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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 this essay I will discuss, evaluate, and reflect upon how I have improved my knowledge, confidence and understanding of the role of the police constable, now that I am in my third and final year of my probation period. I will be referring to incidents that I have experienced first-hand, having dealt with the people involved initially and throughout the period of the investigation whether it may be the victim, offender or witnesses, as well as dealing with the initial attendance at the call, and the relevant procedures that follow with that attendance; this can range from tasks such as interviewing the suspect, or taking a statement from a distraught victim. Additionally, in this essay I will refer to a number of different strategies that have been implemented in order to show what the College of Policing requires of its police officers, and where it expects them to be in the near future. These strategies are essentially a step-by-step guidance for chief officers to communicate down the ranks, showing what they expect from the officers and staff that serve within their force.

Since my first shift as a police officer after having completed my training, I believe that there is a clear difference in how I was then to how I am now. I feel I have improved both as a police officer in general and as a university student regarding completing essays. Working full time in such a fast paced, important, and responsible job as well as doing a full-time degree, I have learnt that you must be able to adapt and think on your feet as well as applying your training as in an instance something can change. During the period of my probation, I have faced a large number of difficult situations already early into my policing career, one of the main worries I have faced was not knowing how I was going to react when dealing with a difficult scenario. Fight or flight response is the brains lightning-fast process in which it prepares the body to react to imminent danger. When this occurs the bodies first thought is to run from the danger however, as a police officer, you must learn to fight the urge and protect, and deal with the danger (Mental wealth hub, No date). I feel as though I have become more accustomed to these situations compared to when I first started and as a result of this I believe I am better equipped to deal with situations and can achieve the desired outcome. I now also know that I can face the situation, whereas, early on in my career, I felt as though my in-experience with sensitive scenarios had an effect on my confidence. Today, I feel much more confident within myself when handling calls.

As well as my improving ability to face the challenges put to me on a day-to-day basis, as a police officer I have also gained a magnitude of different skills that enable me to aid the public more efficiently and also make me more effective within my public role to myself and team members. When first coming out of training, I had gained no extra skills, in spite of that, I am now an advanced driver, thus enabling me to activate the blue lights and arrive at emergency calls quicker. I am also due to complete my taser course and method of entry; these courses can only be achieved by proving to supervisors that you are worthy of completing them. My progress can also be seen via my operational competency portfolio which has been signed off for both the first and second year by my sergeant and the area training officer. In the portfolio, I am also provided with relevant feedback when required, throughout my probation, I have responded positively towards all feedback given to me and have implemented this in my daily work by myself. 

Having discussed how I believe I have improved, I will now discuss how the College of Policing play a large part in the role of the police officer, first by discussing the College of Policing’s 5 year strategy. In 2022, The College of Policing implemented its 5 year strategy which involves a number of ambitions that police forces UK wide desire to achieve by the year 2026.

These ambitions are as follows: building trust and a fair culture; transforming police leadership; supporting career long professional development and wellbeing, boosting core skills and also strengthening innovation and implementing what works (College of Policing, 2024). These aspects have been put into practice to show what being a model police officer involves, and what the officers may need to do to improve. 

I believe that during my two and a half years of being a police officer I have shown many of these characteristics that the College of Policing and chief officers want officers to portray when dealing with members of the public, thus it has assisted me in regards to moulding me into a modern, professional and respectable officer. An example of me showing these characteristics was recognised by our chief constable, my colleagues and I received letters of appreciation following an incident involving a female that had suffered a stroke. The letter was thanking my team due to the way that we all worked together to resolve the situation as efficiently and safely as possible. This again was recognition that I am doing a good job. 

Trust is a major aspect of policing. Day to day, we as police officers deal with the most vulnerable members of the public. This demographic call the police when needed and trust us to deliver a service. Since being in the police force, I have now started to work with officers that are less in service than me, this as well also shows that my supervisors believe I can be trusted to work with the officers that are less in service and help them get to the stage I believe I am at now, having reached the final year of my probation. I think that this clearly portrays that I have gathered several skills that have been passed onto me by more experienced officers and it is now being recognised that I can now help others gain the ability to overall become a better officer. Trust in policing can be defined as a belief members of public have that they can rely on the police to behave justly and productively during interactions with the public (Hobbs, 2023). In relation to this, I feel as though I can be trusted.

