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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:


For this task I am going to critically evaluate the strategic role of the College of Policing in professionalising policing in the UK. I will evidence the steps that I am taking in working to fulfil the role of a modern professional police officer now that I am in the final year of my probation. I will also critically reflect on my final year as a police officer. I will be using the Gibbs model of reflection 1988 to assist in answering the task. 

Gibbs' Reflective Cycle was developed by Graham Gibbs in 1988 to give structure to learning from experiences.  It offers a framework for examining experiences, and given its cyclic nature lends itself particularly well to repeated experiences, allowing you to learn and plan from things that either went well or didn’t go well. It covers 6 stages: Description of the experience, Feelings, and thoughts about the experience,
Evaluation of the experience, both good and bad, Analysis to make sense of the situation. Conclusion about what you learned and what you could have done differently. (The University of Edinburgh, 2020).

The incident that I am going to use to structure the answer is a domestic incident in which I played a major role. I have attended several domestic incidents now in my time as a police officer and with each incident I have played more vital part as I have gained experience. During this incident it took place in a busy public car park and there were several members of the public in the area. The incident involved a male and a female and during this incident the male was extremely abusive towards myself and my colleague and aimed a barrage of abuse our way as well as becoming aggressive. This is not a rare occurrence as a police officer events over recent years have shown police in a negative light the murders of George Floyd and Sarah Everard are just two examples. This has somewhat understandably caused the police to lose faith in their police force and as a new recruit it can feel like a battle at time trying to regain the trust of the public. I maintained professionalism throughout despite the abuse and once the male was arrested I worked with partner agencies and the female was placed in a women’s refuge to safeguard her. 

The strategic policing requirement (SPR) was first established in 2012 in accordance with section 77 of the Police Reform and Social Responsibility Act 2011. It has been since updated and the 2023 versions outlines that violence against women and girls is now seen as a national threat. The inclusion of violence against women and girls as a national threat establishes explicit standards for local and regional police capabilities to address violence against women and girls, including how local forces cooperate with other agencies (Home office , 2023).

The phrase "violence against women and girls" (VAWG) refers to a variety of forms of abuse that, while they equally affect men and boys, disproportionately target women and girls. For statistical purposes, we refer to VAWG in accordance with the United Nations 1993 declaration, which states: "Any act of gender-based violence that results in, or is likely to result in, physical, sexual or psychological harm or suffering to women, including threats of such acts, coercion or arbitrary deprivation of liberty, whether occurring in public or in private life" (Office for national statistics , 2022).

According to the Crime Survey for England and Wales (CSEW), domestic abuse affected 5.0% of adults (16 and older) in the year ending March 2022 (6.9% of women and 3.0% of men; this translates to an expected 2.4 million adults. (1.7 million women and 699,000 men) (Office for national statistics , 2022).

The dispute over whether policing should be a degree-level profession is now gone, and professionalisation of the Police Service is currently underway with significant improvements being spearheaded by the College of Policing, the professional body for policing. The College of Policing has explicitly announced that starting in 2020, police would be a graduate-level profession after consulting with both the government and employers. (Expert Witness, 2017). This for me as challenging as the role of a serving police officer is has been the most difficult aspect so far. I had no prior experience into writing academically and di not have a degree before joining so it something I have had to put a lot of work into to fulfil the role as a police officer. 

Maintaining the concept of policing by consent also requires continued focus on increasing police legitimacy and building police-community interactions. This is even more important considering recent calls to "Defund the Police" in response to the death of George Floyd. Policing Vision 2025 established an image of the necessary workforce with confident proficient professionals that are able to adapt, be independent, and be knowledgeable in order to fulfil the requirements of this new operational environment. To meet these new working requirements, the police must develop into better professionals. (Martin, 2021)

Police chiefs and police and crime commissioners introduce a vision for policing in 2025 at their second joint conference that makes much better use of digital technology, integrates with other agencies to prevent crime, and delivers effective services to provide the best value for the public's money (Association of police and crime commissioners , 2016).

