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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.



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



ANSWER:


























1

Task 2

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?


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




ANSWER:

This task is going to be critically evaluating the use of social media within policing. By explaining fundamentally what social media is and how this differs from actual media before explaining how this is then implemented within the police. 
More specifically, this task will be delving into the policies involved around the use of social media, what the police actually use social media for, what different social media platforms they use and how they implement those specific platforms to target the public and, the differentiation between Neighbourhood Policing Team’s (NPT) use of social media and how response’s use of social media. Although they are both part of the police service, each department utilises social media in their own way to inform and engage with the community. 
Additionally, this task will then look into the actual pros and cons of social media for the police service. 
Finally, I will go into detail and explain how through my own personal use of utilising social media greatly assisted in helping identify and ultimately locate an offender to be brought to justice. 

The Nashville Film Institute (2022) defines the term ‘Social Media’ as the social networking applications that are used to share information between our friends, colleagues and strangers across the internet. 
Websites and applications such as Facebook, Twitter, Instagram, Snapchat and many others allow users to engage with one another. 
Any person with an internet connection and a brief understanding of technology can make a user account on any of the applications listed above and use it to their desire, its main desire to be to post information in real-time for people to engage with.  

One of the main differences with ‘social media’ and that of traditional ‘media’ is that social media entire focus is all about engagement.
To elaborate as explained above: social media is a form of electronic communication which allows people to connect and share information to each other, ideas, messages and different forms of content, such as: pictures, videos, links etc. 
Social media’s entire concept as well is that people are having conversations and it gives the person’s freedom over the creation of their own content and information sharing.
Compared to traditional media, which focuses on getting their information across using traditional methods such as television, radio, and newspapers to name a few. This form of media is traditionally one-sided and only delivers a single message to the sender.
This allows the sender to decide what they wish to send and the receiver just accepting the information given to them. In comparison to social media, where the heart is all about engagement. Social media posts need to be compelling, eye-catching and ultimately the main aim is to pull people in and get them talking as a way to get your message across. Compared to traditional media, which is fundamentally all about just broadcasting the content you want to as many people as you can. (Khillar, 2020)


Part of any workforce are policies and procedures that are required to be followed in order to keep compliance, social media is no exception. The police service in which I work within has its own social media policy which explains why we use it, who is allowed to use it and what it is used for.
The social media policy stated that we use social media to provide ‘us’ (the service) with immediate contact with and access to a larger audience. It can help us update and inform the public and improve the visibility of our policing activity … an opportunity to build trust and confidence in our work … build a receptive audience for times when we need to distribute or seek vital information. 
T/Insp David Seymour, 2020.


Access to any force social media accounts is not granted to everyone however, and justification is required to the purpose in which the individual would need access to the account. Neighbourhood Policing Teams use social media during every shift, they are constantly posting updates to their local communities in regard to: Anti-Social Behaviour patrols being conducted within their local neighbourhood; any surgeries which are taking place to allow the public to come and speak with them regarding any concerns they have; and finally, any partnership working with other agencies such as South Wales Fire & Rescue Service and Saint John’s Ambulance. In contrast the Neighbourhood Policing Team use of social media greatly differs from responses uses of social media.

To elaborate: as explained above the Neighbourhood Policing Team are fundamentally involved with providing the public information on what their local policing team are doing for their community. Whereas response primarily use social media as an information gathering tool and to collate information, they may need for an on-going investigation, provide the public with advisory guidance to avoid certain roads in the events of Road Traffic Collisions’; and providing the public information if any dispersal notices has been put into effect.

Policing primarily use social platforms such as Facebook & Twitter to relay information over to the public, which could involve Road Traffic Collisions, offenders being brought to justice, any upcoming recruitment drives, and posts asking the public for information on nominals who cannot be identified to name a select few. Whereas social media platforms such as Instagram and TikTok are more interactive in the approach. They still provide information, however, this information allows the public to interact with the police, such as completing force polls on Instagram. It also allows the public to ask questions, which the force will then answer in a more fun/quirky way. Ultimately, the use of Instagram and TikTok is to display to the public that the force is professional, but also down to earth and relatable.

