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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 role of a police officer is to protect the public, prevent and detect crime and preserve public trust. In this essay I will analyse and reflect on my final year of probation and how the College of Policing play an important role within policing around the UK. I will discuss the Policing Vision 2025 and how this has had an effect on the role of a police officer. I will reflect on my final year of probation by using the Gibb’s reflective cycle model (University of Cambridge, 2025). 

According to the College of Policing (2021) they established in 2012, they are a professional body for the police in England and Wales. The College of Policing covers training and sets standards for various areas of policing. Their purpose is to provide skills and knowledge necessary to prevent crime, protect members of the public as well as officers and to build and preserve public trust within the police. In 2012 the police were facing a number of challenges such as, the increasing complexity of threats to national security, public safety and public order. This is why the College of policing was created, the Home Office worked alongside representatives from the police, Association of Police Chief Officers and Superintendents’ Association in order to create a professional body who could represent the desires and aspirations of the police (Home Office, 2012). 

The College of Policing ensure that police officers and police staff continue to develop skills and abilities to prevent and detect crime and also protect the public. My first experience of the effects that the College of Policing have had on the roles of a police officer would be the police constable degree apprenticeship (PCDA) which began in 2018 under the policing education qualifications framework (PEQF). It is one of three entry routes for an individual to join the police, after research showed recommendations that all officers should be educated to a higher standard, any individual lacking a level six qualification can obtain one on completion of their training in order to professionalise the police force (Andrews, 2023). 

For a response officer working towards a level six higher education qualification, whilst also completing their usual daily tasks and life it can be incredibly hard to have a healthy work life balance (Andrews, 2023). It is not to say the qualification is not worth it, however, the tasks required of an officer and work life balance can be too much for some individuals which may lead to them leaving the job as a whole. The argument made for the importance of professionalising policing is so that police officers can retain dominance over their delivery or work. But not all police officers currently serving have completed higher education qualifications or joined through the new three entry routes, yet this does not make them poor officers. Martin (2021) argues that “one size does not fit all” and that the current routes may not suit individuals that may wish to join the police and could actually deter them from joining, even if they are suited to this role. 

I am now in year three of the PCDA programme which has included 22 weeks of classroom-based learning to begin, through out these 22 weeks, I had a number of formative assessments to complete in order to move onto the next module. I was then assigned to a constable who tutored me for 10 weeks after my pass out in March 2023. After this period, I have alternated between working as a response officer and completing a number of essays and workbooks which in turn will award a level 6 degree in professional policing practice (Join the Police, 2024). This required me to complete practical work which involved a number of tasks known as a matrix which entailed such things as, searches, arrests, issuing traffic offence reports and more. This was evidence based and required me to record these tasks being completed on my body warn video and then my assessor would approve or reject them. The remainder of the work involved submissions of work answering essential questions set out by the university. Studies conducted by Watkinson-Miley, Cox and Deshpande (2021) included speaking to a variety of officers who were already undergoing a PCDA programme. They asked these officers a range of questions in order to understand their experiences of being a student officer within a police force in the UK. These individuals involved in the study all have their own motivations for why they wanted to join the police in the first place and had a variety of previous experience within higher education. Due to this, there was a variety of results found with regards to the expectations of the degree, with the ones already having some experience felt they would have complete coursework and essays, the individuals without prior experience expected more of a ‘hands-on’ approach and practical learning. I only had experience of higher education from my time I spent learning in sixth form, I did not complete the full two years as I had left to join the military. This had left me feeling extremely overwhelmed with the work I was then expected to complete in my first year of the PCDA programme. 

