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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:

This essay will endeavour to critically evaluate the strategic role of the College of Policing in professionalising policing within the United Kingdom. It will begin by identifying the College of Policing’s role within the Police as a service and explaining how the implementation of this role has changed policing as it has transitioned into modernity. The focus of the essay will then turn to the strategic role that the College of Policing holds, this role will be evaluated to determine whether or not this has been a benefit or a detriment in the professionalisation of policing. The essay will also explore my personal experiences within the context of policing as it evidences how I am working to fulfil the role of a modern professional police officer, this evidence will be used to aid in the evaluation of the College of Policing’s role. As this is a primarily reflective piece of writing it will also critically reflect on how my final year of probation has seen an adaptation in my role as a police officer, the essay will also be using existing academic research and writings to support its findings.

The College of Policing was established and implemented in 2012 in an effort to phase out the National Police Improvement Agency (NPIA), it was determined that this change was needed in order to streamline the professionalisation of police and policing practices. The College of Policing endeavoured to set specific standards in the context of professionalism and the adherence of the codes of practice to ensure consistency across all constabularies within England and Wales (Police Federation, 2014). The College of Policing was instrumental in implementing the Code of Ethics within the role of the Police, one of the purposes of the Code of Ethics was to remove the ambiguity of the expected conduct of police officers and staff and instead set specific expectations. High profile cases such as the Hillsborough disaster which saw the deaths of 97 people and the Steven Lawrence case where still prominent and the mishandling of these incidents by the police were still at the forefront of many people’s minds. This created the necessary environment for a code of ethics to be implemented in order to show that the police as a service was a professional establishment that could be relied upon by the public (Holdaway, 2017). 

In order to evaluate whether policing has become professionalised we must first establish what is meant by the term as there are multiple meanings depending on what the context is. The most relevant definition when looked at through a policing context is conducting oneself with responsibility, integrity, accountability, and excellence. When seeking to increase professionalism it is important to also increase the competency of those within the institution through training and education (Wells, 2024). We could also seek to identify the differences between a profession and an occupation. Although these terms are often used interchangeably, there are significant differences between the two. In its simplest terms, an occupation could be defined by its focus being on the completion of specific tasks or goals, for example a factory worker whose role is to make or assemble a specific product whilst following a clearly laid out set of instructions. Although the workers themselves will likely conduct themselves in a professional manner they do not have autonomy over the task that they are carrying out, there is little room for professional development as their overall goal is to create or assemble the product. This is a stark difference from a profession, for example a General Practitioner of medicine, while they do have an overall goal of treating illnesses or injuries in the general public, they have greater autonomy of how they conduct their work and carry out the task. They are expected to carry out a good quality of work however they are trusted to achieve this goal without the micromanagement that would be found within a simple occupation. This trust is given to them in part because of the high quality of the learning and training they have received (Katan, 2011). Based on this definition the role of a police officer falls under the definition of a profession rather than an occupation due to the fact that police officers are expected to carry out their duties in line with their training but with the ability to use their own discretion on how they achieve their overall task of detecting and preventing crime.

In order to aid in the professionalisation of the police as a service the college of policing has adopted a strategic role in an effort to have a hand on approach with steering police culture and efficiency in the desired direction. Taking on that strategic role established the necessity of developing a clear plan on professionalisation, the plan that was developed would be actioned over a five year period and would provide measurable results. The five key strategic ambitions are:

· building trust and a fair culture: The British policing model relies on the support and the cooperation of the general public in order to be successful in their investigations and general duties, this cooperation will only be given if the police have the trust of the public. Recent cases of police misconduct have damaged this trust and therefore had a negative impact on the polices ability to carry out their work, by changing the culture of the police the college of policing hopes to prevent cases of misconduct and build the trust of the public. 

· transforming police leadership: The college of policing aims to develop the leadership ability of serving police officers at all levels, this will ensure that all staff members are supported at every turn therefore boosting the effectiveness of policing teams and increasing the number of positive outcomes for victims. 

· supporting career-long professional development and wellbeing: The aims of the college of policing in relation to development will enable officers and staff to improve on their skills and therefore offer a better service to the general public. Supporting officers with their wellbeing will also produce and maintain a motivated and positive workforce which will help with the retention of experienced staff. 

