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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)

Word count – 1809 



ANSWER:

The College of Policing has a vital role in policing within the UK. The College of Policing is a professional body for everyone working across policing and it is an operationally independent non-departmental public body. It provides the learning and training material for forces across the country and sets the standards for key areas of policing to help forces provide consistency and to better serve the public (College of Policing, 2023). This highlights the role in which the College of Policing is playing in ensuring that officers and forces have the tools they require in order to succeed. 

	The College of Policing has a five-year strategy based on a fundamental review which was conducted in 2022. The fundamental review was started in March 2021 by the Chair of the College of Policing. The review aimed at conducting an assessment of the College’s role, how effective it is and how it operates alongside other organisations in policing. It was also aimed at ensuring that the College is valued highly throughout policing. This review identified several issues with policing, these being:
· The lack of professional development,
· Insufficient investment in the development of leadership at all ranks,
· An absence of coordinated strategic thinking across policing, 
· A blurring of responsibilities at a national level and, 
· Being insufficiently equipped to respond to the increasing digital aspects of crime (Lord Herbert, 2022). 

The review then allowed for the College of Policing to set out three strategic points; to improve leadership, boost professionalism and drive consistency in policing. These aims have led to the College’s development of their five-year strategy. When it comes to professionalising the workforce in terms of through the strategy, their main aim is to create a learning culture in policing which will raise the professional standards and allow for self-improvement. They also appear to aim at career-long professional development which will in turn generate the more professional workforce that they have aimed for (College of Policing, 2022). This review and it’s following aims shows a small portion of what the College of Policing is looking to do in order to play it’s role in professionalising the Police. Whilst it does not appear to specifically aim itself at professionalisation, it does indicate that this is something that they wish to change about policing within the next five years. By supporting the professional development of the workforce throughout their careers, this will ensure that the officers have the correct training that they desire and will inevitably allow for higher standards of officers. I believe that the College of Policing has a very important role to play when it comes to professionalising the Police and working towards these strategic points. The College, as mentioned, provides all training materials for Police forces and it can be said that the professionalising of the forces begins with professionalising the training. The introduction of the current Policing Education Qualifications Framework (PEQF) is an example of this. This programme was set out by the College of Policing in order to create a consistent high standard of professional training for all Police Officers and giving them three joining routes into becoming a police constable, these being; Police constable degree apprenticeship, Degree-holder entry programme and Degree in professional policing. These entry routes were designed so that new recruits that joined would be educated to Level 6 (degree level), and this would prove as a formal recognition of what police officers know and put into practice to perform their role. This approach has also been done with the mindset by the College of Policing that they would be able to fulfil their Policing Vision 2025 that the police service in the UK will “attract and retain a workforce of confident professionals able to operate with a high degree of autonomy and accountability and will better reflect its communities” (College of Policing, 2020). This point in particular highlights the role in which the College of Policing has to play in professionalising the police force. It has set out its own vision and as such plays a key role in ensuring that vision is carried out. 

The role of a modern Police Officer has changed somewhat in recent years. At first the role of a Police Officer was to patrol the streets, deter criminals, investigate crimes and arrest suspects, this has changed in recent years and seems to have focussed in crime prevention by engaging in roles that engage with the local community and in particular, the younger people within that community. This is in an attempt to be preventative rather than reactive in an approach to crime (BBC, 2023). I feel that this is not the case however. During my final year when I have become more independent and aware of what is going on, I have noticed a shift more towards handling mental health and dealing with social matters. This is something that I have experienced first hand with very little crime being dealt with and matters such as supporting the Ambulance service seem to take priority. It is not what I had expectations of upon starting my role, however, I do feel that I have been able to develop skills in areas I otherwise would not have normally. I have been able to empathise and listen to others in a way that I did not think I would ever have to do in my policing career. A study that was concluded in 2018, followed 24 new police recruits over a course of four years. This study saw the officers attitudes and beliefs change over these first four years of their careers. Their views on the role of a police officer changed during this time. With all of them starting out thinking that ‘crime fighting’ and ‘upholding the law’ were the main purposes of the police, this changed to focusing on ‘safeguarding’ and ‘public protection’ type challenges. One officer in the study stated that “I can’t tell you the last time I went to a crime” while another stated “it’s 30% crime, 70% social work” (Charman, 2018). These statements have resonated with me considerably, I have personally often thought that I cannot recall the last time I attended a crime and have also often found myself thinking that the role is a lot of social work. However, I do find that these challenges allow me to understand the world in a new context and I also feel that, whilst it has been challenging at times, I have been able to adjust to these modern challenges with success. My supervisor has relied upon me more and more since my third year and going forward. 