The Policing vision 2025 sets out the College of police plan for policing over the next ten years. It will influence how the college transform and use their resources to help keep people safe and deliver a service that is reliable, efficient, and cost-efficient. The service itself is where this Vision originates. As much as police and crime commissioners and chief constables, and of course the public, it must inspire officers, personnel, and volunteers. The increasingly complex and diverse communities police serve call for a more sophisticated approach to the problems we confront today and in the future. The police and crime commissioners and chief constables acknowledge that if serious and organised crime is not tackled, whether it be child sexual exploitation, domestic violence, cybercrime, or new dangers like human trafficking or terrorism it can lead to the public losing confidence in the police (National police chiefs council, 2022).

A transformative agenda is outlined in the National Police Chiefs' Council's (NPCC) Policing Vision 2025, which will enable the service to meet the demands of modern policing, the evolving nature of crimes and the methods used to commit them, as well as new and emerging threats to community cohesion and harmony (College of Policing , 2021). The Police Service Statement of Mission and Values 2025 (set out in the Policing Vision 2015) highlights the significance of the PCSO role in meeting the overall vision:
...to make communities safer by upholding the law fairly and firmly; preventing crime and anti-social behaviour; keeping the peace; protecting and reassuring communities; investigating crime and bringing offenders to justice (College of Policing , 2021).

The effectiveness the forces strategy for neighbourhood policing depends heavily on PCSOs, who serve as an essential bridge between the police and the existing community. It is a profession that is crucial to those communities and can significantly benefit the most disadvantaged members in those communities. This is clear from the significant role they played in the coronavirus pandemic. To address problems and aid in the containment of the pandemic's remain at home/non-essential travel stages, they have consistently given good contact with communities. By conducting focused joint patrols with partner agencies, community concerns have also been addressed. Also, the Welsh forces gave PCSOs expanded authority to enforce laws and issue fixed penalty notices in exceptional circumstances (South Wales Police, 2021). 

Association of Police and Crime Commissioners Chair Vera Baird QC said:
“Police and Crime Commissioners are focused on ensuring that transformational change in policing is delivered, with local policing and accountability to the public very much at the core.
“People want a responsive service that is able to tackle the future challenges and embrace the future opportunities of policing. This Vision sets out how the service needs to use technology to make it easier for the public to interact with the police, how it needs to attract and retain a confident and professional workforce and how much we intend to work with other agencies to ensure that people are kept safe” (Association of police and crime commissioners , 2016).

When reflecting on how my role within the organisation has changed one of the more noticeable aspects is how quickly I have become one of the more senior officers on shift. I am aware with this becomes more responsibility and when reflecting I believe I have taken on more responsibility particularly at incidents with newer officers. Upon reflection I think there are both positives and negatives to such a drastic change in role in such a short space of time. The negatives are obvious I still at times feel like a newer recruit myself and that’s because I am, however, having to take on more responsibility and make important decisions in a fast-paced environment something that requires experience. The support from my Sargent when you go back to the station to de-brief has been positive and this helps when dealing with the next incident. The positives also happen to come from being a newer recruit, when helping new officers it’s easier as I know what they are going through as I had been in their very situation not so long ago. I believe this to be a good thing to understand what a newer officer is going through and the feelings they have when attending calls is important when offering advice. 


In conclusion after reflecting on my probation period I believe that I have taken to the role as a modern police officer well. Its clear that as a modern officer the role has changed there is a lot more focus on policing communities which means being approachable and taking the time to speak to people. This is a skill that I have developed throughout my working life coming from a customer service background I feel I have adapted well. For me when I reflect on my probation the most challenging aspect has been the university element learning to write essays and reference them is an area that I had no prior knowledge in and it’s something I have had to put time and effort into.
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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:

For this task I will critically evaluate my experience of utilising social media within the police I will look at the incidents that require social media usage and evaluate the benefits. I will also look at all the platforms that the police use and the reasons for doing so and then evaluate the effectiveness of social media. As well as the benefits I will evaluate if there are any risks that come from the police forces using social media.