Over the last two years it has been a constant battle with trying to create a healthy work life balance within this role. As a student officer it feels that you are always working for two separate people, your supervisor on response and the University for your qualification. There still seems to be a lack of communication between the two. Having been awarded days to complete our studies which are known as protected learning days, I feel this is my right and that I need them in order to complete my work as necessary and to ensure it is on time. However, due to lack of resource on the shift, call demand and sicknesses that may affect shift numbers it has been known to have your protected learning days cancelled. There is an unwritten rule for this day to be rescheduled for the same set but that does not always happen and then students are left not knowing who to turn to. This could be due to the fact that some supervisors still struggle to see the difficultly the new generation of officers’ face with this work because they have not experienced it themselves and then the university expect us to complete this work by the date requested and only in extenuating circumstances can we apply for a new deadline (Watkinson-Miley, Cox and Deshpande, 2021). 

The workforce transformation sits alongside the policing vision 2025, again working towards creating better changes for the policing role. One being the notable to change to education requirements, through entry routes and on the job requirements such as mandatory yearly training through officer safety training and managed learning environment whereby officers and police staff are to complete online learning packages for their role. After the financial crisis it saw a huge 20% cut to budgets within the police and this saw an 18% reduction to their officers and police staff (Brown and Silvestri, 2019). The problem with a reduction in staff is that as the police we can’t not respond to an incident because we don’t have the staff, we are expected to continue regardless of the stresses it may cause to our shift of their mental health. Other agencies and organisations also received cuts to budgets and staff, but unlike them we can’t call on anyone for assistance and we are often left helping them due to the fact they are understaffed. For example, assisting with medical calls due to the ambulance service not having enough staff or ambulances (Solar and Smith, 2020). Although officers are first aid trained, they are not qualified to make medical decisions and cannot move some patients in case of injuries until they have been seen by a medical professional, this has in the past, meant that elderly patients who have fallen are left waiting for hours until they are seen by a medical professional. This can be a frustrating time for officers and family, members of the family can become frustrated with the police but fail to understand we have very limited powers and restricted in what we can and can’t do. According to the GOV.UK (2019) website, in 2019 Prime Minister Boris Johnson launched a campaign to assist with the previous austerity cuts by declaring to employ 20,000 new police officers. This was supported by funding of £750 million pounds, £45 million to support the initial recruitment and wave of up to 6000 new officers. The remaining 14,000 were then to be employed the following two years. However, due to the size of the reduction some forces saw, have still yet to feel the benefits of the recruitment of new officers. 

There are arguments surrounding the PCDA and police uplift programme of 20,000 new recruits, and the audience they are aimed it. Figures show that between 2017 and 2019 131% of police officers were under the age of 26 years old (Williams and Sondhi, 2022). The younger officers joining the role have had limited life experience and it is a concern they may not be able to make effective operational decisions due to this lack of experience as some individuals are joining right after schooling. I have experience in a job that have similarities between roles, and I was able to bring those skills into this role, for example communication. This role requires extensive communication skills and can be useful for de-escalation of certain situations. 

Now that I am in my final year of my probation I feel I am viewed differently by my peers and colleagues that may have more experience in the role than I do. Because of the requirement of written work, I also feel I have improved in areas of my role more than I would have if I wasn’t completing a qualification in higher education. We are required to take statements from individuals and create case files for submission to the crown prosecution service and when I first joined these were areas of the role I felt I may struggle in due to not having been in school for a long time and my skills had faded. When you’re in your final year of probation you have more responsibility than you may have when you start your first year, peers and colleagues may look up to you, especially if you have a lack of experience on your shift. With majority of shifts now having a very small percentage of experience. 

To conclude this essay, I have found there are a considerable amount of benefits with regards to the college of policing professionalising the police. It has seen individuals educate themselves in a way they may not have considered if they did not want to join the police and felt this was the only way they could apply. Since budget cuts hit policing hard within the UK it has seen an uplift of recruits and intelligence within the force, however, there is also a concern the programme may be deterring individuals from applying, this could be the fact they may have no experience surrounding higher education and they feel they are not adequate for the role. It has also seen some individuals leave the role shortly after becoming operational because of the workload and the job requirements being too difficult to balance alongside their personal life. 