Charman (2018) also touches on how newer officer are less willing to protect their colleagues’ wrongdoings and there was a greater intolerance to unacceptable policing behaviours. Charman also discussed how new officers have less intense relationships wirh their colleagues and this has been proven by research in the US and Australia (Paoline et al, 2014). I believe that the intolerance to ignore wrongdoings is as a result of years of reviews and issues surrounding various Police forces, more recently The Metropolitan Police Force. This has had an effect on how I feel we interact with our colleagues, there is always a thought in the back of your mind about complaints and being mindful of what you say, which is not a negative outcome as I feel this can only improve the Police forces across the UK, with less unsavoury comments being made, less complaints get made and a better work place environment can be achieved. 

	Upon reflection, my role has changed over my first three years quite considerably. As mentioned above, there has been an increase focus on dealing with social issues rather than crime which has led to officers needing to adapt to a new way of working and managing different types of risk. Rather than handling victims of crime, officers are more often dealing with people in crisis and myself is no exception to this. I have gone from being one of the least experienced in the team during my initial few months to now being one of the most experienced and being trusted to pair up with new students whilst their tutors are off work, this change has seen me have to go from being mentored to being the mentor on shift. I have completed a taser course in recent months which has allowed me to carry a taser on shift. This has become a controversial appointment in policing in recent years with conflicting views from members of the public however the majority agree with officers carrying a taser. As of 2019 in England and Wales, there were around 17,000 taser-trained officers out of 123,000 officers (Baker, 2019). This figure has grown since and I believe that this is a vital tool in policing. I now feel that this has changed how I police, I say this because I am now more aware of my officer safety and have ensured that colleagues I crew with who are not trained, are aware of what I would expect from them should the necessity arise for me to discharge my taser. 

To conclude, this essay has discussed the role in which the College of Policing has in professionalising the police force and has further discussed how the role of a police officer has changed, with how I feel I have adapted to this. Overall, it can be deduced from points raised throughout the essay that the College of Policing does hold a vital role within the plan to professionalise the police force in the coming years. This is evidenced by the key review outlined above and the strategic aims that came from this review. The College of Policing underpins all forces training within the UK and as such holds a key role. While during my final year my role has changed within the team, I have found that throughout my three years, my view of frontline policing has changed. Much like the study conducted, I originally believed that ‘fighting crime’ would be at the forefront of my role. However, this final year has seen this change the most, with an increase pressure on services such as the ambulance service, the police have been the ‘back-up’ service that has had to suck up a lot more pressure than others. This has been the biggest change that I have seen in my role and has forced me to become a ‘man of many trades’ having to balance a workload of crimes whilst handling live calls to people in distress, whilst also managing new students on the team. I do feel that while I have struggled with this at times, overall I have adapted well to any challenge that has been thrown at me. I have absorbed feedback and ensured that it has trickled down into my work.  
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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) 

Word count – 1835




ANSWER:


Social media has grown massively in recent years within the UK. Recent statistics show that 57.6 million people in the UK are social media users, this equates to 84.3% of the population. The average usage per day on average is 1 hour 52 minutes. In 2021, UK residents spent 12,503,700,000 hours on social media apps throughout the year (H.Nikolovska, 2023). These numbers highlight just how big social media is in today’s society. Police forces across the UK and the globe have become to realise this and have adopted accounts across various platforms in order to engage with the public to share news and spread awareness of campaigns or initiatives. Multiple platforms are used in policing with one of the most recent being TikTok. South Wales Police has recently began creating videos for the public that show departments in the force and what they do on a day to day basis, they have also started highlighting parts of officers initial training in a bid to engage with the public and attract more people into the job (South Wales Police TikTok, 2023). South Wales Police have also launched campaigns such as #WithUsNotAgainstUs and #ProtectTheProtectors that highlight the rising levels of assaults on emergency service workers, particularly around Christmas time, where the assaults on police traditionally spike (South Wales Police, 2022). These types of engagement often come with backlash but also have strong positive outcomes which will be discussed in more depth below however engagement such as the ones on TikTok have not always had the desired effect with some members of the public viewing these engagements and posts as officers wasting time and not dealing with incidents that they have reported. Comments such as “Too busy making TikToks to attend my call” or “This is what our money is paying for” are often found on accounts that forces have made (South Wales Police, 2023)