· boosting core skills: By boosting the skills of police officers and staff they will become more versatile as service providers and they will be able to attended and deal with a wider range of scenarios, not only will this boost the confidence of the public, but it will also boost the confidence of the officers which will further improve upon wellbeing and performance. 

· strengthening innovation and implementing what works: By achieving this aim the police will be able to implement streamline plans of how to deal with repeat and serious crime in a way that is effective (College of Policing, 2022).

Throughout my career as a police constable, and more specifically my final year in probation I have endeavoured to fulfil the role of a modern and professional police officer, I have attempted to achieve this by tailoring my development to the college of policing’s 5 year strategy, specifically focusing on boosting my core skills to become a more versatile officer. As my career has advanced and my experience and confidence has grown, so to has my ability to effectively assess as situation and come to a decision on how best to deal with the situation. This development of my confidence has resulted in needing less involvement with my Sergeant in the context of decision making. Without the need of micromanagement, I have developed my own autonomy and feel that I am trusted to achieve the goals of the job using my own methods which I have developed in line with the teaching received from the college of policing. 
In my final year of probation, I have seen my role of a police officer change as my skills, knowledge, and confidence have grown. Although still young in service the so called “healthy churn” (Police Professional, 2022) of serving officers has resulted in a young and relatively inexperienced profession when compared to figures from years ago, a study conducted by the Police Federation showed that 38 percent of officers in the year of 2023 had less than five years of experience, which resulted in a situation of the “inexperienced leading the inexperienced” (Surrey police Federation, 2022). As newer recruits have begun their policing career, I have found myself becoming the senior officer on duty and having to step into the role of a mentor having to provide guidance to the new officers who are still in the process of learning the vast role of a police officer. Due to the current state of policing, officers with more than a couple of years of duty have adopted a leadership role when at emergency calls and “in my personal experience” stepping in to a Sergeants role when needed, whether this is a trend that can be seen nationally is unknown as there is very little in the way of research on this topic. Although this directly ties in with the one of the college of policing’s key strategic ambitions of transforming police leadership, there is a risk that the overall lack of experience leadership roles could lead to mistakes being made which could lead to increased negative experiences of service users, the lack of experience has also shown to have had a negative effect on the ability for the police to respond to non-emergency calls in a timely manner which again leads to key lines of enquiries being missed. (HMICFRS, 2023). 
Overall, I believe that the role of a Police Officer does fall under the definition of a profession rather than that of an occupation. This can be shown by the ability to have autonomy over how officers achieve the overall goal of detecting and preventing crime, and the vast amount of training and learning that comes with the role. The differences found between the police and other professions is one of trust, although police officers and staff are trusted by their upper management, the police as a whole do not have the full trust of the public, this could lead to the debate of whether or not the role of the police could be described as a profession between those who sit on either side of the debate, it is evident that the lack of experience that can be found in many constabularies has had an effect on the publics belief that the police as a service is a profession, the question remains, are police constabularies enabled to be professional or have the lack of resources and officer numbers effecting this. As far as the College of Policing’s strategic role in professionalising the police service, I feel that the training and guidance provided by them has enabled the police officers within the service to further the professionalisation of the role. However, that does not indicate that the role has been professionalised solely by the College of Policing.
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

Since its inception at the turn of the century, social media has become a staple in many people’s lives, with some social media sites boasting user numbers in the billions and the overall number of social media users calculated at around 5 billion (Wong, 2023). With so many regular social media users it is clear to see why it is so present in our lives, not only does it enable people to connect with friends and share informal content, but it also enables public services such as the Police Service to use it to engage with communities at a greater level than ever before (Dekker et al, 2020). This essay will critically evaluate the writer’s experiences of the use of social media as a means of informing and engaging with the community and promoting policy initiatives within a police perspective. This essay will begin by exploring the uses of social media that could be specifically tailored to the use of the police as a service, whilst also taking into account how social media utilises algorithms that may assist in targeting a specific part of a community based on things like location and interests. The essay will also explain the current force policy on using social media for professional information and engagement purposes and also identify the impact this policy may have on the ability to use social media effectively. The essay will then identify what social media sites the police are using and what they are commonly used for and then attempt to explore and identify the benefits and risks of using social media for a policing purpose. Finally, this essay will critically evaluate the social media usage by the police in reference to a specific incident. As this is a reflective piece of writing it will include a mixture of the writer’s own experiences as well as academic studies, it will also include details of recent events that are relevant to the question to add context to the essay. 

