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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:2
[bookmark: _Hlk201823827]In this piece of work, I will critically evaluate the role of the College of Policing in professionalising policing in the U.K. It will evidence how I have fulfilled the role of modern-day policing and reflect on my final year in probation and what changes I have seen.

The College of Policing plays a central role in the professionalisation of policing in the U.K. The professional body for policing aims to raise standards when recruiting officers and improve leadership within the role. To professionalise the police service, the College of Policing changed the entry route for applicants applying for the role. The College of Policing (2020) states, the new entry routes aim to provide a range of opportunities while allowing the respective forces to meet workforce requirements. The routes are based on the national policing curriculum and aim to develop critical thinkers for the complex environment. 

The introduction of the new recruitment process requires applicants to meet a higher level of criteria in education to be eligible for the role. The entry routes required by the College of Policing (2020) are outlined as, the Police Constable Degree Apprenticeship (PCDA) which entails applicants joining as a police constable in a three-year programme and obtaining a degree in professional policing practice while working full-time as a constable. For applicants holding a degree, they can join the degree holder entry programme. This is a two-year programme and provides the applicant the opportunity to obtain a graduate diploma in professional policing. The last way in which an applicant can apply for the role of police constable is to hold a degree in professional policing practice (PPD).

By outlining the new recruitment process, the College of Policing aims to professionalise modern day policing for the better of the force. 

When applying for the role of constable, I was not a degree holder and applied for the Police Constable Degree Apprentice Scheme. I knew this would come with challenge as I would be required to work full time, sit exams and complete a degree alongside the challenging role. In my initial training, I applied myself to all aspects of learning and identified my own learning style to incorporate into my self-study at home. By doing this and acknowledging time management would play a key role, I obtained 70% and 82% in my training school exams. I identified early in my frontline police service that the importance of achieving the degree was as important as being competent within my role as a police officer, and I would use my experience from completing the degree and incorporate it into my role. 

Professionalising the police force is further supported and outlined in the Policing Vision (2025) which states, the vision sets out plans for policing over the next ten years; it will shape decisions around how resources are used and must inspire officers, staff and volunteers as well as the police and crime commissioners and chief constables. The delivery of the Policing Vision 2025 sets the guidelines and standards expected of the police service and how movements are being made to professionalise the force. Modern-day policing is expected to make changes to accommodate the force adjusting to the changes in policing and how to provide the best service to victims, service users and the communities the force serves. To do this, the Policing Vision (2025) has evidenced that to make the changes, the force needs to professionalise the link between communities and the police will continue to work, the police service will 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. 

Where the drive to professionalise, forces require applicants to hold a degree or obtain a degree while working has continued, the requirement has been met with negativity. Following the introduction of the new entry routes for officers, the Chair of Devon and Cornwall Police Federation, Andy Berry (2022) stated, recruits from the military, Special Constables and older career-changers are being put off from joining the police at a time when forces need to recruit extra officers. Berry (2022) continues to express concerns, stating new officers studying for the Police Constable Degree Apprenticeship are being taken away from the front line; it’s easy to imagine the difficulty a Sergeant faces with three quarters of the patrol team still being trained and requiring time back at the station to complete the required work rather than attend incidents. 

The statement from Andy Berry highlights the new recruitment process is facing challenges due to the demands it places on new recruits, supervisors and teams. Officers recruited before the implementation of the new entry route have not or are required to hold or complete a degree. The new recruits taking time away from shift to complete their studies may place an added strain on the officers who remain on shift during their absence. New recruits receive allocated protected learning time away from shift, which allows them to continue with their studies; this can be met with both positives and negatives. The positives are the students can study at their own pace and away from the demands that come with being on shift and being deployable to incidents at any time. The negatives to this are that spending prolonged periods away from shifts may affect victim contact times, the completion of workload-related tasks and completing mandatory training courses allocated by the force that may fall on the protected learning days already allocated.