Critical evaluation can be a challenging concept to understand. To think critically is to examine ideas, evaluate them against what you have already learnt or know, and make decisions about their merit. The aim of critical thinking is to maintain an ‘objective’ position. When you think critically, you weigh up all sides of an argument by evaluating its strengths and weaknesses and then reaching a conclusion (The open university , 2021). 

Firstly, I will explain what social media is, social media makes it easier for people to communicate with one another online. Social media encompasses a wide range of applications and platforms, including Facebook, Instagram, Twitter, and YouTube, that let users share content, communicate online, and create communities. More than 4.7 billion individuals, or nearly 60% of the world's population, utilise social media.  Social media messaging platforms and applications are currently the most widely utilised websites worldwide. Early in 2023, 94.8% of users visited websites and apps for chat and messaging, closely followed by 94.6% of users who visited social media platforms. Next, with 81.8% of users accessing them, were websites for search engines (Dollarhide, 2023). 

These days it seems as if everyone uses social media, and everyone has access to it whether they be on a computer in their house or out in public with a smart phone or tablet. In 2020 a national representative household survey asked 1252 individuals aged 16 and over in Wales about their social media use. The result of the survey found that 8 in 10 people on Wales use social media and of those aged 16-30 96’6 per cent of people used social media (NHS , 2020). With this amount of people using social media it can have huge advantages to police forces and it’s almost a no brainer to at least try and utilise the platforms.

In June 2014 the Police Foundation released a report named the briefing that took an in depth investigate police forces social media use. This Briefing covers the advantages of using social media for law enforcement, gives instances of when it has been successful, and examines the difficulties in implementing this cutting-edge technology. It focuses on how the police department uses social media rather than how social media is policed or how Police and Crime Commissioners use social media. There are many different types of social media, including social networks like Facebook and LinkedIn where users can connect or network with other users, microblogging platforms like Twitter where users can share brief updates publicly, and photo or video sharing platforms like Instagram or YouTube where users can share their own photos and videos publicly. The two social media platforms that are most relevant to law enforcement are Facebook and Twitter (The Police Foundation , 2014).

There have been several times that I have had to use social media for policing purposes, and it’s not only used to combat crime. One of its main uses is when searching for a missing person their photograph can be circulated via social media and reach a wide range of people immediately. The incident that I had the most success in using social media was trying to locate a male who had been missing from his family home and this was out of character. I obtained a recent image f the male and circulated it on police social media sites as well as advising his family to utilise their own social media account across several platforms. It was through the family’s social accounts that a family friend got in contact and informed them that the male had gone to stay with them for a few days as he was feeling down. This not only located the male in question but reduced the time that police would spend searching for him.

Service delivery is shaped by effective communication to meet publics requirements. Police should communicate in a variety of methods that are appropriate for the needs and demands of the various communities they serve.
 Face-to-face encounters are only one aspect of communication. It also entails disseminating information about the actions and methods taken by the authorities. Through public data sources and social media platforms, technology offers a variety of communication and engagement possibilities. Interacting with communities, hearing their opinions, and acting on them in a manner that enhances police performance and service delivery are all part of communication. The police may speak with the public using open data, online and social media platforms, or in person. An entire section on media relations is devoted to engagement with media groups. The needs and demands of the various groups the police serve should be reflected in the various ways in which they communicate (College of policing, 2013).

The Open Government Licence is a simple set of terms and conditions that allow the free reuse of government and public sector information. For organisations that are not public bodies, there is the Creative Commons by Attribution or other recognised open licence (College of policing, 2013). The open Government Licence states that police are allowed to copy, publish, distribute, and transmit the information; adapt it; and use it for both business and non-commercial purposes, such as by fusing it with other information or incorporating it into your own software or product.

