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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:

Throughout my first year, second year and now into my final year of my probation whilst working as a police officer I have seen that my role has a police officer has changed to meet the demands of modern professional policing. Within this essay I will reflect upon the definitions of Modern professional policing and what it means for the serving Police Officers of today. I will evidence how I have developed my skills and knowledge throughout my probation period and how that has seen my role change within my response team. In this essay I will also highlight the role of the college of policing and how they impact how the Police work in a modern setting. 

From conducting research, The College of Policing do not have a clear cut definition or explanation for what “Modern Professional Policing”, However it is clear that they have the aim of developing Policing for the future as a primary aim. They published an article titled “preparing Policing for Further Challenges and Demands” they explain in the article that To face the upcoming difficulties and needs, they intend to prepare immediately. To increase their chances of success, they state that they must strive improve their ability to anticipate emerging challenges, think more creatively about the correct strategies and steps to address them, and respond promptly. College of Policing (2020).

According to the College of Policing website, The College of Policing is a professional body for everyone involved in policing. It is an operationally independent, non-departmental public organisation, College of Policing (2023). The role of the College of Policing is to connect everyone who works with Policing to better understand the challenges they face in a modern world. They are also there to employ evidence-based knowledge in order to create policies and training then pass that on to forces within the UK, with the ultimate goal to professionalise Policing whilst reducing crime. The College of Policing (2023) state that they support police officers and staff and that they are advocates for the development of professional policing standards and skills. This suggests that the College of policing plays a crucial strategic role of in creating and advancing professional policing within the UK. The College of Policing website suggests that it serves as a professional body within policing, with aims to enhance the effectiveness of police forces by providing and developing training, skills and knowledge through evidence based protocols. 
Further work of Brown (2013) corroborates the aforementioned research by stating that the College of Policing was establish with the purpose to professionalise Policing and to improve training, standards, and education for Police officers. This shows that the role of serving police officers is directly impacted by the work of the College of police as they are the over arcing body for policing in the UK. The training that student officers receive and the policies that serving officers must follow are developed and advanced by the college of policing. 

From researching the Policing Vision 2025, a document published in 2016 by National Police Chiefs' Council (2016). The document sets out a decade long plan which explains how the Police will continue to be equipped to meet the evolving challenges of society, to maintain public trust and to manage resources.  
One of the many ways in which they plan to do that is through collaboration and partnerships, One of the partner agencies being the College of Policing. They state that they aim to work with partner agencies to foster a culture shift around the delivery of public protection, away from a single organisation mentality towards budgeting and service provision. At the time of writing the vision there was a “single organisation mentality” to providing services within the public protection remit. This suggests that the Police and partner agencies were not working together effectively to provide protection to the public, and the term “Single Organisation Mentality” suggests that they were working independently. This is something that has changed since I have become a Police officer. There has been the creation of multi-agency public protection arrangements (MAPPA). These arrangements are designed to protect the public, including victims of crime, from serious harm by sexual or violent and other dangerous offenders. Within MAPPA the police, HM Prison, and probation service work together to manage sexual and violent offenders that pose a risk to the public College of Policing. (2017). In my role as Police Officer, it is my responsibility to identify risk and submit safeguarding paperwork to the relevant agencies, such as MAPPA so they can effectively manage offenders. During my final year of my probation, I will be doing attachment with the South Wales Police Public Protection Unit which work directly with the above mentioned agencies. This demonstrates of the College of policing strategies impacts modern day policing and also how I am working to fulfil my role within that strategy. 

In accordance to the aforementioned Police Vision 2025, the work NPCC (2018) claims that by the end of 2025, they, together with the college of policing and other partner organisations participating in the recruitment of policing officers and personnel, will have a more diversified workforce. They also state that they will be more equipped to deal with modern communities due to the new found diversity and that they will have all the necessary skills, abilities, and experiences to handle difficult tasks. To create a culture that values difference and diversity Attract and retain a workforce that will better reflect its communities and that they will continue work to build a culture which values difference. This shows that the NPCC and the college of Policing intend to diversify the UK police forces with the aim to build relationships between the police and the communities which they serve, with the overarching aim of modernising and professionalising policing.

