simply to deal with crime, which meant that new recruits required the knowledge, support, and expertise necessary to give them a good voice in their communities.

Recognition of this has led to the formation of a Police Consortium between higher education institutions and police authorities in England and Wales. In the context of the modern policing role, the Police Consortium has been working towards the convergence of learning with skills, knowledge and behaviour that are compatible (Honess and Scott,2023).

The Policing Education Qualifications Framework (PEQF) was introduced. The PEQF (College of Policing,2020) was introduced starting with the initial entry routes to aid with meeting the expectations set within the Policing Vision 2025. The PEQF introduced three entry routes, all set to degree entry whether already attained or working towards. Police Constable Degree Apprenticeship (PCDA) is a three-year programme taught jointly between the force and a degree awarding establishment. The individual is required to be in possession of 2 A levels or equivalent and level 2 in English and Maths before the programme or obtain during (The National Archive,2023). There is no cost to the individual for study and is funded through an apprenticeship scheme. The individual is expected to complete his or her studies utilising protected learning time whilst also in the role of Student constable once initial training complete (usually 6 months). The individual would be expected to achieve a degree in Professional Policing Practice to complete probationary period.

The second entry was for individuals already in possession of a level 6-degree, Degree Holder Entry Programme (DHEP). The DHEP is a 2-year programme fully funded by the force of which the individual is joining and as above is studied utilising protected learning and own time alongside the role of student constable. The student would be working to achieve a Diploma in Profession Policing Practice to complete Probation. 

The third option is a Degree in Professional policing studied at university. This programme is a three-year degree. The qualification is fully funded by student and delivered by the university only, with no force input, this is knowledge only programme with no operational practice although students would be encouraged to become special constables with desired force. Recruitment for this student would be a separate activity. There are various other courses available through the programme for those who do not wish to become constables such as PCSO Learning Programme and the Special Constable Programme based on the first year of the PCDA. There appears to be many benefits for a recruit to apply via the PCDA route in comparison to the latter which is entirely funded by the student and lacks the operational experience that a PCDA student would gain during their three-year probation.

The College of Policing introduction of the degree routes to professionalise policing is still new in its existence and proves both positive and negative. Ferguson (2019) elaborates on numerous benefits of such work-based learnings. According to him, such training increases the confidence, motivation, and competence of individuals in their work, leading to the recognition of the police as a profession, although gaining such benefits would heavily rely on the success of collaboration between both employer and higher education establishment as stated by Lester et al. (2016).
College of Policing(2022) conducted a survey in 2022 of 4000 student officers and further confirmed the above sentiment with 75 % of the officers surveyed claiming that they felt more prepared in their job role in comparison to 66 % from those who were trained previously, further to this 82% of the officers surveyed felt they were provided with the skills for the job in comparison to 66% surveyed who had been given previous training.  

These results can be argued to have been distorted, based on reports submitted by the Police Federation (2019), which indicated that police officers suffered from consequences of the scheme even when the three-year difference between the reports are considered. It has been argued that officers struggle to study a fulltime degree, in addition to their full-time job and initial training, which consequently leads to adverse effects on working life balance, implying that officers are unable to give their full potential to either or. A recruitment cohort of 1,900 new student officers were reported as of March,2021 (Gov UK,2021, cited in, Pepper et al,2021) but,
The Guardian (2022) made claim that as of Dec 2022, after submitting a freedom of information request (NI direct,2023) there was estimated to have been 1837 new recruits across England and Wales already resigned and of the recruits, several had mentioned the pressure of completing university work alongside the job, a whole cohort of officers lost within 18 months between the two reports.

West Midlands Police (2020) reported during a freedom of information request (NI direct,2023) that it estimates that the cost of a full-time officer including training, recruitment etc. Costs £74,886 pounds currently and officers have been leaving the job role after 18 months as mentioned above compared to officers recruited under the traditional routes who were considered as in a ‘job for life’ (Tyson and Charman,2022). This information raises questions as to whether new pathways for professionalising policing are beneficial, given the already challenging task of retaining police officers feeling low morale and fighting for fair pay.    