The negativity towards the degree entry route for applicants was further supported by Surrey Police Federation Chair Mel Warnes (2021), who states, there is a risk forces are losing operational officers because they are falling behind with the University work of failing the degree. Officers are finding it difficult to manage the University part of the course on top of the operational aspect of the job. Officers face losing their jobs through the police regulation process, despite being a competent officer. Negative feedback from Police Federations questions if forces should consider if the degree entry route is positively affecting the respective forces by professionalising the force or if losing competent officers due to the demand of obtaining the degree is negatively affecting the force and the drive to recruit large numbers of officers.

As I am on the Police Constable Apprentice Programme, I can now reflect on all aspects of the new entry route and consider the positives and negatives and how it has affected my final year of probation. The requirement to complete the University within the deadlines has posed some difficulties in both my work life and personal life. Taking time away from shift has, at times, caused me to miss incidents the team has attended and learn vital elements of policing the frontline. I feel this has presented missed opportunities to learn with my team and form a bond over the incidents. I also acknowledge the importance of obtaining the degree by completing the required University work within the deadlines. This has provided positive feedback and allowed me to meet the competencies required for statement writing, occurrence updates and submitting professional referrals to partner agencies. I understand the importance of doing this correctly and efficiently is a reflection on myself as a police officer and a reflection on the professionalism of the force I represent. To date, I have passed all University work required and received acknowledgement from the CID department in relation to a robbery I attended, in which I obtained a statement from a distressed victim, resulting in the identification and apprehension of the offender. 

The Strategic Policing Requirement (SFR), delivered by the Home Secretary, outlines the importance of professionalism in policing and how forces must remain professional in the service they deliver to all service users. The Strategic Policing Requirement (2023) states, it provides strengthened detail around the action required from policing at both local and regional levels up to the critical national threats. It is important for all ranks within police forces to understand the implementation and importance of the SFR to ensure all the guidelines set out are adhered to and can also be referred to when seeking guidance within the policing role. The SFR outlines the importance of the threats all forces face, from violence against women and girls to the national threat of terrorism. Where the SFR focuses on the large-scale problems facing policing, it also outlines the importance of local policing, stating, it is crucial policing continues to focus on neighbourhood and anti-social behaviour in local communities. A visible presence in communities will help retain the public’s confidence in policing (Strategic Policing Requirement, 2023). 

Police officers and senior officers have a wide range of literature and guidelines to refer to, to ensure their work remains professional and they continue to develop in their own and the force’s professionalism. The Policing Vision 2025 – 2029, The College of Policing 5-year plan and The Strategic Policing Requirement provide sufficient information for officers to access and refer to when working towards developing their professionalism. Officers who are required to complete the degree before they are confirmed in rank and officers who have a longer time in the role have the information readily available to ensure they are adhering to all guidelines set out in the plans and show their commitment to professionalising the force they serve. Forces do face challenges where officers may not demonstrate their openness to change and their commitment to professionalising their own and the force’s development. The plans and guidelines set out may not be a “one size fits all”, and the plans will face challenges with the officers who are not willing to adapt to the new way of policing that is encouraged within them. The responsibility falls within the force and senior officers to encourage all officers to contribute towards the endeavour to professionalise their respective forces.

In conclusion, I am satisfied I am a professional police officer, and I am continuing in my own personal development and commitment to professionalising the force I represent. The Police Constable Degree Apprenticeship entry route I have chosen has presented challenges which I believe I have overcome while continuing to demonstrate my professionalism in my role. It is apparent that forces continue to develop the professionalism of their officers by providing opportunities and literature for officers of all ranks to access. The opportunity to obtain a degree in professional policing has been met with both positive and negative feedback; however, officers are aware of the requirements to complete the degree prior to starting their role on the frontline. Officers are demonstrating their commitment to professionalising the force they represent by agreeing to complete the degree before they are confirmed in rank and continue their careers knowing they have the knowledge and education obtaining the degree has provided. As one of these officers, I believe obtaining the degree whilst working the front line as a response officer has provided a learning opportunity alongside the knowledge working the frontline has presented. 