	Social media is being used by the police in many ways. One of these is intelligence gathering, during the London riots this proved to be a big tool in knowing the movements of people but it can also be utilised for other real-time information from the public on emergencies such as road traffic collisions. Platforms can also be used for the dissemination of local information to put out messages and links to inform and safeguard the public. While I have limited use of the force accounts to engage with the public, response workers work closely with departments such as neighbourhood policing whereby this is far more common place. Neighbourhood teams use these accounts for engagement with local communities in order to support their neighbourhood policing model. This was designed to reassure and boost public confidence in the police. While these are a select few examples of some of the uses, they highlight the ways in which the police are using social media to engage with the public and with the huge numbers of people in the UK using social media platforms, it appears to be able to reach a larger number of people in more effective ways (The Social Element, 2012). This ability to effectively engage with the community via social media is one of the positives that can be seen from utilising social media as a police force. 

	The National Police Improvement Agency (NPIA) issued Engage; Digital and Social Media Involvement to al UK police forces in 2010. This guidance ensures police forces are utilising their platforms properly and remains as such. The guidance discusses how effective use of social media can enhance the reputation and accessibility of staff to their communities. It also allows forces to communicate with the communities they serve, provide opportunities for increased public engagement, gauge the impact of police and partnership activities on tackling local issues and serve as a channel for those from the communities to give their views on issues that affect them (NPIA, 2010). Whilst there is guidance for social media, often it can be perceived wrong by members of the public as mentioned previously whereby comments become made that Police are not doing their jobs but posting on social media instead. 

	In recent years, the public have filmed various engagements of the police with the public, this visual evidence that often gets placed on social media platforms, very often does not come from the perspective of the police officer nor does it give the full context of the incident (Parent, 2006). This leads to the public more than often having to draw their own opinion on police actions and justifications. Different formats of media such as photos and videos become circulated in a matter of minutes and can create distrust for the police, promotes false anti-police narratives and can promote a fear of the police (Bock, 2016). However, in a bid to combat the negative press and speculations on social media, the National Chair for the Police Federation of England and Wales, John Apter, spoke out in 2020 encouraging forces to share their body camera footage of incidents on social media in order to show the reality of policing and give the full story behind interactions between the police and the public that normally, only a short clip is filmed and shown. Apter believes that this will aid forces to get ahead of rumours and misinformation spread on social media (J.Apter, 2020). This has since led to forces across the UK sharing ‘good news’ stories on their social media platforms. Recently, Hampshire Constabulary have shared a video on their Facebook page which shows officers entering a burning flat in order to save the life of a female with a knife held to her throat, this was all body camera footage from the officers who have since been nominated for bravery awards (Hampshire Constabulary, 2023). This video had since been shared on multiple platforms with huge support and positivity from the public. When used properly, sharing body camera footage, as shown in the comments from the before mentioned video, shows the public what Police officers face daily and could boost support for them in a more public fashion. It also highlights one of the benefits of using social media but could potentially be one of the key benefits. I say this because of the adverse effect that negative comments and videos online can have in modern day policing however, by using body camera footage to give the whole context, it cannot be argued what has occurred. It also allows for greater transparency between the police and the communities that they serve (Colbran, 2018). This increased level of transparency can allow for a better trustworthy relationship and a sense of community by engaging with each other (Burger, 2013). Greater transparency and trust are necessary in today’s policing society and allows officers to listen to the community and their needs. These two points lead on to another positive in policing teams using social media, and that is that it generates intelligence within the communities. 	

Police forces using social media to engage with the public has been shown to increase the public’s trust in their local police and foster better relationships (BBC, 2012). The increased social media presence also allows for police forces to reach younger audiences as an article by the BBC highlights how young people do not utilise other news outlets but get their news solely via social media. Statistics in a study by the police foundation (2014) show that 60% of social media users, and 83% of those aged 16-24 years old, visit social media sights more than once a day. This means that there is a much higher likelihood of them seeing and reading something written on social media by the police, than any other platform. The study also mentions the benefits of social media regarding ongoing investigations, where the police can provide the public with important information, quickly raise awareness about missing people both local and nationwide, and appeal for witnesses or information regarding crimes. The public can then be made to feel involved and feel as if they are aiding the police, the local community and those in need, all of which helps to build a better relationship between the public and the police.