The College of Policing have created a “5 year Strategy” to progress and professionalise Policing, which Commenced in in 2014. College of Policing. (2014). they stated that during the first year of the strategy, the College would be collecting input from the public on proposed rape and sex offender management standards. Then over the following next five years, the College would be reviewing existing standards and guidance to ensure they are based on evidence and are relevant, commencing with high-risk and priority areas including domestic violence, cybercrime, child sexual exploitation, and mental health. Standards will be published on the College website for easy access by police professionals, the public, and the media. By creating the 5 year strategy it shows the College of Policing’s commitment to professionalise Policing and that they are planning for far ahead in the future. In this study they demonstrate that they are seeking public opinion to adapt their work and that they are using the input from the public as a basis for their intended change.


As a Police Constable with the South Police, I can demonstrate how I am working to achieve the responsibilities of a modern day professional police officer. I completed and successfully passed the first six months of police officer training. During the first six months, I gained knowledge all of the important laws and legislation that I would be putting into action during my career. I also learnt and demonstrated an in depth understanding of the powers and policies utilised by the South Wales Police. The first 6-month training is planned and produced by the College of Policing in conjunction with South Wales Police. As previously stated, the College of Policing's primary mission is to support police officers and staff members, and also to push for the development of professional policing standards and capabilities, with the overarching goal of developing and professionalising modern police service. College of Policing (2023). Following on from passing initial training I have then began my career in operational policing which starting with a 12 week tutorship period. During this time, I worked under the supervision of an experienced tutor constable. Following the 12 weeks I was deemed operationally competent and gained independent patrol status which allowed me to work alone and to respond to emergency calls single crewed. 
By successfully passing initial training, a tutorship period along with all the relevant occupational competency targets it shows a clear demonstration that I am successfully working towards fulfilling the role of a Modern day Police Constable. 

In my final year of probation, I have seen a drastic change in my role. In my first and second year I found myself being paired to work with more established and experienced officers my team. During this time, I was able to work alongside them and learn from them. Knowing that If I was ever unsure on something, I could turn to them for guidance. However now that I am in my final year those members have moved on to different roles and departments. This has left me being one of the more experienced members of the team and a result I am now finding myself being paired with more junior officers, and on occasions covering for tutor constables. I have found that this has actually positively impacted not only my confidence in my abilities but my knowledge of laws, legislation, and overall policing. A study conducted by Fiorella and Mayer (2013) into the hypothesis that an individual’s knowledge on specified subjects can be enhanced by teaching others found that when students actually taught and mentored others, they built a deeper and more lasting understanding of that subject than when they simply taught. This reinforces my argument that tutoring has benefited my development in my final year. 



According to the work of College of Policing (2020), The College of policing is an organisation that is separate to the Police Services in that it is run independently. They state that their sole aim is to support the development of the police force with the ultimate goal of creating a modern and professional Police force. Brown (2013) supplied research that supports the statements made by the College of Policing's in that that they were established to enhance training, standards, and education for police officers, thereby professionalizing the profession. 

As outlined in the work of National Police Chiefs' Council (2016) shows that the NPCC are working with partner agencies to implement there decade long plan to professionalise and adapt modern day policing by enhancing public trust. They stated that they would use partnership style working and note that one of the partnerships they have is with the College of Policing who, as already establish use their platform to enhance training of policing forces. This demonstrates that the College of Policing is dedicated to professionalising policing.
The NPCC (2018) says that they are working with the college of policing to help diversify the current Police forces in the UK. They stated that this will assist Police in being more representative of the communities in which they serve and will help gain public trust. College of Policing. (2014) created an article called “The 5 Year Strategy” with the purpose to again professionalise policing. In the strategy they have sought input from the general public in regards current offender management programmes, showing that they are taking the publics opinion into account. 
All of the aforementioned research indicates many ways that the college of policing is working to professionalise modern Policing. Within this essay I have demonstrated how I as an individual am working to fulfil the role of a modern day police officer by taking part in all the relevant training set out by the college of policing.

