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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:

Introduction
Before the role of the college of policing can be evaluated, first it must be understood what the college of police actually is and how it fits within professionalising policing in the UK. The college of policing is defined by themselves as a ‘a professional body for everyone working across policing.’ (College of policing, 2021). They describe themselves as ‘operationally independent’. Mean that they are not directly associated with police forces, they work separately and are external to the police. When considering professional policing this refers to ‘the conduct, ethics and expertise demonstrated by law enforcement’ (Doc’s things and stuff, 2024). These standards are pertinent to every aspect of policing and are used every day but all members of police services and partners who work within the police. One of the key roles that this impacts if the role of a police officer. Police officer is an incredibly diverse role including but not limited to: responding to reports from the public, investigating these reports, attending court and managing traffic and crowds at events. (National Careers Service, 2019) Another large part of the role of a police officer and every role within the police, is to ‘identify and protect vulnerable people’. (College of Policing, 2021). Every part of this role is influence by the college of policing. Throughout this essay these roles will be explored further and the direct impact of the college of policing on policing in the UK identified and evaluated.

Body

There are multiple routes to become a police officer. These include but aren’t limited to Police Constable Degree Apprenticeship (PCDA), Degree holder entry programme (DHEP) and Police Constable Entry Programme (PCEP). (Joining the Police, 2024). PCDA involves the completion of a degree along side working as a police officer. This three year degree is the period of being a probationary officer. This is the route that I have joined the police through. DHEP is a route whereby you can be a holder of any degree, police related or not and you complete a 2 year diploma in professional police practice. This route has a 2 year probatory period. PCEP is an entry route whereby there is no requirement to study a degree during the 2 year probation period. There are further entry’s that included specialist areas such as already holing a degree in professional policing, direct entry to becoming a detective constable and joining through a scheme called Police Now. Police Now is a scheme that is designed for direct entry to become a neighbourhood police officer. (Joining the police, 2024).

The requirements to join the police differ based on the route of entry that an individual wished to join through. Initially there are eligibility criteria that an individual would have to meet. These include age, citizenship, previous criminal involvement, having a driving licence and health. (Gwent Police, 2024) Given the nature of the role of policing there are things such as these that would not be necessarily important in many roles however are a key thing for forces to consider when recruiting officers. These criteria are key to becoming a competent officer. For example a person in poor health could not be able to meet the physical demands of the job which would potentially put themselves, their colleagues or members of the public at risk. Another example being that if a person has a significant criminal history they would not demonstrate the key morals and ethics that are required when being a police officer and could potentially put colleagues and the public at risk of harm due to the position of authority that police officers hold withing society. Within the requirements to be become a police officer there are different levels of required education. This will differ based on the entry route. For example the induvial would require a degree to join the DHEP programme but only a level 3 qualification for the PCDA entry. As well as physical requirements there are also skills and qualities that an individual should display to be a competent officer. These include patience and being able to remain calm, verbal communication skills, sensitivity and understanding and leadership skills (National Careers Service, 2019). These are skills that officers utilise on a daily basis and are the basis of the way that they respond to their colleges and the public.

There is a rigid recruitment process in place across all forces to ensure that the individuals that are recruited by forces have the skills required to be competent and confident officers and them to be able to effectively conduct the role of a constable. This process starts with an individual that meets all the eligibility criteria filling out the initial application form. Following this they move to a national sift. This included the completion of situational judgement tests and behavioural style questionnaires. Following this the individual will complete an online assessment centre which included a video interview, written exercise and a briefing exercise. This is designed to test the skills that are required to become a police constable withing the individual applying. Following this the individual will undergo an interview where the individual will speak directly with induvial form the police force to establish if they are suited to the force. After this there will be a medical, this checks things such as eyesight, hearing and weight of the induvial as well as medical history. The penultimately there is a fitness and drugs test before the final stage which is vetting checks on the individual and their immediate family and friends. Once all these have been completed and passed an individual will receive and offer of employment. (Gloucestershire Police, 2024).