Word Count: 1912 words
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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:


Social media has many positive and negative impacts on people’s lives all over the world. In this essay I will discuss my experience with the use of social media for a policing purpose, how it has positively or negatively impacted incidents that I have attended and the risks and benefits I have found when using it. I will reflect on these incidents and my experiences with social media, and I will use Gibb’s reflective cycle model (University of Cambridge, 2025) for this. 

The definition of social media is “a form of digital communication that allows users to form online networks and communities for socialising, sharing information, and posting user-created content”. As of 2024, social media had more than five billion global users, it is a way that users can share information and connect with communities via, text, apps, videos and other content (Paljug, 2024). Early social media platforms were aimed at individuals having a way to connect with friends, family and other users all over the world, today this is still aim, however, social media is growing towards being used for professional network building, job hunting and news related content. 

ICT and social media have increased popularity since the 2000s, impacting on health, business, education, politics and agriculture. Social media has allowed people to become informed about their community and keep up to date with the news and public affairs. When individuals participate in political activities they feel they have a voice and are able to hold authorities accountable and they feel empowered to act accordingly (Asamoah, 2018). 

This generation of adolescents use social media almost daily, majority of their daily lives revolve around social media and what they watch, see or hear with regards to it. Although social media can have positive impacts on adolescents such as connecting with people who share the same interests as them, developing creativity, raising intelligence and promoting educational opportunities. There are serious risks to individuals on social media, especially adolescents and children. There is a serious threat of harassment, false information, embarrassing or hostile interactions through the internet. It is now easier more than ever for sexual predators to obtain inappropriate images of children or adolescents and they fail to understand how difficult it is for something to be removed from the internet when it has been posted. Cyber bullying is more common than bullying an individual in person in this generation and can lead to an individual feeling depressed or suicidal (Elsayed, 2021). 

The police have a large amount of calls involving social media, whether it be an accusations of cyber bullying, harassment, abuse, malicious communications or sexual related incidents. I have been involved in a variety of the above offences. We see a cyber bullying call almost weekly with school children, almost all of them have mobile phones and social media and they become obsessed with it. My most serious dealing with social media would be when I was investigation an individual for posting sexual images of his ex-partner on a fetish website. The legislation.gov website (2015) states that it is an offence for a person to disclose a private sexual photograph or film if the disclosure is made without the consent of an individual who appears in the photograph or film and with the intention of causing that individual distress. The issue within this investigation was the fact that during the individuals’ relationship they had consensually created these images and films together as that is what they enjoyed doing together. Their relationship had broken down and they had not communicated in a number of years. The victim had then discovered these images on the website a number of years later as she still used the website on occasions. When the subject was interviewed he provided the defence of having created these images when they were together and that he had her consent, he even had emails containing the images that had been taken that they had sent back and forth. When the victim had seen the images she contacted the head office of the website and asked them to be removed, I then had an issue with trying to confirm when the images had been posted because the properties of the images had also been deleted. The victim unfortunately could not be sure if she had consented to the images in question due to how long it had been since they had been taken and the investigation was closed. 

The police use of social media is quite recent, however in 2011 during the riots that spread form London to other small towns, senior police officers, the Prime Minister and the home secretary had claimed the riots were organised by social media. However, after statistical analysation was conducted it showed that in fact, the riots were not organised through social media and in fact it was used to organise the clean-up parties. The police were said to be grossly inadequate when it came to interactions through social media during the riots and due to this, subsequent public disorder has seen increasingly effective engagement from the police on social media (Fielding, 2021). 

A person who wishes to report a crime to the police can do so by the use of the following tools, they can attend their local police station and speak to an officer in person. In non-emergency situations they can call 101 or contact the police online, or via email. In an emergency they can call 999 (GOV.UK, 2023). Social media has now seen greater and stronger interaction between the police and the public. With the use of social media, police are able to publicise, advise, inform, warn, appeal and engage with members of the public and their target audience (Fielding, 2021). Some studies and research conducted have shown how citizen feel that in fact, police use of social media only supports the police making requests and communication is only one-way. Police can make requests on social media to ask citizens in the community to assist with identifying individuals who may be involved in an incident or crime, to locate a missing person, and to provide crime prevention tips (Bullock, 2017). 