	Intelligence plays a key role in policing with communities being one of many places it comes from. Her Majesty’s Inspectorate of Constabulary and Fire and Rescue Service (HMICFRS) outlined in a report in 2001 that ‘community intelligence’ is just as valuable as ‘crime intelligence’ and that forces should recognise this in order to gather more intelligence. Where there is greater trust as mentioned above, which often is coming from social media engagement, better and more reliable intelligence can be gathered from the communities (HMICFRS, 2001).

	There are however, downsides to forces using social media. As already mentioned, some may see it as police officers ‘wasting time’ rather than solving crimes. When appeals for information go out, this can also lead to negative comments such as “do your jobs” and “why should we help you”. These appeals for information can also lead to what could be called ‘couch detectives. These are people who are eager to identify suspects and often weigh in publicly on investigations on social media. This can be incredibly distracting for officers during investigations having to wade through real or potentially fake and damaging information, which can be time consuming (McGovern & Milivojevic, 2018). This is one of the drawbacks of use of social media. Whilst appeals for information are used daily by police forces, whether that be information for a crime, witnesses, Next of Kin details following a sudden death, this can lead to misinformation also being spread and passed on. Where this essay has discussed being able to reach large groups of people with information, it also can be said that it has a negative connotation of being able to reach the wrong groups of people who may not have any relevance to the information being sought, however they still weigh in anyway in an attempt to disrupt the police in their investigations. 

	Overall, I would say it is far more beneficial to Police forces to be using social media than to not be. I say this because as above with being able to spread information quickly, engage effectively with communities and perhaps more so younger people is vital in today’s society. We live in a world where news travels fast whether it be good or bad and I believe that Police forces should be using social media as a tool to spread their good news and to ‘get ahead’ of bad news. It is shown in the evidence by Hampshire Police that the public enjoy seeing good deeds by Police and this will in turn generate better trust in the forces across the UK. While I do recognise that there are draw backs such as the spreading of misinformation and people perhaps perceiving that police are not doing their jobs when making informative videos, it does not take away from the huge benefits to the police of having a social media presence. 






	

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) 
 
Word Count - 1870




ANSWER:


Leadership styles can be defined as ways of leading, motivating and managing groups of people (Cherry, 2023). This is something that I have developed not only in my current role but my previous role outside of policing also. The six most common types of leadership styles are; Transformational, delegative, authoritative, transactional, participative and servant. This essay will look at some of these in more depth and what they mean in a policing context and how I have utilised each one in a variety of situations, whilst giving them relevant incidents to display this. 

	Transformational leadership is defined as being inspiring and empowering others to achieve a common vision or goal (Cherry, 2023). Transformational leadership became a more popular style with the emergence of political sociologist James MacGregor Burns’ work in 1978 called ‘leadership’. Burns discussed how to better reach the goals of leaders and followers you must tap into the motivation of followers (Burns, 1978). A transformational leader utilises their charisma to engage others and in order to establish connections that increase the level of an employees’ motivation. Someone who uses this form of leadership will consider staff needs and figure out what motivates them, this type of leader will be able to personalise their approach by prioritising information given to them (Denton, 2020). This type of leadership in a policing sense is one that would typically be adopted by those of a higher rank as it is more of a “people centred approach”. These types of leaders will also often have an ‘open door’ policy to facilitate more frequent and candid communication (Fritsvold, 2023). Denton (2020) discusses how in the world of law enforcement, a transformational leader is one who will not only motivate others, including the members of the communities of which they serve, but fulfil their needs also. This leader in the Police is concerned with improving performance by stimulating creativity and innovation while creating a supportive climate through active listening, this is very important to achieve this in order to effectively listen to the communities being served. McCartney & Parent (2023) discuss how the best way to achieve these goals is through this style of leadership, which will guide officers to make the right decisions by following the moral lead of their managers who possess the moral standards set out by the organisation. Whilst this is not a method I myself have utilised in a specific incident; it is one that I use with new students who join the team. I feel it is important that they are listened to and that as a more experienced member of the team, for myself to have an ‘open door’ policy with new in service officers to feel comfortable to come and ask me for help and advice. It is vital that new officers feel motivated to complete their work so I try to ensure this by making sure they are included in conversation and banter amongst the team so as not to felt left out, and to ensure they are included in social events that may be taking place outside of work. 