The strategic policing requirement (SPR) 2023 ‘sets out the home secretary’s view of what the current nation threats are and the nation policing capabilities to counter those threats’ (Home Office, 2023). The Strategic Policing Requirement has created by the Association of police and Crime Commissioners (APPC) and its aim to is to strengthen and expand the role of a Police and crime Commissioners (PCCs). (Phillips and Campbell, 2023). The SPR is designed to create a national approach to the role of PCC and intern for the PCC to provide targeted and though out priorities to police forces that are in line with the challenges that are currently being faced by the police. This strives to provide a better service to the public and more efficiently ran police forces in the UK.

The role of the College of Policing is to primarily support professional development, set the standards of the police and share knowledge and good practice (College of Police, 2021). The college of policing supports professional development form the very beginning of an officer career all the way to exams, boards and promotions. They provide a mixture of factual information relating to policing to directed advices on certain exams and promotions. The college of policing also set standards such as the code of ethics. This is all the standards that every officer and member of staff should adhere to when engaging with others and making decisions. As well as this the college of police provides a platform to share information and experiences to assist other people in learning from that information.

As part of the College of Polices role they have developed a 5 year strategy. This included 5 strategic ambitions that forces should target to improve over the period of the strategy and the support the college of police provides to do so. (College of Police, 2024) These include ‘building trust and a fair culture, transforming police leadership, supporting career-long professional development and wellbeing, boosting core skills and strengthening innovation and implementing what works.’ These are ambitions that the College of Policing have identified as being areas of improvement for police in the UK and things that would make the service to the public better.

A further way in which police forces can achieved longer term goals is through implementing schemes such as the Policing Vision 2025. This vision was set out by the APCC and NPCC alongside the College of Police and National Crime Agency (NCA). (NPCC,2016). The priorities highlights by these organisation in collaboration include: a priority towards multiagency working in order to provide a better service and cost cuts but pooling money to act once rather than each agency tacking the same issue separately, stream lining specialist capabilities such as armed response to make them more affordable and to provide training and equipment to allow officers to keep up with the demand and complexity of web enabled crime. These agencies are looking to achieve these priority’s within 10 years to continue to reform poling in the UK.


When I consider my own personal development as a police officer I think about how differently I act within my role now to when I first became a police officer and how my role now loos. When I first joined, I was the least experienced officer on a shift of 16 in the busiest area of my force. I honestly didn’t have a clue what I was doing or how I would ever manage this job and calmly make my way through the chaos and ever changing environment that comes with this role. Through my development and experience I have moved to feeling more confident within the role. As less experiences police officers have joined shift, feeling exactly how I did when they have joined I have been able to answer their questions and provide them with guidance. This in turn not only helped them develop but made me realise that I know more than I give myself credit for knowing. This has in turn made me feel more confident in myself and how I portray myself to others. The mentoring of newer police officers has also sparked an interest in myself of becoming a tutor and this becoming a more active role within my job. Taking more responsibility for the development of other police officers, utilising the skill I have developed to teach other people how to do the role. 

Throughout my probation I have also completed courses to develop my skills such as my response driving and interviewing course to develop the skills I use on a daily basis. I have also completed attachments within other departments within the force. This has developed my interest and the direction I want my career to take. This has then lead to me awaiting places on courses relating to this such as Taser, Initializer, Fast roads and Medic courses. I have also put myself forward for other opportunities that I would not have previously thought I had the confidence to do. I have been appointed the Single Point of Contact (SPoC) for the ride along scheme in my force area. This involves me making contact with members of the public interested in the police and giving them an insight into police as well as providing the with information sounding recruitment and positive action when joining the police. 

Within the last year of my probation I have seen my role change drastically. I have become an experiences officer on my shift and have found myself in positions where I have confidently made decisions without ‘running it by someone’. I have also found myself in positions where I have had to manage the welfare of an officer on shift who has come to me for help. I have found that other less experienced officers now look to me for assistance in the same way I used to towards the more experienced officers on the shift. I have also seen myself being more sure in my decision making and starting to stand by my own rationales and standing my ground on issues when I have found myself in professional conflict. 




