I haven’t finished the workbook but I wanted to get some feedback on what I have done. 

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.



2500 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:


In this essay I am going to reflect on the significant role I played regarding repeat incidents of fraud by false representation contrary to Section 2 Fraud Act 2006, (The National Archives, 2022). I will use Gibbs reflective cycle to reflect on my performance including what I have learnt from the incidents, my feelings throughout and how I will use what I have learnt at future incidents, (Gibbs, 1988). I will explain the role of the modern police officer and evidence how I am developing in order to fulfil this role. The essay will show a critical evaluation of the role of the College of Policing in the professional approach to policing within the U.K and it will consider the impact of the 5 Year Strategy within the approach. 

The College of Policing was established in 2012 and is a professional body which supports professional development, sets the standard of professional practice and shares good practice as well as disseminates knowledge, (College of Policing, 2022). They also support police forces to protect the public and prevent crime and “Identify, develop and promote ethics, values and standards of integrity within the police service as a whole”, (Bryant, R. Bryant, S., 2019, pg91). Based on this it could be argued that the role of the College of Policing is paramount to the success of professional policing within the U.K. The 5 year strategy set out by the College of Policing in 2014 was to “identify develop and promote good practice based on evidence, support the professional development of those working in policing, help police forces and other organisations to work together to protect the public and prevent crime, identify, develop and promote ethics, values and standards of integrity”, (College of Policing, 2014).

The 2018 Workforce transformation is about “the police service establishing, achieving and maintaining standards of professional education, training and performance, enabling our workforce both to do their job better and gain formal professional recognition for doing so”, (National Police Chiefs Council, 2018). One of the proposed new initiatives includes, “The Policing Education Qualifications Framework (PEQF): a standardised national framework setting professionally-related qualification levels for the police service, by rank or organisational level of responsibility”, (College of Policing, 2018). The College of Policing play a significant role in the 2025 policing vision through implementing the PEQF and working towards providing a workforce educated to a level 6 standard therefore meaning it will then be equipped with the necessary skills and capabilities required in line with the policing vision 2025, (College of Policing, 2020). A report published by the College of Policing on the PQEF found early indications that the programs are successful with a 95% retention rate and quantitative feedback that students have ‘deeper knowledge and understanding, critical thinking and time management skills’, (College of Policing, 2020). 

This feedback is consistent with research conducted into officers who had completed the BSc in Policing (Hons) prior to the PEQF introduction which stated that some student officers valued the knowledge gained as part of the degree as it contributed to their own professionalism. However, the same research also had negative results. It found that the majority of students perceived an inability to use their learning within a work environment, which in turn made them feel their contribution was undervalued and it found that officers had to challenge their supervisors in order to apply their knowledge from the degree, which suggests an unwillingness for the culture to accept an ‘evidence based’ knowledge approach, (Williams, E., Et al, 2019). Another criticism of the PEQF approach has been voiced by the Surrey Police federation chair who stated, ‘The Police Service needs people from all walks of life with differing experiences and those that can be a good, competent operational officer, despite whether they have a degree or not’. On top of this she has argued whether young graduates lacking life experience are really those best placed to deal with the complex situation’s officers face, (Police Federation, 2021).

The College of Policing also provides guidelines which police officers should follow including the code of ethics. This underpins the policing mission and values 2025 ensuring human rights are central to everything the police do and its commitment to policing by consent, (National Police Chiefs Council, 2018). This type of guidance is influential in setting the standards required within the policing vision 2025 and underpinning the behaviour of police officers within the U.K, (College of Policing, 2022). By following the code of ethics officers will be respecting the human rights of the public which is serves. However, there have been many recently publicised breaches of these standards, including the two officers who breached confidentiality when they took photos of two murder victims, (Dodd, V., 2021) and South Wales Police officer who made false allegations against a female who rejected him, breaching several of the policing standards, (BBC, 2022). Therefore, although the College of Policing set the guidelines their role in upholding these standards is limited and ultimately the responsibility to uphold these standards falls on police officers, police forces and the Independent Officer of Police Complaints.