Word count: 1918
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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:



In my Career as a Police officer on response thus far I have had brief bouts of the use of social media in an operational policing context. In this essay I will write about my experiences of using social media, address the need for its use and how it is used within the police. Alongside highlighting social media platforms used by the police, the risks, and benefits of social media I will also consider Force policy in the use of social media.
In an article produced by The Police Foundation (2014) they state that Social Media is a developing internet-based communication tool that has a wide range of applications which have numerous benefits to policing.  It allows police officers to engage with the public, provide crucial information rapidly, and also gather intelligence. In their work they also define Social Media as “a method of communicating using websites that allow people to ‘post’ public information, chat with others, send messages, and share photographs or videos” All of the above functions that are detailed in their definition are used within Policing. In the Police Foundations article, they state that UK Police Forces began trailing the use of social media platforms since 2008, and since then their use has increased inline with the publics use. This supports the argument that as the public have become more accustomed to using social media, Police Forces have also adopted its use. 
 
According to the work of The Police Foundation (2014) UK Forces primarily use the social media platforms Twitter and Facebook. Police force pages in the UK have 1,567,759 Twitter followers and 825,243 Facebook Likes. Greater Manchester Police has the greatest number of Facebook 'likes' in England and Wales, with 72,409, while the Metropolitan Police Service has 195,487 Twitter follower. This illustrates one of the most noteworthy benefits of social media, namely the reach it may offer the police to members of the public. Using the reach that social media provides The Police Foundation states that the Police can categorise their use of social media into three main categories. Information providing, Engagement and investigation and intelligence. 

Furthermore, the Police Foundation (2014) make the point that the reach of social media allows the Police forces to communicate specific information swiftly, simply, and affordably. Providing police with a platform to engage and establish connections with local communities and the public thus providing a straightforward way of engaging with the public. In terms of evidence Monitoring social media postings enables police to listen and gather information from the local communities and obtain evidence for investigations. These argues that by using social media to obtain evidence in enhances police investigations. 

Crump (2011) states that the Association of Chief Police Officers has encouraged the use of social media among Police forces in the UK The increased use of social media has the aim to involve previously uninvolved people in communities in discussions on local neighbourhood policing and also to increase overall engagement. This argues that the police are being pushed to use social media to reach out to those are usually not involved in local policing with the overarching aim of increasing public trust and becoming more representative of the communities.

Cartwright and Shaw (2020) have conducted an evidence based study into public perceptions of the UK Police use of social media. They say that academic research on the effectiveness of police usage of social media remains lagging, this argues that it is not well investigated and that there has been minimal evidence found supporting or disputing the effectiveness of police use of social media. Cartwright and Shaw created a survey. In all, 294 people responded to the poll and shared their opinions about how their police department uses social media. the results of the survey established that the majority of respondents regularly follow the social media accounts of their local police force demonstrating the overwhelming public support for the police's use of social media. In addition, the survey offers some significant conclusions on public preferences about Facebook being the preferred platform of use by their police force. This ties in with the previously mentioned work of The Police Foundation (2014) as they state that Police use Facebook as their preferred social media platform. This suggest that the Police have identified that the general public use Facebook and as a result have identified that Facebook can be used to reach the majority of their communities. 

According to an article by College of Policing (2013) the police are using social media to identify which social media websites attract the most positive or negative comments about them by highlighting trending subjects, newly discovered issues, or live incidents. This enables them to identify the most active communities that are questioning the police and learn what people's thoughts are on the subject. Consequently, they can assist police with developing a strategy for using social media to increase engagement. When communicating via social media, police must have a specific strategy and use appropriate language. Finding the correct message is made easier when forces are better knowledgeable of how communities perceive them and how they communicate This argues that the Police are actively looking to use social media as a tool to boost engagement and that they are constantly looking to improve their own use of social media by attempting to identify what sites are being used most by there local communities. This demonstrates a pro of the use of social media. 

