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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 following piece will critically evaluate the strategic role of the College of Policing in professionalising policing in the UK. I will evidence how I am working to fulfil the role of a modern professional police officer. I will also critically reflect upon how my role as a police officer in my final year of probation has changed. 

The College of Policing was established in 2012 to take over a number of training and development roles previously held by the National Policing Improvement Agency (NPIA). The college of policing is a professional body for everyone involved in policing. It is an operationally independent department of the home office (College of Policing, 2021). The aim of College of Policing is to connect everyone working in police and law enforcement to better understand their challenges. The college of Policing assists police officers and personnel, researchers, academics, and learning providers, the international policing community, and the general public by using evidence-based knowledge. College of Policing provide professional police a voice in terms of standards, skills, and capacities. College of Policing set requirements, ensure quality, and provides learning and professional development. College of Policing promotes diversity and well-being (College of Policing, 2021). 

With increasing demand in policing that is aggravated by social and structural inequalities, technology advancements, and financial boundaries, the need for up skilling of police officers is paramount (McCann and Granter, 2019). Policing requires a continued commitment on boosting police legitimacy and improving police-community relations. This is especially important with recent calls involving ethnicity and race that led to the ‘Black Lives Matter protests’ (Joseph–Salisbury, Connelly and Wangari-Jones, 2020). Policing Vision 2025 (NPCC, 2016) developed an image of the requirement of Police officers that can adapt to be professional, autonomous, and knowledgeable. As a result, police officers must become more professional in order to adapt to these new working requirements. 

College of Policing business plan highlights 5 key topics, building trust and a fair culture, transforming police leadership, supporting career-long professional development, boosting core skills, strengthening innovation and implementing what works (College of Policing, 2023). 

Building trust and fair culture, The College of Policing introduced the graduate entry through the Police Qualifications Education Framework (PEQF) which enforces codes of ethics and the emphasis on the need of evidence-based policing (Sherman, 2013). A survey completed by College of Policing suggests that the change in programme from the old ‘IPLDP’ and that students felt better prepared for the job and feel more confident (College of Policing, 2020). This would suggest that the change in programmes is working to become a professionalised police service. 

Transforming police leadership, College of police states that investing in leadership skills will result in more diversified leadership, higher morale within the police service, better performance in a fast-changing operating environment, and more public trust and confidence in policing (College of Policing, 2023b). This would suggest that investing in leadership skill it would improve on morale with officers on the front line and improve public confidence in policing. 

Supporting career-long professional development explains that promoting a learning culture in policing will enhance professional standards and allow the police profession to constantly self-improve, delivering the greatest possible service for our communities. A well-developed, healthy, and motivated workforce is a strategic capability for law enforcement (College of Policing, 2023). This would suggest that having a high-performance workforce will gain public trust, but this could lead to issues where profession standards are raised and the number in workforce declines due to breach of profession standards (Carucci, 2019) it could also mean that the workforce are unable to reach the standards that are set and lose confidence in leaders. 

Boosting core skills, details about improving fundamental skills will result in improved competence and consistency, as well as overall performance improvement across the service (College of Policing, 2023). This would highlight that officers already have the skill that is required for the role of a police officer and that further training would be required to up skill the officers to improve the service that they provide to the public. 

Strengthening innovation and implementing what works, the College of Policing explains that it will assist policing in using evidence of what works to inform practice and embed the use of analysis and decision making, assisting in the reduction of crime, the reduction of demand from recurring problems, the building of confidence, and the provision of a better service to the public (College of Policing, 2023). This in theory would suggest that the use of evidence-based learning will improve what works and ensure more consistency across policing as a hole. 

I am working to fulfil the role of a modern professional police officer now that I am in my final year of probation by achieving my key accountabilities (Richards, 2022).

My key accountabilities as a Police officer are to assess immediate risk, threat, and harm to decide a proportionate reaction in accordance with the law, policy, and guidelines.

When attending calls such as domestic violence, I would take the lead in developing successful localised partnerships to help with interaction, reassure, and support the victim of the domestic incident. I would take positive action, this may resulting arresting the person who had committed the offence. I would complete a PPN know as a public protection notice where I would share the information and the circumstances from the incident that I had attended. Details of persons involved and children at the address would be added to the PPN. The PPN would then be sent on to localised partnerships such as social services and the council to help support the victim of domestic violence (His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services, 2023). By taking necessary action to protect and support those who require public protection in order to prevent or address vulnerability issues.

