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Task 1

[bookmark: _Hlk220314622]ANSWER:

The College of Policing was created in December 2012 as an independent public body and was created as part wider police reform introduced by the government to provide a better structure for policing as well as supporting accountable and professional policing within the UK (College of Policing, 2021). Following its introduction, there was a leadership review completed in 2015 which highlighted the need for fundamental change due to the challenges facing the future of policing and as part of this change was the Police Education Qualification Framework (College of Policing, 2025). 

The introduction of the PEQF was critical to professionalising police as it was believed it would increase retention of officers, give officers a basis that they can build on throughout their police careers and most importantly ensure officers have adequate skills to deal with modern day policing (Green and Gates, 2014). Albeit by introducing the PEQF is integral in professionalising police forces as it enables evidence-based policing, defining ethics and creating a uniformed approach, it has led to persons who may not be as academic from joining the police and also meant that officers who did not join under PEQF must but upskilled to ensure all officers have the same training (McCanney and Taylor, 2025).

The main way that the College of Policing has provided a significant strategic involvement was through the development of the Code of Ethics and formalising professional standards (College of Policing, 2024), this allowed for all forces to ensure that say the same values like accountability, fairness and integrity to improve public trust in police however it has been found that there is actually no guidance produced by the College of Policing on how to deal with individuals who do not uphold these standards leaving to disparity between forces (McCulloch, 2024). 

When evaluating how my role as a police officer has changed since starting and seeing how I have been working to fulfil the role of a modern professional police officer, I will be using the Gibbs Reflective Model (The University of Edinburgh, 2024).  

As I commence my final year of probation, I believe that I have been able to demonstrate what the competencies, standards and behaviours that is required from a modern police officer. I have done this by ensuring every action I do aligns with the code of ethics (College of Policing, 2024), as well as utilising the National Decision Model (College of Policing, 2013) and the College of Policing Competency and Values Framework (College of Policing, 2024). In this current climate policing is in the spotlight where every decision made is coming under constant scrutiny due to trust in the police being at an all-time low (Office for National Statistics, 2024), as such it is imperative that every decision I make is justified, proportionate, lawful accountability, necessary and ethical. 

One incident I dealt with where this was imperative was a medical incident whereby the individual was suffering a drug induced psychosis (Priory, 2018), after taking what was suspected either cocaine or ketamine. The individual believed that someone was trying to burn down their house and was hallucinating there were people trying to pour petrol over them which made it difficult to try and communicate with them. I called the ambulance and as such the approved mental health practitioner (WeCare Wales, n.d.) for support and guidance however it became apparent that the individual did not have capacity as defined by the Mental Capacity Act (Legislation.gov.uk, 2011) and needed immediate medical care. At first, the individual wanted to receive help from police and wanted to go to hospital however after a short while they started to believe that I was not a police officer thought I was trying to harm them rather than help them. 

As such, using the National Decision Model (College of Policing, 2013) I realised that they were in need of immediate care due to not only being a risk to themselves but  also to police and under the Mental Capacity Act (Legislation.gov.uk, 2011), I am able to use reasonable force to get the person to that place of safety. Due to the individual starting to shout in public and bringing attention to the incident, this meant that members of the public came out and even started trying to film the incident. However, although the force was necessary to get them to safety, to members of the public this could and has been seen in the past as excessive and unlawful (Gerber and Jackson, 2016). 

Therefore, I ensured that everything I was doing aligned with the College of Policing Code of ethics and I was accountable for my actions. I did this by justifying what I was doing by communicating to the individual that they needed help and required medical assistance and used the five-step appeal (Bbpolice.uk, 2026) to try and get them to comply however this was not working. I have used minimal force to get them into the rear of the ambulance and ensured there was enough of us there to do this safely and effectively. Whilst this was happening, more members of the public started to comment on what was going on however to ensure that the individuals situation was not compromised but the member of the public were assured that what we were doing was lawful and necessary, I communicated with them and explained that we were dealing with an ongoing dynamic incident and what we were doing was necessary to ensure that persons safety. 

After the incident, I ensured that I completed a use of force form which documented the force used and the reasons for using that force, as well as completing a pocket notebook entry documenting everything I had done to ensure there was record in the event it was questioned later. On reflection to how I dealt with the incident compared how I would have dealt with it at the start of my probation, I felt that I was more confident in my knowledge on my legislation and also in general dealing with complex situations involving vulnerable people. 