When examining the drawbacks of police forces utilising social media, Ruddell and Jones (2013) conducted a study with participants who belonged to the age categories of "younger" and "over 65." The findings showed that respondents over 65 hardly ever used social media, whereas younger demographics who were more used to the platform were more likely to use it frequently. Given that those over 65 are less likely to use social media, according to Ruddell and Jones's research, there may be a drawback to using social media: the police may be less likely to contact them. Their work does however suggest that Police campaigns on social media should be well thought out, focusing on the demographics most likely to be reached by the message. Residents who are younger and more educated tend to use these services more frequently. Due to their poor engagement in social media and lack of interest in these forms of communication, computer-based media campaigns aimed at older adults are likely to be unproductive. However upon looking into their work it is unclear what specific ages were referred to as “Younger” as a result the age bracket is not identified. 

The work of College of Policing. (2023) states that Suspects and witnesses can self-present themselves to Police but can also avoid Police. They indicate that Social media can play a key part in identifying witnesses and suspects. They can use Social media appeals to identify and locate them. I have used this method in locating a suspect. My team and I were conducting enquires to arrest a male that was wanted for a number of domestic related offences. The witnesses and complainants were not forthcoming and would not disclose any information regarding his location. He knew he was wanted and was actively avoiding police.  I was able to contact the male on multiple occasions via telephone, during the phone calls he constantly avoided disclosing his whereabouts. Due to the nature of the offences that he was wanted for and considering the risk to his vulnerable victims, I informed him that he and his photograph would be circulated on social media. Following his circulation, a matter of hours later the post received comments from the community disclosing potential sightings, confirming he was still residing locally. This led to the male being located and arrested by officers. 

When viewing a person’s social media in attempt to locate them if they are wanted or missing Legislations and policies must be considerations. College of Policing. (2024) state that although no legal authority is necessary to examine information that is publicly viewable on social media platforms, frequently monitoring, and recording a person's information may be considered surveillance, requiring Regulation of Investigatory Powers Act (RIPA) authorisation. This suggests that if Officers conduct continued monitoring of an individual’s social media platforms and they deem this to be an operational necessity in locating a suspect or witness then authorisation must be sought under relevant legislation before it can be conducted. Their work also highlights that when social media is identified as being relevant to a missing person investigation, it is recommended that contact is made with the social network provider via the force communications department and that the assistance of the social network in question is sought where feasible. 
When I have been involved in missing persons investigations, I have always shown consideration to family members of the missing person and informed them that they will be circulated on social media or asked for their permission before doing so. 



As outlined in the aforementioned work of The Police Foundation (2014) they state social media is a developing internet-based communication tool that has a wide range of applications which have numerous benefits to policing. They also mention that police forces in the UK primarily use Facebook and Twitter as their chosen platforms to engage with the public and that social media allows the police to share important information in a swift and effective manner. 
Crump (2011) states that the Association of Chief Police Officers encourages forces to use social media as it can have great benefits in establishing connections with communities who are usually not connected with the police.
The public have the opinion that is supportive of police using social media. This is established in the work of Cartwright and Shaw (2020) where it was found that members of the public actually follow their local forces on social media and keep up to date with their posts. Their work also gives mention to the fact that Facebook seems to be the platform of choice. This leads on to the work of College of Policing (2013) who state that Police use the data from social media to establish a social media strategy with the aim to increase engagement with communities. The use of social media strategies is also encouraged in the work of Ruddell and Jones (2013) There work argues that social media campaigns by the police are only effective towards the younger generation and that over 65’s are often not reached. As a result, the Police social media campaigns should be planned with the intention to target the audience that is most likely to receive the message intended. 
In summary, all of the aforementioned work suggests that as long as Police use social media in a strategic manner given adequate though to the target group then social media is an effective tool to assist them in their duties.