The investigation of organisational transformation in European police forces is the focus of the research project Composite. The project's focus on changes brought on by the introduction of new information and communication technologies. Trend research identified social media as a pertinent area for organisational development, among other things. The widespread use of social media by the public and the growing impact that this adaptation has on police work necessitate the definition and implementation of social media adaption plans by police organisations across Europe (Composite, 2012).

In order to obtain information and sources, the police also frequently patrol locations recognised for possible criminal or antisocial activities (Composite, 2012). They include "Black Web" websites, sites that spread hate speech, and chat rooms that sex offenders use to prey on helpless victims. Every online activity leaves a digital trail, and poring over a person's social media sites might provide the authorities with details about their network of acquaintances or whereabouts at a particular moment. Creating partnerships can help in the following areas: For instance, Facebook cooperates with law enforcement to find photographs of child sex abuse and freezes user data to help with investigations. Police officers from numerous agencies throughout Europe claim that criminal information is frequently available (The Police Foundation , 2014). Police officers from various forces across Europe report that in many cases criminal information can be found online that without social media
would have required a much greater investigative effort or would not have been available at all (Composite, 2012).

There are challenges the police face however when utilising social media, the information that the police provide on social media must be pertinent and helpful.
The public may believe that the police could be using their time more productively if posts appear to be of little practical value. The manner information is presented matters as well because it influences whether it will be read, forwarded, and how the sender is perceived (The Police Foundation , 2014). The trick to using social media effectively, according to some, is to strike a balance between posts that are informative and engaging. Followers will be more likely to interact and provide information themselves if they enjoy reading police updates and regard the tweets or posts as reliable sources of news. In this approach, engagement—which must be two-way to be effective—can overlap with information distribution and intelligence collecting.


Social media interaction by police forces carries some risks. If the proper information is not provided or the wrong amount of detail is revealed, mistakes may be made. Social media is by its very nature a fast-moving, unpredictable environment where any errors are immediately made public. For instance, the New York Police Department requested that people tweet images of themselves with police officers in April 2014 using a specific hash tag. Images that painted the police in an unfavourable light heavily dominated the response (The Police Foundation , 2014). 
The amount of information shared on social media presents significant processing challenges, and the police may run the risk of damaging their reputation if they fail to notice crucial information that could help them stop a crime or quickly apprehend a suspect because of the volume of data that is potentially available to them.

Social media is accessible to police personnel of all grades and degrees of expertise, which poses significant management issues. Police personnel who post on social media must do it in a tone and manner that are appropriate for the public. There must be procedures in place to deal with situations where this is not the case. 357 examples of potentially inappropriate behaviour by police on social media during a nine-month period were found in a 2012 HMIC assessment, 71% of which occurred on the social media platform Twitter (The Police Foundation , 2014).

In conclusion after evaluating the polices use of social media its clear there are positives and negatives. Throughout my time as a serving police officer, I have only ever found social media to be positive. The development of systems and techniques that support integrating social media use into regular working procedures and guarantee that lessons regarding what constitutes excellent practise are learned still must be done. Research on how the public views the use of social media by the police may be useful, especially if it can be used to determine what the public expects from a police social media account, how they perceive various tweets and posts, and how social media affects public confidence over the long run. 

Word count: 1702



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:

For this task I will firstly critically evaluate and evidence flexibility in my leadership style. I will then look to critically analyse leadership strategies that ii have developed during my time as a serving police officer and how they assist when I have to manage a range of different operational situations. I will consider leadership models that are commonly used in policing. I will also look at how leadership styles change to reflect certain circumstances. 

The word "critical" typically connotes something bad. You can understand why by considering words like "critique" and "criticise." But, when writing an essay, you are not having to be negative just because you are requested to write "critically." Instead, you are expressing your viewpoint in a reasoned, cogent manner that is supported by analysis and facts. It is crucial to keep in mind that there will inevitably be some aspect of description when asked to "critically analyse" or "give a critical evaluation." Yet, you must be able to expand on that explanation to support your claim (Oxbridge essays , 2021).