Since joining the police, albeit it has only been three years, I have noticed that even with the introduction of right care right person, there has been an increase in medical calls in which the police respond to so therefore I have been coming exposed to them even more (Capstick, 2024). This is as a result of a strain being seen across all emergency services and police having to deal with the shortfalls of the strain, which does bring question into if the police are aligning to the Policing Vision for 2025. 

The Policing Vision for 2025 main mission and value, was to make communities safer, protecting and reassuring communities as well as investigating crime and bringing offenders to justice (NPCC, 2022) however as a result of changes brought in by governments as well as overstretched services, this has brought issues and questions into whether the policing vision has set out (Joyce and Laverick, 2025).

Another way in which my role of a police officer has changed since starting is the incidents being committed online and the use of technology to help investigate offences. This is due to more and more people having access to the internet and being reliant on the internet which has given criminals the ability to exploit persons on the internet (Shanmugaesan, 2025). As such, and to align with the Policing Vision for 2025 I have had to use up to date techniques and change the way in which I complete investigations to ensure that I am competent but also applying relevant legislation confidently. 

There was an incident I dealt with whereby the victim had several accounts made of them which they found grossly offensive which constituted an offence in line with the Malicious Communication Act (gov.uk, 1988). As I have dealt with incidents like this more and more since I first started, I was able to apply techniques and knowledge I developed to ensure I was victim focused as well. From speaking to the victim, they explained that the accounts had been set up in a certain time frame and also was able to provide me the account usernames. I then completed open source and closed source checks to obtain the unique IP address to the accounts which in short allowed me to identify the offenders. However, as the checks I was completing would be deemed intrusive, there may have been collateral intrusion due to there being data from people who aren’t involved being discovered as a result (Gov.UK, 2024). 

I deemed that what I was doing was necessary and lawful due to the fact that an offence had taken place and it was necessary to complete these checks to meet the victims and align with the policing vision for 2025 which includes the use of technology to solve crimes (NPCC, 2022). However again due to the trust in policing being at an all time low, there has brought into question about the use of tactics used by the police and whether they are oppressive and breach the rights of the public (Southerland, V.M. 2023). This has become apparent since joining as when conducting the investigations using these techniques, I have had questions raised by not only solicitors but also by members of the public. However, due to ensuring I meet the standards required to be a modern police officer, I am accountable for what I do and be integral to justify what I have done. 

On overall reflection of how I have performed since joining as a police officer and how I am now coming out of probation (The University of Edinburgh, 2024), I believe that I have met the standards which are required of a Modern Professional Police officer. This is due to working towards completing the CVF and completing continuing professional development to keep up to date with the College of Policing Five Years strategy and Policing Vision 2025 (NPCC, 2022). However, albeit I feel I have been meeting the standards required to be a modern professional police officer, the role has changed significantly since joining. This is due to not only what is expected of the police is changing, but my responsibilities changing as a police officer with experience. This is due to being more competent in the team, I have been expected to take on more responsibilities which has been challenging at times due to the type of incidents I have been required to deal with. 

However, I feel that as when I first started my focus was mainly on learning the role, utilising legislation correctly as well as building my confidence within the role. Within my final year I have had change my focus on being less reliable on my colleagues to make decisions and have more independence and work off professional judgement. This change has transformed my approach to incidents and how I deal with members of the public but with this has caused me to have increased stress at times as a result of the increased responsibility (Iwanaga, Yokoyama and Seiwa, 2000). This in turn has resulted in having to develop coping mechanisms to deal with the stress but in a negative way has at times taking my focus off the role and learning which I know going forward I will need to work on and ensure that if I am stressed it does not have a negative impact not only on my role as a police officer but my team and the service I provide to the community. (Word Count:1917)
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Task 2

ANSWER:

Over recent years social media has become one of the main tools used within modern policing, with police forces across the United Kingdom utilising platforms like Tik Tok, Instagram, Facebook and X to communicate with their communities and provide an additional way in which communities can reach out to their local police force. 

On average the UK has over 60 million users and to date is the 17th in the world for their internet usage (Petrosyan, 2023) therefore it is imperative that police forces utilise social media in a way to connect with the communities that they serve and make them for accessible. 

Within this essay I am going to critically evaluate my experience with social media and how I have found it can provide key information and help to engage with the communities, to do this I will be using the Gibbs reflective model (The University of Edinburgh, 2024).

