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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 focus on the strategic policing requirement as set out by the college of policing, exploring what that entails and relating how in my final year as a police officer I have met the qualities within this strategy to fulfil my role as a modern professional police officer. It will look at specific examples which I have encountered in my final year of probation to demonstrate this, and show how my role has changed as a result. This essay will also focus and critically evaluate the role which the policing vison 2025, the workforce transformation 2018 and the college of policing’s five year strategy plays in terms of my career as a police officer in my final year of probation. 

To begin this essay, I needed to research what exactly is meant by strategic policing as set out by the college of policing. The college of policing was established to enhance the standards of British policing and increase the effectiveness of police forces as a result. In this sense, the college of policing helps play a critical strategic role in shaping the future of policing. The strategic policing requirement was introduced in 2012, and outlines the national priorities for policing which extend beyond local jurisdictions. This policing requirement emphasises the need for police forces throughout the UK to work collaboratively to assist in addressing issues such as terrorism, serious and organised crime, and civil emergencies. The college of policing is considered by many to be integral to this as it provides training resources and guidelines which allow police forces in the UK to operate efficiently and effectively tackle the challenges presented to it.

By setting a national framework the strategic policing requirement has the effect of encouraging police forces to align their local strategies with the broader national priorities. The college of policing helps fulfil the role by developing training programs and best practices which helps to ensure that officers throughout the UK are equipped with the necessary skills and knowledge to address these strategic challenges. 

This also coincides with the policing vision 2025, which was launched in 2016 and sets out a type of roadmap for the future of policing in England and Wales. It advocates for a more integrated, responsive and transparent police service which is capable of addressing contemporary changes. The college of policing’s role within this is to support this vison by developing leadership and professional standards and promoting a culture of continuous improvement within policing.

Under the policing vision 2025, the incorporation of technology within policing is paramount. The college of policing has been at the forefront of facilitating the integration of new technologies, which includes stuff such as data analytics and digital forensics, into everyday policing practices. By promoting innovation such as this, the college of policing helps enable police officers to operate more efficiently in their role and can help to enhance their professional capabilities. This all goes hand in hand with the college of policing’s five year strategy, which outlines its vision to lead and support the development of police officers. This includes a focus on key areas including leadership development, public engagement as well as the use of data to aid and inform in a decision making process. Thes strategic priorities are aimed at ensuring that police officers are equipped to meet the demands of modern day policing.

Within my three years of probation as a police officer I have encountered situations and scenarios throughout which demonstrate the practical application of the college of policing’s strategies. I have experienced significant changes within my role throughout my probation due to the influence of these policies. I believe that in exploring my policing journey briefly from my first year, I am able to demonstrate how my role has changed to fulfil the role of a modern professional police officer. 

Within my first year of probation, my main focus was on mastering the fundamentals of policing, including community engagement and basic investigative techniques. The college of policing aided this by providing the foundational training from my time studying in the classroom, and this helped set the foundations which would assist in developing my role fully within my third year. My first year laid the groundwork for my own understanding of the broader strategic goals of the college of policing. This was achieved through attending calls under the supervision of a mentor following training, and enabled me to develop the confidence in speaking with members of the local community, whilst also developing my investigative techniques with the direct support of a mentor. 

During my second year as a police officer, I was much more independently based. As a result of this I developed my skill set further and explored more investigative opportunities in relation to my workload, and became more aware of the implementation of new technologies and practices within policing as influenced by the policing vision 2025. This included the requirement for me to complete reports for forensic analysis following certain crime scenes, as well as utilizing modern policing technology such as ANPR cameras and other CCTV. By responding to calls independently I was able to develop more informed decision making. Throughout my second year I also engaged in training sessions which further assisted in developing my technical skills, allowing me to utilize these tools more effectively in my daily work.

In my final year of probation, I feel that I have been able to develop these skills which I have acquired within my first two years further, as well as taking on more of a leadership role. My role has transformed significantly within my third year. As referenced by the college of policing’s focus on leadership development, I would agree that in my role I am now expected to take on more responsibilities. This includes the mentoring of newer officers and engaging with community leaders. This shift within my final year I feel reflects on the college of policing’s emphasis on creating a proactive and community-oriented police officer. 

