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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:

The College of Policing, established in 2012, is the professional body for all levels of policing in England and Wales, aiming to enhance standards and promote excellence in law enforcement (College of Policing, 2015). This critical evaluation of their role in professionalising policing explores the College's contributions setting standards, training, research, and leadership development, while also addressing challenges and criticisms. The Royal College of Policing was a coordinated approach of the Home Office, Police Federation (policing union) and other groups to provide a professional body for policing (Police federation, 2023).  One of the College’s primary roles is to set professional standards for police forces across the UK. The cornerstones of its role are the sharing of knowledge and good practice, professional development and setting standards for the police forces and the individuals within those forces (Wood, 2018). It develops guidelines and frameworks that outline best practices in various areas of policing, such as crime investigation, community policing, and ethical behaviour. By doing so, it seeks to ensure consistency and high-quality service across all police forces (College of Policing, 2020).

The College also accredits training programs and courses, ensuring that they meet established standards.This accreditation process helps maintain a baseline of competency and skill among police officers, promoting a professional approach to their duties . The emphasis on standardised training and continuous professional development aims to build a knowledgeable and capable police workforce (Martin, 2021). A significant aspect of the College's work involves providing and overseeing training and education for police officers. This includes the Police Education Qualifications Framework (PEQF), which mandates formal education for new recruits, aligning policing with other professions that require specific qualifications (College of Policing, 2021a). The PEQF is designed to equip officers with critical thinking skills and a deeper understanding of the social and legal contexts in which they operate, fostering a more professional and reflective police service (Wood, 2018). The introduction of degree-level entry routes and apprenticeship schemes represents a shift towards recognizing policing as a profession requiring substantial academic and practical training. This initiative aims to enhance the intellectual rigour and evidence-based practices within the police force (Hough and Stanko, 2019). The College of Policing promotes evidence-based policing, which involves using research and empirical evidence to inform policing strategies and tactics. By conducting and disseminating research, the College helps police forces adopt practices that are proven to be effective, thereby improving efficiency and outcomes (College of Policing, 2024b). Although I have struggled with requirements of academic writing, I have found the process of completing written assignments an opportunity to reflect on my experiences, reinforcing and embedding learning from my training. I have appreciated the standardisation of courses to ensure I am competent in line with other officers completing the same courses ensuring I could move within the police and ensure I have the same level of training as others.

Through its What Works Centre for Crime Reduction, the College of Policing (2021) compiles and shares research findings on crime reduction strategies, helping police forces implement policies and practices backed by scientific evidence. This focus represents a move towards a more analytical and data-driven approach to policing (Tura et al., 2022). This has allowed Police forces to be dynamic in their approach to the communities in which they serve (Martin, 2021). This is embedded in Response Policing implicitly through our directives and explicitly taught in our initial training as well as used in courses I have completed such as my Taser training whereby I data and research underpin approaches taken. 

The College of Policing places a strong emphasis on developing leadership within the police force. Programs such as the Senior Leadership Development Programme and the Direct Entry schemes aim to cultivate a new generation of leaders equipped with the skills and knowledge to drive change and innovation (College of Policing, 2020). Leadership development initiatives are designed to instil strategic thinking, ethical leadership, and effective management skills (Martin, 2021). The aim of the programmes are to foster strong leadership,  thus creating a culture of professionalism and accountability at all levels of policing (Roberts et al., 2016). As a response officer I am regularly first on scene, as my training taught me (then reinforced by tutor and sergeant), I am the leader on a daily basis and with the support of reflective practise emphasised in all courses standardised by the College of Policing this ensures leadership is encouraged at all levels (Christopher, 2015).

Despite its achievements, the College of Policing faces several challenges and criticisms. The 360 degree tool helps support one major concern whereby the implementation of standardised practices across diverse police forces, each with its unique local contexts and demands. Balancing national standards with local flexibility remains a significant challenge (College of Policing, 2020). Another criticism is the perceived disconnect between academic research and practical policing. Some officers feel that the emphasis on formal education and research may overlook the practical realities and experiential knowledge crucial to effective policing (Cockcroft, 2013). Bridging this gap requires ongoing dialogue and collaboration between academics and practitioners. Additionally, the College has faced scrutiny over its ability to enforce compliance with its standards and guidelines. Without direct regulatory power, the College relies on influencing and persuading police forces to adopt its recommendations, which can limit its effectiveness (Loader, 2020).