Word count : 1,807







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:

The aim of this essay is to provide a detailed understanding of leadership styles and strategies used within policing. Now that I am in my final year of my professional development in my probation period, I will draw from my experience and give examples on what leadership styles I feel that I have used whilst leading the public and colleagues in operational situations. I will give mention to what Leadership is widely defined as. 
There appears to be a vast number of definitions of leadership from numerous sources. However, the following definitions seams to be the most common.  “Leadership is the process of influencing the activities of an individual or a group in efforts toward goal achievement in a given situation.” Hersey and Blanchard (1988)
This definition of leadership argues that a Leadership is a person of influence, and that hey use there influence to assisting a person or group accomplish an established goal in a specific situation.

According to an article produced by the College of Policing (2022), there are two main leadership styles used and developed within UK policing and are categorised as the following. 

Supportive leadership – Supportive leaders are forthcoming, truthful, and fair. When in a leadership role, leading a team they place an emphasis on their teams' well-being, development, and empowerment.

Transformational leadership - Similar to supportive leadership, transformational leadership entails setting high standards, going beyond one's own interests, establishing common values, and serving as a coach and mentor to their team members.

During my final year of probation, I have been asked by my supervisor to mentor newer team members during their 12 week tutorship phase. I have done this on numerous occasions when the qualified tutor had been on annual leave. I have found that I have utilised both of the above leadership styles when mentoring newer officers. 

Whilst tutoring I received feedback stating that gave the newer officer more confidence in their abilities. I can recall on one occasion I was responding to a Domestic incident with the junior officer. Whilst on the way to the address with the information we had, it was clear that a statement would need to be taken from a distressed victim. The junior officer had already expressed that she had concerns regarding her statement writing ability, stating that she struggled with it during initial training and that she had not taken a statement with her usual full time tutor. She became very stressed and anxious whilst on route and began questioning her abilities and whether she would be able to do it. She even requested that I took the statement instead of her. I knew that if I took the statement, it would not provide her with an opportunity to progress and also weaken her already low confidence in her abilities. Whilst still on route to the address, I was able to calm her down by relating to her worries. I stated that before I took my first statement, I felt the same as her. I then went on to briefly remind her of the basics of statement writing. I made sure to mention that she has the abilities to take the statement as she had been passed out of initial training by training instructors and as a result, she should be confident in her abilities. I stated that would always on hand to assist if needed. Following on from this chat, I could tell that she had calmed down and that she was beginning to focus on the task ahead. She began to ask me questions on things she was unsure of. This only increased her confidence as she realised that she knew the answers to the majority of her concerns. 
My actions in this situation aligned with the previously mentioned leadership style, Supportive leadership. College of Policing (2022) says that supportive leadership is when a leader is fair with a emphasis on wellbeing. 

In an article into the role of supportive leadership by Khalid et al (2012) a study was conducted that found that employees that encounter significant stress in the workplace, can contribute to a negative impact on performance. This issue may be remedied if employees receive assistance from their supervisor or mentor. The study suggested that leaders with greater emotional intelligence utilised this leadership style in more effective manner. The results of that study found that there is a strong link between supportive leadership and minimising stress among employers. This argues the point that being supportive and installing confidence as per the supportive leadership style, can assist in overall performance of an individual’s work and also minimise stress.
Following taking the statement, back at the station I was able to read over the junior officer’s statement with her. I did not have to change anything in the statement and found that it was very well written with all the necessary detail regarding the commission of the offence contained within. I could see that this incident greatly increased her confidence in an aspect of the role that she had concerns about. She stated that she was grateful that encouraged her to take the statement. 

Towards the end of our shift together due to the amount of calls we had to attend there was a substantial amount of paperwork that needed to be completed before we could finish. If the paper work was to be completed properly to a high standard it would cause us to finish our shift late. I was keen to show that I hold myself to a high standard when carrying out my work and more importantly when dealing with the public. I did this with the intention to instil the same standards into the junior officer’s work. When carrying out relevant paperwork following attending calls, I was able to show the junior officer the systematic way that the paperwork should be done in line with force policies instead of the alternative quicker route that could lead to poor standards of work. It would have been easier to complete the relevant paper work via the quicker avenues but I knew that this would have led to not only substandard level of work, but it would have demonstrated poor standards to the junior officer. This demonstrates my ability to adapt my leadership styles between Supportive Leadership and Transformational Leadership when the circumstances dictate. 