One incident which I attended which I feel demonstrates this development involved a missing person. A young child had gone missing from their school and I was dispatched along with a newer in service officer whom I was mentoring. The child was believed to have potentially been taken from their school by a person who was known to them. There was a domestic element to the call and also potential community tensions which could arise from the call. I felt confident in my abilities as a result of developing all of the skills which have been laid out by the college of policing. Due to the nature of the situation, emotions were understandably heightened and the parent of the child were willing to blame the school for what had happened. It was necessary for me to use the leadership skills which I had developed to take control of the situation, managing the parties involved by telling my colleague to assist with one party, while I dealt with another. This allowed for a calmer resolution to the matter and for both parties to provide crucial information as quickly as possible. 

Due to the disclosures from one parent and the school that an ex-partner had taken the child from the area, I was able to utilise the technological advancements which have been made available to policing in the form of ANPR cameras to assist. Following requesting checks on the named person a vehicle was able to be linked to them. This allowed the vehicle registration to be input into ANPR and to inform myself and other officers where the child was likely to be. 

Following safely locating the child as a result of this, I have then proceeded to complete a domestic abuse, stalking and harassment (DASH) form with the parent once they had their child safely returned to them in their home. I feel by using the skills which I have developed over my three year probation, but particularly the leadership within my third year at this call, I have successfully managed the situation and obtained the best possible outcome as a result. 

Following the completion of the DASH I have then returned to the police station where I have completed the necessary forms. I have liaised with social workers throughout the call and as a result of these communication skills I was able to get a more rounded picture of what was happening within the home of the missing child, which has allowed me to perform my job more efficiently. I have utilised the technical skills to relay and communicate all of the information from the call to social services and other partner agencies, whilst also liaising with officers from our neighbourhood team to facilitate patrols and reassurance visits to members of the local community who may have been affected by this incident.

Throughout the incident I was in the company of a newer in service officer, and throughout I was mentoring them in the correct way to respond to the job as well as instructing them in what to do and when to do it. I feel that these skills in communication and leadership have developed far more within my third year, as I have become one of the more senior police officers in my role as a response officer. This allows me to take charge of a situation more effectively and allows for the smoother running of any incident which I may be in attendance. 

Throughout my final year on probation as a police officer I have also become more heavily involved and have had an increased focus on community policing initiatives. As a result of becoming a more senior member of the team, I have liaised more with colleagues from different departments whom I have developed professional relationships with throughout my policing career. This has enabled me to become involved with events such as developing programs aimed at building trust within the community. This includes assisting officers from the neighbourhood policing team in the organisation of local safety events, as well as participating in outreach efforts to engage with vulnerable and minority populations within the local community.
The transformation and evolution of my role within policing in my third year is evidenced by my involvement in successful community initiatives that help in reducing local crime rates by fostering stronger relationships between the police and residents of the local community. It is also demonstrated by my ability to adapt to new relationships as evidenced in the incident which I attended involving the missing child. My ability to adapt to these new responsibilities I feel illustrates the effectiveness of the college of policing’s strategic frameworks in the shaping of modern policing practices. 

In conclusion and on critical reflection of the college of policing’s framework, the college of policing has made significant strides in transforming professional policing in England and Wales, however challenges do remain. The rapid pace of change in societal expectations and crime trends necessitates an ongoing and requirement for adaptation. The college of policing will need to continue to prioritise inclusivity and ensure that all officers are equipped to meet the diverse needs of the communities in which they serve.

The strategic role of the college of policing is fundamental to the evolution of professional policing in the UK. Through initiatives such as the ones covered at the beginning of the essay, namely the strategic policing requirement, Policing vison 2025, and workforce transformation 2018, the college of policing has established a framework that helps support officers in adapting to modern challenges. The incidents which I have attended exemplifies how these strategies are able to manifest in practice, highlighting the importance of leadership, community engagement and technological adaptation in contemporary policing. Going forward, the college of policing must remain vigilant in addressing emerging challenges to ensure that policing continues to evolve in line with the expectations of the communities which officers serve.