I would effectively engage with victims, witnesses and the vulnerable with the understanding of equality and diversity. I would provide an initial support to the members of public and build relationships. Within Gwent Police there are some communities that are most deprived areas in the UK and some of the most affluent. There are processes in place that can help and assist such as ABE interviewing. ABE is ‘achieving best evidence’ where a video interview is conducted to gather the best evidence, for example this could be a child or a victim of rape (Ministry of Justice, 2022). I have completed WIB booklets ‘witness interview booklet’ to gather the initial circumstances of the incident and booking for the victim to have a video interview. I would use open questions such as tell me, describe to me. I would also use who, what or how. By using this style of questioning it also the victim to provide information instead of yes or no answers (Cullen, 2024). 

Conduct effective and efficient priority and high-volume investigations in accordance with investigative standards. In regards to domestic violence cases where the offender has been arrested but the victim doesn’t not wish to purse a complaint. There are other options rather than to allow the offender to be released back to the same address. I have previously attended Her Magistrates Court to request for a DVPN to be issued to an offender (Home Office, 2020). A DVPN is a ‘domestic violence protection notices’ this allows the victim between 72 hours and 28 days protection from the offender. I was extremely nervous in completing this task because I was standing in a court room with three magistrates judges listening to my report as to why I believed this DVPN to be authorised. The DVPN was authorised and served on the person that had committed the offence. 

Another key accountability as a police officer is to gather and information and turn this into intelligence. This information can be provided from different sources and has to be in accordance with legislation and regulations. All information that is obtained is processed for intelligence (College of Policing, 2022). Personal information (name, address, and phone number) may be included in the raw data that was obtained from the source that provided the information. After being assessed by a police procedure, this data will be classified as intelligence. The 5x3x2 assessment model is the method used to transform data into intelligence (College of Policing, 2022). If the information is known, either directly or indirectly, and if the source is reliable and the account of it is correct, it's a straightforward process.  The data is graded to determine whether or not it can be shared with additional partner organisations. Recently I had provided information about American xl bully dogs that I came across at an incident. By providing this information and grading it as intelligence I was able to place markers on the address for officer safety if they were to reattend (Womens Aid, 2022). 

Now that I am in my final year of probation as a police office. The final year has changed from becoming the newest police officer on shift to becoming one of the police officers with the most time on response policing and with the most experience with dealing with incidents. When attending incidents, I find that I am the officer that takes the lead and makes the decision. I make my decisions based on the NDM ‘National Police Model’ which I have experience using. This can be demanding and stressful because there are new Police officers that look to you as a role model. When I was a new Police officer I would reminisce back to where more senior officers took the lead and what they’re decision making was at that specific incident. I feel that it is a similar scenario with the newer Police officers. I have this in the back of my mind when attending incidents and want to make sure I am providing gold standard experiences.  

I still use the same coping strategies to deal with stress, when I was getting frustrated when learning definitions for exams I would take a 30 minute walk after work to release endorphins. Endorphins are chemicals produced in the body to reduce stress and pain. They are a natural alternative to the narcotic opioids.  While acting as a pain reliever, endorphins can also raise your mood. They are also known as "feeling-good" chemicals or "runners high" because the body becomes flooded with endorphins after an intense and strenuous workout. (Berry, 2018) I have changed the 30 minute walk to a 30 minute bike ride for more of a challenge (Bike Radar, 2024). The second coping strategy I use communication with other police officers and sharing the stress. Just talking to other police officers helps relieve stress and helps having a second opinion (Better Health, 2012). 

Word count: 1781





Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


  
	
Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing?
What are the benefits and risks of using social media?


 
2000 words (+/- 10%: include your actual word count at the end of each section) 




ANSWER:

The following piece will critically evaluate my experience of the use of social media as a means of informing and engaging with the community. It will also explain what social media platforms that are used by the Police.

Sometimes people are reported as missing, and when this happens, police have to find out why the person is missing. Any individual whose whereabouts cannot be determined is considered missing. In those situations, the police report the person missing until they have a firm understanding of their whereabouts. College of Policing state ‘a missing person is defined as a person of any age whose whereabouts cannot be established. A person is considered missing until they are located, and their well-being or otherwise is confirmed’ (College of Policing, 2023). The Police can utilise the media for the benefit of the missing person. The police follow a methodical protocol in their investigative process, and as soon as they acquire information on a missing person, they set out to find out where they are. The type of media used, the discussion of the use of media in each investigation procedure, and the critical analysis are determined by the grading and severity of the investigation.

