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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:
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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:

Social media is described as “forms of electronic communication through which users create online communities to share information, ideas, personal messages and other content (such as videos)” (Edosmwan et al, 2011). Police forces often use social media platforms namely Facebook, Twitter, TikTok and Instagram to share information with the public including information about wanted and missing persons, recent convictions and statements about previous events. Despite social media offering significant positive impacts to policing, it can also be seen as contentious. This essay explores the relationship between policing and social media, highlighting how it impacts public perception, law enforcement strategies, community relations. Throughout the essay I reference research that I have discovered on the topic, and I will also critically evaluate my experience of using social media in policing, whilst also reflecting upon this using Gibbs Reflective Cycle (The University of Edinburgh, 2020). 

Forces in the UK began using social media in 2008 and by 2014 every force in the UK has a Twitter account (The Police Foundation, 2014). Social media platforms allow forces to disseminate information rapidly during emergencies and provide updates on investigations ensuring that the public receive updates on police activities. A National Strategy for how police forces use social media has not been set but The Police Foundation has divided the use into three area firstly, disseminate information via fast and inexpensive means, secondly engagement with communities and the public, and lastly, developing intelligence and obtain evidence for investigations. I will explore each of these areas in greater depth throughout the essay.


A digital engagement adviser, Nick Keane (quoted in The Police Foundation, 2014) highlighted that “an online presence in a modern world is an important as traditional policing methods such as walking the beat”. In 2019, the Office for National Statistics found that “87% of all adults used the internet daily or almost every day in 2019” (ONS, 2019); as people are using social media so frequently, it highlights the need for police presence online. As there is a large amount of people that have access to social media, in increases the speed and allows for information and material to spread further with no cost (The Police Foundation, 2014). Forces often use social media to spread awareness and information to the public about ongoing major incidents to lessen the impact that the incident could have on communities. An example of this is on South Wales Police (SWP) Twitter page where they have informed the public of the location of a road traffic collision (SWP, 2024a). 

Police officers are increasingly under scrutiny by members of the public, particularly due to the pervasive influence of social media. Posts on social media platforms often go viral which show police officers’ actions of alleged misconduct or excessive use of force that has been captured on mobile phones. The rapid dissemination of such incidents leads public outrage to intense scrutiny and forces facing significant pressure to address these concerns and issues with the hope of restoring public trust. An example of an incident that rapidly went viral is the death of George Floyd in America; a video that was nine and a half minutes in length sparked worldwide outrage after it captured a police officer rest of the neck of George Floyd was viewed millions of times on the internet (NBC News, 2021). The speed at which this video spread across the world highlights the rapidness at which information can be shared. 

An incident that sparked outrage within SWP area was the death of Mohamud Hassan following his release from Cardiff Bay custody (BBC, 2021). The rapidness at which the concerns surrounding his death spread across the internet meant that SWP received a large amount of scrutiny by the public. SWP were able to take advantage of social media by ensuring that the public was informed of updates surrounding the investigation rapidly and easily through social media platforms such as Twitter and Facebook by posting statements throughout (SWP, 2021). By sharing information on social media, it helps improve public perception of police forces as it spreads knowledge of forces real-time actions and makes forces more transparent. Similarly, social media can also be used to help engage with the public. 


Policing in the UK is dependent on “public approval of [police] existence, actions and behaviour” which is where the term policing by consent is derived from (Ministry of Injustice, 2024). “Positive public interaction and engagement” between forces and communities can increase perceptions and trust with police (College of Policing, 2013), social media permits forces to connect and interact with citizens which increases organisations engagement with the public. Organisations can use “interactive content such as polls and videos” to engage with the community as well as humanise policing by discussing incidents that officers attended (The Police Foundation, 2014). Forces often use social media to share stories of officers helping the public, attending local events, and addressing concerns which in turn builds trust and rapport with the communities. An experiment conducted by Greater Manchester Police aimed at spreading awareness on how much time officers devote to dealing with incidents not involving crime. This experiment involved posting every report that was made to the control room over a 24-hour period on social media (BBC, 2010). This experiment found that by humanising policing, it can counteract negative stereotypes and foster a more nuanced understanding of the complexities of policing. 

Social media also facilitates two-way communication which is important when forces wish to engage with the community (The Police Foundation, 2014).  This method can increase feedback about the organisation and respond to community concerns which in turn helps tailor policing strategies that meet the needs of the community. 