(2151 words)
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Task 2

[bookmark: _Hlk181031720]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:


In recent years, social media has emerged as a crucial and pivotal tool for policing, transforming the way in which police forces across the UK and the world interact with the public and the communities they serve. This essay will critically evaluate the use of social media within policing, particularly focusing on my own police force of Gwent polices policies and practices. It will examine the social media platforms which are utilised, the benefits and risks associated with this digital engagement, and the implications with regards to community engagement and policy promotion.  
Gwent police, much like many other forces within the UK, has adopted a proactive approach to the use of social media. Their policy emphasises transparency, community engagement and information dissemination. Gwent police recognises the importance of social media as a means of communication, which has enabled them to share social media posts such as real-time updates, as well as crime prevention advice and community safety initiatives. 

The primary objectives contained within Gwent police’s social media policies include enhancing community engagement, information sharing, and building trust. The force aims to enhance community engagement by fostering a two-way dialogue with the community which it serves, allowing citizens to voice their concerns as well as providing feedback. They intend to use social media as a platform for disseminating important information quickly and directly to their community, such as crime alerts and public safety messages, as well as aiming to be transparent and accessible to all. As part of this they seek to build trust by being transparent and accessible, which is an essential trait for effective policing, as policing by consent is one of the core principles contained within policing. 

Gwent police employs various strategies in their use of social media engagement. They maintain active accounts on platforms including X (Twitter), Facebook and more recently Instagram, tailoring content to each platforms audience in their posts. As an example of this, the platform X is often used for more immediate updates and alerts, such as information regarding road closures or ongoing live events. Facebook and Instagram however allows for more detailed posts focusing around community interaction and updating people on what has been happening within their community. Regular monitoring of social media channels by police staff enables the force to respond swiftly to any public enquiries and concerns.

Police forces across the UK now use social media as a regular tool to engage directly with their communities and even take crime reports. As well as the above mentioned social media platforms which are utilised by Gwent police, there are others which other forces within the UK use. Much like Gwent police, the use of social media such as X is used as a more direct and immediate update tool by other forces too, whereby social media platforms such as Facebook and Instagram are more utilised by other forces for generalised updates and information regarding community engagement which has already happened. Due to the limited character input on X, this is a primary reason why more detailed posts are made using Facebook or Instagram.

Some other forces within the UK use the social media platform YouTube for their community engagement. YouTube provides a platform for more in-depth storytelling. Police forces, which has included Gwent police on limited occasions, use video content to explain initiatives, share educational content such as road safety advice, and even to report on community events. This multimedia approach allows for a greater engagement from a much wider audience not just limited to their locality and followers, as well as the opportunity for deeper information retention.

One incident in which I have personally utilised social media on several occasions is when I have been in attendance at a road traffic collision. Due to the nature of a road traffic collision, it can sometimes lead to roads being impassable and in most cases can lead to an increased level of traffic in the area. Due to this it is important to establish quickly with social media teams within the force, exactly which roads will be affected and where a closure will need to be put in place. This allows the social media team to disseminate the information in a prompt manner, which can be a great benefit to myself in managing the situation, as well as to the local community who may be able to plan alternative routes for their journey in advance. 

Another incident in which I regularly utilise the platforms of social media is in missing persons enquiries. With regards to this incident, a lot of information is once again quite time critical, and needs to be disseminated to as many people as possible within a short space of time. Social media platforms have made this much easier, and allows for a quicker and more effective response resulting in more members of the local community and further ranging being made aware of a missing person, and increasing the likelihood of successfully locating the missing person safely.

One particular incident which I attended which I personally do not utilise social media as frequently, but is a vital tool, is an incident of a burglary. I attended and following conducting golden hour enquiries which involved accessing nearby CCTV, I was able to identify a potential suspect. I was able to take a screenshot from CCTV and disseminate this for retrospective facial recognition as well as disseminated among the force for other officers to identify. This did not yield any results to identify the person and as a direct consequence, the use of social media to share the image was essential. This allowed me to have the image viewed by a much larger audience, increasing the likelihood of a successful identification of the suspect exponentially. As a direct result of the image being shared on social media platforms, the offender was identified and the stolen items were recovered on arresting the suspect.