Conclusion

In conclusion, the college of policing provides an integral role within professional policing in the UK and has a huge impact on the development of officers throughout their career. The college of policing embodies the ethics values and goals of policing and provides all members of police forces with guidance of how to achieve them. This has had an impact on my own development and the courses that I have completed and am looking to complete to develop myself. I have felt that through my probation following the training and development I have undergone throughout my time as a police officer I have become a more confident police officer and person.
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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:


Introduction
Social media has become and integral part of modern day society with a vast number of people utilising it every single day. As such Social media is becoming more and more prevalent within emergency services too. Social media is defined as ‘websites and computer programmes that allow people to communicate and share information, opinions, pictures and videos on the internet.’ (Cambridge Dictionary, 2023). Social media is most commonly in the form of social media site such as Facebook, Instagram TikTok and X (formerly Twitter). Social media has many uses within society. It is used to share information and make connections on a personal and professional level. It can be used to keep in contact with friends and family and learn new things. As well as to advertise a brand and gain feedback from a customer base (University of Florida, 2024). The uses for social media continue to expand and grow and it is becoming a more and more diversly used tool. People use social media for a vast variety of reasons (University of Cumbria, 2019) be that for personal reasons such as building relationships or sharing personal information or pictures to professional networking such as linking with other students studying the same things at different locations. The use of social media is also common due it being very cost effective and accessible in an instant.

Body
Gwent police has multiple social media accounts across all different platforms. They have a main account on Facebook, Instagram, X and TikTok as well as local pages across different social medias. They also have some specialist pages such as for the dogs section or local neighbourhood teams as well as private pages for things such as Gwent police football. These plates forms are sued differently depending on the audience that they are targeting and what the aim is of sharing that information. When it comes to pages such as Gwent polices main Facebook or Instagram pages, these are used mainly by the force control room and cooperate comms to disperse important information to a large volume of people quickly. This could include situations such as looking for a missing person and appealing for information to assist with an investigation as well as situations such as road closures or to ask people to avoid an area. They can also be used to promote important work that is being conducted in the local area or things such as drink/drug drive campaigns. Social media pages can also be used to educate surrounding the work that police do as well as about police them self such as ‘day in the life’ videos on TikTok as well as recruitment campaigns for different roles. This type of content helps the public to understand the role of the different people in the police and helps to build confidence in the police through transparency in the work they do. Social media is being utilised more and more in many different ways to achieve many goals due to how easy it is to access for police services as well as the public. It allows information to be distributed to a very large audience quickly making it an effective and efficient way of engaging with the public.


When it comes to how social media is used across all different platforms within Gwent police there is a social media policy which is in place to guide staff and officers when using social media (Noyes, G., 2022). When reviewing this policy highlights that the purpose of the policy itself is to ensure that each and every use of social media by Gwent police and its employees adheres to the code of ethics and standards of professional behaviour required of employees. As well as this it highlights other considerations such as Welsh language standards, equality, diversity and inclusion and the human rights acts. These points that are brought up within the document ensure that the use of social media within the police force is of an appropriate professional standard and being used for its intended purpose as well as being accessible and respectful to all members of the community.


When it come to looking at the benefits of social there are many different areas in which the use of social media can help achieve goals within an organisation such as police forces. A large benefit that social media brings to policing is the ability to spread information very quickly to a large audience (Brooks, S., 2025). Social media allows information to be available to hundreds, thousands if not millions of people very quickly. As well as this, as opposed to the information having to be sort through means such as attending a shop to purchase a newspaper or viewing advertisements in shops for example, the information is directly available to many individuals on their own devices through social media apps. This as highlighted within the above article can be very helpful for situations such as missing people. It allows information to be shared about the missing person including photographs to appeal for information to help locate the individual. The same benefit is also present when looking at appealing for information in relation to wanted people or to inform individuals of things such as road closures.