The College of Policing has played a pivotal role in professionalising policing in the UK by setting standards, providing education and training, promoting evidence-based practices, and developing leadership. While it has made significant strides in enhancing the professionalism of the police force, challenges remain in balancing national standards with local needs, integrating academic research with practical policing, and ensuring compliance. Continued efforts to address these challenges are essential for the ongoing professionalisation of policing in the UK (Wood, 2018).

 The modern role of a Police Officer is to ensure we are upholding the standards set out by our Code of Ethics (College of Policing, 2024a). These principles underpin every training course I have completed from initial training, Taser, Response Driving, 4x4, Method of Entry and First Aid. All elements reflect back to my role in serving the public.

The Strategic Policing Requirement (SPR) outlines the necessary capabilities that police forces in England and Wales must maintain to tackle national threats such as terrorism, organised crime, public order, civil emergencies, and cybercrime (Home Office, 2023). The SPR ensures that local police forces are prepared to contribute to the national response to these threats. It emphasises collaboration across police forces and other agencies, ensuring that resources can be mobilised effectively in times of crisis. While the SPR provides a clear framework for addressing significant national threats, it also faces challenges, particularly in balancing local and national priorities. Police forces must ensure they can meet local demands while also being ready to respond to national emergencies, which requires strategic resource allocation and effective inter-agency cooperation (Wood et al., 2023, pp.27-28).

Policing Vision 2025, now amended to be the Policing vision 2023, sets out a long-term plan for policing in the UK, focusing on six key areas: local policing, specialist capabilities, workforce, digital policing, enabling business delivery, and governance (College of Policing, 2023). It envisions a transformed police service that is more efficient, technologically adept, and better equipped to handle emerging challenges. The key aspects of Policing Vision 2025 states local policing should strengthen community ties and improve public engagement. The work force should be diverse and skilled whilst encompassing specialist capabilities to tackle complex crimes. The expanding department of digital policing, and the individual skill set of individuals, to utilise technology to improve efficiency and effectiveness. Furthermore, the governance should show accountability and transparency at all levels whilst enabling business delivery to streamline processes and reducing bureaucracy where practicable. I feel my training, experience and role reflects an effort towards these values, but as stated in the most recent review, we need to make further strides to adapt to a changing landscape in law enforcement (College of Policing, 2023)
Policing Vision 2025 aims to create a modern, flexible police service capable of meeting future demands. However, its success depends on consistent funding, effective implementation, and buy-in from all stakeholders, including frostline officers who may be resistant to change (Home Office, 2023a).

The Workforce Transformation 2018 plan focuses on creating a police workforce that is adaptable, skilled, and reflective of the communities it serves (College of Policing, 2024c). It emphasises the importance of recruitment, retention, and professional development. Key elements  such as ensuring the police workforce represents the diversity of the population, providing continuous professional development and career progression opportunities whilst promoting the physical and mental well-being of officers and staff. This plan highlights the need for a strategic approach to workforce planning, ensuring that the police can attract and retain talented individuals. By focusing on diversity and professional development, the police service aims to improve its effectiveness and public trust (Home Office, 2023a).

The College of Policing's 5-Year Strategy (2018-2023) aims to support the professional development of police officers and staff, enhance leadership, and promote evidence-based practices (College of Policing, 2024a). The strategy focuses on three key areas; providing high-quality training and continuous professional development, developing effective leaders at all levels of policing and promoting the use of research and data to inform policing practices. This strategy underscores the importance of professionalising policing through rigorous training and development. It also emphasises the role of leadership in driving change and innovation within the police service (College of Policing, 2024b). By fostering a culture of continuous improvement and evidence-based practices, the College aims to enhance the overall quality and effectiveness of policing (Martin, 2021). 