An example of an incident I attended which typifies modern policing was where a bank had contacted the police to share their concerns for an elderly male as he had withdrawn over £9,000 in cash within 9 months, with his reason for withdrawing money ever changing. This is an example of a more modern type of crime whereby the victim and offender could be miles apart and never meet but the crime still has a devasting impact on the victim. The Fraud Act was introduced as recent as 2006 with a view to make fraud easier to understand, remove technical difficulties and due to the increase in volume of fraud crimes, (Rahman Ravell, 2012). This highlights just how recent this type of crime has started to become prevalent within society. On this occasion the bank was following the banking protocol process which was set up in 2017 to prevent vulnerable people becoming victims of fraud by using a partnership approach, (Action Fraud, 2020). By using my questioning skills, I ascertained he had been investing the money in herbal remedies, but he had no paperwork on the company and would only have phone calls from someone who would tell him where to post the cash. I explained to him that he was a victim of fraud, I provided him with safeguarding advice and raised referrals to social services and Action Fraud. An important part of modern policing is to take a partnership approach when managing crime and this can be done through sharing information and pooling resources. The approach can be used to tackle underlying issues and social problems, (McCarthy, D. and O’Neill, M., 2014). Studies have shown that police officers support this approach due to the limitations in their expertise with other services more suitability trained in the complexities of family situations, (McCarthy, D. and O’Neill, M., 2014). This is an example of how I worked inside the College of Policing’s 5 year plan through working with other parties to help protect the public as well as following the code of ethics. 

Approximately 2months after the initial incident I noticed another banking protocol call had been received and I instantly recognised the name. This time I attended the home address of the victim and was extremely concerned that not only did he not recognise me he could not remember our previous meeting. He appeared quite confused and although his home was in pristine condition and he appeared capable of looking after himself, I had serious concerns in the deterioration of his mental health. On this occasion I repeated the same safeguarding advice, however I also escalated my concerns to social services about this significant deterioration. Clarke (1999) explained about the ‘hot’ model where an area, product, offender, or victim are often involved in a certain crime and are worthy of police attention, (Clarke, 1999). Hot victims are those who are more vulnerable due to age, frailty, or naivety than the average person and as such will be persistently targeted. Studies have shown that a person who has been a victim of a specific crime is more likely to be a victim again, (Bryant, R. Bryant, S., 2019, pg48). This theory could explain why my victim was a targeted repeatedly. 

In line with the Gibbs model of reflection initially I was feeling very apprehensive on attending the incident as I have experienced banking protocol calls whereby often elderly people who are most in need of their finances have lost large sums of money which does make me quite sad. On viewing the second incident I was feeling upset as the male was extremely isolated as he had no living family and he had been scammed again by being too trusting. On speaking to the fraud triage team, they were very concerned due to deterioration in the male’s health and were also eager to speak to social services. Looking back, I feel that although I did all I could to help the male it didn’t feel like it was enough as he was scammed again, therefore although there has been a reported that the protocol has prevented £116 million from being scammed, (Action Fraud, 2020), there will still be a substantial figure lost to scammers meaning there is still plenty of work to do.

Evaluating the experience, I feel like the partnership approach between the bank, the police, social services and Action Fraud worked well as each agency played its part in aiding the male in the current situation he faced. A fundamental part of modern policing is working in partnership with other agencies and this incident is an example of that approach. The bank’s role was to identify the fraudulent activity, stop any potential future fraud as well as stopping a further loss of £500 by cancelling the cheque. Action Fraud will use the information to investigate the fraud on a larger scale, and social services can get him the support he needs to keep himself safe. One negative is that even with all the support due to the male’s vulnerabilities he almost became a repeat victim. A difficulty facing the police is that although we can do all we can to provide safeguarding and advice we cannot control a victim’s behaviour. When it comes to repeat victim’s, I always look to understand why they’re a repeat victim and try to find a way to address that vulnerability.