WORD COUNT 1833













1

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:

[bookmark: _Hlk201823886]This piece of work will explain how I played a significant role in a policing incident where social media was utilised in the incident. I will critically evaluate the use of social media within policing and if it benefits or hinders policing. The force policy surrounding the use of selected social media will be considered in this piece of work.

The use of social media has shown growth in recent years, with this comes advantages and disadvantages of using it within policing. With police forces showing openness to change and taking a more direct approach to reaching a wider audience, they have adopted using social media as an additional way of doing this. The use of social media can deliver correct information directly to users, who in turn can provide valuable information and intelligence. West Yorkshire Police (2022) reported that 94% of UK homes have an internet connection and 93.7% of mobile phone users in the UK will be smartphone owners by 2025. With the capability of reaching large numbers of social media users, careful consideration must be given when using social media for sensitive policing incidents, and the individual force’s policy must be adhered to when doing this.

In a recent significant incident in which I was made the officer in the case, I utilised social media to assist in locating a high-priority missing person (misper) with the intention of reaching a wider audience to assist with any important sightings or information in relation to the misper. When on duty and performing my duties as a South Wales police officer, I was assigned to an emergency response call that reported a thirteen-year-old girl had been reported missing by her concerned family. As a priority, I attended the home address of the family and spoke with family members to obtain this information and anything they deemed relevant in the search for the misper.

When attending the home address, I implemented the use of the National Decision-Making Module (NDM). By doing this it ensured I could work through the stages systematically and methodically; this allowed me to review any information received and reevaluate at any time my working strategy. The College of Policing (2013) states, the NDM should be considered when attending any incident as a way of processing the information provided. The NDM, which centres around the Code of Ethics, has five stages; gather information and intelligence, assess threat and risk and develop a working strategy, consider powers and policies, identify options and contingencies, take action and review what happened. The stage should be followed in order but can also be reverted to previous stages if required. 

To gather as much information and intelligence from the family about the misper was vital at this stage. It is the first initial contact the family will have with police, and any information they provide can be examined, and a plan of locating the misper can be implemented by police and supporting agencies. In this instance, the family were very supportive and openly provided any information I requested from them. The family stated that it was out of character for the misper to go missing and they had never been reported missing before. This understandably added extra concern to the family, and they were happy to assist police with any enquiries. On receiving all the information from the family, I could move to the second stage of the NDM and assess the threat and risks involved with the misper and allow me to develop a working strategy. Due to the age of the misper, no previous reports and her being classed as vulnerable, a working strategy was implemented.

The definition of vulnerable is outlined by the College of Policing as, “This states that a person is vulnerable if, as a result of their situation or circumstances, they are unable to take care of or protect themselves or others from harm or exploitation.” (College of Policing, 2021).

Considering the definition of vulnerable, I identified the misper to be high-risk as they were at risk of danger due to being unable to protect themselves in the situation they were in. As I had made the decision that the misper was high risk, and acknowledging the NDM, I moved to the third stage, what power and policies to consider when looking for the misper. At this stage, the misper had not committed any criminal offences; however, there were policies to consider in the incident. The use of social media was considered at this stage of the incident, and the policy relating to it was reviewed. South Wales Police social media policy (2018), states, to post a photo on the force’s social media platforms, you must have the consent of a parent or guardian to post images of anyone under 18 and be sensitive and cautious when posting the photo.

Due to the nature of the incident and locating the misper as a priority, I discussed with the family the importance of consenting to providing a photo of the misper to do a media release on South Wales Police’s social media. South Wales Police permits a broad range of social media platforms, which are Facebook, X, Instagram, TikTok, YouTube and LinkedIn. Referring to the South Wales Police policy in relation to the use of social media in Wales, the policy states, “All content on these accounts must be bilingual to comply with the Welsh Language Standards, a set of legally binding requirements set out by the Welsh Language Commission.” (South Wales Police, 2018).