The integration of the SPR, Policing Vision 2025, Workforce Transformation 2018, and the College of Policing's 5-Year Strategy represents a comprehensive approach to modernising and professionalising the police service in the UK. These frameworks collectively aim to enhance capabilities, improve efficiency, and ensure that the police service can meet both local and national challenges (Home Office, 2023). However, the successful implementation of these strategies faces several obstacles. Consistent and adequate funding is crucial to support these initiatives. Additionally, fostering a culture of change within the police force requires strong leadership and effective communication to ensure buy-in from all levels of the organisation (Tura et al., 2022). The emphasis on evidence-based practices and continuous professional development is vital for creating a responsive and adaptive police service capable of addressing evolving threats (Palmer, Kirby and Coleman, 2019).

The Strategic Policing Requirement, Policing Vision 2025, Workforce Transformation 2018, and the College of Policing's 5-Year Strategy collectively aim to professionalise and modernise the UK police service. While these initiatives provide a clear roadmap for transformation, their success hinges on effective implementation, adequate funding, and the ability to foster a culture of continuous improvement and adaptation within the police force, all of which has been under threat in recent years despite positive strides made (Home Office, 2019).
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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:


The advent of social media has revolutionised various sectors, including policing in the UK. Social media platforms such as Twitter, Facebook, and Instagram have become integral tools for law enforcement agencies to engage with communities, disseminate information, and gather intelligence. This essay explores the role of social media in community policing in the UK, highlighting its benefits, challenges, and implications for future policing strategies. The incident I am going to talk about during this essay is a road traffic collision where there was significant disruption to the public and road network during rush hour. I am also going to discuss how the force’s use of social media limited the disruption to the public and also engaged by allowing the public to know why the road network was disrupted to limit frustration and assist with alternative routes being found prior to causing traffic jams and delays. I will also talk about how the use of social media is used to enhance the engagement with police and members of the public while also enhancing the public's knowledge of policies and initiatives. I will refer back to the original incident I attended and played a significant role in while talking about these policies and initiatives. 

While on patrol with a colleague I received a report of a serious road traffic collision on an arterial round into the local area. I attended the incident with a grade one response and when arriving I noticed a vehicle overturned and a second vehicle damaged facing the wrong way. When I got out of the vehicle on looking further I could see two people inside the overturned vehicle and a further person with what looked like a head injury inside the other vehicle. I immediately requested an ambulance and fire service. While my colleague made his way to assess the victims of the incident I moved my vehicle to block the road and allow an access route for further emergency services. 

Once traffic had been stopped and a safe working area was established I requested a social media post be posted to inform motorists of the incident and road closure advising them to avoid the area and to find alternative routes. I feel by doing this the effect on the public was limited as anyone that followed the police’s official facebook, instagram, and X pages would be immediately updated of the incident. Social media has transformed the landscape of community policing by enhancing communication and interaction between police forces and the public. This example shows one of the primary benefits is the ability to quickly disseminate information. Police departments use social media to alert the public about ongoing incidents, provide crime prevention tips, and share success stories. This immediate dissemination of information helps in building trust and maintaining public safety (Bullock, 2015).

The post also allowed engagement from the public with updates being posted as the incident was cleared and the roads reopened. While maintaining the subject of roads policing social media is a tool extensively used to promote operations and successful interactions with dealing with offenders on the road network while also informing the public of educational courses and allowing them to interact with the social media handlers to discuss points and allowing the public to have discussions about the subjects within the comments section of these posts often promoting healthy discussions while raising awareness of issues and policies. 

As with everything there are positives and negatives and the positives, in my opinion outway the negatives with the use of social media. Some of the positives are the extensive and wide audience one post can reach which also reaches a huge demographic and wide audience, another positive is the post is viewable for a long period of time allowing people to scroll back to posts when they require information. A further positive is the interaction between police and the public on social media allows a human interaction and often leads to healthy debate leading to further questions and information being answered and provided. A negative of using social media can be rude and inconsiderate comments that can cause other users offence. 

Community engagement is a cornerstone of effective policing. Social media platforms facilitate direct interaction between police officers and community members, breaking down barriers and humanising the police force. Regular updates, live Q&A sessions, and interactive posts allow the public to engage with officers in a more informal and approachable manner. A study by Crump (2011) found that social media initiatives by police forces in the UK have significantly improved public perception of the police. The study revealed that social media use increased feelings of safety and trust among community members, as they felt more informed and connected to their local police. This sense of connection is crucial for fostering cooperative relationships, which are essential for effective crime prevention and resolution (Bullock, 2015). 