Analysing my role, a difficulty I found within the situation was that initially the male did not even trust me, although I was a police officer in full uniform. This is a challenge for the modern-day police officer due to several high-profile incidents which has damaged the public perception of the police, whereby officers conduct has been unprofessional at best, including the recent tragic murder of Sarah Everard. Previously publicised incidents have looked at the police culture and behaviour however this incident differs in that it was the actions of a single officer who abused his position of trust in the most abhorrent way, (Giordano, C, 2021). I overcome this initial hesitation by using my communication skills to build up trust, this is an area I have significantly developed throughout my probation. The College of Policing states that adapting communication style and providing a logical argument are skills required of a police officer, (College of Policing, 2022). Throughout my probation I have looked to work with many different people, including other departments to learn how different people communicate with victims, witnesses and offenders. It is documented that the benefits of peer observation include learning new techniques, ideas and strategies which can help personal development, (Best of Bilash, 2009). Another area which went well was my ability to recognise the vulnerability of the male and I did this through gathering information during a general conversation, such as asking about other family members and his friendship circle.

An important part of modern professional policing is to use evidence as a way of decision making and then finding and implementing a solution which is one of the College of Policing’s objectives within its 5 Year Strategy, (College of Policing, 2014). Evidence based policing (EBP) is used by officers use the best available evidence to inform decisions and challenge practices. “A big part of EBP involves critical thinking whereby officers should reflect on their practice to learn from their success and failures”, (College of Policing, 2022). One theory into how people learn ‘experiential learning cycle’ which suggests that by reflecting on an experience means we make sense of them and in turn learn from it, (Kolb, 1984). In conclusion I felt that from attending my first banking protocol incident till this one I have learned a lot. I am now confident in the process to follow and where I can obtain support from different stakeholders including those within and outside the police such as Action Fraud. However, if I were to attend the initial incident again, I would have supported the victim in blocking unknown numbers for him there and then so scammers could no longer contact him. Even though I followed all the correct processes, and the support was given the male still became a repeat victim and looking back now I feel taking that this extra step maybe I could have been prevented it.

Reflecting on the final year in my probation my initial thoughts are that I have a lot more confidence within my ability to manage any situation I may face. Looking back from when I first became an independent officer, I would be apprehensive about what could go wrong and the consequences if it did. My outlook and feelings are far more positive, and this shows as when attending critical incidents, I now look to put myself into a lead role which includes organising other officers and becoming the officer in charge of the investigation. I also enjoy working with new officers as I understand how they are feeling, and I want to support them like I was supporter earlier in my career. During my tutorship my biggest feedback was that I am too nice, and I still feel that I second guess whether to use my authority at times is a weakness of mine. When using force on offenders, especially those who are under 18 I am concerned about the public perception, even though any force used is proportionate necessary and can be justified in line with the code of ethics, (College of Policing, 2014).


This essay has provided a critical evaluation of the role of the college of policing in professional policing within the U.K. It has considered the policing vision 2025 in evaluating the role of the college of policing and assessed the College of Policing’s 5year strategy. I have highlighted the positive impact of the College of Policing and identified areas for improvement. I have reflected on my role within an incident of fraud involving a vulnerable victim and evidenced how I have used the skills I have learnt and partnership approach to provide a professional service to the victim. I have critically reflected on my final year of within the probation and how I have developed over the past 3years. 
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Task 3

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


	
Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2500 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:



This essay will reflect on a policing incident whereby I have taken an active role and evaluate the effectiveness in the leadership approach I took, using the Driscoll model of reflection, (Driscoll, 2000). It will evidence and evaluate the flexibility in my leadership styles and analyse the different strategies I have developed to manage different operational requirements. It will consider commonly used leadership within policing and how I am able to apply a change in my leadership style to reflect changing circumstance. 