In my current service I have had dealings with a number of investigations which involved the use of social media. Several of these incidents have been domestic abuse investigations. Domestic abuse is a global health concern, if a personally connected perpetrator, intimate or ex-partner, uses abusive behaviour towards the victim, such as physical or sexual abuse, violent or threatening behaviour, controlling or coercive behaviour, economic abuse, psychological, emotional or other abuse, will be charged with offences of domestic abuse (Legislation.Gov.uk, 2021). Advancements in technology and social media has allowed such perpetrators to gain more control over intimate partners, they’re able to monitor, stalk and harass their victims without being in their physical space (Afrouz, 2021). Studies conducted with victims of domestic abuse, showed that they had experienced some form of technology facilitated abuse, these studies estimated that between 45%-48% of domestic abuse victims experienced behaviours of cyber-stalking, cyber-harassment or cyber-abuse from intimate or ex-partners (Leitao, 2019). I have seen patterns such as this whilst progressing through these investigations. When a victim makes an allegation along these lines and a suspect is arrested, police use their powers to seize a suspect’s phone or devices used to access the internet in order to examine that to provide evidence to either prove or disprove their involvement within the offence allegation. Whan a suspect is arrested, other than at a police station, officers are able to use section 32 of the Police and Criminal Evidence Act 1984 to conduct a search of that person and retain anything found upon the search that can be used to harm them or others, assist with their escape or anything evidential relating to the offence they have been arrested for (Home Office, 2025). In my case, this was the suspects phone, of which he was compliant for officers to have and provided me with the PIN. 
When we have suspicion there is evidential data on an electronic device we then have to complete a XRY examination form which is then sent to an Inspector for their approval. This is due to the fact that under the Human Rights Act 1998, article 8 stipulates that everyone has the right to a private and family life, this right is removed only when in accordance with the law (Home Office, 2025). Due to the allegations this examination was authorised, I then had to wait for the data to be returned to me. On the form you must provide your reasons for the extraction and be specific with the data you wish to view. You must also provide any other means of locating the evidence in order to seek the least invasive and collateral intrusion, thus protecting the human rights of the suspect. 

In this case, the extraction of data allowed me to look further into the defence of the suspect who was stating the victim had actually harassed him, criminally damaged his vehicle and was abusive towards him and his new girlfriend. The suspect stated he had recorded evidence on his phone of the victim attending his home address, place of work and constantly, texting, calling and emailing him abusive and malicious messages. The extraction in fact showed this evidence and supported this investigation being closed due to the fact if it had proceeded to court, the evidence would have assisted the defence and would have seen the case thrown out of court. Domestic abuse cases naturally see females as the victim, whereas in this case, it showed the opposite and in fact allowed officers to support the male suspect receive the support he needed after this relationship had ceased. 

After I was able to inform the suspect of this decision I felt I had done my role as a police officer well, I did not fall into the stereotype trap and assume that he was guilty of these offences. I was impressed with how the use of data extraction turned the investigation around. It was intriguing to see how manipulative social media can be when you only have one side of the story, which in most cases happens when a video or photo is posted online. Very rarely do you see the story behind the incident or circumstances leading up to it have bene removed to negatively impact the person or persons it is aimed at. 

To conclude this essay, I want to reflect on how negatively social media can impact a domestic abusive relationship. A perpetrator no longer needs to physical be near a victim in order to cause them harm. Their control is heightened by uses of tracking software and social media accounts. I know if can also be positive when police request assistance from citizens for identifying offenders and locating missing persons, but I feel there are far more negatives than good. That is the case for the use of social media all over the world, not just within police forces. 