Beyond communication and engagement, social media plays a critical role in intelligence gathering and crime prevention. Police forces monitor social media platforms for potential threats, criminal activities, and community concerns. This proactive approach enables early intervention and helps in addressing issues before they escalate. For example, during the 2011 London riots (also referred to as the ‘English riots’) social media was both a tool for organising unlawful activities and a resource for police intelligence. The police monitored social media to track rioters, predict movements, and gather evidence for subsequent prosecutions (Tonkin, Pfeiffer and Tourte, 2012). This dual-use of social media underscores its importance in modern policing strategies. As referenced in the Policing Vision 2025 the police need to adapt their digital competency and capacity to be inline with the public’s dynamic use of the digital platforms available (Home Office, 2023)

Despite its numerous benefits, the use of social media in policing comes with significant challenges. One of the primary concerns is the issue of privacy and data protection. The monitoring of social media can be perceived as intrusive, leading to potential conflicts with privacy rights. Ensuring that social media monitoring complies with legal standards and respects individual privacy is a critical challenge for law enforcement agencies. Additionally, the spread of misinformation and the rapid dissemination of false information on social media can complicate policing efforts. Police departments must constantly verify the accuracy of information before acting on it, which can be resource-intensive. The viral nature of social media means that false information can spread quickly, potentially inciting panic or hindering police operations.

The future of social media in policing lies in the continued integration of digital tools and advanced technologies as outlined in the Police Vision 2030 (Home Office, 2023). Artificial intelligence (AI) and machine learning algorithms can enhance the ability to analyse large volumes of social media data, identify patterns, and predict potential criminal activities. However, the ethical implications of such technologies must be carefully considered to avoid overreach and ensure public trust.

Furthermore, training and development for police officers in the effective use of social media are essential. As digital natives become a larger part of the workforce, leveraging their skills and understanding of social media can enhance community policing efforts. Ongoing education on the legal, ethical, and practical aspects of social media use will be crucial for future success.

In conclusion, social media has become an indispensable tool for community policing in the UK. Its ability to enhance communication, engage the community, gather intelligence, and prevent crime underscores its value in modern law enforcement. However, the challenges of privacy, misinformation, and the ethical use of technology must be addressed to maximise its potential. As police forces continue to adapt to the digital age, social media will undoubtedly play a central role in shaping the future of community policing.














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:

Leadership within the police force demands a high degree of flexibility due to the diverse and dynamic nature of policing environments. Police officers face a wide range of situations that require different leadership approaches. This essay explores the necessity of flexible leadership in policing, provides examples of situations where varied leadership styles are necessary, outlines leadership strategies for managing these situations, and discusses leadership models applicable to policing (College of Policing, 2015).

Flexibility in leadership is critical in policing because officers must adapt to rapidly changing circumstances, diverse community needs, and various types of incidents. Unlike other professions where challenges may be more predictable, policing requires leaders to shift between different styles and strategies quickly and effectively. According to Martin (2021), effective leadership is contingent upon the situation and the specific demands it places on the leader, emphasising the importance of adaptability. Policing involves both routine and extraordinary events, necessitating leaders to be versatile. For instance, a leader may need to employ a more authoritative style in critical incidents, such a Grade 1 calls whereby there is a threat to life, where decisive action is required, while a participative approach might be more suitable for community policing efforts.

There have been a variety of incidents whereby I have adapted my leadership to suit the situational requirement. In the next part of this essay I will discuss the different situations I have encountered and how I have adapted leadership accordingly.

