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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.  


	
[bookmark: _Hlk172674352]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:

With the goal to establish professional policing in the United Kingdom, I will critically assess the College of Police's aim in this piece of writing. Additionally, I am going to address how I intend to assume the role of a "Modern Day Police Officer" as well as how my probationary period has enabled me to watch the changing face of the police officer role. I'm going to analyse critically how my perspective on life and operations has changed as a result of my employment as a police officer that has developed and trained under the College of Policing.

The College of Policing is the professional body for English and Welsh police officers. It was created in 2012 to take over a variety of training and development functions previously held by the National Policing Improvement Agency (Home Office, 2013). Since 2012, The College of Policing has taken over many aspects of how police forces operate in the UK, including the admission standards for policing in the UK. The College of Policing's principal duty is to create the standards within policing, including the codes of practice and regulations, therefore guaranteeing a uniform approach across all 43 police forces in the UK. The College of Policing introduced a new entry model called the PEQF, which stands for ‘Police Education Qualifications Framework’, this was brought in, in 2020 to offer a variety of possibilities to applicants while allowing forces to meet workforce planning criteria. Each route is based on the national policing curriculum and is designed to prepare students to think critically in a tough and complicated environment (College of Policing, 2020a). In order to implement the PEQF framework and support the development of evidence-based policy and practice in police, the College of police collaborates with "Higher Education Institutions" (Rogers and Smith, 2018).

In order to create a more proficient police force, the College of Policing, the United Kingdom's national governing body for police forces, created the Policing Education Qualifications Framework (PEQF), which establishes the educational requirements for policing officers and staff across its jurisdiction (College of Policing, 2020b). By establishing a uniform learning foundation for all UK forces and providing a range of entry pathways for becoming a police officer, the PEQF scheme is designed to professionalise the police service. There are 4 different pathways, for aspiring candidates to choose from when it comes to completing the PEQF programme. The first route that is available is the Police Constable Degree Apprenticeship (PCDA), this route is for those that do not currently have a degree, but this pathway will earn the candidate a degree in ‘Professional Policing’ by the end of the apprenticeship. The second route is the Degree Holder Entry Programme, this route is for candidates that already have a degree in an unrelated subject, this route is shorter than the PCDA and by the end of the programme the candidate will have achieved a qualification in ‘Professional Policing’. The third route is called the Direct Entry Programme, this route is for those officers who already have the degree in ‘Professional Policing’. The fourth route, is new as of writing this piece, is called the Police Constable Entry Programme (PCEP), this programme is, in essence the PCDA revised. As candidates now no longer have to earn a degree to become a police officer, instead they need to ensure they are compliant with the educational framework and as such the candidates will now earn a level 5 qualification with the option of a final year for them to earn a degree (College of Policing, 2020a). These routes will also work in conjunction with the individual police forces internal probationary period criteria, such as an evidence matrix to ensure that the candidate is demonstrating their practical competency in the job.

One of main reasons that the PEQF programme was bought into effect was to align with the Policing Vision 2025. One of the aims of the Policing Vision is to “attract and retain a workforce of confident professionals able to operate with a high degree of autonomy and accountability and will better reflect its communities” (NPCC, 2016). This is accomplished by the College of Policing's PEQF scheme, which encourages additional training and development through academic recognition and establishes clear and succinct prerequisites for eligibility into policing throughout the United Kingdom. The PEQF backs Policing Vision 2025's goal of making police work a graduate-level employment. Research indicates that officers who pursue graduate degrees are likely to grow more adept at solving complex issues and evolve into more robust analytical individuals, both of which will be evident advantages in the job (Watkinson-Miley et al, 2022).

The strategic role of the College of Policing in ensuring that policing become professionalised is beneficial in a number of ways. The PEQF programme is solely funded by the force in which is offering the educational programmes, the result of this is a ‘free degree’ or a qualification that leaves the candidate with no tuition debt. Thus, it can be claimed that the PEQF educational scheme's commencement, which offers entirely funded degrees and diplomas encourages the growth of police services and makes it a desirable offer to prospective recruits in addition to bringing the policing profession into line with comparable professional careers. (Pepper et al, 2020).