Secondly, I will discuss the Policing Vision 2025. This is one of the many ways in which the College of Policing uphold their morals and also aspire to improve continuously. The Policing Vision 2025 is a plan of policing for the next 10 years, it clearly sets out what the College of Policing want to achieve. The vision has been set out to inspire all members of the police and the public. The vision involves all areas of policing and is designed to retain a workforce of confident professionals (NPCC, No date). With this vision in place and on view for all to see it is clear what is wanted by the national police chiefs and the College of Policing, it is a vision that police can follow to help them be the best they can be, and for the public to ensure that they are getting the best possible service from the police force that protects and serves them. Following on from my training, it is clear to see that I am implementing these aspects into my day to day work, these have been evidenced and documented via completing my year 1 and year 2 Operational Competency portfolios, also being able to provide evidence in doing so. Furthermore, having this evidence signed off by the area training officer and approved by my sergeant.

Furthermore, I will be discussing the transformation framework. This was implemented in 2018 and created by the College of Policing and the National Police Chiefs. This framework is utilised in the recruitment process of policing. It provides policing with a structured and consistent approach when it comes to developing and analysing a sufficient understanding of the force’s organisation. Forces that use the framework have been found to have better organisational development, the framework has also led to better management capabilities which has been proven on a national scale (College of Policing limited, 2022). By creating this framework it is clear to see that the creators have a clear goal and vision that they want to abide by along with all other forces that they provide for, this reiterates the importance also of how the College of Policing play a large part in professionalising policing in the UK.

Having already discussed the Policing Vision 2025, the college of policing 5-year strategy and the workforce transformation, I would know like to focus on the strategic policing requirement. This was created based on the home secretaries view of what the current national threat levels are and also what the capabilities of the police forces are in protecting the public from said threats (Home office, 2023). With the help of other policies and strategies mentioned above, the College of Policing, along with others that make decisions on policing in the UK, are continuously working together to have the most efficient and justice driven police officers serve under them. The College of Policing are continuously working to improve and better their forces also, as shown by the large and continuous amounts of new acts, laws, plans, and policies that are regularly being created, introduced and of course implemented.

In summation, during this essay I have critically evaluated the strategic role of the College of Policing in professionalising policing in the UK. I have done this by naming several different strategies that have been implemented in recent years by the College of Policing and national police chiefs for forces to follow. I have then discussed in depth these strategies in terms of how I believe they have helped me, become the officer that I am now, compared to the one that I was when I first left training. A large part of this is down to these strategies being in place for new officers to follow. As well as this, I have also evidenced how I am working to fulfil the role of a modern professional police officer by bettering myself compared to where I was again when I first left training. I have done this by gaining extra skills as well as being reviewed by supervisors, taking onboard any constructive criticism they may have.  Finally, I have critically reflected upon how my final year of probation has seen my role as a police officer change. The most important change and improvement is that I have been working closely with less experienced officers for a while now, this again reiterates the fact that I am worthy of being in my third and final year of my probation period. 
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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 this essay I will critically evaluate my own experience regarding the use of social media in policing. I will focus on how it is used by police officers and police staff as a means of informing and engaging with the community, as well as how it can be used to promote the ways in which the police handle situations and as a way of making the public aware of the good work that they are doing to protect and make them aware of certain situations that they may need to know information on. An example of this would be informing them of a sudden road closure, this can then be shared via the desired social media platforms. 

According to the Police Foundation, social media in policing can be defined as a growing form of internet-based communication that involves all the aspects of policing. Its main purpose is to offer the police a way of connecting and engaging with the public, in real time (The Police Foundation, 2014). Social media in policing can have several different positive and negative effects , both of which will be considered in depth during this essay. South Wales Police upholds the following rules regarding their policy on social media: “We use social media as an additional means to engage with our communities. We want to keep you, our followers, informed of what is happening in your area and provide you with crime prevention advice”. (South Wales Police, No date). I have experienced first hand how social media is utilised within the police and I will discuss further during the essay; police forces use several different platforms also, which again will be spoken about during the essay, talking about their effectiveness also.