I have had to develop my leadership style during my time as a police officer and has newer recruits have joined my shift I have to become more of a leader as i am looked at for advice. Recently there have also been times where I am the senior officer on shift in terms of service and I must act as such and lead the newer officers at calls. To show flexibility is important as an officer you can attend a number of different calls and face a number of different situations throughout your shift, and all may require a different style of leader. 
Michael Cunningham the HM Inspector of Constabulary voiced his satisfaction with the steps taken by police forces after first inspection of leadership that HMIC carried out in 2015. Cunningham stated that forces appreciate the importance of understanding and developing their leaders at all ranks and grades. We found that most officers and staff are clear about what is expected of leaders within their respective force. There have never been more options open to forces that want to develop leadership within their workforce and the majority are taking advantage of at least some of these options (HMIC, 2016).

However, the report from Her Majesty Inspectorate of Constabulary (HMIC) also identified some gaps within forces and have suggested areas for improvement. Forces are identifying and developing talented leaders who are drawn from high-performing officers and staff, but leadership development for the wider workforce (especially police staff) remains inconsistent. The force’s expectations of what it wants from its leaders are rarely included as part of an individual’s performance review (HMIC, 2016).

The report also states that few forces can show that they have a thorough awareness of the abilities, background, and experience of their leadership teams. This prevents them from being able to decide with knowledge how to create teams with a diversity of leadership styles and methods (HMIC, 2016).

Although almost all forces have or are creating a system for reviewing individual performance, it is currently lacking in many forces. As a result, many forces are unable to be certain that they have fair procedures in place to find and foster the growth of talented people whose leadership styles and methods differ from those of their co-workers or managers (HMIC, 2016). While some police forces were able to prove that they are can spot and resolve leadership problems in parts of the force, very few forces appear to have a systematic process to identify and address poor leadership.


A flexible leader is one who can assess the demands of a circumstance and adapt their leadership style accordingly. Particularly suited to maintain success in global, complex, dynamic, and changing situations is flexible leadership (Managing life at work , 2021). Flexible leaders can select an effective leadership response by recognising the needs and expectations of others in a particular situation. Self-awareness and social awareness are needed for this. Leaders who are socially observant are individuals who pay close attention to and are sensitive to their social environment. By doing this, they can recognise and foresee internal issues that could obstruct goal achievement. A leader also recognises the healthy and unhealthy dynamics that develop among followers and actively seeks out opportunities for development. 

Hence, developing flexible leadership skills begins from inside. This can be done by either consistently learning to grasp social contexts efficiently or by enriching a natural propensity to be socially observant and self-aware (Managing life at work , 2021). Being a leader or showing leadership qualities is something that I have done whilst playing for sports teams so its something that was not new to me although a different context. 

To some extent, all leaders act in the same way. Whether you're referring to an executive, manager, sports coach/captain, or teacher, leadership is about influencing outcomes and empowering teams to collaborate to achieve goals that they wouldn't have been able to achieve on their own. In this way, leadership is a skill you can develop, not a personality trait. Many persons who exercise leadership lack formal power, while some people in positions of formal authority are ineffective leaders. Their acts, not their words, are what arouse trust and enthusiasm (McKinsey and company, 2022).


Whilst having experience in leadership through playing sports I am aware that I have had to develop new leadership strategies to evolve as an officer. Plans for coordinating an organisation's leadership with its aims, strategies, and objectives are known as leadership strategies. These strategies can be used to persuade people or teams, involve pertinent parties, pinpoint potential requirements or difficulties, and improve performance. The company's leadership can use these stages to direct departments, teams, or employees to support the institution's goals. The company's ethos, working environment, performance, resource utilization, and revenue can all be improved through strategic leadership. Additionally, it promotes shareholder participation while assisting the company in achieving sustainable performance (Indeed editorial team , 2022).