In the first instance, the police are given the missing person's details. Since the procedure only establishes the facts relating to the missing person, the media is not given any consideration at this point. The officers will investigate to see if the person is still alive or if they are unable to locate him. Social media is the type media that police can use at this point, depending on the age of the missing person and if social media is authorised by the legal parent or guardian. Police can check when the missing person last used Facebook or Twitter, it can be determined by looking through their profiles. If the missing person was now using social media, it is a strong indication that the missing person may be okay. It may be cause for concern if the person hasn't utilised social media since the day they went missing. Additionally, the police will attempt to get in touch with the missing person through social media and mobile numbers and to confirm if the missing person is using the accounts or if someone else is using missing person's media account (Crump, 2011). 

A call came in for a missing person that was a child under the age of eighteen. The initial stage of the investigation is to attend the home address of the missing person or the location that they went missing from. By attending the address, I had taken details from the reporting person of the incident and any relevant information leading up to the person going missing and what they were wearing when last sighted by the reporting person. Whilst at the address I had completed a searched of the missing person bedroom to ascertain any further information to why they are missing and if there is anything that could aid the investigation. I would be searching for any suicide notes, alcohol, controlled substances. When speaking to the reporting person there are questions that are asked to ascertain how far the missing person could travel, questions such as, do they have access to a passport, do they have access to a vehicle, do they have access to money. I asked for an up-to-date picture of the missing person so officers can identify the person and if there is a social media appeal, members of the public can refer to the photograph. 

Once all information has been received from the reporting person a missing person report and risk assessment is completed. This report will include all the information received and previous reports if the missing person had been reported missing previously. A risk assessment is completed and grade low, medium or high. The risk assessments will depend on different factors such as age, vulnerability, physical or mental health conditions. In this instance this missing person was graded as a medium due to being a child under the age of eighteen. The report will be submitted to other departments within the police where further checks can be completed and circulated on PNC as a missing person. 
Depending on the grading of the missing person the police can request additional support from other specialised departments such as missing from home managers, Police search teams and detectives from Major Investigation Teams (Lancashire Police, n.d.). 
Social media is an increasingly popular online platform for communication. It gives Police an opportunity of communicating and interacting with the public. It enables Police to swiftly and easy distribute critical information and can also help with intelligence gathering. Social media, with its expanding influence and reach, it offers the Police significant potential as well as problems and is widely considered as an important development. From research, it suggests that 57.10 million people used social media in January 2023 (Smith, 2023). One of the many resources at the disposal of Police for finding a missing person as soon and safely as possible is social media. However, social media does enable the Police to swiftly connect with a large number of individuals in a variety of areas. The police social media accounts have large numbers of followers that frequently offer helpful information and potential sightings and has been proven in past experiences with social media appeals have been effective (Holmes, 2016).  

At this stage of the investigation, social media can help identify the missing person, by open searching close associates with the missing person. An open search on social media platforms like Facebook can be completed by trained and authorised officers. These officers work in a department called 24/7. I was able to get in contact with a close associate with the missing person through the missing persons profile that provided further information of the missing person that the reporting person was not aware of and a possible location of where the missing person could be. Due to the missing person potential being outside of force area, observations were pasted to another force to conduct area checks. 

A social media appeal for the missing person was created and share across the Facebook platform. In this incident the missing person did not want to be located by police and was commenting on the post stating that they were fit and well and did not want to be located. There is also danger sharing social media posts by the public having access to make comments on the post and providing false information (Crump, 2011). Where the missing person was commenting on the post, Specialist teams were able to check the activity on the social media account and ascertain a location for the missing person.

The missing person was located in another force area and was returned home where a prevention interview was completed. The missing person was located over one hundred miles away from the home address. A prevention interview is to understand why the person went did not return home at the allocated time and if they came to any harm or involved in any crimes. Once this report has been completed, it will be shared with other services such as children’s social services. 

The main three areas that Police use social media is for providing information, to enable specific information to be shared quickly and easily. Engagement, for the Police to build relationships with the local communities and members of the public. Intelligence and investigations, allowing the Police to receive information from local communities to build evidence for investigations and monitor social media content that is shared (The Police Foundation, 2014). 