Having been a police officer for almost three years, I have been to several different incidents whereby the use of social media has been utilised for the desired result to be achieved more efficiently and at a faster pace compared to if social media was not used. If it had not been used a more drastic outcome would have more than likely occurred. These incidents range from many different situations such as, missing persons and major incidents. 

In my day-to-day role as a response officer, I have had to deal with countless missing persons, one of the first and main things that we look to do is speak to the family regarding a social media appeal, this is found to be very effective. All other UK forces look to do this to and there are endless examples of how effective it can be most of the time. In one instance, a 75 year old man wandered away from hospital in Birmingham. West Midlands police were contacted by the hospital and immediately posted information requests on Twitter and Facebook in an urgent search for the vulnerable adult. In just under an hour, a member of the public who saw the social media posts noticed a man matching the description leaning against a wall two miles away from the hospital. As a result they phoned the police and the male was returned safe and well shortly after (Russell Webster, 2013). If social media had not been used in this case, who knows how long it would have taken to find the male in question. Due to the popularity of social media, it would be a waste of resources for forces not to utilise it. Evidently, social media can bring positive results when used sufficiently as this is just one example of many. It is clear to see that when it is used correctly, results are achieved.

As well as the reasons stated above, social media is also used by police forces to gather further witnesses, state information regarding wanted individuals and to advertise job applications. I personally applied for South Wales Police because of seeing a post on Facebook. The way they portrayed the job and what it entails was what made me apply, ensuring that by joining I would make a difference. I believe this to be one of the most popular ways to advertise jobs because as stated previously, almost everyone uses some form of social media. Studies show the positive effects of hiring via social media. 79 percent of job applicants use social media in their job search, and 70 percent of hirers say they have successfully hired with social media (Bajaj, 2023). This data clearly shows the use of social media in a positive light as it can be used for recruitment, however there are also a large quantity of disadvantages involving social media recruitment. For example, an individual may apply for a role for which they are not suited to, or may not have the relevant experience or qualifications. I feel as though using social media for advertising jobs is a good way to initiate a proposal, but the hiring process that follows should be in person to ensure the employers have a better understanding of the applicant.

I will now focus on the benefits and risks of using social media within policing. As already stated, it is clear to see that there are reasons for it to be used, such as missing person appeals, however as a whole, the use of social media in policing can be seen as both positive and negative, whether this be by officers and staff working within the organisation or by the members of the public that are being provided information by the police via these social media outlets. In a study involving several European countries it was found that if forces do not have an active social media presence, other unofficial sites will be there to fill the void and communicate the information first. The analysis of the UK riots in 2011 also clearly indicates the fact that during a crisis, forces highly benefit from communicating via their established connections and dedicated profiles on their social media platforms (BBC, 2012). Upon critically evaluating the study carried out above, it clearly shows that currently whereby social media is a large part of our lives, if the police forces are not actively engaging and communicating with the public that they serve, the public will only find out the information from someone else, resulting in the public having a lack of trust from the police force in question. This clearly shows there are positives to using social media within policing.

Social media can also be seen as a disadvantage in policing. One occasion I can relate to and that I have witnessed firsthand is that when police post on Facebook, regarding an ongoing investigation, there are a lot of comments speculating what may have gone wrong or who is at fault. This can often lead to the wrong people being blamed or certain rumours being spread that are not the truth. Having reviewed the information available to me and using my experiences I believe that one of the main problems with police forces using social media is that it is time consuming and difficult to identify which information is false, social media is full of wrong information, which as a result can lead the investigation down the wrong path, it is time consuming to verify the legitimacy of the data (Singh, 2023). It can be difficult to filter things that are provided to the police via social media platforms. It is clear to see that there are both positives and negatives regarding social media being used in policing. In today’s world people are more often than not going to learn about ongoing events through social media before hearing them in the news. This has had an important impact on policing. To address the issue of misinforming the public, police must establish protocols to verify information. False content must also be removed to work towards a safer and more informed digital environment (Course Sidekick, 2023).

I will now discuss which social media platforms are utilised the most by UK police forces. Since being in the police for just under three years I have seen posts from the force being put out on several different platforms, I believe this is to try and engage with as many members of the community as possible. The social media perception survey was launched on 3rd July 2019 and responses were collected for 2 months. 43 Police services took part in the survey and over 25,000 responses were received. Facebook responses received the most with 15,839, twitter followed with 8606 and then Instagram had 1270 (Digital policing portfolio, 2018). It is easy to see the positive effects of police forces carrying out and taking part in this survey as it clearly identifies which platform they are likely to get the most interactions from.