On the other hand, a number of scholars have pointed out how the PEQF scheme has certain drawbacks. According to research by Watkinson and Miley et al. (2022) among student officers at a particular police force, everyone who participated thought the PCDA curriculum was not cohesive and that there appeared to be a bad connection between policing and academia. Other officers believed that academic learning was not going to help them in terms of practical policing, while student police officers who had come back following their tutorship period seemed to put a greater focus on practical policing while disregarding academic education. This is something that I can personally vouch for, during training there seems to be a great emphasis on university style training however, when on division and being an operational officer there is more emphasis on practical performance and being ‘able to do the job’ rather than perform for the theory side of things. It is also worth noting that the ‘Policing Vision 2025’ expects that the police force will be diverse and have a workforce mirroring the population. Yet, there continue to be challenges with recruiting workers from BAME communities, particularly those with black ethnicities. As an example, while Black people comprise 15.6% of London's populace, they make merely up 3.3% of the members of the Met Police Force. The PEQF programme was seen as a beneficial opportunity for black Londoners and they in turn made up 17% of the recruits for the Met Police.

The policing vision 2025 is a ten-year policing plan that has been set out by the NPCC, the NPCC states that the vision “will shape decisions around transformation and how we use our resources to help to keep people safe and provide an effective, accessible and value for money service that can be trusted” (NPCC, 2016). As an officer who has joined and studied under the PEQF programme, I feel that I have fulfilled part of the policing vision aims due to the standard or education I have received under the PEQF programme, it has allowed me to become a modern and professional police officer who is aware of the communities that I am serving and the need for diversity and inclusion. The PEQF programme has set the foundation blocks for me as a police officer, and it will definitely support me in the many years to come. However, I do also predict a lot of changes in a short space of time, therefore there is a clear need for continuous professional development (CPD). CPD as highlighted by The College of Policing (2020c) is the process of developing their current knowledge base and obtaining new skills and competence in collaboration with their organisation. The College of Policing provides a CPD platform called ‘College Learn’, this is for police officers and staff only and this platform contains learning packages, so that the learner can have a refresher on that particular aspect, but also allow the learner to be made aware of new changes to the policy or law. Personally, this is a benefit for me as it means I can be kept up to date with all the changes and be able to refresh my memory, but it also allows for a more consistent approach as the same packages are the same for every single force and police officer in the UK. The modern standard and consistent approach to this is also a key area for development according to the Policing Vision 2025 (NPCC, 2016)

My role as a police officer has changed somewhat since joining as a police officer in 2022 on the PEQF programme. As society changes so does its policing requirements and the needs from the communities we serve. As such, there is a document called the Strategic Policing Requirement and this documents the home secretaries’ priorities and plans how these are to be tackled, there is a key focus on Violence Against Women and Girls (VAWG) and also Rape And Serious Sexual Offences (RASSO), some of the priorities remain the same, such as terrorism and tacking serious and organised crime which have been part of the SPR for some time now (Strategic Policing Requirement, 2023). On the same hand, this highlights the need for good quality CPD, as society and policing are constantly changing there is always the need for law enforcement to be up to date with the ever-changing laws and policies. As well as policing within the parameters of the SPR, I also need to continue with the other aspects of policing which the SPR does not cover, such as community policing and providing support to the vulnerable members of our communities. This just goes to highlight how complex and demanding the job of a police officer can be, it also highlights how adaptable you have to be in modern day policing.

To conclude, the college of policing is working hard and making some great movements in professionalising the police force within the UK. It is working hard to provide the citizens of the UK with a more professional and analytical police force using HEI’s to do so. Questions have been raised about the entry routes into policing, especially degree routes and its poor links with operational learning. However, the college of policing is trying hard to meet standards and aims of ‘The Policing Vision 2025’ and also the ‘Strategic Police Requirement’. From a person perspective, the college of policing has provided me with the foundations to become a better police officer, it has supported my progress throughout my probationary period and has made me a professional and efficient modern day police officer.