Let me talk about something that I have played a vital role in, reflecting on my last year of probation and what has changed during the past three years while explaining how I'm working to be a professional police officer, using the Gibbs reflective model, and going through the six stages (Mind tools,2016).I will cover stage one of the reflection with a description of the incident.

The incident I am going to describe is what is more commonly known within Police forces as an abandoned 999 call, this occurs when someone has dialled 999 from their telephone set and not engaged with the call handler. On attendance at the address, I was met at the front door by a female who appeared to have been crying. On entrance to the address, I noted family pictures on the wall with young children and asked where they were at this time, I was told at grandparents, I asked who lived at the address and was informed that she lived with her husband and three children. I asked the female who had phoned police and she admitted that it was herself and that the call was never meant to go through, I questioned why and she explained that her husband had been out drinking heavily that afternoon and she did not want him around the children whilst this heavily intoxicated, they are due back this evening, this then became a verbal argument where she has asked him to leave and he has refused. The female explained that she threatened her husband that she would phone police and had her mobile phone in her hand and showed him the online while dialling, with this he has left but the female did not realise that she had dialled and that the call handle had heard her and her husband arguing, there was no physical assault and no complaint forthcoming. Whilst at the address the female’s husband has returned to the property. It was clear that the male was intoxicated, and we spoke to him independently away from his wife, the male did not cooperate with leaving and this has led to my colleague and I arresting the male to prevent a Breach of the Peace (The National Archives,2011).

On arrival at the scene, I started my risks assessments as part of the National decision-making model, (NDM). The model is a tool available to aid in decision making, rationale completion and reflection of an incident, I utilise this tool to ensure adherence to the Code of Ethics and principles of Policing (College of Policing,2023), it also evidences my development as a professional police officer through implementation of the above.

There were no prior checks available at this time and it was vital at the incident to use active listening skills and thorough observations as part of intelligence gathering. I explained the reason for my attendance and requested that my colleague and I enter the property. This was for multiple reasons, firstly to give the female some dignity and not discuss her private business on the front door of her home and secondly to ensure that all those insides were safe and unharmed.

I needed the female to recognise my professionalism and have confidence in my decision making. I was able to discuss support networks available to her and provided details for her confidently and answering any questions that she had, I completed all relevant paperwork, ensured safeguarding in place, and gave reassurance. I completed a DASH risk assessment (Safelives,2014) as part of my attendance despite no complaint’s forthcoming explaining its benefits especially if she was to phone police again in escalation or repeat incidents. The female’s husband was eventually arrested outside of the address of which I felt was a proportionate response and in the best interests of all those involved. I adhered to force policy using ‘Positive action’ and encourage the male to leave on his own accord exploring with him alternative options, the male was intoxicated and despite my negotiations and attempts at building rapport the male was arrested to prevent a breach of the peace which I felt was the most suitable power available to me whilst also adhering to force policy and completing the positive action. 

Within the evaluation element of my reflection, I feel I was proportionate in my response to the incident and was respectful to all parties involved, I adhered to all policies and rose to the expectations of the force, I considered the impact on the female and her family and the community in which she lives with the expectations upon my colleague and I. I was able to respond to the situation confidently and presenting more knowledge and experience compared to the start of my probation. I have not identified specific improvements but continue to learn and hopefully improve continually as I progress through my career to become a modern professional Police officer.

Mind tool (2023) states that ‘Professionalism is not the job you do; it’s how you do the job’. College of Policing have introduced new routes into the Police force to include more academia-based training and as previously discussed there has been negative and positives to these introductions which is still new in its existence with ‘Teething problems’ which can be potentially improved. In conclusion it is too early to indicate whether the new recruitment routes will improve the professionalisation of the Police force or even if needed improving in the first place.

Police federation (2023) states ‘I have always said that we do a job like no other. It’s not about pitting policing against other blue light emergency services - we all perform lifesaving roles, but it’s the remit of what we do that singles us out as police officers and servants of the crown’.


Word count: 2120 words 


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:

In this paper I shall examine my experience of using social media to inform and engage the community as well as promote police initiatives that have been developed in my current line of work as a response officer. I will then discuss force policy on using social media for professional and engagement purposes and the platforms that are used to do this along with the risks associated. 