According to the research of Boyle et al (2018), experienced leaders hold the view that their leadership styles must be developed over time and adapt to reflect contextual variances. However, their work also suggests that the benefits of changing one's leadership style is contested and can spark heated debate. When considering adapting one's leadership style, the issue of authenticity is frequently questioned.  This research is unclear as to whether adapting and changing leadership styles is beneficial. However as previously highlighted, I have found that alternating my leadership style between transformational and supportive leadership worked well whilst tutoring a more junior police officer. 

The work of Mandell and Pherwani (2003) argues that there is a strong link between the supportive leadership style and the transformational style as emotional intelligence is a trait found among leaders that adopt both styles of leadership. This suggests that leaders that utilise both strategies naturally have a good understanding of their team members emotions as a result are able to adapt their style of leadership to suit. This further argues that the emotions of team members may dictate if a supervisor will lean towards the Supportive style by being forthcoming, truthful, and fair whilst placing an emphasis on empowerment or the Transformational style by leading with high standards and using their position to create shared values. The idea that higher levels of Emotional intelligence in leaders elicit increased team performance is corroborated by a study conducted by Rosete and Ciarrochi (2005). Their studies purpose was to analyse the connection between emotional intelligence and leadership effectiveness, and via Correlational and regression results concluded that higher emotional intelligence among leaders was connected with greater leadership effectiveness.

Rafferty and Griffin (2006) conducted a study with the aim to explore the differences between transformational and supportive leadership styles and what responses they elicited in teams. The findings revealed that both transformational and supportive leadership styles lead to unique connections between team members and leaders. However, transformational leadership styles created significantly stronger relationships with job satisfaction, career certainty, affective commitment to the organisation, and role broadening self-confidence than supportive leadership. Rafferty and Griffin (2006) have published these findings however their article is unclear as to how they come to the conclusions of their research. 

According to Hersey and Blanchard's (1988), leadership is defined as a person of influence who can utilise that influence to motivate a person or a group to a shared objective. However, it was discovered that there were several meanings of leadership. 
Using the work of the College of police (2022), I was able to establish that two types of leadership styles are often utilised in UK police. Supporting Leadership is when a leader focuses on team well-being, confidence in their job, and empowerment. The other kind is transformational leadership, in which when a leader establishes high expectations for their team and leverages their influence to develop a single aim among the team. According to Khalid et al (2012), stress among employees can have a detrimental influence on their performance at work; however, if employees are properly supported, stress can be minimised, and performance can be enhanced. Their findings also revealed a robust correlation between supportive leadership and stress reduction among employers.
Experienced leaders recognised that their leadership styles must be evolved over time to correspond with the demands of their professions; yet the same article by Boyle et al (2018) states that there are drawbacks to changing leadership styles since their teams may perceive them to be inconsistent. According to Mandell and Pherwani (2003), there are ties between the supportive leadership style and the transformational style since emotional intelligence is a must-have characteristic in order to effectively adopt both types of leadership. This demonstrates that, owing to the connections between both styles of leadership, it would be simple to adopt and rotate between the two styles.

According to Rafferty and Gryphon (2006), the two leadership styles differ. They claim that while both methods promote strong relationships between leaders and their teams, they observed that transformational leadership style promoted greater ties with team members and increased job satisfaction. However, they did not properly demonstrate how they arrived at their results.
All of the aforementioned research on supportive and transformational leadership indicates that they are UK-based leadership styles that perform well in policing owing to the characteristics that leaders must possess in order to employ them successfully. Both strategies prioritise team members' well-being and empowerment, resulting in enhanced performance and confidence. Although the styles differ, there appears to be a definite overlap between them, making them comparable; as a consequence, leaders may easily move between them.
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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:

In this essay I will aim explain how I have benefited from coaching and mentoring from the more senior officers on my team throughout he lasts two and half years working a response police officer. I will mention how the mentoring I have received has assisted me in reaching professional competency.