Leadership is a way of focusing and motivating a group or organisation to achieve its aims (Rickards, T., 2011). Humphrey (2014) highlighted that although leadership is often seen as a relationship between a manager and their subordinates there are other types such as a political leader, who will lead millions of people which they will never meet. Humphrey (2014) also stated that leadership can happen on different levels such as on a personal level whereby people motivate themselves, peer-group leadership where a team leads themselves and one-on-one relationships where people are treated as individuals and their different needs met. Leadership is an important part of professional policing, which is highlighted as it takes an integral role in the Police Code of Ethics. The Code of Ethics states that the right leadership will encourage ethical behaviour and “those who are valued, listened to and well led are likely to feel a greater sense of belonging, and so be more likely to take pride in their work and act with integrity”, (College of Policing, 2014). 



It is documented that “Ethical leaders do the right thing, at the right time, for the right reasons”, (Mindtools, 2021). Whilst in the police I have consistently observed ethical leaders, and feel it is certainly common practice within my station in Gwent. However, due to many highly publicised incidents it could be argued that it is not always the case. A current example of unethical leadership is where a senior officer has been suspended for sexual offences against a female colleague with another senior officer suspended as part of the investigation, (BBC, 2022). This type of unethical behaviour by those in leadership roles could certainly cause Police Constables and the public to question the integrity of leaders within the police. Dixon (1979, P307) criticised the nature of those in high power positions by stating that the characteristics within the personality of those who establish themselves at the top include the nasty human traits including dishonesty, insincerity, cynicism, and a hostility towards anyone who threatens their position.


What?

I attended an emergency incident of a third party report of a domestic violence, whereby the victim had left the address and was outside alone and injured. I was partnered up with an officer who was still in his tutorship due to a lack of resources and available tutors. On arrival the victim had left the area, there was no answer at the address of the suspect and house to house enquiries gave no further information. With no further leads at the time, I called the reporting person back and she explained how the victim had been collected by her mum, however I could not contact the victim on the phone as she was a selective mute. She explained the victim had sent her a text messages where she had disclosed, she had been strangled and punched. Whilst updating the control room, they advised that the victims mum was on the phone, and I requested that they attended the Police station where we could communicate in safe setting. On arrival the victim was suffering from a panic attack, so I gave her time outside with her mum and got her some water. Although anxiety is a natural human response to stressful situations it can turn into a panic attack when the body exaggerates the response to the stressors, (Mind, 2022). As a way of communicating with the victim I spoke to her mum who acted as an intermediary and as such I managed to ascertain what had happened and find out where we could find her now ex-partner. I requested some officers attend the address which he had absconded to, and they arrested him and took him into custody. Due to the victim’s vulnerabilities and not being able to communicate fully with me, I was unable to complete a statement of complaint, and instead I requested an interview was conducted via the Achieving Best Evidence (ABE) guidelines. ABE interviews are completed with victims who have a particular vulnerability by specially trained officers in a relaxed and comfortable environment as a way of gathered an evidential account of an incident, (Bryant, R. Bryant, S., 2019, Pg 580). 

Within the incident I took an autocratic leadership style as I was the first on scene and there were actions which needed to be allocated. Due to the nature of the incident and the vulnerabilities of the victim it was important that I made sure the response by police was efficient and effective. A common leadership style used in the police is the autocratic style which can be described as a top-down approach whereby the decision making around policies and procedures is filtered down within an organisation, however it can also be used on a lower scale whereby one leader takes control in an incident which time critical, (Lee, E., 2021). The autocratic style is commonly used at major incidents, which can be defined as “an event of situation which requires the response of one or more of the emergency services and a large number of people who are directly or indirectly involved”, (College of Policing, 2018). Due to the number of people involved and the seriousness of the incident, it is vital that all officers are working together under the same guidance and instruction.  
The benefits of this approach are efficiency in decision making and clarity with individual roles and responsibilities. These are both essential in high pressure and critical situations which the police are often involved in, (Lee, E., 2021). Although there are benefits some of the negative aspects of this style if it is overused, include a reduction in collaboration and team members feeling undervalued and limited within their duties, (Lee, E., 2021). 