As well as the above I will then reflect on an incident whereas I have used social media as part of my investigation and evaluate my experience whilst using the Gibbs model of reflection (Mind tools,2016).

Social media's increasing presence in our community’s day by day shows rapid growth as the primary means of communication with increased platforms emerging like Facebook, Instagram and Tik Tok. The way in which we communicate has been revolutionized through social networking sites, where anyone with access to the Internet is able to express his or her views directly via these platforms.

Over the past years, there has been a marked trend in police use of social media to communicate with the public. The revival of community police in the United Kingdom and other parts of the world is best seen as a reflection of this trend. Community policing aims to make interaction with police officers and public easier. The aim of Community Police is to encourage the public to take individual and collective responsibility for crime control at local level and to integrate police and community priorities to promote legitimacy and control crime. The use of social media has been adopted by community policing across the UK and it is believed that most official twitter accounts are in fact being run for the purpose of community policing. (Bullock 2018)

It is therefore to be expected that the Community Police Teams will use social networks for reaching out to the communities, engaging them in discussions as well as dealing with their concerns (Ericson and Haggerty, 1997), The possibility of using social media to provide an effective technological response to one remaining policing challenge, namely increasing communication between police and the communities in which they serve, has been envisaged.

For all the optimism that social media will accelerate dialogue and debate between the public and officers, large-scale analyses of social media content have started to demonstrate that police communication on social media is one-way. According to research, rather than facilitating interaction and debate and collaborative problem solving, Police use social media to make requests for help, circulate information related to police incidents, provide advice on preventing offences, high risk disappearances, assist in identifying suspects, witnesses coming forward, request surveillance video, dash cam footage, ring doorbell footage etc.(O,Connor,2017).

It is clear from the research which has already been completed that participation by police services in social media brings with it risks, given their intention of making an image accessible to the public through a social media account. As a result, there are risks to the use of one form of communication which is less administrative than law enforcement services and has an ongoing change in nature as well as at times unpredictable (Bullock, 2018).
Police social media accounts are not monitored 24/7 and this poses many risks such as abusive, defamatory, hateful, and threatening comments. Another risk posed is that when asking for public input into an investigation, such as the whereabouts of a missing person or the identification of suspects, with the lack of monitoring this information can be missed to the detriment of the investigations especially when time is of immense importance. 

I will begin to describe an incident of which I have used social media as part of an investigation into high risk missing person, using the Gibbs reflective model and going through the six stages (Mind tools, 2016). I will cover the stage one of the reflection with a description of the incident. 

I was informed of a young teenage girl who had not returned home from school who suffered many neuros diverse issues and was type one diabetic. 






























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:

In this essay I will be evaluating leadership styles whilst also evidencing leadership strategies that I have developed over the course of my probation within the force. I will then reflect upon an incident using Gibbs model of reflection (Mind tools,2016) where I have applied leadership strategies and been flexible within the circumstances.

Policing is forever evolving and with changes are increasing pressures, there has been significant multi agency collaborations with which Police leaders have had to show adaptability around their leadership style both operationally and strategically, motivating others, supporting wellbeing, managing, and encouraging change, managing performance, and mentoring and providing support when needed (College of Policing,2020).

There is a variety of leadership styles out there that can be utilised such as Transformational and Transactional leadership. Transformational and Transactional leadership are completely opposite in their presentation but just as effective used in the correct circumstances. 

Cherry(2023) describes transformational as motivational, inspiring and enthusiastic in its delivery, this style aims for long term success and creates intrinsic rewards for those part of the team whereas Transactional leads by reward and punishment, focusing on the compliance of the team to a achieve short term goals resulting in Extrinsic rewards such as pay rises and promotions compared to the latter which would seek a boost of pride and esteem (Ahmed and Simha,2022).