As my final discussion topic of this essay prior to my conclusion, I would now like to discuss police forces promoting policy initiatives via social media and its importance. Policy initiatives refer to proposed actions or plans that have been brought to attention by individuals or organisations with the intention of addressing issues and or achieving certain goals (Fiveable, No date). What this refers to in terms of South Wales Police is their Code of Ethics. This is something made for all its members to abide by and uphold. They make this clear to their staff and officers by introducing it in training, it is also promoted via social media platforms and is shown proudly on the official website. It sets out a clear and distinct set of expectations, which all members are expected to follow. As per the official website it states that the Code of Ethics was produced by the College of Policing, it is designed to set and define the perfect standards of behaviour for everyone who works in policing, members are expected to meet and uphold these standards of behaviour (South Wales Police, No Date). Having this available on the website and social media platforms for all to see is very important in promoting policy initiatives.

In Conclusion, I have critically evaluated my experience regarding my time at South Wales Police and their utilisation of social media. I have talked about in depth how it has helped in investigations that I have been involved in first hand, and how certain situations might not have worked out as well if social media had not been utilised. I have also discussed what policy initiatives are, and how their importance can be amplified via websites and social media. I have explained what South Wales Police policy initiatives are and have explained how they have been implemented firmly into my career early on via the code of ethics. I reviewed the advantages and disadvantages of the use of social media, providing opinions on both why it is successful as well as why sometimes it may be deemed to be unsuccessful. In my essay, I have also highlighted methods that can be carried out so that social media in policing can only be seen as a positive. I have studied what social media platforms UK forces have found to be the most interactive by the area that they serve and again discussed why finding out this information is important. Overall, I believe that social media in policing has more of a positive effect on policing compared to negative, this is due to the vast majority of the public using some form of social media. Police forces should make the most of this source and as long as it is used appropriately, utilise it to inform, engage and promote, to the people that they serve. 
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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:

In this essay I will focus on my leadership style. More so, how my leadership style can change depending on the different scenarios that I am faced with during my job as a police officer. I will look to critically evaluate and evidence my flexibility regarding the style of my leadership, reviewing it and stating how I believe I have evidenced it since first joining the police almost three years ago. In this essay I will also analyse leadership strategies that I personally believe that I have developed, to manage a range of different operational situations which I have already faced so early on into my career, having then developed these strategies, I am able to take them forward with me through the rest of my career and even pass them on to others. Also, in this essay I will consider leadership models that are commonly utilised within policing, evaluating their effectiveness, and how some may be deemed to be not so effective compared to others. What I will also be looking to address within this essay is how I personally as a police officer have been able to apply a change in leadership style, to reflect a change in circumstances.

As a constable in my third and final year of probation, I have not had any experience in the role of needing to act up as a sergeant due to there being more experienced officers on my team. However, I would consider myself a leader in terms of when paired up on shift with a colleague, I am usually the officer with more experience. I believe this is because new officers are coming through training thick and fast and as response often has several officers’ young in service, someone like me who is in their final year of probation, can be seen as somebody to look up to and learn from as I am seen to be more experienced. I have also been first on scene to several different incidents that have required someone to take lead, this has resulted in me needing to adapt to different leadership styles which I will look to evaluate during this essay.

A leadership style is a leader’s method and behaviour when managing others. This also determines how they handle certain situations and implement ideas whilst also being accountable for the other members of their team (Ashbridge, 2024). This definition applies to the situations that I have had to lead in, I believe this is because when working with the less experienced officers, it is down to me to make sure the call is handled correctly and as professional as possible. 

Having evaluated the different leadership styles I believe the one that applies to me the most would be an affiliative leadership style. This style is based around strong emotional bonds, which I believe I have with all members of my team, creating positive team spirit and enabling a happy and supportive workplace. This is meant to help team members feel a sense of belonging and feel as though they can freely share ideas and feedback, to achieve common goals (Knight, 2024). This style applies the best to myself and my team as we all freely share feedback and take constructive criticism from each other when required, my supervisor is also supportive of this.