The main way I have experienced how social media has helped to inform and engage with communities is through positing on platforms like X and Facebook to pass key messages or request for help from members of the public. Studies have found that when forces use photos or gifs when posting any information, it will encourages readers to stop scrolling as it catches their attention and then in turn take on the information being past even if they don’t notice it at first (Jones et al., 2025). 

I experienced this when dealing with a High Risk Missing Person who we believed to be suicidal and all lines of enquiries were being exhausted which resulted in us not being able to get a route of travel and also a time frame. As time went on, the family of the missing person started to get frustrated with police as the first 72 hours of a person going missing being vital and police not getting any further with the search for the missing person (Moore, H. 2016).

As we knew that the missing person left their address at just gone midnight and their phone being last active at 3pm with their phone being located close by, a social media post was posted onto X and Facebook with their description and last known location. This resulted in members of the public getting in contact with sightings which enabled us to tighten the search parameters. After several hours of searching with the assistance of specialist search teams, we were able to locate the missing person alive and provide them with the help they required but this could not have been achieved without the use of social media. 

This has become a common practice forces up and down the country and has actually been found to be critical and aide in finding those people in aid, this is because it has been found that it enables the police to have instant engagement with the communities that the individual has been missing from to help prompt any sightings and make people more aware of this (NPCC, 2022). However, albeit this can be beneficial to police it may also place them at risk, this is because if the wrong information is shared it can cause unnecessary stress to the family and also provides opportunities for people to waste police time (NPCC, 2022). 

This became apparent in a recent search for a missing person I was involved in where they had been missing for several weeks when a renewed missing person appeal was completed however a member of the public provided false information stating they saw the induvial. This led to the family get increasingly distressed as well as wasting police time due to resources utilised as it was believed there was a sighting, this ultimately showed that going forward information should be given directly to the police to ensure information is vetted properly and not giving close family members false information. 

Another way in which I have experienced the use of social media within the police is it being used to promote policy initiatives like crime prevention campaigns, safeguarding advice or changes to priorities within the force like domestic against women and children as well as safe communities. Police forces will normally use Twitter which is now referred to as X as a way to promote policy or changes to priorities, however in a study completed by Cambridge university, it was actually found that only a small percentage of the population use X and people most frequently use facebook and Instagram (Bullock, 2017). Tik Tok is increasingly being used by police forces due to majority of the UK population using Tik Tok over Facebook or Instagram and the issue with some forces is that they will normally focus on only using one platform rather than multiple platforms. Albeit the use of Tik Tok is seem to be the way forward for many forces, there is a issue with the use of Tik Tok as it only allows for the posts of videos rather than normal posts which has meant that in some occasion police are unable to actually promote certain policies (Babic and Simpson, 2024). 

I experienced this first hand when there was initiative being pushed by the force to show that they are tackling county lines and trying to take down drug use in the local area, as such a video was posted on Tik Tok of a vehicle which had been stopped by police and the occupants had been arrested and subsequently charged with drug offences. As Tik Tok has a large reach with it receiving circa 672 million downloads world wide (Ceci, L. 2023) it was inevitable that local residents  would be able to work out who got arrested due to recognising the car and the location of where the vehicle was stopped. This has then led that persons house being broken into due to them believing that there would be money or drugs located in the property. Due to this, members of the public started getting angry at this posting it on social media that as a result of the polices post, a house was being broken into. 
The post which was meant to show and promote the work and initiatives being persuade by the police force and was meant to be positive however actually became a hinder and meant that the police force ended up face criticism in the use of social media. This example has been seen across the UK and has shown that one of the limitations of social media is that if it is not used correctly then it could place the actually subject at risk of harm and enable for opportunists to exploit those who have been caught which brings into dispute the effectiveness of social media (Babic and Simpson, 2024).

The risk of the use of social media by forces also came to the forefront with the social media groups being set up by groups who refer themselves as “paedophile hunters” which promotes vigilantes and get convicted sex offenders out of communities. Police would naturally promote successful policing operations on social media where by if a person has been convicted of offences like sexual offences against children their photo would be posted on facebook or Instagram. This however would then get posted within these Paedophile hunter groups and this would insight hatred and planned vigilantly protests started to appear throughout the force. This in turn had then led to increase in deployments of officers to different locations to ensure that the offender was protected and prevent them from becoming to any harm. This naturally created a strain on the force and actually found that the public opposing the police due to be seen as protecting the offenders (Frampton, L. 2018).