Word Count: 1835 words












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 is defined as “a set of mindsets and behaviours that aligns people in a collective direction, enables them to work together and accomplish shared goals, and helps them adjust to changing environments” (McKinsey and Company, 2024). Most job roles require leadership skills; however, some individuals and supervisors fail to see that a title does not make you a leader, it’s the actions you make that later creates trust and commitment amongst your team (IMD, 2024). 

In this essay I am going to discuss leadership styles and strategies that I have developed throughout my time as a response officer, but also discuss some styles or strategies I have witnessed from roles or supervisors above me and how they are all important or effective depending on the operational situation an officer finds themselves in. I will reflect on my experiences over the last two years and I will do this by using Driscoll’s What model (University of Cambridge, 2025). 

Leadership styles and strategies are important to create vision, knowledge, support and feedback within your team. A person that is an effective leader will support and empower their colleagues or their peers, these qualities can influence behaviour and morale (York, 2024). On a response shift, numbers can be restricted quickly, this could be due to sickness, call demand, requirements to support another area due to their call demand and so on. It is a fast-paced job and on many occasions there have been times you may not even have a chance to eat. This can leave officers feeling overwhelmed, deflated and lack of morale, this can then effective decision making and leadership whilst responding to a dynamic incident. 

Management has been defined as “a problem-solving process of effectively achieving organisational objectives through the efficient use of scarce resources in a changing environment” (Kukreja, 2019). Management is essential to humans even in their daily lives, as well as in organisations. Management has been in human’s daily activities for an incredibly long time, for something as simple as running a household. Delegation of tasks to individuals living within the household, management of payments of bills and requirements of ensuring family members are safe and protected within their home making sure it is a secure home. 

Managers and leaders have a number of similar qualities, for example, planning, organisation skills, controlling operations, influencing mindsets and teams and implementing strategic change. It is argued that all officers, staff and volunteers within the police force will be required and expected to manage and lead in operational situations (Floyd, 2020). A leader can be described as an individual who influences another individuals, thoughts, feelings and behaviour. There are real benefits to crucial leadership on an officer’s wellbeing, especially when morale is low due to the effects of lack of resource, call demand or overall workload.  

According to studies conducted by Gracey (2019) an individual considered to been seen as a leader would mean they had physical qualities, height and personality traits such as, extraversion and communication skills and intelligence. Any individual seen to be lacking in these areas may be considered to be hindered within their leadership roles. Physical appearance does not make an officer or supervisor a leader within the police, however to members of the public physical qualities may lead to an individual listening to them more than an officer who may be shorter or viewed as weaker. It is suggested that in fact emotional intelligence and personality are valued higher qualities in a leader (Campbell and Kodz, 2011). 

There are various recognised leadership styles with varying qualities and depending on the organisation you’re in or the team you lead or work with, some may work better than others. A transaction leader is someone who may use system of reward or punishments within their team after instructing them to complete a task, this can be positive and negative due to the fact some may fall short of rewarding individuals and actually only recognise someone’s error. A transformational leader is someone who may seek to change the way a team is working by using empowerment and inspiring individuals to work hard to achieve a goal. A person known as a ‘servant leader’ is someone that may be known to put an individual needs before their own. They may be viewed as a natural leader however they prioritise others over themselves. A democratic leader is viewed as someone who will include everyone’s input and views within a decision-making process. An autocratic leader is someone who may be in a position of power and believe themselves decisions and tasks should be completed their way and there are to be no discussions on the matter. A bureaucratic leader is someone who is viewed to do things ‘by the book’ (Boogaard, 2024). There are other styles I have not spoken about, but the above styles are those of which I have witnessed from individuals and seniors within my current experience within the police. 