These guidelines set out in the policy did present some complications in preparing the media release with, which would contain the mispers photo. To get the media release prepared in Welsh presented timely delays in preparing the image release and any information received in relation to sightings of the misper could be outdated, which would in turn, put an extra demand on officers and agencies involved. Officers may spend time following information and intelligence that is hours old and no longer viable.

The benefits and risks of using social media in the investigation were considered at this stage. I did not want to put the misper at any further risk while missing or cause alarm to members of the public or the misper, should they see it. Releasing sensitive information can assist majorly in investigations, as important information can be provided by supporting members of the public who are genuinely supportive of police agencies and the work they do. On the other end of benefits and risks of using social media are the risks of members of the public who are anti-police and less supportive of the work they do. This could lead to negative comments and false information being provided on any media releases, with the intention of causing alarm and distress. Such comments cause police and their media teams to invest valuable time in addressing the comments and following information that may have deliberately been provided with the intention of wasting police time.

In the case of more complex investigations where no or little information is provided in relation to the investigation, consideration is given to a charter application on the individual’s mobile phone and abstracting information remotely. This option is high-risk as it is an intrusive and invasive way of retrieving information by accessing the individual’s phone without their consent and knowledge. The charter application cannot be conducted by the rank of police constable and can only be authorised by the rank of inspector or above. At this stage of the investigation, a charted application was not considered due to the time the misper had been missing.

To use social media to its full advantage I also discussed monitoring the mispers social media accounts for any information that would relate to the mispers location. As the misper had ceased all communication with the family and was no longer engaging through any forms of communication. I requested the family trawl through their social media accounts for any information. This did not present any complications, as anything posted by the misper on their social media accounts was information that was open to the public and could be viewed freely and not by more intrusive means. 

By asking the family to do this, it provided valuable information that the misper had posted on their social media account. The information received indicated they had boarded a train to a neighbouring town to meet a friend. Receiving this information allowed me to move to the fourth stage of the NDM, identify options and contingencies. I immediately contacted the British Transport Police to monitor the trains entering and leaving the town and deployed officers to the neighbouring town in an attempt to locate them and give the misper the option to make themselves known to officers patrolling the area. The information received from the family also prompted me to consider if a media release was required at this stage and could it present more risk to the misper. I opted to delay the media release, as I had valuable information that the misper was a short distance away and still active on their social media accounts. I decided that if the misper was not located in the neighbouring town, there was a risk they had moved further away from the town, and the media release would then become a priority as the search area would have widened.

The deployment of officers to the neighbouring town proved to be the correct decision, as the misper was located intoxicated in a local park with other youths. This was out of character for the misper, who was returned to her family immediately. Locating the misper in an unfamiliar area with unknown youths and intoxicated individuals could have developed into a further serious incident had the misper not been located by officers. This opened the investigation to partner agencies, who could work together and support the family and misper going forward and prevent any further risks the misper had unknowingly put themselves in.

In conclusion, during this investigation, all means of using social media were considered, from the low-risk option of monitoring the openly available information on mispers social media accounts to the high-risk media release of the mispers photo and personal information and circumstances. By remaining calm and considering all options available, it allowed for information to be collated by less intrusive means, accessed and then disseminated to partner agencies. The consideration given to the media release may have caused unnecessary risk and involvement by members of the public who wanted to both help or hinder the investigation. This option may have caused distress to the family and misper who would be contacted by extended family and friends who see the media release and contact the family. This could close the open lines of communication for the misper to contact their family, as the family’s time would be invested in taking calls and engaging with the concerned peers. The family were happy to contact family members closest to them and who they thought would assist the investigation. I am satisfied that my use of social media in relation to this investigation provided the best outcome with limited fallout by concerning members of the public. 

WORD COUNT 1864















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:

[bookmark: _Hlk201823915]This piece of work will critically evaluate and evidence my flexibility in a leadership role at a policing incident I attended. I will analyse the leadership strategies I have developed when attending a range of operational situations and how I have adapted to incorporate these in my role as a police officer.