Police can use social media for providing other information to the public such as road closures due to road traffic accidents or updates on major incidents (Owen et al., 2023). Police will also provide information about ongoing investigations and finalisations of investigations (Owen, 2024). This may be seen as a positive way to engage with the community. 

In regards to Police posting on social media it must contain useful and relevant information.
The public perception may be shaped by posts that seem to have little practical use and that the police could be better using their time (Ray et al., 2012). 

Police officers are allowed to have social media accounts by there are guidelines and risks of Police offices having social media accounts. For example, with Facebook if a officer was to search for an offender on Facebook there is a possibility that the officer may come up as a ‘suggested friend’ on the offenders account. The offender could gain information on the officers personal life and can put the officer at risk. On the other hand Police officers posting pictures or video on social media in uniform can be seen as not in the public’s interest (Reynolds, 2023). This article stated that during the pandemic Officers were posting videos on social media when they were meant to be ‘keeping London safe’. 

In April 2021 the IOPC (Independent Officer for Police Conduct) produced a statement warning Police officers posting on social media and whats app groups that are seen as social media. Stating that they can be in breach of the code of ethics (College of Policing, 2023a). There has already been serval investigation involving social media where it had been classed as gross misconduct (IOPC, 2021). At present there are no specific guideline from the Home Office or College of Policing for Police officers on social media but for Police forces to issue guidance locally for use of social media  

My conclusion to the usage of Police using social media platforms. I believe that social media is a powerful tool that can be used by members of the public or the police to share information. As stated, last year there was 57.10 million users of social media. Social media is not just Facebook and Twitter, but it can also be news channels such as Wales online where members of the public can get information. With the rise in social media and the influence that it has on today’s society. The information on social media can be viewed by anyone and there can be false or fake information provide. Members of the public are able to contact police via social media and report non emergency incidents via the online chats. In regards to my experience of using social media for the police, the missing person was located over one hundred miles away from the home address and was located using the ‘power of social media’ and how quick and easy the information was to post on social media and to be shared across different force areas. The procedure of completing a social media appeal was fairly straightforward and quick. After completing the process once, I can repeat it if I need to locate a missing person via a social media appeal.

Word count: 1810














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:

This following piece will critically evaluate and evidence my flexibility in leadership styles. 

Since leadership has the greatest influence on the culture of an organisation, it is critical to make sure that the behaviours, tactics, and attributes of leadership are cultivated (O.C.Tanner, n.d.).

Police leadership has five stages. Stage one is leadership foundations to stage five which is executive leaders. Various guidelines establish a standard for the performance, attitudes, behaviours, and leadership knowledge and comprehension that are required of Police officers working at various levels. They outline what constitutes effective leadership in the framework of officers performing their responsibilities. Effective leadership is associated with engagement within the community and responding to incidents. Leadership is not about structures or procedures for learning.  Being able to think differently and make a difference is what it means to be a leader. Being able to handle the demands of today while contributing to the vision of tomorrow is one of the main issues facing leadership in our organisation. (College of Policing, 2023b).

Knowing leadership types can help police officers maintain a positive environment at work. Leadership skills and expertise can be improved with practice. Where police offices can study, model, and develop strong leadership skills rather than having to take up formal leadership roles without proper training, hence improving officer utilisation and call demand delivery.

Reviews and studies suggest that the relevance of the direct line manager’s style of leadership in influencing individual officers’ behaviour and thinking, although there is also likely a 'trickle down' impact from top supervisors. There is significant evidence that leadership training initiatives can improve operational outcomes. To improve outcomes, consider making training mandatory, spacing out sessions, having a face-to-face instructor, and providing feedback in the course.
Instead of ignoring or dismissing staff, listen to any concerns they have and respond to them and deal with challenging or negative emotions evoked by the negative experiences (Ordon, Dewar and Cameron, 2019). 

According to (Becker, 2023) there are different types of leaders, and this can be seen within the Police organisation. Authoritarian, Democratic, Laissez-Faire, transactional and transformational. There are many different styles of leadership, however, the approach that is most successful will be determined by factors such as circumstances and a group of characteristics. In every instance, no single leadership style is better. In certain situations, the authoritarian style may be more efficient and productive. A transformational may excel in different situations.