I have thought about any of the above styles or strategies I may have experienced in my own decision making when dealing with the below incident. In December 2024 I attended a call with a colleague for a high-risk missing person. At first, the grading of the missing person was unknown, however, when reading the log for the initial call, it became clear that there were serious concerns with regards to the individual. After speaking with the individuals next of kin, I made the decision to grade the missing person as a high-risk individual. I decided not to consult with my supervisor before making this decision as I was the person the next of kin provided concerning details to and built a rapport with. I was also concerned with regards to the limited time we had to find this individual before they did anything unsafe or unnecessary. 

I contacted the Gwent police force control room (FCR) and requested for the log to be graded as an emergency and asked for more available units to conduct a search of the location my colleague and I were attending due to the size of it. Whilst in an emergency situation it is imperative that you respond immediately when you have confirmed what the emergency is, any dangers identified, where it is and who it involves. Communication is a crucial role in ensuring timely and effective response, there is no time to sit and discuss what needs to be done (WEM, 2023). Information is important in emergencies, and it should be given clearly, concisely and in plain language, this removes and room for error. I took all of this into consideration when dealing with this incident, which is why I felt it was important to have one voice relaying information to the FCR and Sergeant, plus other colleagues. Even though my colleague technically has more time in a Constable role than I do, I felt it necessary to take control of the situation as I had the concerns surrounding this individual and knowledge of the area that I believed them to be.

Although my colleague had more experience as a police officer, she respected the decisions I was making and allowed me to lead the situation, we both had the same end goal, and this was to find the individual before any harm had come to him. We both remained flexible throughout the incident and worked alongside each other rather than against each other, whilst I was passing important information to the individuals that needed it she was driving us to the areas we need to search quickly and safely, whilst remaining calm. We both made our decisions and thoughts clear to each other and during this I felt we both had showed democratic leadership qualities. Especially my colleague, due to her time in service she could have taken charge and not listened to anything I was saying or any ideas or thoughts I had but she respected me and allowed me to speak about what I thought we needed to do and how we should complete those tasks. 

Although it could be easy of a colleague with higher experience or knowledge in the job to take charge of a situation it is important to listen to all ideas and thoughts when dealing with a dynamic incident, unless it is unreasonably practical to do so. It is easy in this role to get tunnel vision when dealing with an incident, especially when you have been policing for a long time. When an experienced officer steps back and allows a newly employed officer make a decision it helps them learn and feel confident in any future decisions they make. It can be a big sacrifice to take in dynamic incidents however, it can be a very empowering move (Priest, 2024). 

There have been incidents I have attended with colleagues that seem easy to deal with on the initial call, however when you arrive it can change drastically. I would have attended these calls with the belief I can resolve the incident with limited complications and attend with a strategic plan. I attended a call with a colleague for a domestic incident whereby the male was accused of harassing his current partner but had left the address when she had not answered the door for the third time. After conducting checks on the individual, it became clear the individual was extremely violent and assaulted a number of officers during previous incidents, he was also arrestable for previous offences. Due to this information, we requested further units. After locating the male, at first he was calm, however the moment he was placed in handcuffs he became extremely aggressive and violent towards police. A larger male colleague then assisted me and the officer I was crewed with, rather than taking over the whole situation he assisted us with moving the male to a vehicle. Although my male colleagues were able to manoeuvre this male and restrain him when needed, I was able to communicate with him and calm him down so that we were able to talk with him, without him shouting and being aggressive. We all adapted to the situation and used our own qualities and skills to work with the changing situation rather than trying to but in at times that would not have suited us. 

To conclude this essay, it is noticeable how important bother managerial and leadership qualities are within the role of a front-line police officer. I have seen a variety or managerial styles within my limited time in this role, all including a number of positives and negatives. However, it is extremely important as a supervisor that the leadership skills outweigh those of a manager. It is incredibly hard to keep morale and wellbeing high on shift due to lack of resource and call demand and it takes a leader to bring support and approachable qualities to a shift in order for them to feel valued, in turn aiding individuals to work hard. An approachable supervisor is extremely important, mental health is a serious matter within the police and an officer that feels they have no one to turn to, can seriously affect their mental health when they’re needing support most. I will use my time of reflection to discover what leadership strategies my colleagues and I use when we attend calls in the future and see if there are any changes we can make in order for our team to work efficiently together to achieve positive results when dealing with dynamic incidents. 
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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:

Using Boud’s triangular representation tool (The Open University, 2022) I am going to reflect on my experiences with coaching and mentoring that I have received and used in the two years of my service within the police. I feel this is an important topic to reflect on as good and bad experiences can have a serious impact on an individual’s career. 