A further benefit of social media is its ability to build trust and confidence in the police (The Police Foundation, 2014). This comes through showing public engagement with the police and help build relationships with communities that the police work within. This can be through sharing things such as local patrols, attending local events and engagement with people withing the community. As well as this it can be achieved through posts showing transparency such a ‘day in the life’ posts. This shows the true role of different people within the police and what work is involved in their role. This helps the public to understand how policing works and gives them an insight to this. In addition to this, highlighting things such as positive work being done within the community such as publishing outcomes of warrants, successful charges for occurrences or outcomes of campaigns such as traffic operations. This helps the public to feel as though their concerns are being addressed by police and they can see the outcome of this. 


When considering the risks of social media use within policing there are multiple different things that mean that social media can cause challenges. One of these challenges is that social media opens up the police to criticism and judgement (Quintero, G., 2024). This can come direct from forces social media pages. These pages must be monitored to ensure that any inappropriate or abusive behaviour is not being conducted within the comments of social media posts. This can also be on social media external to police forces social media such a members of the publics social media or within the press’ social media. This constant criticism can lead to decline in public confidence within policing and can be verry challenging to those who work for the police as hearing this type of criticism about them and their job role can take a toll on the individuals.



When I look at my personal experiences with using social media as part of my role there are many situations whereby it has been a very useful tool to aid myself and my colleagues within our job and to be able to provide a better service to the public. I have utilised social media in my role on multiple occasions for lots of different reasons. An example of a time where I been involved in the use of social media was for a high risk missing person. We have utilised social media, mainly Facebook and Instagram to provide some information relating to the missing person as well as photos and videos of the person around the time and location that they were last seen. In this particular missing person this has been very helpful due to allowing members of the public to piece information together and highlighting that the things that have witnessed were related to the missing person and prompted them to call in to the police. This has also helped to identify other witnesses and gain more insight into the route that the missing person had taken. This was so useful in this situation as the last sighting was in an area where there was a large footfall but of people who were likely visiting the area rather than from the area. This meant that social media allowed this information to reach a larger audience allowing the police to identify more of these individuals to allow police to locate the missing person. However social media also created some issues for this missing person investigation. It allowed the information to be distributed to a large audience which did bring people forward however also insisted a lot of negativity towards the police and the polices response to the incident. This caused a lack of trust in the police for how the incident was being dealt with and potentially hindered people coming forward to the police with information that could have been useful to locate the missing person. 


A further example of where I have been involved in social media being utilised as part of my role is when I have attended a report of a female the wrong side of the railing above a busy A road. Officers at the scene have requested that the force control room make a post about the road being closed to help make people aware and reduce the amount of traffic that was attending the area. This allowed less officers to be required to conduct traffic management making them available to aid with other aspects of this call or free them up for other calls. For this incident the use of social media was very helpful and aided to reduce the disruption the incident caused to the public.


A final example of where I have utilised social media within my role was when I have been investigating an assault that has occurred during night time economy. There has been good CCTV footage of the incident however there has been no match to the individual on facial recognition software. As such a post was put on social media asking if there were any witnesses to the incident or if anyone was able to identify the individual in the footage. This has lead to a witness coming forward who was able to identify the individual allowing the investigation to progress and the individual to be spoken to. 


Conclusion
In conclusion social media has a large impact of many peoples day to day life, including within policing. Social media provides an ability to share information and provide mass education and transparency to the public as well as aiding with investigation and information sharing. Despite the many positives to social media, there are some down falls too. Social media opens an avenue for criticism and the ability share false information at a rapid rate making it hard to control. Social media can be resource intensive as it has to be monitored constantly to ensure proper use by the public and to help reduce the spread of improper or abusive behaviour. When waying up the positives and negatives of social media the benefits very much outweigh the risks and the risks are able to be managed with proper use and good management to allow the many benefits to aid policing in many ways.