However, one thing to note is that response officers within my given force do not have direct access to social media. However, as explained with some of the examples above this information would be provided from response to the local force communication control suite to disseminate that information out to the public.

Regarding to social media and the police there are some pros and cons. Some of the pros I have stated above, and this is further enforced by Thomas Scholes-Fogg document regarding Police and Social Media (Scholes-Fogg, 2012). He goes into more detail stating some pros to be:
· Providing the police, the ability to respond quickly and effectively to the public via social networking sites.
· Social media allows the public to get in touch with the police for less non urgent calls a lot quicker than going through normal channels such as 101.
· Use of social media allows the police to reach more individuals as they can then share the information to their friends and so forth.
· Social media is a way of ending speculation and rumour.

From the pros detailed by Scholes-Fogg, it does seem the primary objective of social media from a policing perspective is to keep up to times with the digital age; provide the public faster means to contact the police; engage with the police a lot easier; and work alongside the public providing information to them and them providing information to us.

Moving onto the cons of social media within the police. Again, using Scholes-Fogg analysis. He goes onto to state some cons being:
· Some serving officers have used social media to post their own thoughts and feelings regarding controversial topics.
· Police have to be incredible cautious in what they post on social media. As a simple misspelling or mistake could undermine the police service’s professionalism. 
· Ensuring they adhere to laws such as Data Protection Act, Freedom of Information act and especially the Welsh Language Act. As my own force is Welsh, this information legally needs to be both English and Welsh for the public to view. 

Albeit the cons as explained by Scholes-Fogg are not exhaustive. It is transparent there are some evidential risks in using social media. From personal experiences within my own force, I have seen multiple posts which have been uploaded that have had misspellings and the public have displayed negative feedback thinking the force is incompetent. But it is clear to see the positives definitely outweigh the negatives, which was a case in my own experience.

Upon attending an incident, of which had been scheduled to be a diarised appointment, this means that a specific officer will attend those diarised appointments for their area on that specific date and shift time, the number of appointments varies – but typically the threat, harm and risk for this appointment would be low, hence why officer attendance can be at a later planned date. 
The incident was a theft and damage of a CCTV camera at a local convenience store in the middle of the town in which I work. 
The manager of the convenience store was located, and it was this individual who had come across and identified the theft and damage which had occurred outside the store overnight.
He stated that he had come in and the camera screen was black showing a ‘no video input’ across of it. The manager then played the recording of the previous evening after closing which showed a male enter the back alley of the store and appeared to be using the toilet, urinating against a bin. The male was also still straddling his push bike, which was an obviously bright colour with darker features, with the make of the push bike visible to the camera.
This individual male then noticed the CCTV camera installed up high, just below the guttering of the store and the male removed this by grabbing it with his hands and ripping it from the wall. The camera then stops recording.
This left damage to the wall, exposed wires which could have caused a fire or electrical shortage and the male had also taken the camera with him as it could not be located on the floor or in any of the store bins located in the alley way. 

Although the males face was seen to be looking at the CCTV camera straight on, he was unidentifiable using the Police ‘identify me’ programme which is used to identify offenders by other police officers or police staff.

This male had clearly caused some damage with a substantial loss to the owner of the store having to repair the damage and obtain brand new CCTV cameras to replace the old ones.
I turned to social media, in the hope that someone in the local area may recognise the male and help provide an identity. 

I contacted the Force Control Room with all the information regarding the incident in which I attended and provided the still image of the male that was taken from the CCTV footage. This then enabled them to create a social media posting, providing the relevant dates and times, the area and the image. The post was requesting information regarding the individual or for him to be identified by any person who believed they knew who he was. 

Whilst the social media post was being approved to be posted. The force which I work within have begun using a Facial Recognition programme which searches faces within the police national database. 
A thorough form had to be submitted to ensure that Data Protection was complied with and why this male was being searched for / why his identity was required.
Not too long afterwards, it came back with a match.

This post on social media sparked an endless reply of people suggesting they knew who this person was, with 3 individual names being provided to myself from the force control room. The social media post also allowed neighbouring stores and residents within the area to check their cameras, which then allowed a further 5 offences of theft, attempt theft and a burglary to be identified, along with one offence of vehicle interference. 