So what?

When I was advised the victim suffered with severe anxiety and was selectively mute, I was very concerned for her emotional and mental welfare. As she was found it hard to communicate with people she didn’t know or trust I knew it would have been very hard for someone she did trust to physically hurt her in the way that her partner did, and this made me feel very sad. By taking the victim to a place of safety, giving her time with family and being understanding to her needs I built an initial rapport with her which was important for her to engage with the investigation. I feel I provided a good service to the victim by taking ownership of the situation as I was able to quickly safeguard the victim and apprehend the offender. The resolution to the initial incident was efficient and the family of the victim praised the swift response by the police. Looking back, I still feel that I gave a good service to the victim and her family, I made sure in a high pressure situation that the victims needs were important and allowing her time to comprehend the situation and be with her family, was vital in the level of her engagement. My sergeant also praised my handling of the situation and how I led by example. 

**How I adapt my style**
One incident to the next, dependant on type and who is attending
Fire arms incidents. 

Now What?

Although I have never been overly confident in being the lead at incidents, the incident has given me a boost and I would certainly put myself into a lead role in an intense and time critical incident whereby people are looking at me for guidance and leadership. The investigation is on-going, and I am in text communications with the victim, this allows me to be able to provide her with direct updates and also so she can respond or ask questions when she feels able to with her anxiety levels. There isn’t a lot I would do differently; however, I do feel there are limited resources available for those who cannot communicate freely, and it is something I would like to try and amend. 

The role of a response police officer is ever changing and as such I have had to adapt my leadership style dependant on the situation. Even if a situation does not go to plan or mistakes are made, I always look for the positive aspects and as such I often taken the role of a transformational leader. A transformational leader is one that motivates a group of people through their positivity, enthusiasm, and passion, they get involved in the process and ensure every member of the group succeeds, (Cherry, K., 2022). Burns (1978) introduced the concept of a transformational leader stating that there was a significant difference between management and leadership. He explained that transformational leadership “redesigns perceptions and values, and changes expectations and aspirations of employees. It also relies on the leader’s personality traits and to lead by example”, (Kauppi, A., Et al, 2022). 

This backs up the idea anyone can take on a leadership role, however not everyone will be successful. Goleman (2009) argues that emotional intelligence is more important than having a high IQ or technical expertise and is the difference between being a leader and being an effective leader, (Goleman, 2009). Emotional intelligence is defined as a critical group of non-cognitive skills, capabilities and competencies which help individuals to control and manage their emotional response to events and pressures, (The Management Centre, 2022). By using emotional intelligence, I have been able to adapt my leadership style to adapt the to the situation at hand. 


Another leadership style which is prevalent in modern professional policing is a coaching approach where a leader will give direction to help a person develop their skills, knowledge and understanding as well as overcome any hurdles which may prevent them achieving their aims, (Lee, E., 2021). This type of style is heavily relied on within a probationer’s tutorship period and whilst they are aiming to achieve independent patrol station (IPS). For an officer to achieve IPS they are coached to a level whereby they are adjudged to have obtained the knowledge and skills against a predefined criterion in order that they no longer need supervision, (Bryant, R. Bryant, S., 2019, Pg 126). Although it can take a lot of time and patience which are seen as a negative of this leadership style, the benefits are that it builds trust by encouraging a two way conversation, so the individual knows their goals and objectives and it also helps to build a talented and skilled workforce, (Lee, E., 2021). Due to a shortage of available tutors, whenever I am with someone who is still in their tutorship period at a slower paced incident where the situation allows, I look to adapt to a coaching leadership approach. I do this by asking questions to get them thinking about the incident as a whole and to encourage a two way dialogue.