Words:1910 words












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:

Introduction

This essay is focussed on leadership, the different types of leadership and how there has to be flexibility between different leadership styles based on the individuals involved and the circumstances to lead to successful leadership. Leadership can be defined in its simplest form ‘influencing other people to follow’ (Mind tools, 2022). This put simply means that any person whose behaviour is influencing that of another is a leader. Leadership can also be defined as a set of mindsets and behaviours that aligns people in a collective direction (McKinsey & Company 2024). This infers that leadership does not necessarily have a figure head and that it is a more collective approach to achieving something. Leadership can be summarised as the accomplishment of a goal through the direction of human assistance (Pentice, 2004). This highlights the aim of leadership as well as how it can be achieved. As this essay progressed these different views on what leadership is will be highlighted and how leadership changed within them.



Body

When looking at leadership there are four main styles of leadership. These styles of leadership are called; autocratic, democratic, laissez-faire and transformational (University of Arizona, 2022). These different styles of leadership are needed because the demands of a leader change based on the objective that is aiming to be achieved (Warren, 2015). The different styles of leadership have different strengths and weaknesses which can be applied to different situations to achieve the best outcome. These leadership styles are outlined as follows as well as their strengths and weaknesses.


Autocratic Leadership is a style based on the leader having authority over the followers (Cherry, 2023). Leaders utilising this style will often not accept suggestions or advice from the followers and make decisions based on their own judgement and ideas. This leadership style can be beneficial when decisions are required to be made quickly and it provides a clear structure of rank and command. However this authoritative approach can discourage followers from providing their own ideas and can affect morale within a team. This type of leadership can be effective when looking at disciplined organisations such and military, police or fire service as well as within times of emergency or adversity. This is because these situations require clear and concise guidance and confident decision making.


Democratic Leadership can also be referred to as participative leadership and is centred around incorporating the followers in the decision making process (Slingo, 2022). This leadership style encourages communication from all involved parties and empowers them to share their thoughts and ideas whilst the leader still remains ultimately responsible for the decision that is made. This leadership style is beneficial as it encompasses different points of view and allowed for problem solving in an efficient manner as well as giving individuals who are part of the process value and satisfaction. Democratic leadership approach can have downfalls when it comes to being reliant on strong communication skills to allow these ideas to be shared and individuals to participate as well as having to ensure there are clear expectations to avoid digressing from the objective. This style of leadership can be helpful when there is a group of well skilled individuals who are willing to participate and share information as well as an environment where the individuals are capable of working without strict supervision.


A further leadership style is Laissez Faire or can often be referred to as delegative leadership. This is a leadership style whereby the leader takes a stance of allowing the followers to have autonomy to make their own decisions, by means of providing support and guidance however trusting them to complete the task more unsupervised (The National Society of Leadership and Success, 2022). This approach is a more ‘hands off’ way of leading a team of people, allowing them to make their own mistakes and learn from them. Laissez Faire leadership style is effective when trying to encourage creativity and innovation. It allows for freedom of thinking and puts minimal pressure on the individuals leading to job satisfaction and a positive work environment. This leadership styles faces challenges when it comes to a team with poor motivation or time management. It can also cause issues if the team who are being lead by this style are inexperienced and unable to work independently.


Visionary or transformational leadership is a style of leadership whereby the leader is focussed on the possibilities within the future and how they can be achieved (Indeed Career Guide, 2025). This leadership style looks to achieve long term goals and motivating others to do so also. Visionary leader ship is very beneficial in areas such as high level management or CEO’s of companies as these leaders often take big risks to reap rewards and move closer to their goal as well as being motivated and driven to make steps to improvement. This leadership style encounters issues when it comes to things such as overlooking short term priorities as the sights are so set on future goals as well as being too focussed. This tunnel vision to the goal can lead to a lack of appreciation to staff and a view of it’s the leaders way to no way.