Gathering all names, the police database was searched, and one of the males’ details that had been provided by a member of the public matched the details of the male who was identified through the facial recognition process. 
The male was then visited, arrested and dealt with for the offences identified. 

Understandably, there will inevitably be downfalls to the use of social media for a policing purpose. The negatives that I was able to identify, was that through individuals who are trolling the force’s social media posts – random individuals were being identified which then extended the investigation and involved those individuals which was unnecessary for those identified incorrectly – thankfully, most individuals can understand that we have a job to do, but this could have led to complaints or incompetency within the force for involving unnecessary persons.  
However, the experience that I had with the use of social media was more positive than negative. The social media post alone allowed the identification of 6 further offences that the male had committed – the victims of some were unaware that they were victims of any offences, especially the vehicle interference as nothing was actually taken from the vehicle. Social media allowed us to engage with the local community, providing reassurance that the male identified was under investigation and informing the community when the post was updated when he was located, arrested and charged for the offences. 
By using social media, especially for this incident, it allowed us to work quickly to be able to provide positive reassurance and increase the public’s perception of how we work, how we investigate incidents and how we can protect other people from these incidents occurring by identifying individuals with their help, also stopping rumours from occurring for the wrongly identified individuals by notifying when we arrested the rightly identified one. 


Word Count: 2282



Task 3

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


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

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




ANSWER:

In this task I will be critically evaluating and evidencing my flexibility in leadership style, and I will explain this by showing how I applied a change in leadership style and strategy to reflect changing circumstances. I will also discuss leadership models used in policing and then critically analysing those that I have developed to manage a range of operational situations. 

Not one leadership style fits every situation, different situations call for different styles and the right style for that situation will match with the particular circumstances and people. 
To be able to develop as a leader means being able to identify what type of style is required in each situation but being able to also adapt the style if it is required whilst the situation is ongoing. (Cherry, K. 2022)

Indeed (2022) reports that there are more common types of leadership styles and the benefits and challenges of them, I will discuss each one. 
The coaching leadership style is one of the most advantageous for employers as well as the employees they manage. It is the most time-intensive leadership style and is, reportedly, the most underused due to this. A coaching leader is an individual who can identify team members strengths, weaknesses and motivates to aid that individual to improve. The coaching leader also provides regular feedback with projects to help improve growth. Their main skill set is creating a positive and motivating environment whilst having set and clear expectations of the team members. Indeed (2022) goes on to say that the identity of a coaching leader is being supportive, being self-aware, offer guidance instead of commands and allowing people to develop their own knowledge but also lending a hand if required. 
Policing does not allow this type of leadership style due to requiring one-to-one time, response policing is fast paced, and we don’t often get the time to have one-to-one time with persons to lead an incident in this way. Whereas I would relate this leadership style to be one of the Sergeants main styles due to putting time aside for one-to-one checks with his colleagues whilst creating a fun, motivating environment which is constantly developing and creating goals which officers are driven to meet. 

Persons who have the servant leadership style have a people-first mindset and believe that good work production comes from team members being personally and professionally fulfilled. These individuals tend to receive the higher levels of respect because of their emphasis on employee satisfaction and collaboration. Servant leaders are able to be identified due to their ability to motivate their team, communicate week, encourage collaboration and engagement, personally care about the team members and commit to team grown. However, they can be burnt out very easily due to often putting the needs of the team above their own. 

Autocratic leadership style (also known as authoritarian) is one that I can see relating very closely to the role of being a Police Officer. Indeed (2022) describes this type of leader is someone who is focused on results and efficiency.
Decisions are made either on their own or with a small group of trusted persons and in that moment those persons are expected to do as asked. 
We always have trust in the officers in which we work as we know how highly they are trained and willing to put themselves in harm’s way to protect each other, one person regularly takes the lead at an incident and then directions are given, and you are expected to follow that through, this could be me making that decision at this incident and then a fellow colleague at the next.
We usually follow each other’s lead to effectively deal with the situation without putting anyone in harm’s way.
But we regularly have to make decisions on our own as not every situation requires aa double-crewed attendance, you will have to identify if an offence has occurred what offence it is and how we are going to deal with it in the most effective way possible.
We are also limited on what we are allowed to do, technically, with having policies and procedures in place and being a compliance heavy sector with strict guidelines that we are governed by. This is a good thing however, as it helps us to make our decisions and keeps everything fair. 
The autocratic style can also be used when an individual needs a bit of supervision as they are able to guide someone with no or little experience, such as new probationary officers as they are able to work with these, delegating jobs to hep them understand how things work. 
Autocratic leaders can be identified by the following attributes: they have self-confidence are self-motivated, communicate well, follow the rules, believe in supervised environments and value highly structured environments. 