All of the above incidents which I have mentioned illustrate the positive attributes associated with the use of social media platforms within policing. Personally I have only had a positive experience with regards to using social media platforms for policing. However there are also negative aspects to the use of social media. As part of researching for this essay, I have explored both the positive and negative implications of the use of social media.

As listed above the integration of social media into policing operations can offer numerous advantages. This includes the ability for enhanced community engagement, as social media facilitates direct communication between police forces and the communities in which they operate. It allows for the immediate feedback and dissemination of information, creating a sense of collaboration with communities. Residents of communities can easily reach out to police with any concerns, as well as ask questions and provide tips on local issues. This two-way interaction helps police to gauge community sentiment and adjust their strategies and plans accordingly.

It also allows for the rapid dissemination of information which is essential in certain emergency situations. Social media enables police to issue alerts and warnings instantaneously, potentially saving lives and preventing further incidents. For instance, within my own force of Gwent police where I have attended a road traffic collision or a missing person and have been able to update the public regarding a developing situation or request their assistance in locating the missing person with the most minimal delay. 

Another benefit of the use of social media within policing is the potential increased trust which comes with the transparency displayed by police forces. Transparency is key to the effective application of policing. By actively engaging with the public on social media platforms, police forces are able to show their operations openly and build trust. This can be aided by sharing stories of success and updates on investigations, as well as responding to community feedback and shows accountability reinforcing a more positive image of policing. Social media campaigns can effectively raise awareness about crime prevention strategies and engage with communities and inform on how they can help. It is able to make people aware of the resources which are available to them and has the ability to empower communities to take an active role in their safety.
While the benefits of police using social media platforms are apparent, there are also significant risks involved with its use. The speed of social media’s reach can lead to the potentially rapid spread of misinformation. If inaccurate or incomplete information is posted by police on social media, this can quickly be shared and can cause panic or misunderstandings within the very communities which police are trying to safeguard and engage with. Police forces in particular need to be vigilant in verifying all information before sharing it for this reason, and would need to act quickly to correct any misinformation that may arise.

There are also privacy concerns with regards to the use of social media. Engaging with the public via social media raises concerns regarding privacy for both police officers and community members. Sensitive information can inadvertently be shared, leading to breaches of privacy and data protection laws. It is therefore essential for police forces to establish clear guidelines on what can and can not be shared on their social media.

Social media can be something of a double edged sword. While it clearly has the ability to enhance engagement, it can also expose police actions as well as specific officers to criticism from the public. Negative interactions have the capability of escalating quickly, leading to reputational damage for those involved. Officers should be trained to handle confrontational comments and to maintain professionalism in their online presence at all times. Managing social media requires significant resources also, including personnel specifically trained in communication strategies. For smaller forces in particular like Gwent police, allocating resources to maintain a robust social media presence may divert attention from traditional policing duties such as call taking. Balancing this dual focus can be a challenge.

In conclusion social media has become an essential part of modern policing, exemplified by the proactive policies practiced by Gwent police. The strategic use of platforms such as X, Facebook, Instagram and even YouTube enhances community engagement, facilitates rapid information dissemination, and develops trust between police and their communities. However, the risks associated with miscommunication, privacy concerns, negative interactions and resource allocation can not be overlooked.

As social media continues to evolve, police forces must also adapt its strategies to harness the benefits whilst managing the risks. Ultimately the successful integration of social media into policing practices holds the potential to strengthen community ties and promote public safety, but equally holds the potential to have the opposite effect entirely. By critically evaluating these aspects it becomes evident that while the path forward may contain challenges, the opportunities presented by social media can lead to a more informed, engaged and ultimately safer community. 

(2058 words)












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:

In this essay I am going to explore the various different styles of leadership models and which ones I have applied to my career in policing. I am also going to consider how I manage varying leadership styles to reflect the dynamic and changing situations which I am presented with within my role as a police officer. I am going to focus on an incident in which due to the changing nature of the situation, it was necessary for me to adapt my leadership style accordingly.