As stated above I feel the affiliative style is best suited to the way that I handle situations and carry myself as an officer. As well as being paired up with officers that are younger in service with me, I have also been asked by my sergeant to attend calls with the new special constable whenever he is in. Due to them only being part time, I believe in situations I need to take a more hands on approach, compared to when working with my full-time colleagues as they are not always doing the job that we do and may forget certain ways to do things, such as taking a statement. Hands on leadership is where the leader directs and coaches someone whilst working with them. Essentially showing them ‘the ropes’. This style ensures a higher quality is achieved, the learner is well looked after, and a strong connection is fostered (Wells, 2023). Having the ability to switch between these two leadership styles, I see to be very important. When working with the special constable it allows me to monitor them closer, working with them step by step, whether it be regarding updating the call or showing them how to do an arrest statement for example. Then when working with officers with less experience, I am still there however only if required, they would require less assistance due to it being their full-time job. Due to this I believe a more relaxed approach is necessary.

There has been several incidents that I can recall I have needed to take charge on, however this occasion in particular there was nobody else on scene, so I had no choice other than to make decisions and take lead. I was single crewed at a busy time of the day when I came across a two-vehicle road traffic collision. I immediately had to act fast by stopping the traffic, calling for further units and checking on the casualties. One of the drivers were complaining of back pains so I also had to contact the ambulance and make sure they were as comfortable as possible, prior to further medical professionals arriving on scene. 

Upon further units arriving it was down to me to update them on what had occurred and where I needed them to go. Even though they are my colleagues I felt as though I had to be a bit firmer and demanding when giving out the instructions due to the severity of the incident. In this case I again showed my flexibility in regarding leadership styles. This is due to the scale of the situation at hand. I had to adapt and become an authoritarian leader, adapting the characteristics of one to handle the situation to the best of my ability. This type of leader sets goals and the exact path required to achieve them, expecting colleagues to comply with vital directives without voicing concerns or stating their opinion (Boogaard, 2024). It is clear to see that in my day to day role as a police officer, even though I am in no way a supervisor, I am expected to adapt to different leadership styles and techniques, having evaluated the ones I use the most thoroughly above, I believe it is clear to see that I am able to alternate between styles, when required, which can be in a split second, during my job as a police officer. When giving my colleagues instructions they know that I would listen to them had they been in my situation so they were happy to follow my instructions as they know exactly how the job can change in an instance. 

For the next part of the essay, I will discuss different leadership styles commonly used in policing. Having reviewed what is available it is clear to see that there are several different leadership styles. Many of these are needed in policing, whether it be utilised by the Chief Constable or by a sergeant or Inspector. Circumstances can change in an instance, therefore so can the strategies. I have been on the same response team since I first started, however I have had 4 different sergeants, all of which have had different approaches. Some being more lenient, others with a much more authoritative approach.

In police forces across the UK the main leadership style is portrayed to be the authoritative police leadership. This has been commonly used by police forces and is clear to see why. In an organisation such as the police, there is a clear rank structure that is respected by all members of the organisation, people who do not respect lawful orders given to them by people of a higher rank, are at a clear risk of facing retribution. Simply put, this leadership style means that the leader exerts full control over the team and people of a lower rank are expected to follow and obey, not to offer their own opinion (Fritsvold, No date). This would essentially be adapted by the chief constable and the senior management, the lower-level supervisors may then deem it appropriate to have their own way of dealing with their team, however when in charge at a higher level, this would typically be the leadership style and people under them would be expected to follow.

As I stated above, I have had several different supervisors since starting in the police. Some have had a strict approach. Often adapting the autocratic leadership style. These types of leaders lead with a very firm hand, it is essentially, if you don’t do it their way, you will have a hard time and will not get along with them. They often control the way that their team operates (Witt, No date). Adapting this leadership style can often lead to clashes between supervisors and their subordinates. This is often due to the lack of freedom or trust, that they feel they have from their supervisor. I believe this to be a less productive approach and it creates a negative working environment, as the workers feel as though their work is not appreciated and they cannot voice any concerns that they may have. 