Very similar to the autocratic leadership is the democratic leadership stye. This leadership style is one of which an individual will ask for input and considers feedback from their team before making decisions, this leadership style is one that I can evident. When having an incident which you have none or very little knowledge of, it is always essential and somewhat valuable to rely on the knowledge of the team to understand what they would do before taking the next step. This helps with policing as there are always ongoing training and courses and can be times when we are without supervision, so this type of leadership style would require less managerial oversight, which allows us to discuss, share ideas and ultimately do the job effectively. 

Whereas the style completely opposite to the autocratic style is the hands-off leadership style approach. 
This style focuses of delegating tasks out with minimal supervision. This style is usually adopted by managers who have team members who are highly experienced and require the minimal supervision. This type of leader will take control, offer constructive criticism and effectively delegate   tasks; however, this style is not found to work well for new employees due to requiring more guidance due to the lack of supervision. 

Transformational leadership style is similar to the coaching leadership style, in the sense that it focuses on goal-setting and employee motivation. However, it is not based on individual employee goals it is placed on the organisational goals and reaching organisational objectives. This is good for a team that can handle many delegated tasks without constant supervision. 

Bureaucratic leadership style, as reported by Indeed (2022), is one that the leader expects their team members to follow the rules exactly. This leadership style is mostly effective in government, healthcare and regulated industries and departments. Each person within the industry has a clearly defined role with leads to efficiency. 

A policing incident in which I played a significant role regarding leadership and teamwork would be a Road Traffic Collision that I attended with further response officers prior to the Roads Policing Specialist Officers attending. 
I was dispatched to a Road Traffic Collision on a busy road, where there were limited Traffic (RPSO) officers available to attend in the first instance.
The incident however, was not as relayed over the radio and on my initial attendance I could see that this situation was worse than first thought.
As I approached a bend, down a busy dual carriageway, I could see the opposing side of the road first and this is where I noticed the crowd of people watching, I then crept around the bend and my first sight was a vehicle, in the left hand lane of a dual carriageway, on fire.

My first initial reaction was that I needed more local units and I needed them as soon as they could physically come as I needed road closures in both directions of road to prevent harm coming to any road user.
I also needed Fire and Rescue to attend to deal with the vehicle on fire and I needed them fast, as I was soon learning more and more about the incident.

After speaking with the driver, he stated that he could smell and see smoke coming from under his bonnet as he was driving. He pulled to the side and put his hazards on and decided that it was not safe to drive the vehicle any further.
The male recalled as soon as he left the vehicle, he could see the flames start to bellow from underneath the bonnet – to his annoyance as he had just filled his car up with a full tank of fuel. 

This was a job in which I had to take control, immediately.
I began by moving on the bystanders who had put their lives in harms way to take photos or videos of the incident with the vehicle on fire.
I then had to delegate officers to attend the right area and to close the right roads off so that no person would be able to drive past the vehicle on fire.

I then moved myself, the driver and my vehicle back away from the subject vehicle and awaited Fire and Rescue.

This is when the Roads Policing unit eventually arrived, not long before Fire and Rescue.
I then had to take a step back, as this incident was no longer mine to manage.
These individuals deal with these incidents day in – day out, and I was now there to help them with anything they needed.
I began taking my delegations from them, placing out cones for when the carriageway reopened as it was over an hours wait for recovery to collect the vehicle and there was no reason the second lane of the carriageway could not open when the vehicle had been put out. It was easy to be flexible, especially when seniority is around as it was the Sergeant who attended the incident to take over. This made it easier to allow tasks to be asked of me and for me to want to complete these in order to keep the supervisors happy. 