With this again illustrated how when forces will try push initiatives, it can actually place members of the public at risk and will create further strains on the police force and pull officers away from front line policing to manage with the additional strain. It has also been found by promoting this content, it enabled for more “Paedophile Hunters” to emerge and utilise the information being shared by the police force which did not only cause for the offenders to be at risk but can also impact the investigation process due to these individuals not following the correct channels and leads to investigations being thrown out as evidence has not been obtained lawfully (Purshouse, 2020).

With all of that being said, in recent months I have experienced social media actually being utilised to identify offenders and crack down on certain area of crime which is person dangerously driving and racing. In recent years, members of the public have been posting themselves racing, driving dangerously and recreating certain films which is seen to glorifying dangerous driving to young people which in turn has led to an increase in dangerous driving (Gramacho, W. 2022). Police forces across the UK recognised this and created a new initiative by the name of OP SNAP (MET, 2023) which enabled for members of the public to submit evidence to the police of people committing traffic offences across the UK which may have been missed by police. 

Since the introduction of OP Snap, they have received circa 55567 reports of driving offences (MET, 2023) which helps to show how the use of social media can actually help to investigate and detect crime. I also experienced this first time when there was a spike of illegal car meets and racing within the area I police which tragically resulted in the death of a young person. It was discovered that the organisers for the car meet was posting themselves online, which enabled officers through the use of social media to identify who the offender was, collate the evidence to show that they were participating and organising such activities which resulted in the successful conviction of the offender. 

In conclusion, my overall experience of seeing how social media is used as a means of informing and engaging with communities as well as promoting policy initiatives; I have found it be a powerful tool but also can also cause issues. This is because it helps to promote visibility and accessibility and enables police forces to be transparent with the communities that they serve (Dekker, van den Brink and Meijer, 2020) but with this it does not build with the public and should not replace the conventional methods including community meetings and holding outreach sessions in each community. It also brings challenges as if not utilised correctly it can bring ethical safeguarding issues as well as GDPR concerns and can lead to misinformation due to the accuracy in the information being disseminated. That being said, the use of social media has shown a significant change in public engagement and it can help to keep communities informed and promote different policies effectively but when used hastily or sensitively it may actually undermine public confidence (Dekker, van den Brink and Meijer, 2020). (Word Count 1821)















Task 3


ANSWER:

I have found that effective leadership specifically within the police requires the ability to dynamically adapt your leadership style to reflect the organisational, operational or community needs due to it being such a fluid environment. Due to the nature of the role, I undertake within the police as a Police Constable, effective leadership is essential when responding to incidents, to ensure that the public’s safety is maintained, I adopt trust with my fellow colleagues but also ensure that my colleagues wellbeing is paramount in all decisions I take lead on (Morreale, 2025). Due to the situations I face on a daily basis being complex, fluid and sensitive, it is imperative that I adapt the leadership styles which are commonly used within the police whilst ensuring that the styles I utilise meet the standards set by the college of policing (College of Policing, 2023). 

I will be utilising the Gibbs reflective model to help critically analyse leadership strategies that I have developed whilst being a police officer which would enable me to manage a range of different operational situations (The University of Edinburgh, 2024).

When looking at what leadership style I need to utilise for the situation I am presented with, there are several key factors I need to take into consideration to ensure an effective leadership style. First of all, I need to ensure that as part of the style I use, I am accountable for the decisions I make and show integrity to make sure I am not only aligning with the polices code of ethics but ensuring professionalism throughout everything I do (Lee, 2025). Additionally to this, due to the type of incidents I manage on a daily basis, there is a high probability that it can be quite distressing not only myself but my colleagues and even witnesses or victims, so therefore I need to make sure that I am emotionally aware and understand how to manage the emotions of others (Lee, 2025). 

As well as this due to it being inevitable I will encounter challenges and be presented with situations which require compromising officer safety and community trust, as part of my role as a Police Constable I need to ensure that I can adapt to the situation I am dealing with at hand but also think strategically, which will help try to highlight and deal with these problems before they start to materialise and become not only an issue but potentially place me and the team I work with at risk (Lee, 2025). 