One of the strategies that is used in policing is to define and communicate the organisation's vision to newer recruits. The vision of an organization is a concise, aspirational strategy outlining its goals for the future. Examining the organisation's goals and determining its ideal situation will help leaders identify the company's vision. The shareholders are then informed of this goal. They could, for instance, explain the organisation's goal to its teams or personnel. This tactic unifies daily tasks in the pursuit of success and gives pertinent parties direction. A shared goal promotes teamwork and staff achievement, increasing the likelihood that the business will succeed (Indeed editorial team , 2022). Although this strategy is one that is usually outlined long before an officer joins a shift and then by inspectors and sergeants reminding newer recruits can be beneficial.


Another strategy is to encourage recognition as this will show an officer how much the police force values them and their work. Officers are shown how much you respect them when they are recognised. They might enhance their contribution if they feel appreciated for their work. An officer’s satisfaction lowers the likelihood that they will seek for work elsewhere. You can assist your group in creating an atmosphere of appreciation and gratitude where officers value one another's contributions and promote teamwork. This encourages teamwork and self-management among officers (Indeed editorial team , 2022). This leadership strategy is one of the easiest to implement and one that can be utilised in several situations. Encouraging recognition can come from officers of all ranks an argument can be made that it only means something when delivered by an officer of rank. 


Being honest is a leadership strategy that is important to utilise within the police force as its in line with the policing principles. Being honest is a strategy that can be implemented by all ranks within the police force however it takes a leader to encourage open and honest discussions within a team. By being aware of their issues or views, you can adjust improve performance and advance officers' welfare. To enhance operations, teams can also adopt a policy of transparency regarding their activities. They can offer suggestions or feedback to improve the work of another individual if they have any. Being truthful can also demonstrate your worth to teams and officers. They can respect your authority and adhere to your instructions as you work towards a shared goal (Indeed editorial team , 2022). Sharing information with officers is one way of demonstrating honesty. You can communicate every concern, consideration or benefit that affects the performance or welfare of your team. If there's bad news, a strategic leader finds the best possible way to convey the information. Organising meetings to review the police forces progress can also promote honest leadership. You might use this opportunity to tell officers about plans or decisions that directly impact them, preparing them to handle various situations.

The leadership strategy that I have utilised the most whilst within the force is to lead by example and I have gained more confidence in leading by example as I’ve gained knowledge and experience. However, leading by example can start by simple actions even showing up work earlier sets a good example to newer officers.  By adhering to rules and acting professionally, leaders can serve as beneficial role models. To boost performance and increase organisational success, officers may identify and model their actions. Your strategy makes the company's values clear. Your team closely observes your conduct and frequently models its own after it. You could also show them that objectives are possible, encouraging them to put forth more effort. By being respectful, you demonstrate how to engage with others. If you make a mistake, accept any consequences or feedback to show that overcoming challenges is possible. Being positive in adverse conditions might also encourage positive attitudes (Indeed editorial team , 2022). This is a leadership style that I have utilised most before joining the force as previously stated when playing for sports teams. It’s a style that can be portrayed by an officer of any rank and is essentially putting your best foot forward and inspiring others to do the same.


In conclusion it is important that police forces have effective programmes and other initiatives in place to be able to identify talented officers and staff. All eligible members of the workforce should have the opportunity to put themselves forward for promotion selection as part of an open and fair process. My own experiences of being a leader within the police has been limited, the only opportunity I have had to be a leader seems to be when resources are low and is a necessity. I am aware however that I am still young in service, and I have been made aware that there are opportunities after my three-year probation period to prepare for sergeant’s exams. Whilst I think the police are doing more to encourage leaders, I feel like most of it is due to a need for less experienced officers to take control not something that is taught.  

.
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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:

For this task I will critically reflect upon my three-year probation period as a new Police officer. I will reflect on the coaching that I have received as well as mentoring not just from my tutor but more experienced officers as well. I will also reflect on goals that I have achieved whether they are personal, professional, or organisational. I will reflect on how my experiences have aided me in learning and developing in the workplace. 