An active leader can be defined as someone who “has a clear vision of the future, who knows without teamwork and a mutual support of employees there will be no progression and is proactive in their approach”, (Bjekić, R., et al., 2019). A study completed on 61 nurses concluded that active leadership was motivating, and the happier nurses had an intellectually stimulating leader who would provide regular praise, (Nursing Standard, 2004, Pg 7).









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?

2500 words (+/- 10%: include your actual word count at the end of each section) 
 



ANSWER:



This essay will reflect on my three-year probation using Borton’s, (Borton, 1970) model of reflection. It will illustrate how I have been coached and mentored over the three year period and how this has aided me to develop as a police officer to achieve personal, professional and organisation goals. It will consider different models of coaching and mentoring and look at the benefits and issues associated with coaching and mentoring. It will discuss how I have received and provided feedback throughout my probation.

Coaching can be defined as a development process that involves focused and structured interaction, the use of appropriate tools, strategies, and techniques to promote a desirable and sustainable change benefitting the learner and possibly other stakeholders, (Cox, E., Et Al., 2014). Coaching is seen as a skilled activity which is completed by a person who has been specially trained and will normally take places over a defined period of time, (CIPD, 2021. It is widely documented that although coaching techniques and practices are continuously adapting if you grouped coaches together from different areas and backgrounds, they would still have similar aims and objectives, (Cox, E., Et Al., 2014). There are several different coaching theories including the GROW model which can be defined as, ‘unlocking a person’s potential to maximize their performance. It is helping them to learn rather than teaching them’ (Whitmore, 1996: 8). It sets the goal, looks at the reality of the situation, it then considers options and finally it checks the learner’s will to act. The OSCAR model builds on the GROW model, and it looks at the desired outcome, the current situation, what choices are available and the consequences of them and then what actions the learner will take, (Brockbank, A. and McGill, I., 2012).

Mentoring can be defined as ‘A transfer of skill or knowledge from a more experienced to a less experienced person through learning dialogue and role modelling and may also be a learning partnership between peers, (EMCC/ICF Joint code, 2011). Mentoring is a tool which is significant in improving management skills and developing staff development which is why it is seen as a dynamic relationship leading to the creativity and professional growth, (Ganser, 2006).  Although mentoring uses some of the same skills such as questioning, listening, clarifying, it differs from coaching as it is generally over a longer period of time and often involves both parties learning from each other, (CIPD, 2021). It can be used both formally or informally as a way to guide, counsel, motivate and inspire the mentee, (Hart, E.W., 2009). Although mentoring is a great tool to there are also some documented issues including the mentee having an over-dependence on the mentor, the mentee becoming a clone of the mentor and not a more developed version of themselves, a breakdown of the relationship sometimes due to a breach in confidentiality and also mentor using the mentee to further their own career, (Brockbank, A. and McGill, I., 2012). Within policing mentorship is often used as a way to develop officers in more senior positions for example a mentorship scheme offered by the college of policing for deputy and assistant chief constables as well as chief constables themselves whereby more experienced officers volunteer to support the development of those less experienced, (College of Policing, 2022). A study completed on retention rates when female officers are mentored, concluded that both informal and formal mentoring had a positive impact on those who took part in the study. Some of the benefits were feeling happier going to work, having strategies on handling issues of work/life balance and an increase in confidence and motivation, (David Carson, 2009).

What? 

Following my initial six month classroom based training I was partnered up with another probationer and I was given a tutor within the PDU (Professional development unit) whereby we were stationed independently from the shifts. Her aim was to coach us to achieve independent patrol status (IPS) which was in line with the direction given by the college of Policing which states that within the PEQF (Police Education Qualifications Framework) student officers will have 10 weeks of coaching with a tutor which will provide individual and tailored feedback and de-briefing which helps the officer develop their skills, (Bryant, R. Bryant, S., 2019, Pg 133). The policing vision of 2025 is also clear in its commitment to educating officers within its police training by supporting them to develop the required skills, and to understand the demands of policing by placing those with the skill set and knowledge in the correct roles, (NPCC, 2022).