Within my time in the police, there are three main leadership styles which I have developed and adapted which I have personally found to be effective within the police but also incorporate the factors I need to address whilst leading members of my team. These three styles include Transformational Leadership which looks at empowering and inspiring members of my team to ensure we all meet the shared goals set (Fritsvold, 2019) as well as utilising an Authoritative type style which is the one commonly used within the police as it is ensures that a clear rank structure is set and adhered to which has been shown to be historic however is still important due to the nature of the role (Fritsvold, 2019). Additionally to this, as it is commonly felt within the police that morale can be low, it is seen that a transactional leadership style can be utilised to give officers a purpose to do their job (Fritsvold, 2019). 

There was an example where I had to utilise all three of these management styles was when I was I was dispatched to a incident whereby a male had been stabbed and the offender was still in close proximity. Due to being first one on scene, I naturally took ownership of the situation and it was left to me to manage and lead the team that I work with. At first due to the immediate danger potentially posed to us as the offender was still unaccounted for and close by, I implemented an authoritative leadership style (Fritsvold, 2019) which enabled me to tell my colleagues where they had to go and what they had to do. I felt that this benefitted the situation due to it meant there was one clear line of communication and everyone was aware what they had to do to keep everyone safe but this style meant I did not give an opportunity for my team to present ideas to me however I felt that this would have actually hindered the dealing of the incident rather than help (Dharejo, S. et al 2021). 

As the incident developed and I was able to take control of the scene and ensure that everyones safety was paramount, my focus shifted to the dealing of the casualty however due to how fluid the incident was becoming, It I had to be flexible in the approach I took. Due to me knowing that my medical skills were not as advanced as others on my team, I shifted from an Authoritative style and adapted a transformational leadership due to me feeling that I needed to encourage innovation and creativity to ensure the victim stayed alive as there was a significant wait for an ambulance (Fritsvold, 2019). As a result In change of leadership style, I was able to encourage the team to present their ideas forward on how to deal with situation which led to us working as a team to meet the shared goal of keeping the victim alive and safe which in short mirrored the commitment made by the college of polices leadership aims (College of policing, 2023). 

Once the incident was colluded, we de-briefed and discuss the incident at length to establish what went well and what could have been done to improve our response. Due to the nature of the incident being quite traumatic and had the potential to lead to some of my colleagues who responded to the incident having adverse effects especially as a result of PTSD (Beshears, 2024), I made the decision to again transition my leadership style to a Transactional Leadership Style (Fritsvold, 2019) as I felt the need to promote what the team had done and reward them for what they achieved. I did this by highlighting the success of each member of the team and ensured that the higher ranking officers were aware of how well the team had worked and as a result of their hard work how the life of a male was saved as well as ensuring officer safety. 

Within this incident I felt I was able to utilise the National Decision Model (College Of Policing, 2013) to simultaneously take on different bits information whilst ensuring and ensure the leadership style being utilised correctly reflected on the situation at hand. However on reflection, albeit it is encouraged within the police to take on more of a transformational leadership style to ultimately meet the commitment set by the College of Policing to change the future of police leadership, it has been argued that the true effects of transformational leadership within the police can be floored as it can be found to allow for officers to go against the rank structure (Cockcroft, 2014) which is contradicts the code of ethics set by the college of policing (College of Policing, 2024). 

However it is also argued that the Authoritative style which has naturally been applied by the police especially those of bronze, silver and gold command is not fit for purpose in todays climate and has actually led to many officers leaving due to them feeling that they are being order to do things which are against what they believe in (Filstad, Karp and Rød, 2024). This was also reflected in a review completed by the HMICS, which showed that there was still a significant room for improvement when it came to not only training the new leaders of the police but also the styles, they taught to utilise throughout their policing career. 

The College of Policng have subsequently developed the five stages of leadership within the police which sets a benchmark for the knowledge and understanding required depending which stage of leadership you are currently performing at, this in sort set out what a leader should look like when all members below them are carrying out their role as well ensure that the standards are informed by the Code of Ethics and Competency Values Framework (College of Policing, 2023). Although it is argued that by having a framework that standardises a leadership model which is independent to the cycles  of management within the police (Angelito Malicse, 2025) as in the experienced referenced above, due to dealing with such varied incidents which requires different leadership approaches, I feel it is sometimes not possible to align to the frameworks due to potentially undermining the overall effectives of how I lead the team (Edelmann et al., 2023). 