Coaching is a one-to-one developmental process that can be used to improve an individual’s skills and knowledge in a specific goal or activity. It can have an impact on personal attributes, interaction skills and self-confidence. Coaching is a non-directive form of development; it aims to improve performance and develop an individual. Mentoring is a relationship in which a more experienced individual shares their knowledge and skills with an inexperienced individual to bring their knowledge to the correct level. Mentoring is beneficial when there are learning experiences for both parties, it is a process of growth for everyone involved (CIPD, 2024). Most people will benefit from a coach or mentor at some point throughout their life, especially in work. A mentor can be a point of contact for you when you need advice with something they may have more experience or knowledge in, they can act as a trusted advisor, help you set goals whether they be personal or professional, and they can make informed decisions (Informativers, 2024). 

Mentoring can be a useful tool for officers suffering with their mental health. Studies conducted around mental health within police constabularies within the United Kingdom have shown that there are considerably high rates of mental health problems amongst police officers. Results showed that approximately 80% of response officers showed high levels of stress and poor well-being concerns (Turner and Jenkins, 2018). The mental health charity Mind (2015) showed a staggering result of 90% of police officers reported poor mental health whilst conducting their duties. A mentor can provide emotional support for an officer who may be struggling with their mental health, they can provide counselling, friendship and emotional guidance. This can have real positive impacts on an officers mental and physical health. 

A newly appointed police constable can face issues with anxiety and depression when they experience response policing for the first time. They are expected to make decisions that can be life changing for all individuals involved which is a lot of weight to carry. Having a mentor to assist you with making these decisions but not taking over can ease the stress drastically and help support you in knowing you are making the right decisions (Gill, Roulet and Kerridge, 2018).

After I passed my initial phase of police training I was appointed a mentor who had a considerable amount of experience as a response officer for 10 weeks. He had had a number of mentees prior to me so he was very comfortable with mentoring which made me feel at ease instantly. Prior to me attending my first calls he sat with me and explained how he teaches and what he expected from me, he also asked me how I learn best, and he used that alongside his mentoring skills which really helped me as I went through my 10 weeks with him. When attending a dynamic incident with my mentor he would be able to recognise if I was feeling nervous and ask me how I was planning on dealing with the incident prior to arriving. He would then give me considerations to think about but also not try to correct me on anything unless he considered it to be an unsafe decision. My mentor would allow me to be the spokes person at the incident unless I was struggling with communicating my point to any persons involved, he supported any decision I made and then when we had finished he would sit and have a debrief with me and ask me what I thought went well and what didn’t go so well. I benefited from this because at times I would leave an incident feeling disheartened but then after the debrief he would lift my spirits and make me realise I had nothing to feel disappointed about because I made the correct decisions. This meant that when I was coming to the end of my mentorship he very rarely had to intervene with any incidents that I attended and he could be proud of my growth and progression, which in turn made sure I felt ready to be a fully operational officer on my own. 