The most effective one I have found to be, and one that supervisors I have worked under have had, therefore experiencing it first hand, would be the laissez faire leadership style. The characteristics of this approach are that subordinates can make their own decisions, receive constructive criticism from their leaders, the leaders take charge when it is necessary, and they also hold their hands up and accept the responsibility for their team (WGU, 2020). I believe this to be the best approach as it shows a supervisor trusts their team, showing an overall increase in morale. 

Having worked under both types of leadership styles I believe that the Laissez faire approach is deemed to be much more successful. Allowing officers something as simple as choosing who they want to work with, or giving them the opportunity to choose who wants to deal with something such as a prisoner interview, instead of having the supervisor choose, can be such a boost on moral and result in a much happier workforce. Seeing the change in the different circumstances, such as supervisors changing, has allowed me to clearly see how different styles are more effective than others.

To conclude, I have critically evaluated and evidenced my flexibility in changing leadership styles, I have evidenced this by discussing a few different occasions such as working with younger in-service officers, tutoring special constables and by being first on scene to an incident where I have been required to act fast. I have also critically analysed different leadership strategies that I have had to utilise whist working in the police, stating how effective these methods are also. I have as well considered a number of different leadership models that are commonly used in the police, furthermore speaking from my own experience in relation to a change in leadership style, again evaluating how effective different styles are and also how these different styles can affect the overall morale of your colleagues, based on the approach that your supervisor decides to take.
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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:

During this essay I will look to reflect upon my three-year probationary period. I will focus on certain aspects of my probation, discussing how I have benefitted so far from the mentoring and coaching that I have received. I will also reflect on how it has helped me meet personal professional and organisational goals, that I have achieved since leaving training two and a half years ago. I will look to discuss how achieving these goals or working towards them if they have not yet been achieved, has aided me to learn, develop and perform in the workplace and also become a better person in general. As well as everything stated above, this essay will also look at relevant coaching and mentoring definitions, and the relevant theories used in policing that I would have experienced first-hand and been taught, during my time in the police. Having received mentoring and coaching during my probation period, I have received a lot of relevant feedback, this has helped me become the police officer that I am at the end stage of my probation, taking on this feedback has helped set me up as a positive and professional police officer, which I hope to maintain throughout my career and also pass onto others when it is required.

Firstly, in this essay, I will discuss how I believe that I have benefitted from mentoring and coaching. Coaching can be defined as an ongoing approach to managing people. It creates a motivated environment for performance and improves an employee’s performance to what is expected. As well as this coaching increases a person’s chances of success as they are provided with feedback, clarity, and support from their coach (Johnson, No date). I have been grateful enough to experience a variety of different coaching and mentoring during my three-year probation period. I will now look to reflect on this, by providing some examples of the coaching and mentoring received. When I first left my 6-month initial training I was placed onto my current response team and paired up with a tutor constable for 12 weeks, who luckily had a large amount of experience and had been in the police for many years. Having this privilege allowed me to meet and be introduced to officers who I would not have spoken to had I not been with my tutor. I benefitted from this due to them then being made aware I was a new officer; they could share their experiences with me and offering me any advice they may have had. 

I learnt several different things over the 12-week period of my tutorship, I was signed off at the end by the tutor who clearly believed I was ready to be an independent officer and could clearly see how I had improved since first coming out of training school. My tutor possessed a wide variety of characteristics regarding the way that they coached and mentored me during the period, however I believe the main characteristic that I benefitted from was their ability to give honest and direct feedback that I could take onboard and apply going forward in my career. Having a mentor who is respectful is very important, however when learning on the job in the police, you also need to learn from someone who will provide tough love when it is needed, due to the risks and importance that comes with the job. A good mentor will know how to deliver feedback in a way that is constructive, honest and is not afraid to hurt your feelings if you make an error (Maguire,2020). This a skill I have acquired myself, nearer the end of my probation period I often working with officers that are less knowledgeable and experienced, I therefore often need to give feedback to them, and I do so in the way that my tutor gave it to me.

The next experience of coaching and mentoring I have received whilst in my three-year probation would be receiving 1 to 1 tutoring throughout completing my degree that I am set to achieve at the end of my three years. I believe this has had a significant impact on me and improved my academic learning each time I have utilised it. 1 to 1 learning has several positive impacts. 1 to 1 mentoring provides the recipient with an opportunity for unique, quality feedback aimed specifically at them. This enables them to see clearly, where and what it is they need to improve on (Mentorcruise, 2023). I find this method much more beneficial compared to receiving feedback in a group, the main reason for this being that feedback received in a group may tend to be more generic, whereas, in a 1 to 1 situation people tend to be more relaxed and what to ask more questions, as appose to if they had a group listening to them and potentially judging them.