To begin this essay it is essential to explore the different types of leadership models which are commonly used. Leadership is a critical tool for effectively managing a situation and particularly within the confines of the operational challenges which are faced by police officers. Effective leadership techniques are crucial to maintaining public confidence as well as their safety. As part of their role, police officers encounter diverse operational situations which can vary from community engagement to crises management. This essay sets out to critically analyse the various leadership strategies which can be employed to carry out the role of a police officer, as well as examining their effectiveness in addressing the different scenarios which may be faced. It will explore the most commonly used leadership models, such as transformational, transactional and situational leadership, and how they uniquely apply themselves to policing.

Firstly I will examine how a transformational leadership model works. Transformational leadership is characterised by the ability to inspire and motivate followers to achieve a shared vision. In the context of policing, this model promotes innovation and change. Leaders who adopt a transformational leadership model approach are focused on building strong relationships with their colleagues, developing a sense of belonging and purpose.

This style of leadership is often implemented by senior leaders within the police and is used as a way to enhance community relations and encourage more of a proactive approach to policing. Examples of this may include initiatives which are aimed at engaging with minority and marginalised communities and can help in addressing issues of trust within these communities.

Whilst transformational leadership can lead to positive changes and results, it does require a conducive environment where officers can feel empowered. In hierarchical organisations such as the police this can present its own challenges as a leadership style. Resistance from officers of a lower rank may hinder the implementation of new initiatives, which has the capability to limit the effectiveness of this leadership model within the police in emergency situations where immediate compliance is vital.

The second style of leadership which I am going to explore is transactional leadership. This type of leadership is more focused on the exchanges between leaders and followers. It emphasises structure, rewards and penalties. For this reason this leadership model is particularly relevant in policing, where compliance with rules and procedures is of paramount importance. From an operational point of view in settings such as managing major events or critical ongoing incidents, transactional leadership can help ensure that people follow established protocols. For example, during large public events, clear directives and accountability will help to maintain order and safety for everyone involved.

Whilst transactional leadership can provide clarity and structure, the drawback of this style of leadership is that it can stifle creativity and adaptability. In rapidly changing environments which police can deal with such as responding to incidents of public disorder or terrorism related threats, an over-reliance on this model of leadership may lead to inflexibility, which has the capability of hindering the effective response to the incident.

The final leadership model which I am going to explore is the situational leadership model. This model suggests that no single leadership style is the optimal one, instead this model allows effective leaders to adapt their approach based on the context and the readiness of their fellow officers. This flexibility is crucial within the world of policing, where operational demands can vary quite significantly.

A situational leadership style within the police would involve adopting a directive style during a critical incident, such as a mental health call involving a person on the edge of a bridge, where clear commands are necessary. Consequently, in community engagement initiatives a more participative approach may be adopted to empower officers and help with the development of trust within the community. The effectiveness of the situational leadership model relies on the leader’s ability to accurately assess the situation and the ongoing needs of their colleagues. Misjudgements in this respect can lead to inappropriate leadership responses, exacerbating an incident or even having the effect of demotivating other officers. As a result, leaders who adopt this style must be adept at both self-awareness and contextual analysis techniques.

With regards to my own leadership style within my third year of policing, I have had to adapt the style of leadership depending on the incident which I am attending. One particular incident in which I believe I have demonstrated a change in leadership style as the incident was progressing involved a road traffic collision. 

I initially attended at the scene of a road traffic collision along with other colleagues who were on route in separate vehicles. The collision involved three vehicles and following the incident the road was blocked by the vehicles. I have arrived first on the scene of the incident and was immediately presented with the collision itself, as well as other members of the public who were obstructed from continuing their journeys by the collision being in the road. 

I first employed the transformational leadership model as I required all persons present at the incident including the persons involved in the collision and the other members of the public to work towards one goal. By this time other colleagues had arrived at the scene and I have instructed them to liaise with the members of the public who were obstructed in their journeys to see if they had witnessed anything before arranging for an alternative route so that they may continue their journey. I have then attended with the persons involved in the collision and have also tried to achieve clarity on what had lead to the incident, whilst also checking if there was any possibility to manoeuvre vehicles to allow traffic to flow. Part of this then subsequently also involved arranging for recovery of the vehicles so that the road could be reopened.