When it comes to viewing the leadership styles within the police, there are lots of factors to consider. ‘Policing’ is a very board term and it encompasses many differently roles, situations and environments which would affect the different styles of leadership which will be effective in each scenario. This can include things such as the length of service of the team, how dynamic that role is, the experience of the leader, the goal that is trying to be achieved or the nature of that team amongst many other factors. When considering what the traditional leadership style of the police would be, it would come under an autocratic leadership style. The police has a longstanding history of being a disciplined organisation similar to the army or the navy. This encompasses a ‘yes, Sir’ attitude, following directions and orders without much independent thought. However when looking at more modern day policing the other 3 styles of leadership become more prevalent. This is still an aspect of Autocratic leadership within policing however due to the demands placed on modern day policing, leadership styles have had to develop to meet this demand.


When looking at my own experience of leadership styles shown to me within my time in police, I have experienced a variety. An example which is prevalent is the experience I have had when my current Sergeant joined our shift. She came to the shift with a very different way of working to any other I have experienced before. She would never give a direct answer to a question asked of her. Rather she would help you to figure out a route to the answer yourself. This has lead to me developing as a police officer and becoming a more independent thinker as well as being more confident in my decision making. This style of leadership would fall under being a democratic leader. Although this leadership style has taken some adjusting to by our team and learning to a working a new way it has had many benefits for how we work as a team and has helped us all to develop our problem solving skills and ultimately become better at our jobs and work more effectively.


Contrary to this leadership style, prior to this Sergeant, my Sergeant has taken a more Laissez Faire approach to leadership. He was incredibly laid back and very much took a step back in his leadership. When ever he was approached for advice he would give it however we as a team were very much left to our devices. I personally found this very challenging as at the time I was very new in service and was very unsure of my role and how to make decisions and often felt like too much of a burden to ask for help. This lead to me struggling and not making progress as quickly as I would have like as I was not receiving enough supervision to appropriately learn to do my job. 


I have experienced visionary leadership within my time in policing often when I have looked at senior leadership teams. These leaders often get their sights very set on specific goals in relation to different parts of policing, this can come at the expense of the interim period before this goal is achieved. An example of this being there has been a large focus recently on response times to calls. This in theory is a good goal to work towards and would provide a better service to the public however there is a huge push on this when there are shifts where only one or two of the officers are blue light trained. As such this makes being able to response to emergency calls within the allotted time frames almost impossible. However when this goal is being so heavily focused on the fact it is so hard to achieve is being overlooked as such causing unrest as officers feel as though they are trying their best however it is still not good enough through no fault of their own. 


When it comes to my own leadership skills within my role I have had a different experience to that of how I have been lead but my seniors. The leadership I provide within my role if often of members of the public and occasionally of my colleagues. Due to the dynamic nature of my role I can often find myself in situations where I have to make imminent decisions in stressful and chaotic situations. This leads to having to amend the leader style I used based on the situation I am in. For example when I am in a situation where there is conflict, decisions need to be made quickly for the safety of myself, my colleagues and the public. This means that an autocratic leadership style is most suited to this type of situation. It allows me to get control of the situation quickly to keep all parties safe. However when I find myself in a situation such as negotiating with someone who is the wrong side of the railings on a bridge for example, a democratic approach would be better suited to this as it would allow for that individual to feel as though they had some control in a time where they likely feel as though they had none. When it comes to my role, I have to be flexible in the way in which I lead people as the situations I work within a dynamic and can change instantly meaning my leadership style needs to change to mirror this. 






Conclusion

In conclusion, leadership styles within policing are dynamic, they are ever changing, be that over decades or throughout one shift. Police officers, particularly those in front line operational roles must be able to adapt to the every changing situations they find themselves in and find a way that is best to lead in each of those situations. From my experience this something that takes time to learn and adjust to and leading in a police environment is completely different than any other situation I have found myself in previously to this job. When seeking good leaders, they must be able to observe the team they are leading, the goals they are trying to achieve and the environment in which they are trying to do it to find the best.