Initially we sat down and went through the objectives of my 10 week tutorship period which was documented in an evidence matrix, the benefit of this was that I knew what I had to achieve and had a deadline to achieve it by. Throughout the first couple of weeks, we built a good working relationship as my tutor adapted her feedback methods and coaching style to suit me and the other probationer. I was happy to have my feedback through an informal chat without the car following an incident and I was happy with an open and honest approach even if things did not go as well as I had liked or if there was still more learning to do at a given incident. I also provided feedback to my tutor on how she was doing as she was new to the role and it was important for her to adapt and learn as she went. During this coaching period, I was introduced into reflecting on incidents which is part of the PEQF, (Bryant, R. Bryant, S., 2019, Pg 133), I would note down what went well and what I need to improve on. “Reflective practice has huge benefits in increasing self-awareness, which is a key component of emotional intelligence, and in developing a better understanding of others. Reflective practice can also help you to develop creative thinking skills, and encourages active engagement in work processes”, (Skillsyouneed, 2022). 

Initially my tutor would choose calls for me to attend which would give me an idea of day to day policing. Often, we would attend those which would require an emergency response to which officers from other stations would also attend and although I would still an active role, by watching experienced colleagues in action and seeing how they worked was beneficial to my development as it gave me confidence in how to manage situations. I would observe how communicated with all parties, the level of force used, and speed in their decision making all of which helped my model my own style of policing. Learning by observing is a common practice in society and happens when people watch, model or imitate others behaviour and actions, (Bandura, 1985). A benefit of peer observed learning is gaining confidence to try a new way of working and it has been argued that peer observed learning is more beneficial to development than simply receiving feedback, (Hendry, G. and Oliver, G., 2012). As the tutorship period neared the end, we would then attend incidents which would help me to achieve my matrix as well as continue develop and enhance the skills needed to be signed off as a competent independent officer. This coaching period helped me achieve the organisation goal of being granted IPS and therefore I was able to be deployed onto shift. 

On my first 3 weeks on IPS, I was provided with a mentor who supported the transition from tutorship onto shift. The step up from a being in a more protected environment and being given more time to complete tasks was very intense and having support was important. Although the initial allocated mentoring period was short the relationship continued, and Laura continued to informally mentor me throughout the following 18months. When possible, we would attend calls together, whereby there was a gradual switch from me supporting Laura with the more complex incidents to us working together and then I would take the lead. The relationship has followed Kram 1983’s theory whereby there was the initiation and then it was cultivated whereby a strong working relationship grew in which both of us benefitted, at present we are in the separation phase as Laura is starting a new job and this is daunting for me as she has always been on shift for me to rely on. The next phase will be re-definition and in this I expect it to evolve into a peer-like friendship, (Ivey, G.W. and Dupré, K.E., 2022). Although this was an informal level of mentoring, I have still set myself goals and personally reflecting on what went well for me, what I need to improve and also what I can use from other Laura’s approach to managing an incident. The whole process has helped me achieve my goal of being a well-rounded, respected and trusted officer with my peers. 

I was also coached through my three week blue light course whereby I became a competent response driver. Although I had driven for 16 years and felt I was a good driver, my driving instructor coached me to become a better driver by changing the way I drove and significantly improving my observations. Over the three-weeks the goals I needed to achieve were clearly defined, feedback was consistent, and we worked together so I achieved the organisational goal of having my blue light permit. Every day I would reflect on my performance and my instructor would provide feedback which was document within a progress book. Over the weeks we built a relationship and although at times constantly driving was arduous, I trusted the process and listened to my feedback. By the end of the course, I was a far more competent driver and my confidence in being able to drive safely at high speed and in a stressful situation had grown dramatically.