Once the immediate incident had been dealt with and I have confirmed that all parties involved were uninjured and if vehicles could be moved or not, I have adapted my leadership style to be more of a transactional leadership style. I was still dealing with the initial immediate incident of there being vehicles blocking the road, but was now playing a more active role of engaging with members of the public. I was working with members of the public who were not involved in the incident asking them to notify any other drivers who may be travelling towards the incident as they were heading back to an alternative route. I was also liaising with the parties involved in the collision and helping to facilitate communication between them and the other persons involved in the collision, so that everything was able to run more efficiently and their vehicles were able to be recovered and repaired as quickly as possible.

Throughout this incident however, as I feel it is employed in many of the incidents which I have attended, I feel that the situational leadership model is the most commonly used model by myself within different situations. This model lends itself best and more frequently to policing as it demonstrates the theory that no single leadership style is applicable to all situations. It also highlights the requirement for a changing leadership style depending on the situation and how it develops.

Different leadership styles have the ability to profoundly impact officer morale and their job performance, which in turn can affect the overall effectiveness of policing as a whole. Transformational leadership can boost motivation and job satisfaction by nurturing a sense of purpose and belonging. Consequently transactional leadership styles whilst being effective in maintaining order, can also lead to burnout if officers feel they are merely following orders without a sense of engagement.

An effective leadership strategy should prioritise engagement from other officers, as this is vital to the continued success of that leadership style. With regards to higher ranked officers, this can involve providing opportunities to their staff for training, mentorship as well as involvement in the decision making processes. Transformational leadership is considered particularly good for creating environments where officers feel that they are valued and can get invested in their work.

In conclusion, leadership style with regards to its applications to policing is multifaceted, with no one leadership style being relevant for every situation which officers may be confronted by. Requiring an understanding of each of the different models of leadership and how they can be applied in various operational situations is essential. Transformational, transactional and situational leadership models each offer their own unique advantages and challenges. As policing continues to change, particularly in response to changes within society and the increasing demand for accountability of officers, leaders must be ready to adopt flexible strategies which allow for different situations, prioritising both the welfare of their fellow officers as well as maintaining community engagement. Ultimately, the effectiveness of the leadership style will have a direct influence on operational effectiveness as well as on safety of the public and the trust they hold in the police. 



(1835 words)












[bookmark: _Hlk181043516]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:

In this essay I am going to critically reflect upon my three year probationary period within the police. In particular I will be focusing on how I believe I have benefited from mentoring and coaching, as well as how it has helped me develop personally and professionally within the organisation. As part of this essay I will be exploring what the definitions are of mentoring and coaching, how they vary, as well as exploring some of the current theories around mentoring and coaching within the police force and how effective these can be in assisting newer officers. I will also be exploring how feedback on my development within my role is provided to myself, as well as how I have experienced providing feedback myself to the organisation.

To begin this essay I am going to explore the differences between mentoring and coaching. Although they may appear to be the same, there are some distinct differences behind the meaning of the two words. 

Coaching typically refers to a process focused on improving an individual’s performance in specific areas. It is often much more goal orientated, structured, and it may involve having regular feedback and development of skills. Coaches tend to work on a short term basis, helping individuals to enhance their skills and to achieve particular objectives.

Mentoring on the other hand usually involves a longer term relationship whereby a more experienced individual, the mentor, provides guidance as well as support and advice to the less experienced person, otherwise known as the mentee. Mentoring is more often a holistic experience, focused more on personal and professional development rather than any one specific performance characteristic.

During my three year probationary period, I have been subject to both coaching and mentoring techniques. In my initial 12 week phase immediately after leaving training school, I was provided with a coach. Having the structure and specific goals to obtain within the police has been of vital importance to my continued development within the police. This has ensured that I have actively been placed into situations in order to assess my competency in these areas, which has directly prepared me for the incidents I now attend on a regular basis in my role as a response officer.

In contrast, whilst there are still criteria which need to be met from a coaching perspective in each year of my probation, within my second and third year I have developed more of a mentee relationship, and even a mentor relationship with other younger in service officers.

This longer term professional relationship continues to assist me and I continue to benefit from having a positive professional relationship with more senior and experienced officers. This assists me to actively learn from the incidents which I attend, and as a result ensures that I am a more rounded and more capable officer with each call which I attend. 