Social media began with one overall and relatively simple goal, to connect people (Brinkman et al, 2020). Since its inception in the early 2000s this goal has, for the most part, remained the same. However, the way in which we can connect to others has adapted and evolved to become more efficient and effective. With a small amount of information provided to these social media systems users can be connected to people they may know based on geographical location, career choice, and the user’s hobbies and interests, to name a few (Adisa, 2023). As well as being connected to other site users’ people can be connected to information that has been shared on the respective site, this can include non-bias data such as news reports and traffic updates and data that could be bias such as other user’s opinions and experiences on any given topic. The ability to see these posts can be impacted by algorithms. 

Social media sites use algorithms in an attempt to tailor the experience to the user, put simply, the more a user interacts with a certain type of post, for example videos of the police, the more posts they will see involving the police (‌Petrescu and Krishen, 2020) Although the use of algorithms has many positive impacts there are also downsides. A social media user who regularly engages with and expresses negative opinions of a certain topic is unlikely to be provided with information that counters their opinion, this may cause the user to remain in an echo chamber of negative opinion which in turn may cause them to think that the majority of people agree with their opinions just because they are not exposed to an alternative way of thinking. The main benefit of algorithms when viewed from a policing perspective is its use in disseminating information to the people who it would be most useful. An example of this could be a local police force alerting the public to a road closure. Providing the users of the specific social media site have accurately updated the location in which they reside or work the algorithm on the social media site would likely show them the post regarding the road closure (Swart, 2021). 

The police service has access to a wide range of social media sites however the most used sites are Facebook, Twitter, Instagram, and TikTok. The usage of social media sites appears to run in line with the popularity of the specific sites, as such many individual police constabularies would not use, for example, Reddit, as it has a relatively low user count when compared with the likes of Facebook (Dixon, 2024). The use of each social media platform is tailored to the general purpose of each site and to the user base. The use of Facebook and Twitter is generally used to convey formal information such as missing person alerts and road closures, the reason for this is partly due to the social norms of how public services are expected to conduct themselves, the other reason may be related to the average age of the social media users. The use of sites like Instagram and TikTok are more frequently used to post informal information and to boost public relations by posting humorous content or videos of the parts of policing that the general public may find interesting such as police dogs. 

The use of social media has many benefits in relation to the role of the police service, it has enabled the service to reach a large quantity of the population with relatively little effort when compared with the techniques used in the past (Crump, 2011). The ability to directly request the help of the public for specific tasks such as assisting in identifying offenders and assisting in the location of missing persons has led to further lines of enquiry being available to the investigating officers (Nusbaum, 2024). There are however downsides and risks in utilising this technology for a policing purpose. The risk of malicious interactions with social media posts by members of the public who hold anti police views can disrupt police efforts in completing their current investigation, for example, people providing false information or sightings about a missing person may have police officers searching in the wrong area ultimately hindering the search. A risk assessment conducted on a case by case basis may enable officers to determine whether or not the benefits outweigh the risks of social media usage for a specific case (Walsh and O’Connor, 2019). 

Throughout my career as a police officer, I have been involved in incidents where the use of social media has been required in order to achieve a desired outcome, one particular incident involved a high risk missing person who had made multiple threats to end their own life prior to going missing. One of the main challenges associated with this incident was the fact that the missing person had left their mobile phone inside their property making it impossible to track them.

Due to the high risk nature of this incident, it was decided that a social media appeal was urgently needed due to the imminent risk of loss of life to the missing person. As part of the decision making process, I attempted to identify the possible risks and weigh them against the benefits of using social media in this incident. The main risk I identified was the potential embarrassment to the missing person whose picture and description would be posted on the most popular social media sites which had the potential to be seen by thousands of social media users within the local area, which could have had the knock on effect of worsening the individual’s mental health. The mitigating factor for this is the fact that the person did not have their mobile with them and therefore would be unlikely to see the social media posts until after they had been found and provided mental health assistance. 