College of Policing (2024) has an established that a coach or mentor works one-on-one or in small groups to assist people identify and accomplish their goals, whether they are personal or professional, enhance performance, or address work-related performance concerns. The partnership is limited, sometimes lasting only a short while, and it concentrates on certain abilities or development objectives. During my first 6-12 weeks working on response, I was allocated a mentor which is referred to as a tutor constable. During this time, I was paired up with him for every shift and his role was to coach and to mentor me to the point where I would be professionally competent enough to go out on mobile patrol alone. Throughout the 12 weeks I there was a specific criterion that I had to meet before I could be passed as competent. The Criteria is called the occupational Criteria portfolio (OCP). Within the OCP there were multiple incidents that I would have to attend and be deemed ad competent in dealing with. 
This type of mentoring is commonly referred to as a formal mentorship programme, as described by Haberfel et al. (2012). They claim that this mentoring approach has been successfully implemented by several police forces. This suggests that considering this technique is employed across multiple forces, it must is beneficial.
I believe that the mentorship period that I experienced was vital in preparing me for the role ad gave me the confidence in my abilities and that without that period I would not be as competent as I am today. 
The opinion that mentoring is beneficial is also shared in the work of Tyler and McKenzie (2011). In there work they conducted interviews with Police officers with varied levels of service to ascertain their thoughts and experiences of the tutorship/mentorship period that they went through at the start of their careers in policing. Based on their interviews, a number of police officers stated that they thought the mentorship period worked. Additionally, they believed that they were personally prepared for the position of mentor, and they connected this readiness to either prior experiences of being mentored or prior experiences performing the role. During the interviews numerous officers had the opinion that they gained more benefit from mentorship than there basic training. This shows that not only does a mentorship/tutorship period prepare you for the role but with sufficient experience many officers feel that they are in a position to become a mentor/tutor. Their work also agreed with my previous point of view that mentorship does benefit Police. 

I feel that I gained benefit from my tutorship period in numerous ways. I feel that I gained a large skill transfer and skill development from my tutor constable. This is skill transfer and development from tutor to tutee is mentioned in the work of Allen and Eby (2011). Their work states that mentoring helps student officers establish and build upon essentials skills for policing. This includes knowledge and utilisation of procedures when conducting traffic stops and stop and searches which require a specific procedure. It also develops upon critical thinking and communication skills. I can additionally support this argument since I really believe that after receiving my initial tutorship, I was much more capable of conducting stop searches and was able to consider threat, risk, and harm in tense and time-sensitive circumstances. I have also been able to develop my communications skills by catering my communication to different demographics. By being more confident in the previously mentioned procedures I was able to quickly work through my OCP and as a result I met the personal and professional goals that were set out at the start of the tutorship period.

During my time with my tutor there were many occasions where he passed on his knowledge that he had gained through his own experience. He would share his methods of dealing with certain incidents. Van der Heijden and De Vos (2015) argue that mentors are often able to provide their student constables with valuable insights that can provide them with knowledge that can assist them practically and that these insights are often not covered in the general basic training. This defends the aforementioned work of Tyler and McKenzie (2011) who state that officers found tutorship periods more beneficial than basic training. By being exposed to different methods of dealing with incidents it shows mentoring provided me with more tools to meet organizational goals. 

Scandura and Williams (2004) say that mentors/tutors are able to provide constructive feedback and help identify areas of where to improve. Following attending incident my tutor would often ask me what I thought went well and what could have gone better. Following providing him with my answers he would often build off them providing me with positive and negative feedback and would then highlight on things that he would want me to improve on the next occasion. As stated in the work of Scandura and Williams I would have a better awareness of my strengths and weakness. Having this knowledge of my weakness allowed me to work on them. For example, throughout my tutorship I struggled with descriptive statement writing for more serious offences, my tutor would always read my statements over before allowing me to submit them and would provide me with professional feedback. As a result of this I am a much more competent statement writer. This shows that my ability to positively take on board feedback and remedy it to improve my performance.