Equally, whilst I have been a mentee and continue to develop my skills and knowledge from this, particularly within my third year I have become a mentor to younger in service officers. Being able to teach other officers and guide them in the processes I once required guidance in has aided my development of leadership skills and lead me to develop differing leadership styles. 

Being both a mentee and a mentor has helped me to achieve goals both in my personal and professional life. Professionally it has made me more aware of a wider range of information and tactics which could be employed to deal with various situations, which I have utilised to participate in increasingly varied roles within the police. This has also increased my confidence in my own abilities which has had a positive impact on my personal life as a result. 

The requirement to meet set goals within policing and complete set objectives on a matrix has certainly been beneficial to my ongoing development. The academic side of the policing probation period, whilst relevant in the first six months as there is a large volume of information to be learnt which is critically relevant to front line policing, does unfortunately hinder development as the probation period progresses. The role of a police officer can be one of extreme demand and maintaining and managing the workload demand with limited resources and staff is difficult. Whereby it is essential to learn the definitions and criteria of certain crimes to begin your journey in policing, this appears to become less relevant to write about as you participate in the role each day. Writing about an incident or the theoretical principles of policing at the later stages of your probationary period, I feel pulls attention away from the more immediate and direct policing approach, leading to an apparently unnecessary increase in stress.

Feedback is easily available within my role and I feel that this is mutually beneficial. There is a direct line due to the professional relationships I have developed in which I feel I can feed back crucial information of importance via a sergeant or higher rank. Equally through regular meetings this feedback can be distributed back to myself easily, which again improves my ongoing development as an officer. 

There are a few different coaching and mentoring theories currently involved with policing. These include action learning, adult learning theory and cognitive behavioural coaching. The action learning method promotes learning through real-life problem solving. Within policing it can encourage officers to work collaboratively on challenges which they face, helping to facilitate learning and development through practical experiences. Action learning is the most applicable to policing in the role of a response officer, and I believe this has played the pivotal role in my ongoing development. 

Adult learning theory posits that adults learn differently from children, with an emphasis on self-directed learning and the importance of experience. It is a particularly relevant theory in terms of coaching and mentoring as it helps to create personalised learning experiences which resonate with officers already existing knowledge and skills. Cognitive behavioural coaching is an approach which focuses on changing thought patterns to improve behaviour and performance. In a policing context it has the potential to help officers to manage stress levels and make more effective decisions under pressure. Both cognitive behavioural coaching and the action learning theory are particularly relevant to my experiences so far as a police officer, and can both be demonstrated in my learning development within my three year probationary period. 

Throughout my three year probationary period I have been subject to both mentoring and coaching techniques. The value of these in developing and improving my capabilities as a police officer can not be overstated. There is evidently a recognition from within the police force that these methods contain value with regards to enhancing performance levels of staff, building their resilience and helps to foster a supportive organisational culture. This is demonstrated by the fact that this tried and tested method continues to be used and produces results with the officers being taught in this way, rapidly going on to become mentors and coaches to younger in service officers themselves. 

Peer mentoring is critical in assisting to develop lasting professional relationships which in turn leads to increased communication for feedback and learning purposes. Employing a reflective practice which directly relates to incidents which officers have attended and in which they can critically evaluate decisions they have made is extremely useful for ongoing development. It allows for officers to identify in a calm environment what aspects they felt went well in a particular incident and what they felt did not go as well. This practice allows a direct correlation and learning process to be applied in which the officer is able to identify similar situations in future and react differently resulting in a significantly better outcome from the incident.

Coaching workshops are another tool which is used within the police and is useful for ongoing development. These are training sessions which are aimed at developing the coaching skills among leaders as well as mentors. As all officers currently go through this process as a learner or mentee themselves, and often not long before they become mentors, they are able to relate to what the younger in service officer is going through and through relating to them have a better understanding of how they can help others achieve their goals. 

In conclusion, effective coaching and mentoring in policing not only supports the individual development of the officer, but also contributes to the building of a more competent and adaptive police force. Throughout the three year probationary period the development of skills and coping mechanisms, as well as different leadership styles to adapt to varying and changing situations, has been a success which has prepared me not only for progression within my professional role as a police officer, but also within my personal life. 
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