Another identified risk was the possibility of malicious interaction from site users who may have provided false information which would have undermined police efforts to find the person, although there were no mitigating factors to prevent this the benefits greatly outweighed this risk. The main benefit of using social media in this incident was the increased possibility of finding the missing person before they made a decision that could result in their serious injury or death. Due to the imminent risk to life the decision was made to post the image and description to social media. The outcome of this post was an increase in lines of enquiry as members of the public had sighted the person that day and provided the locations to the police. Using the increased lines of enquiry and the newly updated locations the person had been in, officers were able to locate the person and take them to a place of safety. This outcome would have been unlikely without the use of social media.

Although the outcome of this incident was overwhelmingly positive, the identified risks were very real and present and ultimately could have caused a further decline in the persons mental health. This incident shows that a risk assessment must be made prior to making a decision to ensure the safety of the relevant person is prioritised over a quick outcome of the incident. The misuse of social media by the police could also have a negative effect on the general publics opinion of the polices ability to handle incidents such as the one described, this could in turn effect the publics willingness to engage in the future having a knock on negative effect on the use of social media by the police service. 
In conclusion, this essay has examined the use of social media as a tool for community engagement and information dissemination within a policing context whilst highlighting the benefits, risks, and the possible applications during a live incident. Social media platforms like Facebook, Twitter, Instagram, and TikTok have transformed the way police services interact with the public, offering an efficient means of communication that reaches large and diverse audiences. The tailored use of algorithms further enhances this interaction by targeting specific community groups based on location and interests. However, alongside these benefits, significant challenges have been clearly identified, including the risks of misinformation, malicious interactions, and potential harm to vulnerable individuals. As shown through the provided example of a high-risk missing person incident, the calculated use of social media can provide positive outcomes, but only when used alongside strict risk assessments and careful decision-making. Ultimately, while social media provides a useful platform for policing, its use must be balanced with an understanding of the potential impact on individuals’ well-being. By adopting a considered approach, police services can utilise the advantages of social media to improve public safety, enhance community relations, and be transparent in their operations.
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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?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

The role of a police officer is one of extensive responsibilities and duties, beyond that a police officer is a member of the community that can be held to a higher standard than that of a regular member of the public. Although the Peelian Principals state that the police are the public and the public are the police (Home Office, 2012), meaning all persons are responsible for the general function of society as far as law and order are concerned a person that holds the title of constable is regularly looked to to provide leadership in times of crisis. During a police officer’s career, they will develop a wide range of leadership styles and strategies tailored to different situations and to people’s behaviours and attitudes. This essay will seek to critically evaluate and evidence my flexibility in leadership style and critically analyse the different leadership strategies I have developed during my career. I will be using a policing incident to reflect on how I was able to change my leadership style to reflect a changing situation. 

There are a wide range of leadership styles that have been established in order for teams to achieve goals, both long term and short term. However, many of these styles are less relevant to this essay than others, mainly due to the fact that while I hold authority at emergency incidents and can take the lead among my fellow colleagues on a short term basis, over longer periods of time the leadership role falls to my Sergeant. Due to this, styles akin to Transactional Leadership, while used by the Sergeant would not be used by me as this style is only beneficial when used over longer periods of time (Tavanti, 2008). The main leadership styles I have used during my time as a police officer are autocratic leadership, democratic leadership, and laissez-faire leadership. 

Autocratic leadership can be described as a system in which the leader makes decisions independently of any other person without seeking input or feedback from other members of the team. The leader takes full responsibility for the decision making and expects other members of the team to follow instructions without questioning them. This leadership model is directive in nature and makes it clear who is the authority at any given situation. Leaders who utilise this strategy must provide clear and specific instructions to other members of the team in order for it to be effective. This style is very effective in situations that require fast decision making, often in situations involving crisis. However regular and unnecessary use of this leadership style can result in a breakdown of team cohesion as other members may feel that they are not valued or heard in a team setting (Harms et al, 2018). This leadership model has been useful in my career as a police officer during many different incidents, often involving threats made towards members of the public or to my colleagues. As I am a conductive electronic device, more commonly known as taser, trained officer it is often the case that I take the lead at a call as I am the person who is best trained and equipped to deal with higher levels of threat. An example of this would be when me and my colleagues were dispatched to deal with a subject who had threatened another member of the public with a knife. As I was the only taser trained officer attending the call I took the lead and advised my colleagues to stay behind me until I authorised them to move forward. The reason for this instruction was to mitigate any risk of my colleagues being hit with the projectile from the taser should its usage be required. Upon sighting the subject, I drew my taser and pointed it at them, I then instructed the subject to lie down on the floor with their hands behind their back. Once the subject was in this position of disadvantage, I instructed one of my colleagues to place the subject in handcuffs and conduct a search. During this situation there was no time for discussion or debate about how the situation should be dealt with, due to the risk involved it required clear leadership with direct orders being given, in this situation autocratic leadership was the most appropriate. 