Hall, Johnson et al. (2002) identifies four factors of transformational leadership as presented in the table below:

[image: A white paper with black text

Description automatically generated]
Idealised influence focuses on the role model qualities of the leader, whereas the team admires, respects, and trusts the leader, this is imperative to avoid conflicts and negativity, Inspirational motivation is about making an idea attractive with optimism and enthusiasm whilst recognising, identifying, and communicating the positives to their team. Intellectual Stimulation is the act of the leader encouraging their staff to be creative with their approach and make considerations for an alternative solution within a safe environment with no negativity towards ideas forthcoming. Individualized consideration is recognising individual skills that a person brings to the team and utilising them and encouraging expansion in skill set, encouraging developing and learning new skills also (Hay,2006).

Transactional leadership is more defined in its delivery in that it simply requires objectives and goals to be identified by the leader and that followers will be compensated as such when they have been met (Tavanti,2008). Jung (2001) mentions a study conducted around the effects of types of leadership on creativity, using the two leadership styles Transactional and Transformational. The study supported the idea that Transformational leadership received better results than transactional.  

Although Transformational can be seen as the better of the two leadership styles this can still be circumstantial, transactional is more beneficial when participants are needing more guidance or a short-term goal is required, transformational is when more creativity and participation is required and can be more beneficial for long term prospects (Cherry,2023).Campbell and Kodz (2011) suggest that there is evidence to imply that a combination of the two in a mixed style leadership, transformational and Transactional, are more effective in police relationship in being able to switch between the two sets of behaviours when making considerations for who you are leading and under what circumstances. Bass (1985) claims that Transactional can be an extension of the transformational leadership style and that the main objective of both is still to meet a goal just differs on the approach that the leader takes whether direct or indirect and inspiring.

As previously discussed, Transformation behaviours are believed to have positive impacts with instilling the feelings of making a difference through motivation and inspiration, so much so that this encourages the want to put in the extra effort and willingness to comply with instruction, this style leadership can both suit newly recruited and experienced officers. Experienced officers can be lead in these contexts through the appreciation of being heard and their ideas and experience being used increasing motivation in a forever changing workforce, whereas newly recruited may not have the experience to draw upon and therefore will need transactional behaviours and have the ideas provided for them.

Two further styles of leadership are that of ‘Active’ and ‘Passive’ leadership. Active leadership describes a proactive leader who is a quick decision maker, taking charge and initiating change whereas a Passive leader is more cautious in their approach and reactive to circumstances as they occur (Hidayat,2022), There are both negatives and positives present within these styles of leadership although Active being more apparent as the most successful style of leadership (Dóci, Stouten and Hofmans,2015).

Active leadership presents more assertive and authoritative in style but can cause resistance from others if the focus is more towards the leaders’ goals and the decisions made are not agreeable, whereas Passive leadership may appear indecisive and weak and effectively fail in its task of leadership. A form of Passive leadership is Laissez-faire and has been found to be the least effective of styles and most common cause for leader effectiveness and job satisfaction (Judge & Piccolo, 2004).

So far, all leadership theories have been based more upon the style that a leader adopts to lead their team, Situational leadership theory focuses more upon the task or goal objective and inherently suggests that the style of leadership is then adopted to best suit circumstance and not the leader therefore suggesting that a leader needs to be able to adopt multiple styles of leadership (Hersey,1984).Within this theory Hersey suggests four leadership styles, Telling, selling, participating and delegating (Cherry,2023).

Telling style is simply telling the team what and how to do the task, Selling is discussing ideas of how to complete a task and selling the idea to the team and gain approval, Participating is taking more relaxed role and overseeing members of the team take a more active role  in decision making with less input and delegating is a further step back than participating in that it allows the team to make decisions and majority of responsibility. The leadership styles are then further explained by comparing them with the maturity levels of the team, experience levels and knowledge, and then considering what works well with each type, this again is grouped into four level, Maturity level 1 to 4. Maturity level 1 is based on lack of knowledge and skills as well as willingness to complete the task, Maturity level 2 shows willingness but lacks the ability, Maturity level 3 have the ability but does not want to take responsibility and last maturity level 4 when team is willing and able. When recognising both leadership styles within the theory and the maturity levels of the team the leader can shift back and forth through the levels throughout the task to achieve the goal, for example, Maturity level 1 lacks the skill and knowledge too complete the task therefore will require guidance through ‘Telling’, Maturity level 4 has the knowledge and experience and therefore best suits ‘Delegation’(Cherry,2023)

In conclusion it seems apparent that leadership styles are more beneficial when used in conjunction with another rather than sticking to one style, Situational Theory appears to understand the importance of recognising the knowledge, experience and willingness of the team and the style in which suits to get the best results.