	The second style of leadership mentioned by Cherry (2023) is Delegative. This style of leadership can be defined as giving followers autonomy and responsibility to make decisions. A study led by psychologist Kurt Lewis in 1939 set out to identify the different styles of leadership. As part of this study, schoolchildren were assigned to one of three groups and given tasks to complete by the leaders of each group, their behaviour in response to different styles of leadership was then examined. This particular style of leadership was also known as Laissez-faire. The study found that children who were under delegative leadership were the least productive of all three groups. It was said that they made the most demands upon the leader, showed little co-operation and were unable to work independently (Cherry, 2023). Delegative leaders put the decision making onto the group or individual that the task is being assigned to. Whilst this study shows the negative side effects of this leadership style, I have found it very useful during incidents that require multiple officers to assist with the aftermath. Following the arrest at a serious incident of a stabbing, I delegated out various elements of golden hour enquiries to my colleagues who were on scene with me. These enquiries needed to be completed as soon as possible so as not to lose vital evidence required. Forensics needed to be obtained from the victim whilst in hospital, swabs needed to be obtained from the suspect in custody, statements from witnesses and searches for the weapon involved. I myself left the scene in order to convey the suspect to custody following my arrest and as such delegated the remaining enquiries out to the remainder of my team. This meant that in a relatively short space of time, we were able to complete all of the enquiries necessary for the relevant department to handle the case going forward. This shows an example of when delegative leadership works.

	Authoritative leadership is another style that is used quite often in policing and is considered one of the key styles when dealing with critical or major incidents. This style is defined as providing clear direction and guidance to followers (Cherry, 2023). Authoritative leadership is strictly rule based with a preference for order and can be considered a military-like approach at times. The leader assumes control over the team and their subordinates are expected to follow what is said and obey, they are not expected to offer feedback or contribute ideas. Fritsvold (2023) discusses how this is considered an historical approach and that with the new generation of officers, this rigid approach is not as effective as it may have been for their predecessors. It is suggested that many new leaders are looking at new ways to lead, inspire and engage, some of which have already been mentioned in this essay. I have utilised this approach in many different situations, as have other officers on my team and sector. Recently an incident took place whereby a younger person was attempting to jump from a bridge over a busy carriageway. As the first attending officer on scene and most experienced at the time, I took lead of the incident. Unlike other leadership styles, this one allows me to tell people exactly what to do and when. I have adapted this approach in situations such as this as I have found it generates the best outcomes. For example, I have directed other officers arriving to block off certain sections and on slips the lead under the bridge to minimise the impact should the person have jumped. I have then directed officers to try and engage with the person to keep them speaking and distracted whilst another officer has come from another direction at my request and got a hold of the person in order to bring them to safety and to get them the care required. This was the most effective method to use in this instance because if I had used for example, a delegative approach, the person may have misinterpreted what I was saying which could have led to a not so positive outcome in the situation, given that it was ever-changing and contained a high element of risk. My decision on which style to use is always done by running through the National Decision Model (College of Policing, 2013). This model ensures that all of my decisions are ethical and proportionate with what I am faced with. In this instance, I had considered other leadership styles, but based on the risk and powers that are available to me, I opted for a authoritative approach in order to come to a safe conclusion as swiftly as possible in order to cause minimal disruption to the public.  These three mentioned methods and styles are what Denton (2020) considered to be the three key styles in policing however there are others used by officers and myself daily. 

	Another method that can be considered in policing is transactional leadership. This can be defined as rewarding and correcting followers based on their performance (Cherry, 2023). In a policing sense, it is for managers who are more orientated toward bureaucracy and maintaining the status quo. In many ways, it is similar to an authoritative leadership style but relying on a rewards-based system to motivate subordinates (McCartney & Parent, 2023). I myself have recently utilised this style of leadership in an incident which involved a person that was undergoing a crisis with their mental health and had not eaten in some time. In order to get the individual to come willingly with me to get the help that they required, I offered to also take them to a local foodbank whereby we were then able to get them some essentials to help them get back on their feet. Whilst this approach is not one I have used with my colleagues, it can be more subtly used with service users in order to get them to where we want them to go. I do not feel that it is applicable all of the time however, in this instance the individual saw this as a ‘win-win’ situation, which was the desired outcome for my colleague and I, it allowed us to complete the call and gain the best outcome for all. 