Professor Peter Northhouse states that “a process whereby an individual influences a group of individuals to achieve a common goal” (Chadwick and Raver, 2012)

Policing Vision 2025 relies on excellent leaders who understand these changes and can lead and empower staff members through these challenging times. In recent years, we've seen two leadership models dominate the police approach to leadership: transformational and transactional, according to American scholars Bernard M Bass (Bass and Bass, 2009). Transnational leadership focuses on the leader's charisma to transform individuals, groups, and organisations, whereas transactional leadership compensates followers in exchange for allowing them to lead.

A transformative leader utilises their charisma to engage others and develop connections, which boosts employee motivation. A transformative leader evaluates the requirements of their employees and determines what inspires them. Such a leader will personalise their approach with a knowledge of the greater good, prioritising information offered to them by members (Denton, 2020).

Its was a busy weekend shift where there were emergency graded calls following on from each other. The shift that was currently responding to emergency calls was understaffed as we did not have the minimum officers on shift. 

Two other colleagues and I attended an emergency call that was domestic related. I knocked on the door, and the female permitted us to enter. At the property there was a female and a male. I then asked the female to join me to the living room section of the property to begin my inquiry into what took place. My other two colleagues had taken the male into the sitting room of the property.
The female explained that they had attended the local pub and had been drinking extensively for most of the day. She then reported that her husband attempted to hang himself from the stairs, and once the female had cut him down, he started to attack her.
I suddenly heard raised voices coming from the sitting room. I moved swiftly into the next room to see what was happening. The male in the room had a knife in his hand and was pointing I at the officers in the same room. At the scene I was the senior officer and in my possession was a CED “TASER” as part of my equipment and i immediately took control of the situation. I expressed my concerns about the male’s mental health and manage to use tactical communications to engage with the male and for him to place the knife on the coffee table. I was able to use tactical communications as a low level of force approach rather than using my CED ‘TASER’ The male was arrested for the offences committed and public protection notices “PPN” were submitted for further support for the male and to further support for the female for domestic abuse. A public protection notice can be issued to ensure the safety of vulnerable individuals and children. A public protection notice is used to notify partner agencies and share any information they may be aware of, allowing them to provide additional support to the victim and other vulnerable individuals. There are 29 questions that are used to identify and assess risk. The public protection notice is then graded as standard, medium, or high. 

When attending incidents involving domestic violence, a normal approach of leadership would be democratic Leadership. In this type of leadership, the team's perspectives are considered by the leader, but authority over the group is retained. Additionally, rather of keeping this information private, the team's leader informs them of impending problems. Each team member is encouraged to participate in the decision-making process under this leadership style. The team members will feel that their opinions are important to the task at hand, but the leader will still have the last say. Each participant will feel more accountable as a result, and they will be more motivated to give the operation their all. This model makes it possible for the specialisations and areas of knowledge of each member to be combined into the final group (Bhatti et al., 2012). Officers would separate the involved members of gather the information. Officers would then liaise with each other and share the information provide and discuss the best course of action and the decision is made by the senior officer at the scene. This leadership style has the disadvantage that decisions and discussions take time, and due to some types of incidents, decisions must be made quickly.

After reflecting on my involvement at the scene, I concluded that as a leader, I exhibited many of the characteristics of an autocratic leader rather than a democratic leader. It is an older kind of leadership that is frequently considered outdated, but this style remains common throughout the police force since there are benefits to this style of leadership (Harms et al., 2018). 

The autocratic style involves the leader making all decisions with little to no involvement from group members. The leader makes all decisions based on their own opinions and beliefs, with little to no input from those who report to them (Denton, 2020). The downside of this leadership is that it is the most effective when there is very little time for discussions in case of an emergencies or that the incident had worsen in a short period of time. 

The decision-making power at the top of the chain can be an effective method of completing simple tasks. Instead of being confined to opposing viewpoints, autocratic leaders will ensure that action is taken effectively and safely, with minimal deliberation. The NDM has a critical part to play in this where the Officers acts on the information that had been provided at the time and need to take action (College of Policing, 2014). 

When this incidence occurred, it was the first time I was in possession of a CED 'TASER' as part of my appointments, and I had recently received CED training. I felt ineffective and out of my element, and experiencing something like that in reality is very different from experiencing it in a secure training setting. After reviewing my body camera footage with my line manager, I received comments that the tactical communications were great and that I should not hesitate to 'Draw' the CED. When another incident involving a knife occurred, I did not hesitate to draw the CED and get control of the male, who became compliant. I believe that when you're in a critical incident and someone. I believe that when you are in a critical situation and the life of another person is at risk, you must take action. My line manager's guidance was very effective, and I felt capable, in charge, and calm in a highly stressful situation.