Word Count - 1809
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


  
	
[bookmark: _Hlk172674413]Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

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


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




ANSWER:


‘Social Media’ as defined by Britannica (2023) is “a form of mass media communications on the Internet (such as on websites for social networking and microblogging) through which users share information, ideas, personal messages, and other content (such as videos).”. Gwent Police heavily use social media, making use of a myriad of social media sites (Facebook, Twitter, Linkedin, etc) to communicate with its diversity of followers. There is a dedicated "Social Media Desk" at Gwent Police that is open around-the-clock to keep an eye on social media for anyone who prefer to use these platforms to report crimes and to issue public alerts. Gwent Police also make use of other types of social media such as Instagram and TikTok, these platforms are used to showcase the personal side of policing, whereby officers introduce themselves and describe their role, they also show a ‘behind the scenes’ perspective, all of this to try and assist with community relations withing the variety of communities in Gwent and to try and break down the barriers that the police face. Akhgar, Bayerl, and Leventakis (2019) state “The advent of social media heralded a more optimistic climate in which the diffusion of Web 2.0 platforms and user – generated content was seen as giving rise to greater openness and transparency by the police and stimulating more widespread and mutually beneficial dialogue”. In this essay, I'll discuss my experiences using social media to engage the community, inform people, and support police activities. Gwent Police's social media policy will be examined, and I'll also take into account the advantages and disadvantages of social media use.

An incident of which that I was involved with, and social media was used to effectively identify an offender was an assault of a teenager in a nightclub. The teenager was out with their friends for their 18th birthday when they were assaulted inside a nightclub which had resulted in the victim suffering from a broken nose. I obtained a CCTV still image of the offender and attempted to utilise internal methods to try and identify the offender however this was unsuccessful, a decision was then made by myself to circulate the image of the offender on social media, this was to enable myself to be able to identify an offender and bring them to justice. The appeal was successful as it resulted in the offender contacting Gwent Police to identify themselves as the subject in the CCTV, and it resulted in the offender being identified, interviewed, and charged for the offence that they were responsible for. This would have only been possible with the help of social media as other methods to identify the offender had failed.

Because social media appeals have a wide audience that includes both the suspect and the larger community, it was thought that using them to make an appeal was appropriate in light of the situation. As stated in Gwent Police's social media Policy (2022), the three primary goals of social media use are to improve community behaviour, increase community trust and capacity, and ultimately accomplish a tactical or operational goal. This incident can be linked to 3rd purpose; to accomplish a tactical or an operational goal. However, I did have to consider the impact tactical impact that this post had on the investigation, if the appeal was not successful it would have meant the victim would not have had justice for the crime, they were victim to, and it could also assist the suspect in evading police as they would’ve have known the police were looking to speak to them.

Wessel (2009) states “Police ongoing communication with the public is a vital process” and since conventional methods of interacting with people are becoming less effective in today's environment, law enforcement agencies have realised how important it is to use digital platforms for communicating and interacting with the general public.  This does not imply, however, that police forces will disclose everything pertaining to their routine operations. The rules of participation should be followed by law enforcement agencies, which include making sure that all content shared on social media platforms is ethical, inclusive, consistent, and believable. The Association of Chief Police Officer (ACPO) has stated that it encourages forces to “embrace the many benefits” of utilising social media as a tool, it has stated that “benefits include more effective communication with communities, more informed consultation and local engagement, and an opportunity to demonstrate greater accountability and transparency” (ACPO, 2013). By assisting police in comprehending and meeting the demands of the communities they serve, social media monitoring can likewise improve policing.  Intelligence departments can assist with monitoring social media and provide the officers with intelligence and information that they feel is necessary to assist with policing ever changing communities.