When officers want to become a tutor or mentor there is a one-day course they must complete. A number of officers that I have spoken to regarding this course have stated that it is not adequate enough for you to become a tutor for an inexperienced officer. The purpose of it is to teach officers learning styles, majority of it is support you in recognising signs and symptoms of ADHD and dyslexia. The course also explains how to provide feedback to your student. This is an area most individuals fear, but it is essential in order to allow a student to learn and grow from previous experiences (Miles, 2022). It is a supportive way to allow for areas of improvement for an individual, team, relationship or environment. Everyone makes mistakes, and constructive feedback allows people to not beat themselves up over a mistake but will make them also feel more comfortable with approaching someone in the future to ask a question or ask for help if they need it. In 2018 the Police Superintendents’ Association (2018) launched and coaching and mentoring package for police officers and staff to access informal, flexible support to help with their professional development. When the package was initially an officer could complete it face-to-face or virtually. Tutors were also paid whilst they had a student, however, there is no longer any extra pay for tutors. This has lost some incentive for officers to complete the course. A lot of officers don’t want to be a tutor any longer because of the time and effort you have to put into it, the loss of the extra pay lost a lot of interest, along with the lack of experience. 

When you are a brand-new police officer, everyone you work with has more experience than you. Essentially, they can all mentor you, including your supervisor. However, in some cases, your supervisor may not have the best qualities for a mentor. A supervisor in the police has a number of guidelines to follow to be an effective role model for their team. These include, building effective relationships, communicating effectively, demonstrating fairness and respect, supporting wellbeing, supporting the delivery of good service and supporting professional discretion in decision making (College of Policing, 2022). Unfortunately, in my experience, I have found that supervisors also do not receive adequate training. To become a police sergeant you take an exam and sit on professional boards but there is no training and very rarely, there is no guidance from previous sergeants. I felt this in my previous experiences and felt that I had a supervisor who was not adequate for the job. It had a detrimental effect on our team as majority of my colleagues felt the same, which meant the experience we had on our response shift wanted to leave in order to police in other areas where they had good experiences with other supervisors. 

My shift was left with very limited experience and in fact the most experienced officer on the team only had 4 years of service within the police. Due to this I was asked in my first year of service if I could mentor an officer who was struggling on a different shift. I was asked this due to the lack of experience and numbers on the officers’ team, unfortunately this is the case on most teams across all UK police forces. The lack of officers and experiences has an effect of overall police performance, it affects public safety but also officer safety (Elliot-Davies et al., 2016). An inexperienced officer could end up attending a dynamic incident on their own and may not have prior knowledge of the individuals they are dealing with which could put them in a seriously unsafe position. I experienced this myself when I initially left training and became operational. Although it was not due to the fact that I didn’t have any prior knowledge of the individual, I had asked a more experienced colleague to attend with me due to the males warning markers. She was happy to attend with me when the supervisor overheard and then stated he needed her to attend a different call. The guidelines of a supervisors stating they should support their team’s wellbeing (College of Policing, 2023) and on this occasion he did not. I then attended this call on my own. It’s not that I didn’t feel confident attending on my own, I just felt the situation could change at anytime with this male because it had done in the past and then I would have support if I needed it. When I arrived at the address the male did in fact threaten violence towards me and stated he would use a taser on me if I came anywhere near him. Luckily I was able to use effective communication to calm the male down who then apologised for his behaviour and let me assist him, but this should have never needed to happen. With a good supervisor and more officers on shift I would have never been put in a situation like that if it could be helped. 

To conclude this essay, I would like to highlight the importance of having a good mentor when you join as a new recruit. They are there to guide you, support you, help you achieve goals you have set, and help you make important decisions. If you are lucky enough to have a mentor that fits your learning style, they can really help positively shape your career. A good mentor also helps with improving your attitude and views towards being a mentor for other officers in the future. Everyone can be a mentor with the right assistance and learning and within policing and lack of officers and experience, you may find yourself being a mentor without physically being asked to do it. Although this is not the answer to the problems with lack of mentors it can also help you grow as an officer because you have to make a lot of decisions yourself and very rarely will you have any higher experienced officers to ask at the time of making those decisions. Now that I have had time to reflect on my own experiences and with how far I have come within my own service, I feel If asked, that I would in fact be ready to mentor a new officer and feel confident in the advice and guidance that I would provide them. I have also had time to reflect on the poor mentoring and coaching supervisors have and feel this needs to be researched in order to keep officers safe and support their mental health. 
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