Laissez-faire leadership is often described as the hands off approach to leadership where team members are allowed to make their own decisions on how to approach and deal with a given situation. In this approach the leader is there merely to provide support and guidance if needed but will avoid taking control of the situation. This style is based on trust and allows team members to complete their tasks with autonomy. This style is effective when team members are motivated and skilled and do not require as much guidance or direction in order to be successful. This style can however be problematic if team members are not motivated or confidant in their abilities as it can lead to feelings of a lack of direction (Yang, 2015). 

Democratic leadership can be described as a leadership style in which the entire team is actively encouraged to contribute their thoughts and ideas to assist in finding a desirable outcome for the situation or task, this style has also been referred to as participative leadership. Whilst the entire team is involved in putting forward their ideas the final decision ultimately rests with the leader of the team, in a policing context this is often the shift Sergeant however it can often be the most experienced member of the team. This leadership style fosters a sense of being valued in the team members which can boost morale and confidence within those members which will increase team cohesion. Democratic leadership, due to the inclusivity of all team members can result in slower decision making due to the time it takes to gather everyone’s input, this style is best used in non-dynamic situations where time constraints are not as strict (Woods, 2021). An example of this would be when discussing a plan to conduct arrest enquiries for a wanted person. Me and my colleagues were tasked with arresting a male who was wanted for a serious assault, prior to leaving the station we established a plan that would give us the best chance of success. As I was the most senior member in the group, I was tasked with leading the discussion and the arrest enquiries. During the planning stage I asked for input from all members of the group to ensure that all possible plans and contingencies had been considered. After doing this the team discussed what plan would be best used for this situation and what role each person should undertake based on their strengths and knowledge. Once we were all satisfied with the plan, we undertook the arrest enquiries and found the male who was then arrested for the offence. This situation was ideal for the implementation of democratic leadership as the lack of strict time constraints allowed for collaborative input. It was discussed however that a change in leadership styles may become necessary when at the location of arrest due to a possible increase in risk which may require the directness of autocratic leadership. 

Flexibility when acting as a leader is an extremely valuable skill as it allows the leader to adapt to situations to source the best outcome. A leader who is able to adjust their approach to a task enables the team to perform better as a whole. Some members of the team may react more positively to different leadership styles than others, being aware of this can help the leader to cater to individual members strengths making them a more effective team member. Rapidly changing circumstances can also require a leader to be flexible in their approach. A style used at one type of incident may not work at another and a leader who is too rigid in their approach can hinder the progression of a positive outcome and can occasionally result in an undesirable outcome which not only impacts the situation at hand but can have negative long term effects on the effectiveness of the team (Kaiser and Overfield, 2010). 

The ability to be flexible in my leadership style has assisted me greatly throughout my career at a wide range of incidents. One such incident consisted of me and my colleagues responding to an emergency call whereby a number of vehicles had been involved in a road traffic collision. As I was the most experienced member of the team responding to this incident I took charge of the scene. I gave each team member a specific task as there was a significant amount of people involved in the collision, my initial leadership style could be described as autocratic as there was no time for discussion about how the incident should be handled. My main reason for using this style at the time was to avoid the risk of team members undertaking tasks that had already been completed by another, avoiding this would increase the overall efficiency of the whole team. My leadership style changed when my attention was brought to an injured person who required first aid. I and another colleague commenced first aid on the member of the public, I was aware that the colleague who was assisting with first aid had extensive knowledge on advanced first aid due to a previous job they had. Due to this I changed my leadership style to a combined approach of democratic and laissez-faire which allowed my colleague to freely utilise her skills to provide the best possible care to the patient whilst I discussed next steps with other members of the team. Overall, I feel that I demonstrated the ability to be flexible in my leadership style and adapt to the changing situation at the incident as well as play to individual team members strengths when it was necessary to do so. 