During my three-year probationary period as a police officer, I have seen my role go from the least experienced officer on the team to the most experienced. The role of police officer is rapidly changing, experienced officers who have passed their probationary period are seeking roles away from front-line policing and moving into different departments. This leaves gaps in policing teams that are filled by newly recruited officers. The ever-changing dynamics on a team caused by the most experienced officers being replaced by new and less experienced officers provides the opportunity for officers who have not yet passed their probation or moved to a separate department to move into the position of the most experienced on shift.

A recent incident which I attended as part of my police officer role provided this opportunity for me to take a leadership role, as I was the most experienced officer in attendance. I immediately acknowledged that my colleagues were less experienced than myself and for some officers, it was the first time they had experienced an incident at that level. The less experienced officers were seeking guidance and direction at the incident, prompting me to take the leadership role to provide that direction and support at such a traumatic incident.

I am aware of the many types and styles of leadership that can be applied within policing and the positive and negative effects that different leadership styles can have on an individual and teams. Leadership style refers to a leader’s characteristic behaviours when directing, motivating, guiding and managing groups of people. They can also motivate others to perform, create and innovate. (Cherry, 2018.)

The incident, where a gas explosion had caused a caravan to explode at a local caravan park, quickly developed into a major incident which caused panic and distress to the residents of the park. To reduce this panic and distress, I had to make quick and clear directions to my colleagues to reduce further harm or risk to residents. Acknowledging that I was the most experienced officer at the scene, I had to adapt my approach to give directions to my colleagues. The colleagues who I work side by side with daily were now expected to take direction from a colleague who is the same rank as them. I am not the officer’s supervisor or line manager, so I had to consider my approach and my delivery of the directions I was giving. I did not want the leadership role I had adopted to jeopardise my future working relationship with my colleagues when I reverted to my everyday role within the team.


I would consider my leadership role in this incident as the autocratic leadership style. This leadership style has been defined as; one in which the boss expects compliance with all work duties and assigned tasks. (Leonard, 2018)

I believe that due to the developing incident and the lack of experience of the attending officers, the autocratic leadership style was the most appropriate style I could use at this time. The police service is a disciplined service, and at times staff need to be given clear directions by supervisors to ensure the task is dealt with efficiently and safely for all those involved. Using an autocratic leadership style can be effective in certain situations while also supporting providing colleagues with confidence. Due to the threat and risk posed at the time of the incident, it was important that my colleagues reacted to the direct instructions I was given for their own safety, the safety of the public and to ensure the incident was dealt with without posing more of a risk to all involved. Using the autocratic style supported my colleagues at the incident, as it removed the pressure of them having to make their own important decisions, and they were able to react to the commands and directions I gave. During the incident, I was aware that delivering instructions in an autocratic style may have a negative effect on some individuals, as it could damage their confidence in dealing with incidents. I did not want to have a damaging effect on any of my colleague’s confidence or abilities when directing and instructing them. To do this, I ensured to remain positive and polite when doing this and to encourage and provide them with confidence in their own abilities and feel supported.

To ensure my colleagues felt supported at the incident, I also had to adapt to being a supportive leader. A supportive leadership style is defined as,
  
“Being friendly and approachable as a leader and includes attending to the well-being and human need of subordinates. Leaders use supportive behaviours go out of their way to make work pleasant for subordinates. In addition, supportive leaders treat subordinates as equals and give them respect for their status.” (Northouse, P. 2010).

Supporting my colleagues through the incident was an objective I wanted to ensure that I upheld. Some of my colleagues had little or no experience of attending a major incident, and some of them had as little as a few months policing experience. I wanted those colleagues to leave the incident feeling supported, motivated and confident and putting what they had learnt into good practice. Incorporating the supportive leadership style allowed my colleagues to feel valued and that they could trust me to supervise them until the appropriate supervisor arrived at the incident. Through being supportive, it allowed me to encourage my colleagues throughout the incident and help progress their development as competent police officers. This is important in the role of a police officer, which is often a diverse and complicated role.