	The final style of leadership that is relevant is servant leadership. This is an approach that requires leaders to internalise leadership as a calling to serve others before self. Leaders who have adopted this approach, have internalised courage to act in the best interests of the community and the law enforcement organisation before any one individual (Gardner & Reece, 2012). This is arguably a leadership style that is adopted by most, if not all Police Officers at one stage or another throughout their careers. When dealing with incidents, it is paramount that an officer acts above their own interests and outs everyone else first. I have used this approach when dealing with most incidents I am presented with. It is important to recall that you are attending in that persons hour of need. Sometimes an incident does call for a more authoritative approach or a delegative one, however they are all underpinned by servant leadership. Every officer takes an oath to serve the communities where they are posted and to protect the public from harm. One incident that rings true for me, is one whereby a person had become violent and began to threaten house mates with knives. Other colleagues and I attended and the incident resulted in a colleague of mine discharging his taser as a result. The female was found to be in possession of a knife but had we not attended and put everyone else above our own personal safety, this incident may have had a different outcome and this person may have gone on to harm others. 

	To conclude, this essay has looked at a variety of leadership styles and has explored some of the incidents in which I have used the various techniques. These are styles that I have learnt and built upon with experience and will continue to utilise in any role within policing.  

	



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) 

Word count - 1809
 



ANSWER:



Now that I am coming to the end of my three-year probation, I am able to reflect and examine my final year in particular which has seen me go from one of the least experienced on my shift, to one of the most. Throughout my three years, I have benefitted heavily from coaching and mentoring in my role. This has allowed me to develop and grow as a person and a Police Officer. I have been able to listen to feedback whether it be positive or constructive, this has come predominantly from those more experienced than me, including my supervisor. 

	There are several different coaching models and methodologies that are often used when being mentored. An article written by A.Palmer for MBM (2021), discusses some of these models. The first one is the GROW which originally comes from Sir John Whitmore (1992). The acronym represents four stages in the coaching conversation; Goal, Reality, Options and Wrap up. This conversation begins with clearly establishing what the student wishes to achieve, this then gives the direction and ensures only meaningful conversation is present. The second stage in this conversation is to discover where the student is in relation to their goal, for example, how far away are they from their goal? Thirdly, this stage of the GROW model is about helping the student to explore their options. It is important that all options are explored together as this will help the student come to a solution that they are committed to. Finally, there is the ‘Wrap Up’ stage where the conversation is coming to a close. This means that the student has come to a conclusion as to what options they are going to apply and when. Upon reflection, this is a method that I have quite often used internally after receiving feedback or coaching. I recently was given some coaching surrounding completing a casefile and a few methods in which I could use to get it done in a timely manner. After being given a few choices by a colleague, I selected one that worked best for me by using a tick list in order to know which documents I had completed or when they needed to be completed by. This in turn allowed me to complete the file by the date I had been given by the Crown Prosecution Service. Another example if using this method is when I underwent my initial response driving course. This is a key course to complete in order to fulfil my role to the best of my potential, this relied heavily on me and my trainer discussing what it was they wanted from me, which ultimately would be the end goal that I wished to achieve and where my driving was currently in relation to the end goal. From here, I was able to discuss options with my trainer as to what I could do in my own time, in my own car in order to drive the way that was desired of me. This then meant that I could decide to incorporate techniques that I learnt during my course, into my everyday driving in order to complete the goal. This proved to be very effective and is something that all of us in the course adopted, this resulted in all of us having then passed the course. 
	
	Another coaching model that Palmer discusses in the STEPPA Coaching model. This model originates from Dr. Angus McLeod (2003). The acronym stands for Subject, Target, Emotions, Perception, Plan, Pace and Action. The first stage in this model is to identify the subject of coaching. For example; why does the subject need coaching? The second stage, is that coaches must identify what the desired outcome is, this will be an outcome that the student will want to achieve. Emotions underpin every decision that we make and as such, McLeod’s theory discusses how embracing these feelings will help to guide the student to their choice. The next stage in the model is Perception. This discusses how the student should try to see the goal from a broader view, to understand its importance and why it is specifically important to the student. In order to achieve these goals, a plan must be developed which links in with the pace of the goal. This is the idea to set time limits and boundaries of achieving each goal. The final stage is to take action. This is where the student will follow their plan step-by-step in order to achieve the goal at the end. Whilst this is not necessarily a method that I have undergone or used myself, I can see how it would be beneficial to use when coaching someone. It does not appear as simple as a method such as the GROW method however does have its uses. 
	