Social media can also assist forces in gathering intelligence and obtain information relevant to current investigations (The Police Foundation, 2014). If there is missing person, police forces usually post a picture of the person along with details of where they may be sighted and the incident number for the public to contact the force if they have any information (SWP, 2024b). Social media platforms can also be used to identified witness and gather evidence to use in ongoing investigations. For example, SWP made a post on Twitter appealing for witnesses for a road traffic collision that had occurred (SWP, 2024c). It shows that this post had 6,000 views, highlighting how widespread information can be. 

Fowler recognises that there is a risk of misinformation on social media (Fowler, 2017), therefore, by forces having a police presence online it allows them to “police the facts” and highlighting themselves as the sole reliable source of information which in turn has a positive impact on the public opinion of forces and ensures that trust is gained not destroyed by incorrect information. Similarly, McGovern (2013, cited in Walsh, 2019) highlights that police forces using social media allows them to have more control of their appearance within the media. Walsh describes that police forces can portray themselves as “expert and professional crime fighters” and also “community-minded public servants” (Walsh, 2019). By having more control over their appearance on social media, allows police forces to ensure that the public are informed of policing work that has positively impacted the community and what the police forces are targeting in the community which again in turn impacts the public perceptions of police forces. 


Despite many positives on police forces using social media, some may describe the use of forces using it as contentious due to the risks that may come with it. Firstly, posts on social media involving police officers or their interactions with members of the public have the risk of being misinterpreted or taken out of context as “visual information is heavily reliant on context” (Bock, 2016). If posts are taken out of context social media can rapidly propagate rumours and misinformation which increases tension and undermines public trust in police actions. 


Another risk of police forces using social media is associated with privacy concerns. By engaging through social media carries the risk of incorrect information being provided or unsuitable details about an investigation is disclosed (The Police Foundation, 2014). Sharing information excessive detail about investigations or individuals could violate privacy rights, increasing the forces legal challenges. 

An example where I often use social media to aid investigation is for missing persons. When a person has been reported missing then police forces often post pictures of the missing person online to inform the public that the person is missing and request the public to inform the force if they have information on their whereabouts (The Police Foundation, 2014). Using Gibbs Reflective cycle to reflect on an incident whereby I used social media to inform the public about an ongoing investigation I will first describe what the incident was. A young teenage male had been reported missing after he had not returned home for his curfew. The male was from England but believed to have entered South Wales Policing area. There was a growing concern for the male, initially because of his age but there was also concerns that he was involved in drug criminality with organised crime groups. I believed that it was crucial for an image of the missing boy to be uploaded onto SWP social media page to rapidly disseminate his photograph to members of the public. 

When requesting that a media appeal be completed on social media, I had to consider the SWP social media policy. This policy states that if the missing person is a child, then consent must be obtained from their legal guardian (SWP, 2023). Therefore, as the missing person was under the age of 18, I ensured that I obtained consent from his legal guardian to upload his image as part of the media appeal. 
The SWP social media policy also states that the post on social media must include the incident number to ensure that any information obtained is currently linked to the investigation (SWP, 2018). Again, to ensure that any information was correctly attached to the incident, I ensured that the incident number was included in the post. 
In addition, the SWP policy states that posts a “conversational tone” should be adopted when appropriate whilst remembering that the post still represents SWP (SWP, 2018), I therefore, ensured that the post was informative but relaxed tone was adopted. The Police Foundation analysed communication by the Metropolitan Police Service (MP) and Greater Manchester Police (GMP) during summer riots (The Police Foundation, 2014). The research showed that GMP’s more informal tone was more effective when connecting with the public despite it being found more difficult to maintain and increased the chance of negative feedback. 

Ensuring that the policy was abided by, I completed a media appeal for the missing person which was shown on Facebook and Twitter. A few hours after the appeal was posted online, information was received from a taxi driver that recognised the missing person as he had provided him with a taxi service the day prior. The taxi driver was able to provide the address where the missing person’s journey ended which prompted us to immediately attend that address, where the missing person was located. The media appeal had a direct impact on the missing person being located which highlights in this case the positive impact that social media can have on investigations. Following this incident, I ensured that media appeals for missing persons are conducted as early as possible because it ensures that their picture is rapidly disseminated. 