The incident also prompted me to consider further aspects of leadership by ensuring all my colleagues were safe and adhered to the set practices expected by police officers. Leadership is key in ensuring safety needs are met. As a leader, I was responsible for the safety of my colleagues; this includes ensuring they are suitably dressed with the necessary appointments. By conducting the necessary risk assessment of all my colleagues’ uniforms and appointments and acknowledging my colleagues’ different competencies and capabilities, I was able to allocate the appropriate task and directions to those I felt confident in and who would achieve the best outcome at the incident. This allowed everyone to stay safe and deal with the tasks they were directed to do.

Where the incident propelled me into a leadership role, I was aware that I was expected to dictate instructions and orders to some colleagues who had a few months less service than me but considered themselves to be competent enough to take the leadership role at the incident. I did find this the biggest challenge, as these colleagues did not adapt well to the change, and I soon recognised that this was an obstacle I would need to overcome for the safety and wellbeing of all individuals involved. Those colleagues were not aware that the unexpected leadership role would lie with me when arriving at the incident and initially did not respond well to the instructions. The instructions were met with negativity and comments that were unprofessional. This demonstrated that these colleagues were not behaving in the professional manner expected of them. South Wales Police states, police officers should be proud, professional and positive in everything they do (South Wales Police, 2023). This led me to believe that my colleagues were not upholding the values of the force, and the issue would need to be addressed. I felt the time and place of the incident was not the appropriate moment to do this and addressed it at the debrief following the incident. I approached those colleagues and explained that while it was an uncomfortable position for everyone to be in, their lack of professionalism was observed by myself and the cooperating colleagues. I reminded the colleagues that our main objective was to work as a team and to achieve the best possible outcome for all individuals involved. I acknowledged that my role did make them feel uncomfortable, and I changed my approach and delivery of instructions and orders to accommodate this. Approaching my colleagues in a direct manner allowed for all opinions to be heard and for everyone to be fully heard and acknowledged moving forward as a team.

Moving on from the incident, it has led to me being depended on more for a leadership role and to help with the development of the team. I have taken the lead on several incidents and taken on the responsibility of supervising student officers in their tutorship. My approach to the student officers was different from my approach at the major incident; I felt I adopted a transformational leadership style towards the officers, as they were very inexperienced and did not know what the role of being a police officer expected from them. The transformational leadership style has been defined by Ugochukwu (2024) as, a leadership style where leaders inspire, motivate, and stimulate their followers intellectually to work towards a common shared goal. Leaders encourage innovation, creativity and personal development amongst team members to transform their followers’ individual and collective success. I am confident this was the most appropriate leadership style I could use during this time, as I wanted to demonstrate my full support and understanding to the students and make them aware that I have been in the student position before, and together we would work through the tutorship stage to achieve the best outcome for them as students and moving forward in their careers.

The leadership roles have allowed me to demonstrate that I can unexpectedly be put into a leadership role when needed but also revert to my daily role as a police officer and work alongside my colleagues when a senior rank or supervisor is present. It was important for me to recognise that when a supervisor arrived on scene, I was expected to continue my role as a police officer and work alongside the colleagues I had previously instructed and directed but with less responsibility. I was fully aware that these occasions were temporary, and I would respect the senior rank at the incidents I had attended and any incidents moving forward.

To conclude this essay, I am satisfied that I could adopt various leadership styles when it was expected of me. I acknowledged when leadership was needed and used my experience and communication skills to do this. Leadership does present some challenges that require adaptations and change to overcome. Communication and debriefing are necessary with any challenges presented so they do not develop into further ongoing issues amongst teams. Leadership requires openness to change and willingness to learn while adapting to the various competency levels of colleagues and peers. One leadership style does not fit all, and the same leadership style cannot be depended on for all incidents. During my times in a leadership role, I have changed the style to suit the situation and for the individuals involved.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

[bookmark: _Hlk201823949]This piece of work will critically reflect on my three-year probation period and how I have benefited from coaching and mentoring. I will reflect on how it has helped me meet the standards required of me and how it has assisted me in learning and developing to perform in the workplace. I will consider the relevant coaching and mentoring definitions used in policing and how I provide and receive feedback.