While social media has proven to be a valuable tool for modern day policing, it is not without its drawbacks. These challenges can undermine the effectiveness of law enforcement efforts and raise ethical concerns. Could, for instance, material that is uploaded online cause police confidence and credibility to decline? Is it possible that using social media during an investigation would breach data protection laws? Is it possible for information published online to create a vulnerability that could lead to possible extortion, mismanagement, or bullying? Or might data shared on social media reveal privileged strategies or private information, which would hinder enquiries? These are only some of the things to keep in mind when using social media as a tool. As a result, we must be mindful that anything that is divulged with the public may end up on the social media platform and be viewed by an unwelcome target market. As a result, any details shared online must be regarded as a public disclosure according to ACPO (2013). I had to make sure that the image used for a public appeal in the case of the attack I was looking into complied with the stringent guidelines, which meant that I had to remove any information that would have identified an innocent third party. The justification for this was to make sure that the social media post had a clear and succinct goal, that there would be no room for doubt after the appeal, and that there would be no doubt about how the suspect was identified. Additionally, I am required by law to keep any information on third parties private that would be detrimental to the parties concerned as well as the public's perception of the police. (ACPO, 2013).

Nowacki and Willits (2018) highlight that due to their profound ties to the communities they serve, police departments must be able to react to both internal and external environmental elements. As such, social media enables them to highlight their accomplishments, their ties to the community and to demonstrate their effectiveness (O’Malley, 2010). Social media also assists the police in modernising its ways in which that the public can engage with them. The College of Policing (2020d) state “many police forces realise that there is an increasing need to use digital and social media to engage and communicate with the members of the public” thus highlighting the need for law enforcement agencies to utilise social media to interact with members of the public. One of the principles of online engagement as stated by the College of Policing is that forces must be responsive to both positive and negative content posted online, this is to reflect the real-life situation and to also provide honest feedback to the communities, something which they value (College of Policing, 2020d). However, it is important to note that there can be some difficulties with fulfilling this principle as every police force will have a differing social media policy, each detailing how that specific forces social media pages should be run. The Police Foundation (2014) highlight that an engaging online presence across various social media platforms can encourage more favourable attitudes and establish a more intimate approach and relationship with the target demographic.

The use of social media by police forces in the UK can have multiple potential drawbacks. Police posts on social media may inadvertently infringe on individuals’ privacy rights, especially when sharing photos, videos, or personal information of suspects, victims, or ongoing investigations. Another drawback is that social media platforms are prone to the rapid spread of false information. Police may unintentionally contribute to this by sharing incomplete or inaccurate updates, leading to public confusion or panic. Another prevalent drawback of social media use by police forces is over – sensationalisation of certain incident; police may sometimes use social media to highlight particular crimes or incidents in a way that sensationalises or distorts reality, feeding into the fear or stigma within the community. Balancing the positive potential of social media with these risks requires careful consideration, transparency, and clear guidelines for its use.

To conclude, social media is a powerful tool for informing and engaging with the public, but its effectiveness depends on the strategic and ethical implementation. Police forces must invest in proper training, ensure inclusivity, and establish clear guidelines to mitigate risks. By doing so the police can harness the true benefits social media whilst avoiding pitfalls that could harm public trust and operational efficiency. It is clear that the social media policies set by the forces are there to protect the force from any incidents where complaints can be made around the use of social media. 

Word Count – 1,560













Task 3

Relevant areas of the National Policing Curriculum:  
Leadership and Teamworking 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
[bookmark: _Hlk172674466]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:


With the rise of terrorism, organized crime groups and cyber-related crime, various forms of teamwork and networks became imperative for the police (Birzer et al., 2012). Effective leadership is one of the most important predictors of whether organisations are able to function in such a dynamic environment and as such, the need for effect police leadership is paramount (Meaklim and Sims. 2011). In this essay, I am going to critically evaluate my flexibility in leadership style by providing a real-life incident which I was involved with where I was able to utilise my leadership skills to effectively lead my team through a particularly violent incident. Throughout this evaluation, I am going to identify the variety of leadership styles utilised by police and I am also going to talk through the options that were available to me whilst attending the above-mentioned incident. Within this essay, I will also explain the reasoning behind the specific decisions that I made.