Overall, I feel that I have adopted and developed a range of leadership styles that I have demonstrated throughout my career. I have shown the ability to be hands on and direct when the situation calls for it but also allow the team to approach and complete tasks with little guidance, I have also demonstrated the ability to take all views and opinions into account to find the best possible outcome before making a decision. The ability to be flexible in my leadership is something that I have developed during my time as a police officer and will continue to develop as time goes on which will further assist me in my progression. Although I have made significant progress with my overall leadership ability there is still room for improvement which I will seek to implement throughout my career as I develop and grow as a police officer.
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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 role of a police officer is like no other, it is a role defined by its complex nature of investigating crimes, dealing with dangerous and traumatic situations, and supporting people in their time of need. The vast number of attributes needed by police officers to be successful in the role creates the necessity for mentoring and coaching, not only in the early stages of an officer’s career but throughout the entirety of it. The quality of the coaching and mentoring provided by the police can be measured by the growth of each individual officer and the differences in abilities when comparing an officer carrying out scenario based training during their initial six months training school and an officer attending a volatile and complex incident when out on division. The ability of an officer to identify areas of strength and improvement will also be discussed as this is a valuable skill that is often learnt from a mentor or coach in the early stages of a person’s career (Grant and Hartley, 2013). This essay will critically reflect on my three year probation, specifically looking at how I have benefited from mentoring and coaching, and how this has helped me achieve goals put in place by myself and the organisation. It will also identify how it has helped me to learn and perform whilst carrying out my duties as a police officer. As well as my personal experiences I will be drawing on studies of coaching and mentoring theories in order to support my findings. 

As I have advanced in my career and abilities, the coaching and mentoring I have received from my organisation have also advanced and adapted in order for the techniques to be better tailored to the situations that may be encountered, it is important for mentoring styles to adapt as new studies frequently bring to light the benefits and drawbacks of different styles and it may be that a new style has been developed that is superior to previous ones (Gandhi and Johnson, 2016). During the initial six months in training school the majority of coaching was classroom based and focused on the theory of policing which included knowledge of the law, powers and policies, and a knowledge of police systems that would assist officers when they commenced their career as a response officer. Whilst the theory aspect was prioritised there were a number of practical elements that needed to be completed in order for the officers to demonstrate that they could apply their knowledge to real life situations. Whilst in training the main mentoring strategies implemented were group mentoring and peer mentoring. 

Group mentoring is a process whereby the mentor works with a group of individuals with a shared goal, in this case the goal of passing training school to become a police officer. This mentoring style encourages a collaborative learning environment where the individuals can not only learn directly from the mentor but can help reinforce the learning of the group by offering peer support. The main benefit of this mentoring style is the efficiency of mentoring multiple people at the same time, in this context it was highly effective as all individuals had the same goal (Tyler and Mckenzie, 2011). However, I feel that I personally would have benefited from being in a smaller group as I feel I learn more effectively in this way. 

During practical scenarios peer mentoring was often used to enable the student officers to evaluate each other’s performances during the scenario. This style is often used when the mentor and mentee are peers of a similar level of experience. This model is effective as the mentor and mentee will likely face similar challenges and may have overcome those challenges only a short time ago. The benefits of this style can be the mutual learning that can be experienced by both parties. This style can also assist the mentor in developing their own leadership skills and solidify any knowledge they have on the subject at hand (Andrews and Clark, 2011). Peer mentoring does have its drawbacks which can have a negative influence on the task being undertaken, as both parties will be of similar experience it must be ensured that a good base level of knowledge is present in the mentor as there is a risk of misinformation and bias being passed on to the mentee (Christie, 2014). I found the implementation of peer mentoring was highly effective during my time at training school and enabled me to perform under less intense pressure as I was being assessed by a fellow colleague rather than a trainer.