Building confidence in my ability as a police officer was essential for me in developing into the role. Throughout my initial tutorship period my tutor was always on hand remind me that I was able to do the task at hand, further more towards the end of my tutorship period he would always remind me of how much I had progressed. This would greatly increase my confidence. The work of Hobson and Malderez (2013) argue that the regular mentorship interactions similar to the ones previously mentioned help to build confidence of student officers which makes them more effective in their roles. Following my initial tutorship period, I felt as though I was lacking in confidence and knowledge in case file building and investigations. As a result, I started an attachment in an investigations department, again I was allocated a tutor to mentor me within this department. I was able to do this via my initial tutor as he connected me with the staff in this department. Professional networking is another advantage of mentoring in the workplace, according to Ragins and Kram (2007) their work surrounding mentoring in the work place argues that mentoring frequently supports mentees in establishing their professional networks at work, which can progress their careers and aid in their professional growth. Again, this highlights how I have benefitted from mentoring and how it had helped me develop professionally to meet organisational targets. By increasing my knowledge on how to build case files and becoming a better investigator I was able to take the pressure of team members who were taking on more cases than others sue to the lack of competence in these areas on our team. 

A large part of my tutorship was observing my tutor. For the majority of the first two weeks, I was instructed to observe and assist him when attending incidents. This worried me initially as I consider myself to be a practical learner. However, I found that by watching him I as able to pick up on leadership qualities that was then able to implement myself. Day (2000) states that mentees who are exposed to leadership practises by their mentor are able to develop their own leadership skills. I found that I was able to takeaway certain leadership skill that my tutor had when he was dealing with larger incidents where there were numerous police officers involved. I have been able to coordinate arrest enquires of violent suspects at there homes by taking control of the arrest strategies, I have also been able to coordinate successful spontaneous area searches for suspects that have made off from police. 

After I had successfully passed my tutorship period, I found that I was struggling with my routine outside of work. Before joining the Police, I had never done shift work, night shifts or had job that was high stress. I found that my poor routine was resulting in more quality and amounts of sleep which them impacted on my performance in work. I approached my tutor who was a senior member of the team. He had been doing shift work for 7-8 years at this point, as a result I sought advice from him on how to best manage my time and fix my routine around the shift work. He provided me with suggests on sleep schedules which really benefited me. I found that I have stuck to his suggestions and as a result my performance in work increased. In the work of Kram (1988) He talks about how mentors are able to provide personal support to help mentees manage their life outside of work to achieve a more efficient work life balance and to manage stress. Even though this book which is 36 years old I believe the points made are applicable today since my own experience supports it.

In conclusion, Mentoring officer many benefits to student officers in the early stages of there careers. As evidences in the various academic studies and books mentoring not only supports the mentee in the work place as highlighted in the work of Allen and Eby (2011), Van also der Heijden and De Vos (2015) and Tyler and McKenzie (2011) who in summary say that mentoring and tutorship can provide more benefits than basic training along with increased procedural knowledge and practical competency. It can also provide the mentee with benefits outside of the work place that can help manage stress and work life balance which is highlighted in the work of Kram (1988). 
I feel that my tutorship period assisted me in developing confidence which made me more confident and capable in my role as a police officer. I was able to also establish connections with colleagues in other departments to expand my knowledge and abilities in other areas of policing where it was lacking. This was corroborated aforementioned work of Hobson and Malderez (2013) and Ragins and Kram (2007).
I was able to take away important leadership qualities from my tutor which has continued to assist me in taking up a leadership role when dealing with fast paced in incidents. This argument was defended by Day (2000). Lasty my ability to take feedback was demonstrated and the argument that mentoring assisted this was strengthened by the work of Scandura and Williams (2004)  
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