The concept of social media and policing is multi-faceted as it offers both opportunities and challenges to police forces. Social media can be seen to enhance public perception of police forces through transparency and engagement however, forces must ensure that interactions on social media is ethical, legal and in line with the code of ethics. If social media is used effectively, it can be an extremely valuable tool in modern policing.
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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:

Leadership is a concept that is continuously evolving, despite this Silva (2016) defines it as “the process of interactive influence that occurs when, in a given context, some people accept someone as their leader to achieve common goals”. Policing is dynamic and often unpredictable (Martin, Leslie and Graham, 2023), meaning that the ability of police officers to be flexible in their leadership styles is paramount. Flexibility allows police officers to adapt to varying situations, whether that be responding to emergencies, managing routine engagements with the community or being in a leadership role within the police. This essay will analyse leadership styles used in policing to manage operational situations as well as critically evaluating my flexibility in leadership styles as a police officer. I will reference relevant research that I have found throughout the essay and make use of Gibbs’ Reflective Cycle, a valuable tool used to reflect throughout my essay (The University of Edinburgh (2020). 

National Policing Improvement Agency (NPIA) (2011) found that evidence for what makes a strong leader within the police service is limited, describing that it is usually based on “subordinates’ perceptions of effectiveness” of their effectiveness. Despite this, there are numerous leadership models that are commonly used in policing to guide behaviour, decision making and engagements with the community. Every day we attend a number of different policing incidents, where we have to alter how we engage with members of the public to best suit the situation and get the best outcome from our attendance, meaning that our leadership style may change day-to-day or incident to incident. Throughout this essay I will evidence where I have adapted my leadership model by reflecting on the incident, using Gibbs’ Reflective cycle; it consists of six stages: Description, feelings, evaluation, analysis, conclusion and action plan (The University of Edinburgh, 2020). 


Firstly, transformational leaders are those that inspire and motivate by creating a shared vision, creating a trusted environment as well as encouraging individuals to fulfil their potential both personally and professionally (Campbell and Kodz, 2011). It has been found that transformational leadership positively impacts organisational innovation as colleagues are encouraged to discuss and test new approaches (Jung, Chow and Wu, 2003), similarly morale is also boosted as creativity increases. The NPIA reviews highlights that although the model has been heavily criticised it is still the dominant leadership model within policing. 


I applied this model to address a long-term neighbour dispute that was escalating, police had attended several times, but the conflict remained. After attending numerous times myself, I knew that change needed to be implemented therefore, I attempted to develop a clear vision for both neighbours emphasising a harmonious living environment. Throughout, I motivated the neighbours by informing them of positive outcomes which have come from mediation. During I had to ensure that I lead by example, demonstrating active listening and fairness throughout. 

At the beginning of the process, I was extremely hesitant as I was uncertain whether the neighbours would be willing to sit together in a room, much less engage in conversation to resolve their conflict.  I recall during my initial training, my tutor highlighted the importance of correctly managing neighbour disputes as the first murder she attended was between neighbours; I think of this each time I attend a neighbour dispute which motivates me to bring about change. 

Throughout I used effective communication which was necessary when identifying common ground between the parties as I believe this encouraged problem solving. Effective communication also provided them with conflict resolution tools to encourage them to independently manage any future conflicts which in turn reduced dependency on police intervention. 

At points, I found it very difficult and even impossible at times when one neighbour would not compromise with the other as they were adamant that their point was valid. Sometimes, even after making attempts to reason with the neighbour, trying to get them to understand the other neighbour’s view they would refuse to view it from the other perspective. 

By implementing the transformational leadership model to this situation, it positively impacted organisational goals as it reduced police intervention an attendance, as suggested by Jung, Chow and Wu (2003). 

In the future, when I attend neighbour disputes, I will ensure that mediation and formal police intervention is offered early. If disputes go on for a long period, there could be a lot to address in the meetings which could hinder constructive communication meaning that communication is repetitive and unproductive. Reflecting on this experience, I would encourage more community members to attend the meetings to ensure that the neighbours could understand the further impacts that the conflict was having on the community. 


Secondly, transactional leadership which is a theory that “subordinates… work better under a clear chain of command” (Tavanti, 2008) meaning that the success of the model is dependent on recognition of hierarchical structure. Transactional leaders establish clear goals, providing rewards or disciplinary action based on performance. This model is distinctly prevalent in policing as forces are based on a hierarchical structure with the Chief Constable at the top of the force, demands are followed all the way to constables at the bottom of the structure.  