Words:1917














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:

Introduction

Throughout this essay I will reflect on my time of being within the police and my three year probatory period. I will highlight the things I have found easy, what has been more challenging and the things I have learned along the way as well as the people who have helped me to do so. Probation can be defined as a period where an employer assesses and monitors an employees suitability for their role (Indeed Career Guide, 2024). Probation can also be described as a temporary period which allows you to decide if someone is a good fit for a job (Davis, 2021). As such you probation period is a time where you are monitored closely to establish whether the job you are doing is suited to you. This amount of time is set by the employer and could be three or six months or longer as is the case within this role, three years. 


Body


During a probation period within any job there are strict rules that an employer must adhere to in regards to employment law to ensure that the probation period is fair to the employee and consistent (Croner group, 2021). These rules state that when a person is in a probatory period they are still entitled to the same statutory employment rights as an individual who isn’t. this included things such as minimum wage, sick pay, working time directive as well as statutory notice. This also included protection from unfair dismissal and unlawful discrimination. During my probation period I have had to complete many different tasks and monitoring processes. These have included completing university work. As part of my probation I have had to pass every university assignment as well as exams within training school. In addition to this I have has to complete and evidence based matrix highlighting examples of where I have competently handled different situations within my role. These matrix have been review my assessor who has been present throughout my probation to provide guidance and feed back as well as facilitate recorded professional discussions as part of my probation. 


During my probation I have found lots of things that I have taken to quite well. I have worked well with my assessor and have been able to complete my evidence based matrix fairly easily however I have found completing the university part of my probation challenging as well as receiving an autism and dyslexia diagnosis’ during my probation period and finding ways to working within my new role with the challenges that this has brought to me. This has probably been my biggest challenge within my probation both personally and professionally. I have also felt that I have taken to working with my team and speaking to the public in situations such as managing conflict well and I really enjoy this part of my job however I have struggled when it has come to managing my workload and keeping on top of the demands of this workload alongside the general demand of the job. 


During my time in probation I have encountered many situations where there have been mentors. A mentor can be defined as a person who can support, advise and guide you (Cronin, 2022). A mentor can also be described as an experienced individual who provides support, guidance and instruction to another person (Ryan, 2023). As such a mentor is any person who is more experience than another in an area and provides them with information to assist them in that area. This type of relationship is very common within policing as there is always going to be things that you don’t know how to do and there will always be people with more experience and knowledge around you to help. This is very prevalent within response policing as individuals who join a shift have to learn a huge amount of things within a small amount of time. 


As well as mentoring I have also been involved with coaching within my probation period. Coaching can be defined as a useful way of developing peoples skills and abilities and boosting performance (Mind Tools Content Team, 2024). Coaching can also be defined as a powerful tool for personal, team and organisational growth (Skills for Health, 2023). As such coaching is a way of helping an individual or a groups of individual develop their skills in order to achieve their goals. Coaching is also very prevalent within policing however from my experience comes more from individuals of seniority to an individual or group as apposed to a peer. This comes in to play more from a sergeants coaching of their team to improve for example work load or positive detection rates.


Whilst I have been within my probation period I have looked up to many people for support and guidance and have looked to them as a mentor. An initial example is of one of my colleagues on the first shift I have joined. I have observed him in his mannerisms when dealing with people and how unbelievably calmly he deals with conflict. He is so clear and concise with his expectations of an individual in a situation like this and gives them the opportunity to resolve the situation themselves in the easiest way possible before he moves into using force on an individual. I respect the way he behaves and treats every person with dignity and respect and the response he get is almost always positive. I aim to mirror this in my own conflict management and I have learned a huge amount form this colleague about how treating and speaking to people well has huge benefits.


A further example of someone who I have looked to for advice within my probation period is my current sergeant.  I have struggled massively with managing a workload along side managing my diagnosis’ and finding way to do my job well along side these challenges. My sergeant has been a constant rock when it comes to aiding me with this. She is very good at providing me with advice in a way that I can access and understand and has helped me develop a system to manage my workload that works for me. This support and guidance has been pivotal in me developing as a police officer and managing the demand it places on me personally and professionally.