Overall I believe that I have been able to show flexibility when it came to deciding what leadership style to utilise dependent on the situation I was in and albeit due to the type of situation it meant that I had to switch leadership styles to ensure that it was fit for purpose. It is argued that confidence and being able to communicate with your team are key skills to be accepted as a good leader (Fransen, K. et al. 2018) and I felt that due to my experiences over the past two to three years I have been able to show confidence when leading a team and use skills from previous employment especially around communication to make sure the team I was leading at the call worked together and followed the orders I was giving. 

As well as this, I feel that how I dealt with that situation proved my ability to align to the complexity of policing and my ability to go from a direct leader (Fritsvold, 2019), to a developmental leader (Fritsvold, 2019) and subsequently to a supportive style leader (Maurya, & Agarwal, 2015) which is what’s required to manage the incidents I respond to and to mentor and support my colleagues whilst dealing with the incident at hand. Although it is argued that the ability to be flexible within how officers lead in the police is not a preference but is seen as operationally to be a necessity (Campbell, & Kodz, J., 2011), depending on the individual and their experience will depend on how flexible they can be but as shown I have been able to look at different leadership theories, see their strengths and weaknesses whilst utilising reflective practice to ensure I have developed a leadership strategy which doesn’t just balance the accountability, honesty, and integrity required but ensures I am trusted by my colleagues to deliver an effective response and build public trust in the community that I police. (Word count: 1806)

Task 4

ANSWER:

Mentoring can be seen when a person will share their skills, experience and knowledge to another individual to help them progress. This progression can be seen a professional or personal however the crossover experienced by both is normally considered (PushFar, 2025). Whereas can coaching can be seen as a way of developing not only abilities but skills through one-to-one support which will help performance especially in the workplace and helps to work towards a goal. It can also look to address any barriers, challenges or issues when they arise to prevent them become greater problems (Government Skills, 2026). 

I will be using the Gibbs reflection model to help me critically reflect upon my three year probation specifically around how I have benefited from mentoring and coaching and how it has helped me meet personal, professional and organisational goals as well as how it has aided me to learn, develop and perform within the workplace (The University of Edinburgh, 2024). 

Critically reflecting on my three-year period of my probation, I have found that the coaching and mentoring I have received has been vital to how I have developed, performed and allowed me to become competent as a police office. Policing is known to be a complex and challenging profession which has not only required me to take on theoretical knowledge during training but apply this to real life scenarios with members of the public (Bayley, 2016).  This has then developed over the three years to allow me to make key decisions in high risk and unpredictable incidents which was only possible as a result of the support I have received throughout my probationary period. 

When I first came out of training school, I was placed on a response team which had several experienced officers on the team. From the time I had started one of the officers decided to help mentor me throughout my probation which help to give me stability through a time which I had found at times overwhelming and challenging due to having to adjust from the classroom to frontline policing. The mentor I had from the start did not have any formal training to be a mentor and decided to mentor me in their own time, this has been argued by other officers that there is not actually a need for training to mentoring and if there was training then it could actually hinder how they mentor due to them finding that mentoring should be unique to each individuals experience (Tyler and McKenzie, 2011). 
I found this first hand when I was in training school I was taught legislation, policies and the correct procedures on how to deal with incidents, however what I did find was that this did not actually teach me how to utilise my professional judgement when dealing with incidents. It has been argued that although different approaches have been tried and tested in the classroom to try teaching professional judgement, it is not actually learned effectively until the individual is on the front line and learning from others (Shipton, 2019). This is due to me being to learn from my mentor on how they have applied legislation to incidents whilst communicating with members of the public and then managing conflict if necessary, I would then de-brief with them after every incident to learn what I did well and what I could have done better but also question what they have done and why they did it in a certain way. This in short I found was important because not only did I learn from mistakes and develop as a police officer but from a mental health point of view, it would enable me to talk through incidents if I found them difficult instead of not talking about what I had witnessed and affecting me later on in the future (Healy, 2013).

In addition to mentoring, I have also been coached throughout my three-year probation which contrary to mentoring has meant that I have got someone to focus more on my goals and overall performance rather than with mentoring which just focused on my day-to-day development as a police officer. Whilst in my three years, I would have periodic review sessions where we would look at incidents I had dealt with in that time frame and this would help me look for areas of improvement. Rather than looking at these areas of improvement as negatives, coaching helped me look at these areas as ways I can sent goals on how to improve. For example, when I was dealing with an incident which involved harassment of an ex-partner, I provided safeguarding advice which was quite generic and not tailored to that individual incident but from reviewing it with my assessor who took on that coaching role, I was set a goal to review safeguarding advice and how to tailor it to each situation, after this I found I was able to safeguard my victims which may of not been possible if it was not due to coaching (Curtis, 2015). 