The incident in which I am utilising for my evaluation is in relation to a stabbing which had occurred in broad daylight in a public place. Officers were alerted to an incident which was taking place around the corner from the police station, I was the first attending officer at the scene. I was soon joined by a plethora of other police officers who had made their way to the scene. There were multiple suspects outstanding, who were all still present at the scene at the time. The suspects were well known to police for being local homeless and drug users. Due to the nature of the incident and the fact that offenders were still on scene, I took charge of the situation and gave my colleagues tasks to do whilst my supervisors were en – route. I instructed a number of my colleagues to detain all of those present just whilst we ascertained what had happened, I instructed a number of colleagues to search for the weapon which was involved in the incident, and I also instructed a number of colleagues to provide medical assistance to the victim of the stabbing. As soon as the offenders were detained and the victim was seeking medical attention, I conducted CCTV enquiries at a nearby store this allowed me to identify the offenders, I then contacted my colleagues and advised them of what I saw. This resulted in 3 offenders being arrested at the scene. I then took a hands-off approach and when my supervisors arrived, I handed over to them and they then took charge of the scene and the next steps. I was later commended for my leadership skills following this incident as we were able to capture all three suspects immediately following the incident which allowed for our CID colleagues to begin the investigation, the suspects were subsequently sentenced to a substantive prison sentence.

The College of Policing have created guidance on leadership standards, and these have been implemented as “the standards of leadership expected at all stages in policing - by officers, staff, and volunteers.” (College of Policing, 2023). The guidance sets out stages of leadership beginning with stage 1, which relates to police constables, and then ranges to stage 5, this for chief police officers. As a police constable, I would be at stage 1 of the process, at this stage I would be expected to act within the public interest, uphold the standards of professional behaviour and most importantly working effectively as part of a team whilst demonstrating good leadership skills. Throughout the above-mentioned incident, I feel that I demonstrated the standards that were expected of me. I was able to act within the best interests of the public by reducing the risk to them by ensuring all suspects were detained and the weapon was recovered, I also felt that I was able to work effectively as a team by ensuring that my colleagues were clear as to what their role would be throughout this incident. I also feel that the standards of professional behaviour were adhered to throughout.

In order to effectively deal with this incident and prepare for any changes in circumstances, I was constantly cycling through the NDM (National Decision-Making Model). I considered the information and intelligence that was made available to me constantly, this assisted with instructing certain officers to deal with certain aspects of this incident due to their specific training. I was constantly assessing the threat to my colleagues and also the wider public, I was always looking to develop an efficient working strategy in order for us to be able to apprehend offenders and protect the public. I was being mindful of the powers and policies that were available to us, and also looking at options and contingencies should the original plan not go as smoothly as expected. Actions were taken and there were constant reviews to ensure that we made the right decision. This was cycled through numerous times when there was a change in circumstance (College of Policing, 2013). Throughout this entire incident, I was constantly liaising with colleagues that had more experience and linking in with supervisory figures within the police force in order to successfully deal with the incident. This incident allowed me to show traits of ‘shared leadership’ which is best conceived as a group quality, as a set of functions which must be carried out by the group as stated by Gibb (1954).

Historically, policing leadership sought to gain control of police discretion rather than support it (Wilson and McLaren, 1972). However, in the 1990s, the strategy of community policing fuelled the interest in subordinates' autonomy, and participatory supervision styles have been explored (Fridell, 2004).












Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
[bookmark: _Hlk172674525]Critically reflect upon your three-year probation:

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

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

How do you provide and receive feedback?