So what?

Although my initial 6months training taught me the principles, powers, policies and theories within policing I learnt much quicker on how to do the day to day police officer role whilst in my tutorship period when I was being coached. Following my initial training, I knew the definition and theory of an offence but putting it into practice in a fast paced situation with many external pressures added doubt into my decision. Research has found that in a fast paced environment providing orders or direction is a quicker method to learn, however it found that learners will remember 90% of what they learnt though the multi learning approach of seeing it, hearing it, saying it and doing it, (Rose and Nicholl, 1997 pg 142). I also found that when I went onto shift with my IPS, as I had been protected within the PDU away from the day to day demands on shift, I was not ready for high paced environment and speed of work required on shift. I found this transition hard as everyone was busy with their own workload and priorities and I didn’t want to be a burden on others. This early doubt made me question whether I was able to do the job, however I reminded myself that I would be able to adapt with time. To ease my mind, I spoke to other student officers, and they reassured me that they’d had similar doubts and struggles when first on shift, also it helped having a mentor who I was able to go to for advice and reassurance. One of the positives of having mentors within a team is that they transfer their skills and attitude onto those with less experience, which is something I found happened within my team as there is a strong work ethic, and this is the attitude which was passed to me by my mentor and the attitude of more experienced colleagues. It is documented that one of the benefits of mentoring on the organisation is the development of a positive organisational culture, helping improve values and knowledge across a range of functions, groups and generations sustaining organisational health, (Wilson, J., and Elman, N.,1990).


Before I joined the police, I wasn’t very assertive or confident and one of my personal goals was to improve of this as I needed to be respected and listened to whilst dealing with policing incidents especially those which are challenging. One of my biggest concerns when I was within the PDU was if someone didn’t listen to me or follow my orders what action would I take. However, by being honest and open with my tutor we were able to work on this by putting me in situations where I knew the support and backup was there, and as trust was built, I was able to overcome this concern. A study completed which used a qualitive design to understand the participants experience and views following being coached found an increased level of confidence which in turn provided increased effectiveness. It was stated that although the knowledge was there after being coached, they felt confident in their ability, and they displayed assertive behaviour, (Gyllensten, K. and Palmer, S., (2014). Other benefits of coaching include, taking accountability and responsibility for actions, be more self-sufficient, gain more life and job satisfaction and an improvement in performance, (Harvard Medical School, 2022).


After three months of IPS I was starting to see how far I had developed and how much I had learned as a response officer, as when I was attending calls with those newer than me on shift as I was able to provide direction and advice with confidence. The biggest challenge for me over my probation period was being confident in my ability around more experienced colleagues as I was concerned, I would be judged for doing something wrong or making a bad decision. This was apparent when I attended incidents with those who had more experience as for a long time, I would take more of a back seat role and allowed them to lead whilst I would support them. Looking back however as I become one of the more experienced on shift, I now take the lead more and I am confident in my actions and decisions. 


Now what?

The thought of losing my mentor to another shift is leaving me a bit anxious, however I know that she is still in the same station and that at some point I will need to be completely independent of that safety net. The next step for me as I am nearing the end of my probation, is to increase my skill set through training courses such as being trained as a taser officer. This is a course I have put off as I didn’t believe I was ready for the responsibility until I was confident in my own ability to handle any incident I attend. I will also look for other courses that should help me achieve my aim of becoming a traffic officer. Another area in my development is to help mentor someone new on shift as I feel I can share my experience and support them through the transition from being new on IPS to become a competent officer and integral part of the team.



This essay has reflection on my development throughout my three-year probation by looking at how I have benefitted from coaching through the PDU and my blue light course and mentoring once I had achieved IPS and I was with my new team. It has defined coaching and mentoring, identifying, and describing some of the models and it has looked at the associated benefits and issues within them. It has ended with my plans for the next stages in my development and how I am feeling now my mentor is moving to a different team. 
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