In a crisis management situation whereby there is a threat to life I have had to be clear and decisive to prevent public chaos and increase the likelihood of threat to life. When I attended an incident where we had found the perpetrator was holding a machete I was decisive and direct. The commanding leadership style ensures that orders are clear, responsibilities are understood, and actions are swift. This approach is necessary to manage the chaos and ensure officer and public safety effectively (B. Sarver and Miller, 2014). This reflects transactional leadership which focuses on the exchanges between leaders and followers, involving clear structures, rewards, and penalties (Filstad and Karp, 2020). In policing, this model is useful for maintaining order and ensuring compliance with rules and procedures. However, it may not be sufficient alone for fostering innovation or community trust. The swift and decisive actions of myself to clearly communicate with the perpetrator that I had a taser, whilst responding officers behind me could request reinforcements, were crucial in mitigating the threat and saving lives. 
   An example of how my leadership is adapted to community policing is when I attended a local comprehensive school to talk to ‘Public services’ students about my role. This emphasises building trust and collaboration with community members. Here, a transformational or participative leadership style is more effective. As a leader I engaged with the young people in my community, listened to their views, including misconceptions of my role, concerns, and involved them in how we approach situations with a problem-solving mindset. This approach fosters mutual respect and cooperation, which are essential for maintaining public trust (Filstad, Karp and Glomseth, 2018).  Transformational leadership involves inspiring and motivating followers to exceed their own interests for the greater good (Martin et al., 2017). This leadership is highly relevant in community policing, where leaders must inspire officers to engage proactively with the community and drive positive change. This example could also be linked to servant leadership which focuses on serving others, prioritising the needs of the team and the community in which officers serve, the public. In policing, servant leadership can build strong, supportive relationships with officers and foster a community-oriented mindset. Leaders who embody servant leadership are likely to be seen as more empathetic and trustworthy, enhancing their effectiveness in community policing.
   During day-to-day operations, I utilise a transactional leadership style as it is most appropriate. This style focuses on clear structure, rewards, and penalties, ensuring that officers adhere to established protocols and perform their duties efficiently. For instance, traffic enforcement operations require a systematic approach where compliance with procedures ensures effectiveness and safety. Furthermore, developing junior officers and fostering a supportive work environment require a coaching leadership style. As a leader in this situation I act as a mentor, providing guidance, feedback, and opportunities for professional growth. This style helps in building competence and confidence among officers, essential for long-term organisational success (Home Office, 2023).

Regardless of the situation in which I exert my leadership the fundamental aspect is effective communication. Communication is crucial in all aspects of police work. Leaders must ensure that information is conveyed clearly and promptly. In crisis situations, this means providing precise instructions to ensure coordinated efforts. In community policing, it involves active listening and engaging with community members. Most situations police officers deal with require decisions to be made under pressure, then the decisions, and ultimately directions, to be communicated effectively. Police leaders often need to make quick decisions with limited information. Strategies such as scenario planning and stress inoculation training can prepare leaders for high-pressure decision-making (Pearson-Goff and Herrington, 2013). For example, training simulations that mimic real-life crises help leaders practise making quick, informed decisions. All training courses I have been on involve elements of roleplay in the training and assessment of competency. Furthermore, the tutorship programme which extends after our training allows us to lead on situations and critically reflect our performance as not all situations can be covered in training. 
 A key element of leadership is building trust and legitimacy between police personnel, the community and other professionals e.g. fire officers and paramedics. Trust between the police and the community is essential. Strategies to build trust include transparency in operations, accountability, and consistent engagement with the community. Programs that involve community advisory boards or regular public forums can enhance transparency and trust. An understanding that leadership is not unilateral it needs to be dynamic, adapting the leadership style to the situation and personnel involved. Flexibility in leadership style is vital (Pearson-Goff and Herrington, 2013). Leaders should assess the situation and apply the most appropriate style, whether it is directive in emergencies or participative in community engagements. Continuous training in different leadership approaches can enhance a leader’s ability to adapt. Emotional intelligence is a part of this situational adaptation whereby police adapt to the emotional state of themselves and those around them. Police leaders must manage their own emotions and understand those of their officers and the public. High emotional intelligence helps leaders navigate complex interpersonal dynamics and maintain morale. Training in emotional intelligence can enhance leaders' effectiveness in various situations. Although this is difficult to train, experience and exposure can support officer’s development of this skill (Pearson-Goff and Herrington, 2013).
 Flexibility in leadership is indispensable for police officers due to the diverse and dynamic nature of their work with stakeholders and colleagues. Effective police leadership requires the ability to switch between different styles depending on the situation, from crisis management to community engagement (Martin et al., 2017). Various leadership strategies, such as effective communication, decision-making under pressure, building trust, adapting leadership style, and emotional intelligence, are essential for managing the wide range of situations encountered in policing. Leadership models like transactional, transformational, situational, servant, and contingency leadership offer valuable frameworks for understanding and developing effective police leadership (Filstad, Karp and Glomseth, 2018). Ultimately, the ability to adapt and apply the appropriate leadership style is crucial for achieving success and maintaining public trust in the police force