	Another model that can be used and is something that I have used myself recently, is the Cognitive Behavioural Model. This model helps to explain the link between attitudes, thoughts and beliefs, with feelings and action. This model is based on the premise that how we think, affects how we feel and this in turn influences how we act (J.O’Dell, 2020). The example I use for myself is that recently I had been informed that I needed to be a bit more positive when passing messages over the radio as I was coming across very negative. This is in part due to outside factors affecting my mood which in turn affected how I was sounding when talking over the radio. This allowed me to correct my behaviour and become more aware of how I felt and how this in turn shone through in my actions and behaviours. This is because when the Cognitive Behavioural Model is applied in a coaching context, it can prove highly effective in driving behavioural change. This model is key in providing a clear structured framework which increases awareness around the unhelpful negative thought patterns that can interfere with ongoing development. The model helps to replace limiting beliefs and it seeks to replace these with more constructive ones. O’Dell discusses how cognitive behavioural model is one of the most effective ways to secure real change. He discusses the fact that real change is the most sustainable over time and how the cognitive behavioural model is an evidence-based approach, which seeks to ground thinking into fact and evidence which in turn helps to remove the emotional responses which can distort reality. This relates well to me experience with how I was feeling going into work which in turn generated negative attitudes. I have now adopted a change and began to ensure I have a moment of mindfulness prior to going into work, I feel that this helps me to prevent any bad moods effecting my work, this has become a real change rather than a surface change as it is far more sustainable than other methods. 

	Whilst in my final year of probation, a lot of my development has come more from mentoring than coaching. The word mentoring can be defined as the act or process or helping and giving advice to a younger or less experienced person, especially in a job or at school (Cambridge Dictionary, 2023). This is in contrast to coaching, which can be defined as the act of giving special classes in sports, a school subject, or a work-related activity, especially to one person or a small group (Cambridge Dictionary, 2023). The key difference here is that coaching is more of a direct activity which focusses on more of a one-to-one approach. I have found that during my final year of probation, I have found in particular peer mentoring to be one of a beneficial nature. Peer mentoring can be defined as a mentoring relationship whereby two people of similar experience levels provide guidance and support to one another. These types of mentoring relationships tend to be informal and develop spontaneously (Reeves, 2022). I have found this particularly helpful when discussing academic work with colleagues that I joined with. By discussing questions to workbooks or discussing research methods for dissertation projects, it has helped me to gain a better understanding of the work that I am doing. I found this to be very productive and whilst it does not necessarily directly impact by role as an officer, it has helped me to complete the academic side of my probation which is what I must complete as part of my final year of probation. 

	Overall, I have found coaching and mentoring to be a key part of my final year. Throughout this year I have made strides to ensure that when completing my probation, I am in the best possible place to continue my career. Whilst coaching and mentoring are always a continual thing, I have found that mentoring is the most beneficial to myself. I say this because I learn best from like-minded, same service type of people. This in turn has allowed me to discuss calls, approaches to work, academic work and mistakes openly with each other without judgement and to learn from one another. I feel that I have developed significantly in this last year and have learnt a lot from other members of my team. This has given me the tools for which I need to succeed in future. I have been able to give feedback in a way that suits the receiver, for example the newer members of the team often now look to me for advice and guidance so as such I have found that it is good to use my own experiences in order to give them feedback. I recently assisted one of the new officers with statement taking, I used an example of when I did a sub-standard statement which led to an email from a supervisor of another team in which it highlighted what was wrong with my own, I have then taken these tips that were given to me and passed them on. I also feel it is important to still listen to feedback given, as mentioned with regards to my radio talk. Being able to listen to feedback from supervisors and those more experienced than myself has allowed me to grow and progress in my current role. One thing that stands out for me in particular, is after completing my initial response course I felt more like a ‘real’ Police Officer and this really allowed me to take the lead at calls and show my own style of policing more. A moment of reflection after this course whereby I had noticed the dynamic change in the shift where I had gone from being new and asking others for help, to more experienced and others coming to me for help. This shows how I have progressed into being a more trusted member of the team and has seen me settle in into the role. 
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