A transactional leader sets clear goals and objectives subsequently leading to higher organisational efficiency as the employee understands what is required of them (Bass, 1990). In the police, expectations and goals are set and relayed to officers in briefings that are held every day; expectations could include response times, victim contact and community engagement targets. 

In the UK it is essential that the police are held to account for their actions as UK policing is founded on the principle of consent, signifying that the police’s ability to fulfil their duties relies upon public support of their “existence, actions and, conduct” (Home Office, 2012). Transactional leadership ensures that employees are held responsible for meeting their objectives, as emphasis is placed on punishment and reward; thereby resulting in fostering a higher level of accountability (Yukl, 2020). 

Incidents that police attend are usually fast-paced, crisis situations that need to be managed by a leader that can be decisive in their decision making to ensure the incident is dealt with effectively. A quality of transactional leaders is that they provide clear instructions and expect immediate compliance which precisely meets expectations of how incidents should be managed (Kotter, 1990). 

When attending policing incidents, it could be the sergeant on shift which manages it, or it usually is the person with the most policing experience meaning that it could be an officer that has served the longest time. Managing an incident consists of passing updates on the radio to ensure that the control room are aware of how the incident is progressing. Additionally, the officer in charge will make sure that all attending officers know what is expected from them for example, obtain CCTV, seize clothing, take statements or cordon off a scene. As well as attending officers, the officer in charge clearly must inform the victims and witnesses what may be required from them. 

Regularly I am the officer with the most experience when I attend an incident at work, therefore, I will use Gibbs’ Reflective Cycle to evidence another leadership style that I have used in policing (The University of Edinburgh, 2020). Recently, I was one of the first officers on scene following a disclosure of a rape. Initially I felt quite confident knowing what was expected from me as I have received training educating me what I need to do following disclosure of sexual assaults, not only that, but I have also attended many reports of sexual assaults which increased my confidence. However, this incident became a very fast-paced incident to deal with as not long after the report of rape came in, we received a call from the suspect of the rape reporting an ongoing disturbance at the location where we believed the rape occurred. 


I also felt a lot of pressure as I wanted to ensure that we gave the victim the best chance of securing all the evidence relating to the rape but also needed to de-escalate the ongoing disturbance where a lot of the evidence was located. 

Whilst managing the incident, I ensured that my communication was clear subsequently leading to officers successfully locating the suspect of the rape, despite only a nickname being provided. Officers also understood what their duties were when they attended the location which meant they correctly seized the items that were of evidential value in the house. This highlights Yukl’s idea that this leadership style increases employee responsibility and accountability (2020) as well as Kotter’s (1990) point that transactional leaders are best to efficiently progress a fast-paced incidents. 

I believe a negative aspect of this incident was my victim engagement. Although I obtained all that was required from the victim and obtained a clear account about what had occurred as well as all relevant swabs, I felt that I was not able to provide my full attention as my team were providing me updates about the scene location throughout. 

In the future, if I were to manage a similar incident, I would take five minutes away from the victim and clearly set out what was needed from officers at the scene whilst also delegating responsibility to an officer at the location to ensure that the victim had my full attention without any distractions. 

Reflecting on this experience using Gibbs’ Reflective Cycle has highlighted how much transactional leadership relies on respect of subordinates within an organisation. 

Tavanti (2008) notes that transactional leadership can be limiting it if is the only style used, explaining that the best leaders possess the qualities of both transformational and transactional leadership styles. An example, where I have recognised that both styles are present, and I have had to change between styes is a protest that I recently worked. In briefing held just prior to the protest, we were informed by supervisors of operational procedures that we had to follow to maintain order, highlighting the presence of the transactional style. During the protest, there was a change in dynamic and the atmosphere became hostile; we were encouraged by supervisors to be innovative and engage with the protestors to minimise the risk of conflict, demonstrating the application of the transformational leadership model. 


Leadership directly impacts an organisation’s ability and effectiveness in achieving their goals. ADD CONCLUSION HERE 



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:


A career in policing commences with a probation period that is either two or three years depending on the pathway that is chosen when the officer joins. The probation period consists of different types of coaching and mentoring programmes in order to develop one’s skills as a police officer, these include classroom-based learning, tutorship and one to one sessions with supervisors. This essay will look at the definitions of coaching and mentoring, whilst relating it to policing and critically reflecting on my three-year probation period. This essay aims to critically reflect on my three-year probation period therefore, I will make use of a valuable tool, Gibbs’ Reflective Cycle throughout (The University of Edinburgh, 2020). 