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



ANSWER:



Throughout this work, I plan to give serious consideration on my time as a probationary police officer. I will analyse how mentoring and coaching have benefited me over time, as well as how it could benefit the entire police force. I will also discuss how mentoring and coaching have helped me with learning, growth, and effectiveness, using a particular case to demonstrate how mentoring has attained these objectives. I'll also talk about the fundamentals of feedback, emphasising both effective and ineffective methods, and how I utilise it to evaluate and enhance my work.

The goal of coaching is to help people attain their greatest potential as well as grow in the job. Though not expressly focused on, coaching may also have a bearing on personal qualities like confidence. Its main focus is on working on particular ambitions and skills (CIPD, 2021). The utilisation of coaching in companies has grown significantly, and research indicates that it can promote learning and growth when done efficiently. The strategy of coaching is often a type of continuous management strategy that is intended to be used for a predetermined amount period. Coaching, as described by Passmore & Lai (2019) is “a professional helping relationship, focused on the goals of the coachee”, this essentially emphasises that the primary goal of coaching is to help people reach their full potential and maximise their performance. Employing a person-centred strategy, trying to elicit insight from an individual through open, provoking questioning, employing attentive listening to successfully challenge individuals to develop understanding and encourage reflection, promoting analytical thinking through challenges, and incorporating encouraging and establishing statements throughout represent a few of the essential elements of coaching (Passmore and Townsend, 2012).

Throughout the police force, coaching is used to strengthen individuals' skill sets and talents, as well as to assist them with specific managerial and leadership capabilities. Effective teamwork can also be developed through coaching. Officers who receive coaching may find it easier to reflect, identify their strengths and shortcomings, and take steps to strengthen them. The College of Policing offer coaching courses for leaders, one of them being the ‘Police Leadership Programme’, this programme is offered to leaders at all ranks and aims to improve leadership within the police (College of Policing, 2020e).

Mentoring is a slightly different concept to Coaching. Mentoring as described by Reeves (2023) is “a reciprocal relationship that involves the transfer of knowledge and sharing of experiences between two individuals: a mentor and a mentee. The mentor, typically more experienced, guides and supports the mentee, who seeks to grow professionally or personally​”. While a number of the abilities needed for coaching are also needed for mentoring, mentoring is generally something more of an unrestricted and lengthier process. Neyroud (2010) states mentoring inside the police force is promoted, with the goal of ensuring that the mentorship and oversight of newly hired staff is supplied by officers who have previously demonstrated excellence in their practice. As mentoring is a more open ended and a more personal approach to the sharing of knowledge and support, it can also provide more personal benefits to the mentee, one of these major benefits is career support and also the social support of things. The career support gives the mentee the opportunity to ‘learn the ropes’ which can in turn lead to a more positive and effective way of proving the ability of the mentee and also better job satisfaction, when we look at the social side of things, the mentor can provide stability and also someone to rely on when things get tough. It is well known that police officers regularly deal with traumatic and upsetting incidents and as such, this can lead to issues with officers’ mental health and mental wellbeing. Mind (2019) stated “70.4% of police service staff who took part in our 2019 survey indicated that they had personal experience of mental health problems”. This just highlights the issues associated with policing; however, it is surprising to note that most of those officers will not reach out for support from senior colleagues or fellow officers, they would rather bottle up their feelings and avoid disclosing said issues due to the fear of the stigma around the mental health of emergency service workers.

Further to the benefits already stated, mentoring in the police service provides a wide range of benefits for both individuals and the organisation. These benefits can enhance professional development, operational effectiveness, and overall workplace culture: regular interaction with experienced officers’ boosts mentees confidence in handling challenging situations, a supportive mentoring environment can increase job satisfaction and reduce feelings of isolation, especially for new or minority officers. It is also important to know that mentoring also has benefits for the mentor themselves, one of which being the that mentoring helps develop leadership, ensuring that there is a pipeline of capable leaders.