After successful completion of the initial six months at training school, student officers are allocated a tutor to guide them through a ten week ‘tutorship phase’. During this ten week span student officers are expected to demonstrate their abilities to handle incidents within the boundaries of the law and force policy. They are also expected to improve on their abilities and complete an evidence matrix which will show that the officers are competent in dealing with a wide range of situations. The mentoring styles used during this stage vary depending on the tutor as some will take a hands on approach where as others will prefer a Laissez-Faire style approach. The style used should be tailored to the mentee to produce the best results as it has been shown that a bespoke learning experience will yield the best results from the student (Maxwell et al, 2024). My tutor utilised a combined approach of directive mentoring, and challenge based mentoring. The use of directive mentoring enabled me to have the correct knowledge I needed for any given situation, this combined with the challenge based mentoring enabled me to gain experience from dealing with real situations and the consequences of my decisions. I feel that this mentoring style was beneficial for me as I quickly gained experience from previous incidents and could apply this experience to future calls that I attended. 

After completion of the ten week tutorship, student officers are then able to attend calls and make decisions on their own. Although officers have a Sergeant they answer to and can ask for advice, many decisions rest solely with the officer. Throughout the remainder of the officer’s probation, they are expected to attend incidents, manage their own workload, and complete the evidence matrix that is set out for them. My experience of the mentorship style used at this stage would be a Laissez-Faire style approach as I was left to make my own decisions without the direct supervision of any other person. The only time any advice would be given was if it was asked for directly. This approach encourages independence and self-direction which is highly important in a policing context as officers are often responsible for managing their own workload with minimal input from external sources (Lexa and Fessell, 2019). I found that this approach worked well to build my confidence and made me familiar with complex decision making however still enabled me to have support when it was required. The only downside to this method being used at this stage of my career was the number of mistakes being made due to a lack of experience, however the mistakes began to become fewer as time went on and my experience grew. 

As well as being provided with training, the mentors I have worked with have also provided me with feedback to aid in my overall development as a police officer. Constructive feedback is a crucial part of mentoring and coaching as it provides clear and achievable suggestions rather than vague criticism. Constructive feedback enables the mentee to feel motivated to make positive changes in order to achieve personal and professional goals. Constructive feedback, whilst identifying points for improvement, also identifies areas of strength which makes the mentee feel confident that they are heading in the right direction, identifying strengths can encourage the mentee to feel motivated even when a situation or incident has not gone as well as it could have. It is important to balance strengths and areas of improvement when providing constructive feedback to ensure the mentee does not become disillusioned with the task or role (Gulzar, 2023). 

As well as being provided with feedback by mentors and supervisors I have also been given the opportunity to provide my own feedback regarding the coaching I have received and the specific incidents I have attended. By regularly providing feedback I have enabled the mentors to develop their own skills which has allowed for improvements and changes to be made to courses and other areas that require mentoring. I have also been empowered to participate in reflective feedback which has enabled me to identify my own areas of improvement prior to a mentor identifying them. This practice is highly beneficial because as I progress through my career it will become less common that I will receive feedback from a mentor as I will be less likely to need one. Having the skills to identify my own strengths and weaknesses will allow me to continue to progress even without the benefit of having a mentor present. 

I feel that I have benefited from the mentoring and coaching I have received in many different ways. The blend of different styles has created a tailored learning environment that specifically targeted specific weaknesses at key points in my career, the hands on approach that was used at the start of my career built the knowledge I needed to reach the next stage of my career and the gradual implementation of a more hands off approach enabled me to build my confidence whilst still having a significant support network to aid me when I needed it. These mentoring styles aided me to reach the goals that were set out by myself and the organisation to become a well-rounded police officer that is able to effectively adjust to a variety of situations. I have been able to complete my evidence matrix in a timely manner to demonstrate that I am able to perform well and have completed a number of courses that have enabled me to progress further in my career. I am also confident in providing feedback to mentors and mentees in an effective way which is constructive and specific to the task that was undertaken. The feedback I have received has been fair and sets out targeted areas of improvement that are achievable and specific to not only my needs but the needs of the organisation. I do feel however that further focus needs to be placed on the development of soft skills such as teamwork and time management as although these skills are desired by the police service and are highly emphasised during the recruitment stage, they are not prioritised throughout training and the focus is instead on practical elements. By providing further training on these soft skills, I feel that many officers would benefit and be able to achieve personal and professional goals more effectively as well as the skills benefiting them throughout their career. 
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