I have had a further situation where mentoring has aided me to improve my skills and not make the same mistake in the future. I have had an occurrence which has had a particularly challenging victim. This victim has been impossible to please and whatever I have tried to do for them it has not been enough. The occurrence he has been reporting has been deemed as a civil matter however the victim has been adamant that this was not the case. This occurrence has caused me a massive amount of stress and I have become incredibly overwhelmed by the excess number of emails I was receiving daily in relation to this. My inspector has eventually had to step in to resolve the issue as neither myself nor my sergeant have been able to manage the victims behaviour. However from this I have learn to been more stern with victims when it is appropriate and that it is okay to be firm and to be upfront when required. I have learnt this from the example set by my inspector and the way he engaged with the victim and was sure of himself and the information he was passing. As such I have been presented with a similar situation a few months later which I have dealt with completely differently resulting in a much less stressful experience for myself.


Another example of where I have found myself mentored by another individual is my tutor. When I have left initial police training I have then moved into a period where I have been one to one tutored by another officer who has shown me how to conduct my role and complete a matrix before I was allowed to work independently. I found my tutor very challenging to work with and learn form. They have been new to tutoring them self and were very unsure of what to do and struggled to guide with the things I was finding hard. They very much had a well you just need to do it approach which was not helpful as I didn’t know how to ‘just do it’. This has lead to both of us becoming frustrated and consequently me not learning as much as I should have from my tutorship which has taken a long time to catch up from. I think this mentorship broke down as when I was voicing that something wasn’t working I wasn’t being heard. As such this mentorship may not have taught me what it had it had intended to however it has taught me that to be a good mentor myself I need to learn from my tutors mistakes and that listening is as important as passing on information because if it isn’t passed on in a way that is accessible and that the person can understand then they wont gain from it. 


In addition to being mentored whilst in my probation I have begun to mentor others as I have started to become more confident within my role and my own knowledge. As part of this I have taken on the role of SPOC (Single Point of Contact) for the ride along scheme for my force area. This entails having member of the public or police staff observe me conduct my role for a shift. This gives them an insight into policing and what happens in a day as a police officer. These individuals attend from a variety of backgrounds for all different reasons including being interested in joining, working for a partner agency or just having a general interest in the police. During this role I have to be able to answer questions about the police and things such as recruitment processes for the individuals as well as managing their safety and ensuring I adhere to the guidelines in place in regards to data protection. This has been a good opportunity for me to improve my skills as a mentor and have contact and experience with passing information to different people from all different backgrounds. 


Another example of where I have been a mentor within my role is when I have had to step up in the absence of a supervisor. A specific example of this is when a colleague who is younger in service than me has attended a job which has caused her a lot of distress. She has come to work the next day and has been very upset and at a loss of what to do to help herself. In the absence of a supervisor this incident has been missed form all the usual procedures such as a debrief and TRIM referrals to help her. I have then stepped in, taken her to the side and provided her with guidance form when I have been to a similar job and allowed her to talk through it. I have explained the process of a TRIM and encouraged her to engage with one. I have then made contact with the wellbeing team to have this TRIM organised for her. I have then spoke with her to see what she wanted to do, stay in work, work form the station, go home etc and she has decided to stay and be crewed with myself. I have then had to push back against a covering sergeant who has not listened to what my colleague was going through. This type of mentorship has been challenging for me as it has meant that I have had to stand up for not only myself but another person too however I hope that this has helped this colleague get through a hard time.


During my probation I have received feedback through many different sources including form my assessor in monthly meeting. She would discuss with me the progress of matrix, what was going well and what I needed to improve as well as how I was coping with the job role. I also receive regular feedback from my Sergeant through 1.2.1s as well as through general feedback via email. I have also kept a folder of these emails so that on the days where I am struggling with my role I can look at the emails and remember all the good that I have done too.


Conclusion

In conclusion during my probation I have had many challenges and have learn many things not only about my role but about myself too. I have learnt how to be a competent police officer which has been a life long goal of mine as well as how to effective pass that knowledge and information on to other people and I am excited to see where this career takes me and all of the other things that I can learn. 
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