Mentoring and coaching has huge personal benefits for me personally as a student police officer. One example of mentoring which was beneficial to me was when I was dealing with a complex case involving the sharing or private sexual photographs and also indecent images of children (IIOC). I was allocated a workload job where the victim had naked photos of her shared to her family and on social media by a fake Facebook account, due to being relatively young in service, I sought the advice and guidance of our cyber crime team to assist in ensuring that all the enquiries were completed. Throughout the course of the investigation, I was working alongside a specific officer from the team, he ensured that I understood what we were doing and why were doing it, this allowed the investigation to progress at a good standard which in turn allowed us to identify an offender, the offender was subsequently arrested and following examination of his devices, IIOC were found on his devices. I then had to link in with out Police OnLine Investigation Team (POLIT) to investigate this new offence. Once again, I worked alongside a specific officer and he helped me through the investigation from categorising the images, creating interview plans, assisting with the interview, and finally building the case file. As a result of the support that was given to me by both officers the offender was found guilty of the relevant offences and sentences to 4 years imprisonment. As a new officer dealing with a job of this complexity, the support of the mentors from the departments was crucial, without this support I more than likely would have made mistakes and had a negative impact on the victim and the case in general. Due to the support from the mentors, I now have a good understanding of the investigation processes for offences of this nature. All of this would not have been possible without the amazing support of my mentors.

I have been an operational police constable now for 2 and a half years and as such I do not have a designated mentor/coach, this element stopped after my 12-week tutorship period, which was beneficial and gave me the foundations to continue to grow as a police officer into my independent patrol status. Throughout my time as a police officer, I have had a regular meeting with my work-based assessor to assess how I am growing as a police officer. During these meetings we set SMART (Specific, Measurable, Achievable, Relevant, Time – Bound) goals. This has allowed me to consistently grow as a police officer as it is given me targets and goals to work towards, thus improving my efficiency and effectiveness as a police officer. As well as having a work-based assessor, I also foster good relationships with my colleagues, each one of my colleagues offer me support and guidance should I need any assistance, this positive relationship is reciprocated and as such there is a good support network within my team. To further my own personal development as a police officer, I also have the pleasure of supporting and mentoring new student officers who come out of training school, this not only allows me to pass on my knowledge and experience, but it also allows me to gain vital deeper knowledge and understanding of policing and the law, thus making me a more efficient police officer.

I am now in my final couple of months of my probation, over the last 3 years I have learnt the importance of working on my leadership skills. As a now experienced member of my shift, I am often looked up to provide support for those who are newer and less experiences on shift and as such I need to be able to provide the leadership to my fellow colleagues to ensure that they are progressing with my support. I often find that I am providing others with feedback to provide my fellow colleagues with an opportunity to grow, the feedback needs to be fair, honest, and there needs to be clarity on why this feedback has been given. This is a new opportunity for me to provide feedback and assistance to colleagues, but during the last three years as a police officer, I have gained the necessary information and comprehension of how to support officers and staff. I make certain that everyone I support feels empowered to participate in decision-making, I ensure that I am always listening to my colleagues’ ideas and views, and I always look to attempt to act upon them as stated by The College of Policing (2020d). The process on giving feedback is very dynamic and different to everyone, however some aspects are the same, for me personally. A discussion needs to take place during the feedback process so the person receiving the feedback is able to understand and questions what is required for them to improve, it also allows more clarity and understanding from their point of view as to what aspect needs improvement. For me, having an open discussion in a feedback session is vital to the constant improvement and growth of not only myself but the people in which I provide the feedback too.

In conclusion, I can testify that coaching and mentoring has been a key part of my development as a police officer over the last three years. I have reaped the benefits of the mentoring and coaching received and this has allowed me to reciprocate this to other new student officers who are coming through. When looking to the future in my career, I can see that mentoring is going to be constant everchanging process for me as I will be learning from the officers who are more experienced than me either by length of service or via experience the different departments. I have also learnt to set myself targets using the SMART pneumonic, this method of target setting has worked really well for me, and I am sure that by utilising this model throughout my career I will continue to grow both personally and professionally.
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