I am now going to describe an incident whereas I have taken a leadership role and adapted to the situation, I consider myself to be influenced by the situational theory at this incident, whilst through dynamic risk assessment (College of Policing,2016) I have switched between leadership styles. I have been in station for over two years and as changes have been made to the team over time, I have seen increasing incidents where I have been the most experienced officer to respond to calls, I would like to reflect on one incident using Gibbs model of reflection (Mind Tools,2016) and my description will complete stage one.

I was on mobile patrol when I heard a call come over my personal radio to an address known to myself as I had been there a week prior, the initial report was that of an abandoned 999 call where the call handler could only hear two females in the background shouting at each other. My initial risk assessment was that the females were well known to police, I was aware that one of the female occupants had a teenage son who was possibly inside the address, I was aware of markers for Assaulting officers and that given the time of the night and that it was the weekend the females were potentially intoxicated an impact factor for escalation (Horsefield,2021).

Two of my colleagues who are still young in service was in the area and therefore attached themselves to the call. I was aware that the officers would not have had prior experience with the two females at the call and therefore slowly followed on up to the address. On attendance at the address my colleagues were arriving at the same time so therefore I stood back and allowed them to respond, staying close by in the case of an escalation which I was aware as possible with the subjects of the call, when considering the Situational leadership theory I considered my role at this stage to be ‘Delegation’ and the maturity level of my colleagues to level 4, although my colleagues are young in service I believed them to have ability to handle the call (Cherry, 2023).

My colleague spoke to the female occupant who answered the door who appeared to be intoxicated and was evasive in her answers when questioned by my colleague, I noted that my Colleague was failing to build rapport with the female which I felt was important at this point when taking first account (College of Policing,2020) to be able to identify if any harm had come to the female or a persons inside the address, at this point there was no identified victim. My colleague identified a second female within the house who had not presented herself at the front door and therefore she stated to the female who refused her entry, that she was entering the address using Section 17 of the Police and Criminal Evidence Act (PACE). 

The forced entry of my colleague into the address angered the female and therefore I felt it applicable to intervene, especially considering my colleagues incorrect usage of the Section 17 Power of entry. I now recognised that my colleagues who were main response to the call were Maturity level 1 now lacking the skills to complete the task and I was now entering Delegation. I requested that the females separated and spoken to independently, I spoke to the female from the front door in the living room of the property. I introduced myself to her and she had recognised me from previous incidents, I explained why we were in attendance and the importance that we check  the welfare of all those in the address, I asked the female where her son was and he was presented to me on the stairs where I was able to check his welfare before he returned to his bedroom, I noted no visible injuries to parties and was informed that the two females had been drinking  and that a verbal argument over ex partners had occurred. My colleagues then returned from the other where the second female had confirmed the same. At this point of the incident, I believed that my colleagues and I transitioned In style, my colleagues had all the information available to them to make a decision but was now at maturity level where I believe that they were in between level two and three, either now understanding but unwilling to take responsibility or willing but lacking the ability to make the decision. I decided to use part selling and telling leadership style. I recognised that on this occasion there were no crimes committed and confirmed this with all colleagues present but given that a domestic incident had been disclosed, where as an argument has taken place, I suggested that positive action be taken and that the second female be removed from the address to prevent an escalation or Breach of the Peace.

As part of my analysis and evaluation of the reflection I believe that the decisions that I made were correct but if the call had not been an abandoned 999 call that needed immediate response I would have given more information prior to my colleagues engaging with the female and given tips and warnings about her response to police I feel that therefore I would have not needed to change style and the rapport building would have been more successful and my colleagues could have dealt with the situation with no input from myself.

In conclusion after evaluating multiple leadership styles it is more beneficial in Policing to adapt the style to the circumstance and recognise when to change styles considering capabilities of those around you.