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 the realm of policing, coaching and mentoring play pivotal roles in developing officers' skills, enhancing their professional growth, and achieving organisational goals. Both coaching and mentoring contribute to personal and professional development, improved performance, and a more effective and cohesive police force. This essay defines coaching and mentoring, discusses relevant theories, explores their benefits in policing, and outlines methods for providing and receiving feedback, as well as strategies for improvement.

Coaching is a process that focuses on enhancing an individual's performance through goal setting, feedback, and personal development strategies. It is typically a short-term relationship centred on specific skills or performance improvements . In policing, coaching often involves helping officers develop competencies necessary for their roles, such as decision-making, tactical skills, or communication (Tyler and McKenzie, 2011). Mentoring on the other hand, is a longer-term relationship that focuses on broader career and personal development. Mentors provide guidance, support, and knowledge sharing based on their experience (Jones, 2018). In the context of policing, mentoring can help officers navigate their career paths, understand the organisational culture, and develop leadership skills (Tyler and McKenzie, 2011).

Several theories underpin coaching and mentoring practices, particularly in the context of policing. Probably the most widely known, and used theory is Social Learning Theory proposed by Bandura (1977), this theory emphasises the importance of observing and modelling the behaviours, attitudes, and emotional reactions of others. In policing, experienced officers (mentors) serve as role models, providing valuable insights and behaviours that less experienced officers can emulate.

Transformational Leadership Theory was developed by Bass (Bass, 1999), focuses on leaders who inspire and motivate their followers to achieve higher levels of performance and personal development. In coaching and mentoring, transformational leaders play a crucial role in inspiring mentees and coachees to realise their potential (Kamarudin et al., 2020).

The GROW Model, developed by Whitmore (Anthony et al., 2017), is a coaching framework that stands for Goal, Reality, Options, and Will. It helps structure coaching sessions by setting clear goals, understanding the current reality, exploring options, and determining the will to act (Kamarudin et al., 2020). This model is widely used in policing to enhance officers' problem-solving and decision-making skills.

Individuals benefit from a network of relationships, this is captured in the Developmental Network Theory. Whereby it suggests a network of developmental relationships, including mentors, peers, and coaches support growth (Parkhe, Wasserman and Ralston, 2006). In policing, this network approach can provide comprehensive support for officers' career and personal development. An example of this is when I was placed in the investigative hub to deal with prisoners and interview while creating files for CPS. This has benefitted me because it enabled me to become confident with case file building. 
Further to this it has allowed me to develop my knowledge in what meets the evidential threshold for CPS and police charging decisions. I worked with officers with a range of experiences and backgrounds in this attachment, which allowed me to become a mentor when I returned as a response officer with my recent learning.

The policing structure attempts to encompass elements of all theories aforementioned. First and foremost, personal and professional development. The trajectory of a police officer is great within the probationary period, the expectations and exposure to incidence has been noted as a key factor in resignations (Charman and Bennett, 2021). Coaching and mentoring help officers develop self-awareness, confidence, and emotional intelligence. This personal growth is crucial in handling the stresses and complexities of police work. During my tutorship I found this invaluable to have colleagues supporting me to reflect on my performance and narrating their own to help my situational learning. I have also been mentored by experienced response officers allowing me to develop my skills when attending incidents and dealing with offences in different ways such as arrest, restorative justice, and voluntary attendee interview. Furthermore, through coaching and mentoring, officers gain new skills, knowledge, and competencies. Mentors can provide insights into career progression, helping mentees navigate the organisational hierarchy and prepare probationary officers for leadership roles such as stepping up as sergeant where required (Martin, 2021). Regular feedback and guidance from coaches and mentors help officers identify areas for improvement and develop strategies to enhance their performance. This ongoing support is essential for maintaining high standards of policing which inturn aids development. By developing my knowledge and skills as well my confidence I am able to perform to a high level and complete all tasks I am set. I am also able to deal with incidents from the initial attendance to the submission of an evidential file to CPS. This has allowed me to feel personal pride when seeing the outcome knowing I have completed the investigation. I directly attribute this to the regular communication and feedback whilst in the HUB, I found this a supportive environment that challenged me and has made me a more efficient officer when completing case files.
 The College of Policing’s standardisation of courses, including the degree programme for probationary officers, has reinforced a culture of learning and development. Coaching and mentoring align individual development with organisational objectives. By fostering a culture of continuous learning and improvement, ensuring learning is purposeful and progressive. Police forces can ensure the officers and hierarchy are in alignment with the competency and values framework which should underpin all police learning (College of Policing, 2024). Furthermore, learning and development can facilitate experiential learning, where officers learn from real-life situations and experiences. This practical approach to learning is particularly effective in the dynamic and unpredictable environment of policing (Liakopoulou et al. 2019).