What was good about this experience was that I have been involved in similar situations that can be deemed as life threatening but was never the senior officer and the officer in possession of a CED ‘TASER’. This incident gave me more confidence in my own abilities when dealing with highly stress full situations. My line manager gave me the confidence to carry it out and then complimented me after the incident was resolved. There had been many times that I had attended emergency calls where the incidents had been stressful but this incident I felt as if I had done a good job. 

What was bad about this incident was the initial fear of drawing the CED and was reluctant in my own ability to have a positive outlook in the situation. The stress level was high and in the back of my mind was the thought that I might have to use my CED on this person. 
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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:

The following piece will critically reflect on my three-year probation and how mentoring and coaching have helped me achieve personal, professional, and organisational goals.

Coaching and mentoring are both means of assisting individuals with their personal growth, but it is critical to understand the distinction between the two.
Mentoring is typically a long-term relationship between the mentee and a more senior individual in their chosen professional path who can provide practical information, expertise, and guidance about their job role and sector (Gehrke, 1988).

Mentoring comes in numerous forms, both informal and structured. Informal mentoring refers to the long-term mentorship of two people, with one taking another "under his wing" and sharing his expertise and experience. Structured mentoring refers to various structured mentoring programmes with the primary purpose of creating a culture beneficial to employee development. Mentoring is founded on mutual trust, understanding, encouragement, and respect (Crawford, 2009). 

A coaching relationship is typically more formal and goal-oriented, finishing once the primary goals have been met. A coach does not need to have first-hand experience with their coacher's job position or even knowledge of their sector because they will utilise questioning to assist the person being coach in identifying and prioritising goals and finding solutions for themselves. In contrast, a mentee will ask more questions to tap into their mentor's skills and experience, while the mentor may respond more defectively (Côté and Gilbert, 2009).

Coaching is a so-called form of consulting or a process which helps professional people to establish new patterns of behaviour and to improve the performance. it can include training of employees in effective communication and quick problem-solving appropriate time management and successful leadership development. There are several types of coaching which are related to this or that specific area, for example executive coaching employee coaching, leadership coaching and personal development coaching (Bentley, 1996).  

Coaching and mentoring can provide several benefits to both individuals and organisations. Individuals who are being trained can improve their communication skills by working with a coach or mentor. It also encourages confidence and self-improvement by completing various tasks and working towards and achieving their goals. They can gain a new sense of self-awareness through regular progress meetings and, as a result, pass on their newly learned knowledge. The company demonstrates its commitment to people and their growth by investing money and effort in helping them accomplish their personal and professional goals. It also promotes business success by investing in personnel and encouraging staff retention (Needham, 2023).

The Cambridge Dictionary stated that the definition of mentoring is “the activity of supporting and advising someone with less experience to help them develop in their work” (Cambridge Dictionary, 2019). 

The Cambridge Dictionary stated that the definition of coaching is “the job or activity of providing training for people or helping to prepare them for something” (Cambridge Dictionary, 2019a). 

Therefore, coaching would be an appropriate method of supporting learning at work of an individual required guidance for achieving a specific goal, such as becoming more confident at giving presentations or becoming more consistent in quality of their work. Mentoring would be a more appropriate method if the individual’s goals are initially unclear and could be manifold such as joining a new organisation or being promoted to a new role. 

Before joining the Police, I had a job in retail where my job role was to focus on customer service and generally most customers were friendly and polite. I had no experience in policing or dealing with prolific offenders. On times this would cause me to become stressed and I found that it helps to get support from my mentor to help guide me though this extremely stressful time. I was able to build a relationship with my mentor, which made it easier expressing my feelings about certain situations. By being able to talk to my mentor, they were able to give me guidance on what to do in certain situations (Henderson and Argyle, 1985). 

During my tutorship for the first twelve weeks, I worked with my tutor, who was a coach, and we planned specific targets to complete by the end of the twelve weeks. My tutor would demonstrate how to conduct a stop and search, for example. My tutor would then demonstrate how to conduct a stop and search before expecting me to do the same. I gained from this method of learning because I witnessed the event and then attempted to perform it myself. If the stop search was completed correctly, I would be signed off on that area, but I would still have other areas complete. I discovered that being 'thrown in the deep end' worked well for me because I had to think quickly, and the sense of discomfort made me not want to make a mistake (Brunton and Buckley, 2020). 