Word count : 2148












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:

In this essay I will be reflecting upon my three-year probation as a student Police Constable in South Wales Police. I will be discussing the benefits of mentoring and coaching, the benefits that I have received through Coaching and mentoring and how it has helped me to meet professional and organisational goals, I will be reflecting using Borton’s reflective model (Copley, 2011)
‘
Charman (2017) identified that newly recruited officers were influenced by their more experienced tutors and colleagues on shift. Charman interviewed recruits and questioned how the recruits believe that they learned and there was a pattern identified and there was six ways of learning recognised. Learning from doing when it was elaborated that there was no better way of learning practical’s than doing the practicalities. The second way was by learning through watching, where it was explained that recruits felt better seeing the tutor complete something first in order to remember and copy the actions. Thirdly learning from mistakes which held the belief that you could learn more from a mistake or someone making a mistake than getting everything right. learning from common sense and relying on instinct, learning from experience such as repetitive and continual type of learning and finally from adaption whereas a recruit learns how to put the theory into practice.

In any analysis of police training, it is important to appreciate how identities develop, how police officers learn, and how important it is to appreciate the social and the group, in conjunction with the individual, although it is not suggested that the theory type of training is beneficial, but that the emphasis should be placed on how recruits learn best.

The square of Police learning (Charman, 2017) incorporates both style and direction of such learning practices.
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All of these learning styles implemented from ‘working on the job’ through coaching and mentoring. Coaching is a tool used to develop skills and knowledge of an individual to enable an individual to improve on performance in work and achieve goals and objectives of the organisation in which he or she works (CIPD,2023). 

There are numerous benefits of coaching, Coaching facilitates the development of skills, self-awareness, and application of taught legislation such as statement taking, and recognition of offences adapted to different situations. The coaching sessions allow a more experienced officer to supervise and recognise development areas to enhance and develop exemplary working practices. Unlike mentoring, coaching is flexible and dynamic, allowing learners to adapt to their own learning style and receive feedback and then action accordingly. Self-awareness promotes a recognition of strengths and weaknesses, recognising personal learning styles for the long run makes it easier to be confident while conducting independent work.

Mentoring is the follow on from Coaching it is longer term and more focused around personal development and career unlike Coaching where there is more focus on learning the job for the benefit of the organisation. The idea of mentoring at work is to provide more experienced personnel with the opportunity to share their knowledge and experience to a newly appointed officer to enable them to adapt the advice in situations with which they may deal.

The Grow model (Mind tools, 2023) is a useful tool available to mentors to guide a student officer enabling them to identify their next stages. The model consists of four components, Goal, reality, options and wrap up. Within the Goal element ‘SMART’ objectives are agreed, each objective being specific, measurable, attainable, realistic and within times scales (CMI,2020).

‘Reality ‘component is where it is identified where the student is at through self-assessment and feedback, the third component is ‘Options’ where the student can consider any suggestions made by their mentor and consider their choices. ‘Wrap up’ the final component considers the actions to be taken and what support will be required. 

Coaching and mentoring roles within forces across England and Wales are primarily fulfilled by Tutor constables (College of Policing,2023). Although there have been many benefits identified for tutor constables who provide coaching to student officers there has also been many negatives too. 

Tutor constables initially work with Student officers for their initial 12 weeks at station after leaving training but there appears to be the natural progression that these Tutors also then fulfil the Mentoring period, with the ever-growing numbers of new recruits and back-to-back students with no break for tutor constables , on top of the expectation for mentoring this can lead to fatigue. The lack of formal selection for this role also leaves the questions as to whether the Tutor constable is suitable as the identification of insufficient training for tutor constables has also been widely scrutinised (Thompson, 2021).Police federation (2021) also stated that there were concerns that young in service constables were taking the role of Tutors, barely out of tutorship themselves and leads to the question whether this was appropriate, the concern raised was the impact that this would have full circle when serving the public. 

Using Borton’s reflective model (Copley, 2011) I will reflect on my probationary period using three steps, what? So what? And now what? And the benefits that I received from Coaching and Mentoring throughout. The first step is what took place. I attended at Bridgend Headquarters for my initial six months where I was taught legislation through theory and role play. I was excited to learn my new job role but nervous about how I would implement the theoretical learning when out in station in dynamic situations.