There are various models of reflection that are available in order to give a framework for techniques, activities, and procedures for developing knowledge and understanding of our teaching and learning experiences. Any of these things can serve to focus personal reflection and improve our ability to instruct. Borton's Model of Reflection is one such model. A teacher from the United States named Terry Borton released Reach, Touch, and Teach in 1970. In this book, he created a reflective education sequence called What, So What, Now What that also serves as a framework for reflective practise. This paradigm is described by Borton as a fluid process with no beginning or conclusion in which no part of it may exclude another (Dabell, 2015).

Firstly, I am going to discuss the coaching and mentoring that I have received from initially my tutor and then other members of my team. My first few weeks as a police officer were not easy as my tutor had a lot of time and off and this led me to be moved after a month of tutorship and be assigned a new tutor. Although not ideal I did not let this affect me and saw it as a positive as I had worked already with several different officers with varies amounts of experience. The College of Policing describes mentoring as when a more knowledgeable or experienced officer provides support advice and guidance to newer recruits to help them develop and progress in their career (College of Police , 2022).

Mentors may agree to a long-term mentoring arrangement, or they may be asked to serve as a one-stop mentoring assistance source for a particular subject. The mentor will serve as an impartial source of career guidance and support in all capacities. It is strongly recommended to complete training before beginning any type of mentoring relationship. Training is available for both mentors and mentees (University of Southampton , 2022).

The U.S department of justice in 2008 produced a journal named Institutionalizing Mentoring in Police Departments. The journal states that mentoring does not only benefit the new officer it can also benefit the veteran officers. The satisfaction of assisting a fellow officer in expanding their policing knowledge and skills while contributing significantly to the agency is one of the advantages for the mentor. The advantage for the protégé is having a ready source of expertise and experience when assuming a challenging position with unfamiliar duties. A formal mentoring programme designed and run by the department guarantees that every new employee will have the opportunity for and benefit from mentoring. Informal mentoring has long been a part of policing, as veteran officers have taken it upon themselves to help and encourage new officers (Sprafka, 2008).

There are many mentoring theories the one that most describes what I experienced is peer-mentoring. Peer mentoring is when a more seasoned employee mentors a new hire or a less seasoned employee, if both have comparable job titles, roles, and obligations. Peer mentorship can be done in a small group of four to six co-workers or one-on-one. According to Forbes, the Millennial age is a good fit for this theory because they typically have multiple mentors and demand a lot of feedback. Peer mentoring places mentors and mentees on an equal footing, which facilitates discussions and promotes two-way communication (Tucker, 2017). 

I was suited to the peer mentor ship and believe it helped me progress as an officer and I took on board a lot of knowledge. One of the benefits was the shared experience I knew that my tutor had been in the situation I was in as a new recruit so could provide me with the knowledge I needed. 
Peers exchange professional experiences and benefit from one another's knowledge. It's easy to start thinking that your circumstances are special and that no one will comprehend what you're going through. But it simply isn't the case. Peers can relate to one other more deeply and thoroughly because they are experiencing comparable things. Mutual mentees and mentors, and the dyad's continued focus on growth and learning, are one aspect of peer mentoring that distinguishes it from traditional mentoring. They are not merely there for small talk. Instead, it is a deliberate action that gives both people the chance to learn new things (The Black sheep institute, 2023). 

I also believe that peer mentoring worked well as I was not afraid to ask questions, again I knew my tutor had been in my situation, it was daunting starting my policing career but having a peer mentoring relationship put me at ease. 
Knowledge can be shared between peers. They gain a lot of tacit knowledge as they advance in their positions. Peer-to-peer learning encourages information transfer, keeping essential know-how within the organisation. As they coach others, peers gain from the mentoring connection. Thus, students gain a lot of knowledge for themselves. Additionally, workers or mentees may be able to educate their co-workers in your company, fostering the growth of future leaders. In addition, they share knowledge more casually among themselves than they would through formally planning and presentation, which makes it less daunting. There is a willingness to make mistakes in this partnership and grow from the cooperative setting (The Black sheep institute, 2023).