Effective feedback is crucial in coaching and mentoring relationships. Constructive feedback should be specific, focused on behaviours rather than personal attributes, and aimed at promoting improvement. It is essential to balance positive feedback with areas for development to maintain motivation and engagement (Johnson, Johnson and Dave, 2022). I found I responded best to feedback that outlined areas for improvement with suggestions of how to improve. Whilst 360-Degree feedback was a great method that ensured I had feedback from different stakeholders. This method involves gathering feedback from various sources, including peers, subordinates, and supervisors. It provides a comprehensive view of an officer's performance and areas for development, promoting a well-rounded understanding of their strengths and weaknesses. 360 feedback was not always practicable nor appropriate as it is very time consuming. Furthermore, feedback may not always be constructive and sometimes felt overwhelming due to an overload of information rather than targeting a specific aspect I can improve.

Regardless of the feedback type I found frequent, informal check-ins the most beneficial specifically during my tutorship. Regular feedback between coaches/mentors and officers ensures continuous feedback and support. These sessions provide opportunities to discuss progress, address concerns, and adjust development plans as needed (Jones, 2018).  Instead of focusing solely on past performance, feedforward involves offering suggestions for future improvement. This proactive approach encourages a positive, growth-oriented mindset and helps officers focus on actionable steps (Sadler, Reimann and Sambell, 2022). Although there seems to be no explicit documentation of this feedback method in policing this is done implicitly in my tutorship whereby my tutor was talking me through calls as we were en route to attend. Then, we’d evaluate my performance in relation to our prefaced discussion.

The explicit and implicit organisational nature of policing allows for inherent continuous professional development. The College of Policing has regulated the encouragement of officers to engage in lifelong learning. The standardisation of training programs, workshops, and advanced courses ensures that they continually develop new skills and knowledge (College of Policing, 2015). The formal tutorship alongside the supportive nature of teams within the police ensures peer learning. The natural and forced creation of opportunities for peer learning, such as study groups or collaborative projects, fosters a supportive learning environment. Peers can provide valuable insights, share experiences, and offer mutual support. I regularly converse with my colleagues regarding situations I have faced and how I, or others could improve in our conduct. I have found the nature of Policing, the initial training, tutorship and embedded a natural cycle of reflection. The courses encourage officers to engage in reflective practice and help them critically analyse their experiences, identify lessons learned, and apply these insights to future situations. Reflection can be facilitated through journaling, debriefing sessions, and reflective discussions both formally and informally (Wood, 2018). 
 
Coaching and mentoring are essential components of effective police leadership, contributing significantly to the personal and professional development of officers, improved performance, and the achievement of organisational goals. By leveraging relevant theories, police forces can create robust coaching and mentoring programs that support continuous learning and development. Effective feedback mechanisms and strategies for improvement further enhance the impact of these programs, fostering a culture of excellence and adaptability within the police force. This has allowed me to progress towards my goals within the organisation and develop my skill set to be more confident and able to help and mentor officers that are new to the organisation. I have also been able to pass on what I have learned to newer officers enabling them to become more confident and increase their skill levels. I have also been able to develop personally by finding myself more confident as a person and more outgoing with friends. I have also developed professionally by reading situations and being able to be confident in challenging anything I feel isn’t appropriate. 
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