In my three-year probationary period as a student police constable, I have received coaching and mentoring to assist my development into a competent police officer reaching the end of the probationary period. This has provided both positive and negative experiences that have prompted me to consider how I give and receive feedback and understand the importance of coaching and mentoring. 

Coaching and mentoring are strategies used for personal and professional development. Coaching and mentoring can often be confused for delivering the same outcome, as they are both aimed at guiding and supporting individuals for growth and development. Coaching and mentoring methods provide the same importance in educating and encouraging performance in individuals as well as teams. To understand the importance of coaching and mentoring, it is essential to understand the differences between them and the purpose of them. Cambridge Dictionary (2025) provides the definition of coaching as, the job or activity of providing training for people or helping them to prepare for something. Coaching helps people to self-critique and self-regulate their behaviour to achieve things they want.

The coaching I received during my tutorship provided me with the knowledge from my experienced tutor and the safety that if I made a mistake, my tutor would be there to provide me with the opportunity to identify any mistakes I may have made and learn from them. To provide an example of this, I refer to an incident I attended where I required feedback from my tutor. At the incident I did not make the right choice with my approach to the incident and my decision-making during it. The incident was reported as an ongoing domestic dispute reported by a third party. On arriving at the incident, I made the decision to separate all parties and speak to the person who appeared the most upset and distressed. By doing this and having all parties in separate rooms, it gave the perpetrator the opportunity to leave the location without being spoken to and to potentially hide any evidence. This prompted my tutor to provide feedback following the incident. The feedback provided me with the opportunity to learn from my mistake and incorporate what my tutor had told me into my personal development and any incidents which presented the same scenario. By my tutor providing me with the feedback it immediately ensured I did not make the same mistake again. Had my tutor not provided the feedback and the appropriate coaching at this time, I could have potentially made the same mistake going forward. 

Coaching in policing provides multiple benefits for the individual officer. The benefits of coaching have been acknowledged by the Police Superintendents’ Association (2025) by stating, coaching can help you develop your career, be a better leader, work effectively with others, get to know your strengths and weaknesses, improve your self-confidence and feel empowered. Coaching, if delivered in the correct way, can provide the student with multiple skills to progress through their career and to pass the acquired knowledge onto future recruits, should the student move into a position where they are utilised as a tutor. I have given consideration to the coaching I received during my probationary period, as I have become one of the most experienced officers on the team. There have been opportunities for me to coach the less experienced officers on my team and provide them with the knowledge I gained in my tutorship.

Coaching in policing has gained positive feedback and proved beneficial. Obed Magny (2021) states, utilising coaches could lead to better staff retention, higher job satisfaction, increased trust within communities and increased officer safety. The correct coaching will provide the learner with encouragement and safe direction from the coach, allowing all parties involved to remain safe while learning on the job.

Mentoring is identifiably different from coaching; they can often be confused for providing the same support and guidance to the recipient but have noticeable differences. To understand the difference from the previously discussed coaching, as a student it was important I identified the differences. Cambridge Dictionary (2025) states, mentoring is the activity of supporting and advising someone with less experience to help them develop. The meaning of mentoring outlines that a mentoring role is aimed more at providing support and guidance to the recipient and not teaching or training the individual, as outlined in the definition of coaching. 

As a student constable, I felt the mentoring I received from colleagues was as important as the coaching I received from my tutor. Where my tutor provided the skills I needed to develop, the mentoring I received from colleagues and peers added to the confidence and reassurance I required for my role. My supervisor provided constant feedback and reassurance during my tutorship and when I became an independent patrol officer. I felt comfortable approaching my supervisor in any circumstances to seek advice or guidance and felt my supervisor’s delivery in his feedback was sincere and reassuring and directed at the advice I was seeking. This allowed a significant growth in my confidence and assured me I was developing as a patrol officer. The benefit of having a supportive supervisor allowed me to seek advice from someone away from my tutor and who was impartial between both of us. Working with a single tutor for the lengthy tutorship period initially meant that I was receiving the same feedback, delivered in the same way. By receiving mentoring from my supervisor, it allowed for a different delivery method and prompted me to receive feedback in a different style in which my tutor provided it.
 