The chance to talk about common workplace annoyances is one of the key advantages of peer mentoring. An excellent technique to relieve tension is to share your feelings with someone who can relate. This will help you prevent any potential emotional outbursts in the future. Healthy venting makes you feel less alone and more like you have someone on your side. You get a feeling of benevolence from it. Additionally, it promotes healthy calming down and lessens negativity. Make sure, though, that the venting doesn't turn into whining and moaning, which might make you feel even more frustrated. The focus should rapidly move to seeking answers while both sides are free to share freely and express whatever they may have. As a result, it supports preserving a happy and healthy relationship (The Black sheep institute, 2023).


Coaching has long been connected to athletics. Every elite sportsperson has a coach. In recent years, coaching has expanded beyond sports and into every sphere of life, including business. Currently, it is extremely common for someone to seek the assistance of a coach to attain their personal and professional objectives. The client and coach work together to provide coaching. The client is assisted by the coach in reaching their highest potential and producing the outcomes they desire in both their personal and professional lives. Coaching guarantees that the client can give their all, learn, and grow the manner they see fit. The coach does not need to be an expert in the line of work of their customers (International coaching community , 2022). Coaching is a role that I personally am more familiar with as I have always played on sports teams, I have not experienced coaching yet however I do use the more experienced officer on my team for guidance. 


After my first month of uncertainty, I finally settled, and I really benefitted from having a tutor to mentor me. I utilised my tutors experience and asked as many questions as I could, I also made sure to try and get as much out of my initial training and would volunteer for many different scenarios. I have continued to volunteer for different scenarios as I have always learned better by physically doing something and gain more knowledge through doing. I am still early on in my career and understand that I am still learning everyday however there are times that I can be the most experienced officer on shift. I remember being a new officer and do my best to act as a leader for the newer recruits.

I did not set too many personal goals as I started my career as a police officer all the goals that I set would centre around work and they were professional goals. The main goal was to pass the university work as this is something that I knew id struggle with, it was my first time having to write academically. Having a list of goals to strive for has a lot of advantages. Setting goals enables you to develop new habits, direct your attention, and maintain your momentum in life. A feeling of self-mastery and focus alignment are two additional benefits of goals. In the end, you can't measure what you can't manage, and you can't improve what you can't control correctly. You can accomplish all of that and more by setting goals (Riopel, 2019). As Riopel states there are many advantages to setting goals however it’s not something I thought about before becoming a police officer. Upon reflection though I realised that I always set goals even if I don’t note them down, I always strive for something even as I come to the end of my probation period, I have new goals to work on different departments.  

The feedback I have had early on in my career has been positive and upon reflection I feel I have made a positive start to my police career. The first feedback was from my tutor, and they used a situational checklist to track my progress. I am open to receiving feedback and I am aware that negative feedback can be as useful for development as positive feedback as long as it is delivered correctly. 

By providing those around you with helpful criticism and feedback, you can foster a culture of support and development. The effectiveness, work ethic, performance, and growth of people and teams are all impacted by appropriate feedback. Positive and constructive criticism is more likely to be received favourably by employees than negative input, which can leave them feeling undervalued and unsupported (Valamis, 2019 ). Providing feedback is often more challenging than receiving it however when doing so I think about the type of feedback I find most beneficial and try to provide it that way. As I stated previously in the task, I am sometimes depending on resources the most senior officer on shift and there has been times where the newer recruits have asked for feedback after a call and I always try to be positive when doing so. 

To conclude it clear that after reflection I have made a positive start to my policing career, and I hope I can continue to develop and grow wherever my career takes me. I have set goals to join the firearms unit and have made this know and taken steps to develop into the type of officer suited to that role.
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