After finishing my tutorship, I felt confident that I possessed the fundamental abilities of a police officer and could handle calls on my own, as well as a basic understanding of how to investigate an incident.  

When I first started with the police and was out on shift, I was preparing an arrest statement and had a colleague review it, the colleague inquired whether I had difficulties reading and writing. I stated that reading was not one of my strong points and that I had battled with it for some time. I had tested for dyslexia and discovered that I was severe dyslexic. The police were able to provide me with support and various coping mechanisms that I might use when taking statements or making updates on police systems. This had a significant positive impact on me as a person, since I was no longer embarrassed about my reading abilities and was able to make improvements in this area. I would have one to one coaching session online to improve my reading abilities. This had also had an impact on my personal life, since I felt embarrassed reading bedtime stories to my children. I can now read him the story without mixing up my words.

What I found to be the most important learning for myself was exercising. When I started the Police after a stressfully day, I found that completing a walk around the local area would lower my stress levels. By completing an exercise endorphin are realised into the body. Endorphins are natural substances produced by the body to reduce stress and pain; they are the physiological counterpart of opioid drugs.  Endorphins are chemicals that not only relieve pain but also elevate your mood. They are sometimes referred to as "feeling-good" chemicals or "runners high" since they are released into the body after a vigorous activity (Amir, Brown and Amit, 1980).

Another important lesson I've learned from my mentor is to plan ahead of time and keep my victims updated. Due to the significant demand for response, emergency calls must be responded. There are times when setbacks occur, and I am unable to complete the tasks that I had planned for that day. Understanding how to arrange my time so that the nights shift is less busy than the days shift allows me to complete other tasks such as case files. All of my to-dos would be written down. Not all tasks have similar importance. However, it is human tendency to do the smaller, easier chores first, regardless of their value. Creating and sticking to a timetable is the most effective approach to keep on track and increase job performance. Planning my most critical tasks ahead of time, according to their importance and due dates. Before leaving for the day, I would make a plan for the following day and try and set aside adequate time to focus on each task. Instead of starting my day by reading emails or social media, I undertake my most difficult task first. Before going on to the next one, tackle it with all of my focus and energy. If I found myself stressed out about a minor task or something that is causing a major mental block, I would postpone it until I had spoken to my mentor or my tutor and asked for help. I also found that I could prioritise tasks with the help of colleagues on shift that were able to assist with certain tasks (Barnhart, 2023). 

Over the last three years, I've learned a variety of abilities that I can pass on to other new members of the shift, as well as help them in the same way that my mentor and tutor did for me. New team members display signs of stress and discomfort, and I recall how it felt. I've decided to go ahead and complete a tutorship course since I enjoyed supporting other colleagues and sharing my expertise and ability that I've developed.

As I approach the end of my three-year probation, I am one of the most senior police officers on shift, and I believe that new police officers who come to shift can approach me and ask me questions. I am confident in my ability to answer the questions, but if there is one that I am unable to answer, I will conduct research and attempt to keep my knowledge up to date so that I can answer the question asked. 

Feedback is a sort of communication that we give and receive. Sometimes feedback is referred to as 'criticism'. Feedback is a means to let people know how effective they are at what they are attempting to accomplish or how they impact you. It teaches people how their actions affect the world around them and allows us to become more productive. If we understand how others perceive us, we may improve our communication and interaction with them. Of course, there are two sides to it, providing feedback and receiving it (Hattie and Timperley, 2007). 

I normally receive two forms of feedback, formal feedback, and informal feedback. My line manager typically provides formal comments during a monthly evaluation of my workload. Informal feedback would be where I am at an incident, and my colleague and I would give each other feedback on how well the incident went.

Over the previous three years, my mentors and tutors have provided me with a great deal of assistance and criticism to help me reach the level I am at now. There have been instances when I've struggled with specific incidents, but there has always been a colleague who can help. I've learned that receiving feedback can help me improve my performance, and that providing feedback, whether positive or negative, can assist other colleagues improve their performances. I've improved my decision-making skills not only in terms of attending incidents and deciding what action to take, but also in terms of planning and organising my workload, as well as how to keep my performance high and achieve the goals that I set myself, even when there are setbacks from working a response shift.
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