Completing attachments in departments within the police force also provides opportunities to adapt to different coaching and mentoring styles while using the time to develop my skills. As a student constable, CID, public protection and investigative hub attachments are mandatory during the probationary period, this allows officers to work in different departments and adjust to the different styles of working. The attachments provide the opportunity for officers to work away from their teams and encourage them to understand how different departments work and what they require of officers. I found completing the required attachments encouraged me to be open to change and the different mentoring and coaching styles that presented during the attachments. 

The requirement for positive coaching and mentoring in policing has been further supported by the Police Superintendent’ Association (PSA). The PSA has committed to investment into coaching and mentoring by collaborating with the College of Policing to launch a developed Coaching and Mentoring Programme. The Police Superintendents’ Association (2018) outlines the programme as, providing training in becoming a mentor and enabling officers and staff in policing access to flexible support and professional development. 700 mid-to-senior level leaders are now trained in providing support in a way that has not been available before by providing training, packages and workshops for the upskilling and development of leaders, trainees and forces. The commitment by the Police Superintendents’ Association demonstrates a commitment to the importance of coaching and mentoring in policing. The commitment, in collaboration with effective coaching and mentoring models in policing provides the support and encouragement officers need to develop.

A common and productive coaching and mentoring method used is the GROW method (Whitmore, 2019). The GROW method has proved beneficial in all aspects of coaching and mentoring in different fields of development, including policing. The framework developed by Sir Whitmore provides a framework in which the coach or mentor, as well as the student, can refer to achieve their aims and objectives. The GROW method focuses on four main objectives, which are broken down into stages for ease of use and if the user wishes to refer to a previously completed stage. The first stage of the GROW mnemonic is Goal; this is where the user sets out the goals of what they want to achieve during the set period. During this stage of the method, I aimed to set goals that I considered achievable. I was confident to discuss my goals with my tutor and supervisor; by doing this, it provided all involved parties with the transparency of my goals and objectives and how I aimed to achieve them. By doing this, it allowed me to move to the second stage of the GROW mnemonic, referred to as Reality. This stage allowed for me to recognise if my goals, at such an early stage of my career, were realistic and achievable in the time parameters I had set. Considering the reality of my expectations allowed for the realisation that I would need all the guidance and support offered by my peers to be successful in my set goals and to gain knowledge and experience when achieving them.  Setting my goals and acknowledging the reality of achieving them allowed me to move to the third stage of the method, Options. Prompting me to consider my options and if they were relevant to the goals I had set. I considered this stage of the method the most important, as it allowed me to prioritise my goals, aims and objectives in the order I aimed to achieve them. The final stage of the method, referred to as Will, I considered the most personable and relatable to my needs and expectations. My will to succeed was the drive behind my achieving goals and setting further achievable goals moving forward in my career.


In conclusion, I am satisfied that receiving the relevant and appropriate coaching and mentoring during my probationary period has provided me with the essential skills and knowledge necessary to learn and develop within my role as a student constable. I was fortunate enough to be allocated a knowledgeable tutor for my tutorship, who provided positive and negative feedback. The times when I was provided positive feedback developed my confidence and skills to put the feedback into best practice moving forward in my career. Receiving negative but constructive feedback provided important opportunities to acknowledge and learn from my mistakes and prevent them occurring again. Encouragement and investment from senior officers have recognised the importance of coaching and mentoring in policing and how officers of all ranks are working towards a better police force, which in turn provides positive outcomes not only for its employees but for service users. Incorporating a productive coaching and mentoring method in my approach to my probationary period allowed personal and professional growth. It is a method I often revert to in setting realistic and achievable goals during my career. I feel confident, equipped and supported in the transitionary period from being an officer in my probationary period to being an officer confirmed in rank. 
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