Coaching focuses on improving an individual’s skills, goals and attributes to produce ‘optimal performance’ at work, overall having a positive impact on organisational objectives. Coaching usually lasts for a short period and focuses on certain skills that an individual needs to improve (CIPD, 2023). Examples where coaching may be prevalent in the police is, improving statement writing or conflict resolution skills. An example where coaching has been beneficial to me during my probation period is when I wished to improve my stop search skills, I will reflect on this using Gibbs’ Reflective Tool further in this essay. 

Mentoring is when ‘a more experienced colleague shares their greater knowledge to support the development of an inexperienced individual’. The focus on mentoring is personal development as well as an individual’s career (CIPD, 2023). Following my six-month training period, I was allocated a tutor that became my mentor for twelve weeks when I first began to respond to policing incidents; I will reflect on my tutorship period using Gibbs Reflective Tool later in this essay. 

A coaching theory that can be used in policing is the GROW model created by Sir John Whitmore. GROW creates stages during the coaching period, that can be progressed sequentially (Panchall and Riddell, 2020). The model is an acronym that stands for Goal, Reality, Options/obstacles and Way forward. By applying the GROW model to coaching situations it improves clarity and ensures that the coached understands what is to be improved. Similarly, the model is said to improve motivation and commitment as the coached can stick to their clear objective (Balk, 2024). Despite this, some have stated that as the model could be over simplified and therefore lack the depth in understanding why change is necessary and also, the root cause of the issue. Additionally, another limitation of the model is that there is an underlying assumption that both parties have a clear understanding of the goal setting, but as this is not reviewed throughout the process it could impactive effectiveness (SlideModel, 2021). 

Alternatively, to mitigate the risk of any assumptions being made around the goals, the ARROW coaching model could be applied (Libri, 2004). The ARROW model is a coaching theory that was created by Matt Somers and is similar to the GROW theory but includes review into the stages of the coaching process. Again, it is an acronym which stands for Aims, Reality, Reflection, Options and Way forward. 


The two theories are often applied to issues in policing where an officer needs to improve a job or skill that is expected of them during their daily duties. For example, a goal could be to improve an officer’s quality of statement writing. The situation can be assessed to understand the situation and obstacles they may face to improve the quality. Strategies to improve can be explored and finally, the officer can decide what they will do to better the quality of statement writing, such as read examples, have statements reviewed by colleagues or try to get practise taking statements. 

Coaching focuses on an individual’s skill or ability that they may be struggling to perform or requires improvement. Whereas mentoring is more of a long-term process and can focus on individual’s goals as well as organisational goals. A mentoring theory that can be related to policing is the Cognitive Apprenticeship, created by Collins, Brown and Newman. This theory believes that people learn through observation, imitation and modelling (Collins, Brown, Newman, 1986).

The next part of my essay will critically reflect on experiences where coaching and mentoring has been prevalent in my probation period, using Gibbs’ Reflective cycle that consists of six stages: Description, feelings, evaluation, analysis, conclusion and action plan (The University of Edinburgh, 2020). 

During my tutorship, my tutor and I would attend calls, complete case files, and conduct interviews together. Although I had been in training for six months, where I learnt about legislation and powers that we use, my tutor had the responsibility of putting everything I had learnt in training into practice. 
Initially, I was very nervous to commence my tutorship as I felt that I was not ready to deal with the public, be confident in my decision making or be able to remember all that I had learnt during my six-months training. However, after a few weeks into my tutorship I became a lot more confident and putting the training into practice became more natural. 
I thoroughly enjoyed my tutorship period as firstly, my tutor and I built a strong relationship which is crucial during mentorship (Allen, 2007). One positive aspect was at the start of the tutorship period, we discussed how we believed feedback should be given, ensuring that we were both comfortable when feedback was provided, even if it was sometimes negative. On reflection, it was extremely helpful when my tutor provided me with points to improve as this encouraged me to be a better officer and take all learning on board. 
Another positive element of tutorship was that my tutor and I both had learning opportunities during the mentor period; CIPD (2023) highlight that mentoring works best when there are learning opportunities for both participants. During my tutorship, my main goal was to become a competent, well-respected police officer. My tutor on the other hand was leaning from the experience as he was preparing for a promotion to a supervisory role. 
One small aspect that was negative during tutorship was that my tutor had not completed training to attend sexual offences meaning that when I did attend my first report of a sexual offence, I felt my experienced lacked as it had been a long time since training. 
I believe that my tutorship period was highly beneficial personally as well as for my career I was apprehensive at the start of my tutorship as I did not know how I would take all the information on board as well as grow my confidence throughout. My tutor allowed me to voice my concerns around gaining confidence at the start of tutorship which then allowed me to focus on my goals as well as the organisations, as the cognitive theory states. 