The third aspect of mentoring and coaching I believe I have benefitted the most from during my three-year probation period is that of the completion of my OCP. The OCP is the Operational Competency portfolio that an officer needs to complete at the end of each year of their probation period. Hence, I have currently completed two and had two signed off, working towards my third and final one being completed. This is essentially a place where you are required to document specific incidents. Once completed the sergeant then puts their feedback on it and signs it, you then have a meeting with the area training officer who again, provides feedback when needed. This is a good way of documenting your improvements, you can reflect on how you have taken and applied the feedback each year.

I have discussed above different ways in which I have benefitted from coaching and mentoring in my probation period, the aspects I have discussed have assisted me thoroughly in learning the basics of the job, helped me learn new skills and has also allowed me to know the level I need to be at, to be a good, quality police officer in all areas of the job. The main reason I believe it has helped me, is because of the level of the constant level of clarity I have had, from all coaches and mentors throughout. I believe this has been very important in my progression. The coaches have made my goals, and their expectations from me very clear. Clarity is one of the main components in creating a workforce that is accountable. Employees need to know what their supervisors expect of them regarding performance and presentability, otherwise the employees are at risk and more than likely will, fall short (Graham Robb Associates, 2023).

Since being an independent officer on response, I have had several personal goals, professional goals, and organisational goals. Many of which have been achieved or are close to being achieved due to the excellent level of coaching and mentoring I have had since being in the police. One of my main personal goals I would say is completing my degree, without the 1 to 1 mentoring from the university I would not have been able to get to where I am, they have broken down certain areas for improvement, which I have then analysed and carried forward in my future work.

Professional goals I have wanted to achieve since being independent would be skills such as completing my advanced driving course. I have also booked onto a method of entry course and am working towards completing my taser training, everything is ready I just need to wait for a space. Having completed my driving course, I had to undergo a 3-week intense course, which involved going with an experienced driver, and driving to the way that they expect you to drive. Due to the importance of safety on this course, it was a lot stricter to some of the other coaching I have experienced.

As previously evidenced, there are several different ways I have been coached and mentored, during my time as a police officer. As per the definition from the College of Policing, it states that a coach or mentor works with either an individual or a small group, to help them reach their career and or personal goals. The relationship is only necessary until the specific goal is achieved, and a coach or mentor is often used to maximise performance or work on, a performance-based issue (College of Policing, 2024). There are several different skills and qualities I am aiming to acquire in my policing career, I will be taught these by different coaches who will have different styles that I will need to follow.

Prior to my conclusion, I believe the feedback I have achieved has helped me get to the stage I am at now, it is vitally important to apply this when received, and carry it forward with me in the future. Constructive criticism and feedback are both very important aspects of learning, especially when being a police officer as there is so much to learn and so many different situations to adapt to. Even nearing the end of my probation, I believe I still have ample amounts of skills and qualities left to acquire, however listening to my coaches and mentors, will help me to achieve all goals and aspirations I have during my career. In a survey that was conducted regarding the value of feedback, it was found that when supervisors provided feedback to their subordinates, it left them 3.2 percent more motivated and 2.7 percent more likely to engage with their work (Corbett, 2022). All though it may only seem like a small percentage, it is clear to see the positivity it brings to the workforce, when delivered in the right manner.

To conclude, I believe that I have gained a large amount of experience about myself as a person, and myself as a police officer too. A large part of this is due to the different types of mentoring and coaching, I have been lucky enough to receive since the start of my journey in the police. I have then been able to carry the foundations forward, and been able to offer my gained skills, to people in less service than me that are currently in the position that I was in no so long ago myself. The coaching and mentoring has also aided me in achieving, short term and long-term goals of mine, again making me a better officer. I believe I have documented how it has assisted me in learning, developing, and performing, as a person and officer. On top of all the coaching and mentoring, comes the feedback given to myself, having received it, I have listened to it and applied it, this has clearly been evidenced via things such as my Operational Competency portfolio and 1 to 1 university sessions. 
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