Coaching and mentoring is crucial when looking at supporting someone to meet their personal goals and objectives as it helps provide a platform in which a person can receive feedback from a person who is more experience or qualified than them and prevent them from going off course (Hilali et al., 2020). This was evident during my three-year probation as when I had first joined the team, my aim was to become a competent police officer who would be able to deal with incidents by myself whilst ensuring I was aligning with the college of policing code of ethics (College of Policing, 2024). Throughout the three-year probation period, mentoring allowed me to have exposure to more incidents which were complex, challenging and sensitive whilst ensuring that I had independence to deal with such incidents but being there for any support if required. I found that with this balance of having the support on hand if required but also being given the opportunity to be independent allowed me to progress into a competent officer. This was also worked hand in hand with feedback I would receive of my written work like statements, any case files or referrals I would complete as this in short helped to improve the overall quality of the work I was producing throughout my probationary period. 

I also found that during my probationary period having a system where I could provide feedback on certain incidents I had dealt with and it being reviewed who in turn would then provide feedback. This it due to being argued that by having a framework in which individuals can provide feedback to incidents they have dealt with, will allow them to understand what they may have done well and pick up on their own mistakes but also allow them to discuss feedback provided by their mentor or coach (Jones, 2018). This was done throughout my probation by having several topics that I had to demonstrate I could undertake independently and to a standard expected of me as a competent police officer, these areas ranged from developing intelligence, to dealing with vulnerable people and to stop searches. By doing it this way it would encourage me to think analytically about incidents rather than just accepting the experience which I had and I did this by instead of asking myself what went well or what didn’t go so well, I could ask myself what could I have done differently or how may my actions impact on others  (Byrnes and Dunbar, 2014). By doing this, I found that I am now able to be more self-critical of incidents I deal with and continue to evaluate my performance at incidents I attend. 

This was evident at an incident I attended whereby it was not only complex but sensitive and required specialist departments to attend and assist with the scene  and the investigation, I received feedback following my involvement which showed that due to how conducted myself at the scene and the enquiries I completed, meant that the investigation could be progressed effectively and there was clear communication with what had happened. This helped to show me as a result of my mentoring and coaching throughout my three-year probationary period, it has made me reach my goals of being a competent response office whilst ensuring that I align with the code of ethics (College of Policing, 2024). 

However, albeit mentoring and coaching has enabled me to reach my goals and become a competent response officer throughout my three year probationary period, I found that the quality of the mentoring I received from my colleagues would ultimately depend on their own individual commitments but also dealing with the general demand of the role. It is commonly known that police forces across the United Kingdom are overstretched and understaffed which came apparent in Police Scotland when they spent £31.5m on overtime just to meet operational demand (Policeprofessional.com, 2025). This has led to at times, me not having a structured mentoring or coaching schedule as either my assessor could not provide the time to review or give feedback but also time for myself to actually evaluate how I have done and provide feedback to my assessor. This ultimately meant that at times it decelerated my ability to develop and prevented me from reaching my goals on several occasions. As a result, this made me appreciate the need for a structured coaching / mentoring system which was able to withstand the challenges and constraint that response policing presents in this day and age.  

On reflection, I have found that by having a mentor and coach throughout my three-year probationary period as a response officer has given me the opportunity to progress as police officer and ensure I met not only my personal goals but also professional and organisation goals which is expected of me as a response officer. It helped me be more reflective on incidents that I deal with by providing me with an analytical reflection process (Byrnes and Dunbar, 2014) and look at ways I can build my skills be it through Continual Professional Development or by working with other teams to see how they operate. It has also enabled me to act under pressure, contribute to objectives set by the organisation and also allowed me to understand my own strengths and weaknesses and what is required to deal with the overall demand as police officer. 

As I progress from my probation period into my professional journey, by coaching and mentoring has given my the foresight to understand the importance of what continued coaching can do for me and how I can utilise what I have learnt and experienced throughout my time as a probationer and how I can actually mentor and coach others who are in the same position in years to come (Unleash Your Power, 2025). (Word Count: 1805)
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