Haijan (2019) highlights that part of the cognitive apprenticeship theory involves the transfer of responsibility between the mentor and the mentee. Reflecting on my tutorship period, my responsibility to carry out my duties increased; at the start, I would watch how my tutor would deal with incidents, engage with members of the public, decide to use force against persons and conduct interviews with defendants. Gradually throughout tutorship, my tutor transferred responsibility over to me when dealing with these matters. The first time my tutor told me to interview by myself, I felt extremely nervous and did not know if I had the confidence to deal with the solicitor and defendant. But I recalled the interviews where I observed my tutor over the past few weeks, and I was very happy with how the interview went at the end. 

David (2012) recognised that feedback is part of the mentoring process under the cognitive theory. My tutor and I would have a debrief after every call we attended or interview we conducted, to ensure that I understood what went well as well as what points I needed to improve. Receiving feedback throughout gave me the best opportunity to develop throughout the mentoring process. 

From my tutorship, I learnt how to put all that I had learnt during my initial training into action as a police officer. From this period, I learnt the importance of taking feedback on board as this positively impact my confidence and courage to carry out my duties as an officer. 

I have been out of my tutorship period for approximately one year and a half, despite this I have continuously learnt new things and my confidence has continued to grow. I will soon be coming out of my probation period myself and I plan on undergoing the training to become a mentor. I have learnt the importance of providing feedback, as well as having a strong relationship with the mentee, and transferring responsibility throughout the process; these are all ideas that I will take on board when I commence the mentor process myself. 

During my probation period, I decided that I aimed to improve my stop search skills, this included developing grounds for a stop search, confidently conducting the search and correctly submitting the relevant paperwork to reflect the search took place. I informed my sergeant that stop searches was a skill I felt I need to improve following difficulty when detailing the grounds in the paperwork that I needed to submit. 

I felt frustrated at the beginning as my sergeant explained that for the previous stop searches, I had conducted, I had the correct grounds to conduct the search, but I had not clearly laid out the grounds when writing it up. I looked forward to my sergeant helping me improve on this skill but also quite apprehensive as I knew this meant he would be reviewing my work in more depth. 

My sergeant showed me body worn video (BWV) footage and forms of a few stop searches that he had conducted so I obtained a clear understanding of what was expected, after doing this I had more belief in myself that my aim to improve the skill was realistic. As we had discussed at length what points I specifically needed to work on, ensuring that my sergeant understood which parts I was struggling with, it mitigated the risk of any assumptions being made surrounding my aims, a benefit of applying the ARROW model to the process (Libri, 2004). 


Another benefit of the process was my sergeant wished to progress to the drugs department in the police where stop searches took up a large part of the role, therefore, he was very educated about stop searches and I felt he was a very good person to learn off. My sergeant also had many notes that he was able to pass to me as guidance. 

The negative of the coaching process was that we still had to attend calls that came in during the shift, even if we were half-way through reviewing BWV which made the learning quite broken up. This then impacted the time it would sometimes take to review a 10-minute clip of BWV as we would view it in 3 separate clips. 


From the learning off my sergeant, my stop searches soon increased as my confidence grew when building grounds as well as during the searches as I came to understand that I was in control of the situation and the speed of which the situation was dealt was on my terms. Going forward, I will ensure that I continue to conduct stop searches to lessen the risk of de-skilling myself. I will also ensure that my notes are always accessible for review if necessary and make sure to pass my skills on when I become a tutor. 

Overall, my probation period has consisted of constant learning through mentoring and coaching. At the beginning of my probation, it was very daunting wondering how I would remember the legislation, paperwork requirements and powers but constant reflection and learning allowed me to do this. I feel confident to soon be coming out of my probation, in a position where I can now begin to educate new police officers entering their probation period. 
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