After completion of this I was placed into Merthyr Tydfil Bridewell to commence 12 weeks of Tutorship, whereby the end of the 12 weeks I was expected to achieve independent patrol status. I felt nervous about this pressure and uncomfortable with the thought of not meeting the expectations, I felt that I would be heavily relying upon my tutor.

The tutor I was working with has an exceptionally good record, having spent 16 years as a police officer in the Metropolitan Police and 18 months in Merthyr Tydfil. It pleased me to have the opportunity, because I knew that many of those who came from training were not going to have the advantage of this wealth of experience, especially since the role of Tutor was not subject to minimum service. 





Once Independent patrol had been achieved, I did not have an official Mentor but continued to work on the same team and my tutor was available for further advise, I also began to engage with my Sergeant more. I began to take control of my personal workload and took over the responsibility of the completion of my Occupational competence portfolio (OCP).

As part of my probationary period, I have completed attachments with Criminal Investigations Department (CID) and The Hub department which investigates serious crime but primarily offences where Domestic violence is an aggravating factor. During that time, I have also done overtime for the Youth Offender Team and am actively patrolling via identified ASB hot spots.

[bookmark: _Hlk145961623]Second stage of the reflection is What did I do? Throughout my Tutorship I was able to develop on the theory that I had been taught at initial training at Bridgend HQ. I was able to identify offences after discussion and make effective arrests or find solutions to the calls that I had attended with support from my Tutor. This is something that during initial training caused me concerns as I had concerns whether I would be able to identify quick enough. After each call that my tutor and I attended I ensured that I asked questions to make sure that I was fully understanding of what had just happened, with this I would then do the administration of the incident, once again having this checked by Tutor for further clarification. As time went on, I was able to lead incidents and although support was there it was less instruction and more guided and only if needed.

I was able to complete my tutorship which then enabled me to achieve independent patrol status, although I did not have an official mentor, I was able to seek advise through colleagues and my sergeant, I also built rapport with other investigation departments through my attachments.

Lastly the third stage of my reflection is ‘Now what?’ Although still young in service having not yet reached three years, I am now one of the longest serving officers in my team. I would like to continue my learning and aim to become as competent as possible in my job role as a response officer before I consider moving into another department. I would like to revisit my attachments and improve my Golden hours strategies at scene to enable a better investigation, I feel that a better understanding of the ongoing investigation after an initial response will develop my confidence as an officer. I will continue to elaborate on my learning by requesting attendance on courses and building contacts within the force as point of contacts when needed.

I have benefitted vastly from coaching and mentoring throughout my probation period, I have been lucky to have been inducted into a team with a great amount of experience of knowledge and willingness to help. Tutorship allowed for a point of contact for advice and guidance allowing me to achieve independent patrol status. Although I did not officially have a mentor following from my Tutorship at some point all of my colleagues from within the team Mentored me and provided help and guidance, for example, provided me templates and guidance on how to complete a Coroners file, something of which was not covered in either training or tutorship. I receive feedback continually and still do which I carry as part of my constant learning to achieve the highest competence that I can n my job role. 
I now find myself starting to help newer colleagues in the above way in the acknowledgement that if I did not receive the coaching and mentoring from my tutor and team, I would not have developed into the officer that I am today. 
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VERTICAL LEARNING

Classroom-based learning
focusing upon the acquisition
of skills and knowledge,
passed on from ‘expert’ to
‘novice’. This is exemplified by
police trainers at force training
schools and by the new pre-
join qualifications.

Non-prescriptive direction and
advice during early
placements within police
stations, most notably from
Sergeant in charge of the
shift.

HORIZONTAL LEARNING

‘On the job’ learning through a
process of tutoring or
‘shadowing’. Part of the process
involves completion of the
prescribed tasks on the Police
Action Checklist.

Non-prescriptive direction and
advice during early
placements within police
stations. This comes from
other constables who are
colleagues of the same rank
as the new recruits although
with more experience.