I feel I was able to adapt into the leadership style of an autocratic leader easily. When you are able to identify what is required of the incident that you are at, it is easier to delegate job roles out, however an incident like the vehicle on fire is easy to identify what is required of myself, some incidents aren’t that easy, and this is where I always require a supervisor input which cannot always apply due to staffing, annual leave and illness.
I do not feel as though I am able to transition between leadership styles all that well due to currently feeling as though I require more guidance than I wished to still need at this stage in my career. 
Although I can feel my confidence growing, I am not at the place yet where I do not rely on my colleagues and my Sergeant for direction, advice and delegations. 


Word Count: 1804



Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically reflect upon your three-year probation:

How have you benefited from mentoring and coaching? 
How has it helped you to meet personal, professional and organisational goals?
How has it aided you to learn, develop and perform in the workplace?

Consider relevant coaching and mentoring definitions along with current coaching and mentoring theories used in policing.

How do you provide and receive feedback?

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



ANSWER:

In this task I will be critically reflecting on my first 3 years in the police service, from my initial 6 months of training, into my mentoring phase and then gaining independent patrol status and going out into my station with my shift. I will touch and reflect on how I have benefited from the mentoring and coaching that I have received and how I have learnt to develop and perform within the workplace by meeting personal, professional and organisational goals. 

My initial six months of Police Training should have been filled with bonding with my peers, sharing experiences and stories and learning about the social culture and values of being a police officer. Unfortunately for myself I left at 4pm in the afternoon and by 7pm our Prime Minister called a countrywide lockdown due to the beginning of a global pandemic, more commonly known as COVID-19. 
My cohort of 28 individuals who wanted nothing more than to become police officers and learn all about the law, principles and values were now homebound and being taught through the means of technology – which isn’t always great and can be temperamental.
University Of The People (2022) shared a blog post regarding learning styles, it describes them as the way by which students prefer to learn, and one’s desired learning style is a factor of cognitive ability, emotions and environmental factors. My preferred way of learning is to do so through means of interaction. It was hard to learn at home due to having to sit behind a computer and work through SKYPE to speak with my fellow colleagues. I also had a cramped homestyle with family having to move into my home due to a bereavement, which left some family members homeless. It was a struggle having no space to learn, to revise or to understand, or what felt like no space, but still having to wake -up everyday and ‘get ready’ to sit at home with myself and have very limited interaction with people daily. I found it near impossible to work and take notes for the upcoming exam, which was noted by my seniority, when I failed the first exam twice, relying on my last chance to come through with a pass. 
There was an option, to go into the building and work – however, this would have been on my own, so instead of being at home learning on my own I would have been doing it in a professional building – thus not helping the interactive way that I learn with persons around me and my note taking turning into doodling and procrastinating. Thankfully, I had learned from my first exam and from some peers who had put together a revision guide / booklet for the cohort that I managed to revise and pass the second exam first time, pass out and enter the world of policing.

PushFar (2022) defines mentoring as when someone works with another person, usually on a one-to-one basis (but can be on a group basis) and shares their knowledge, skills and experience with another person to help them progress in their professional or personal life and assists in their development. 
After the initial training, officers who pass out enter the Professional Development Unit (PDU). A mentor takes an officer and works on their professional development individually by assisting them with incidents and then assessing them afterwards on how well they did and how they could improve for next time if an incident like that was to happen again. Feedback is provided by firstly the student officer, so myself, writing a brief overview of the incident so that the mentor is able to reflect back on the incident. I am then to point out what I thought I did well at the incident (being assertive, identifying the offence, using the correct laws and legislation, getting hands on at appropriate times, not taking a step back and leading). I then have to explain what could have gone better or if I attend another incident similar, then what I would do differently – this allows me to reflect on the incident and identify my own problems so that I could improve these.
However, this phase is meant to last 12 weeks. I had a mentor who worked well with improving my abilities for 6 weeks and we got through my 6-week review with only a few tweaks to make, one of these being my confidence. This mentor was then taken away from me and given to another student who had failed to build on their development, and they believed this student required my mentor more than I did. I was then passed between two further tutors who did things very differently with regards to attending incidents and providing feedback, this made me have a knock in confidence and I did not feel ready for the Independent phase of my career.
The PDU is no longer running in the way that it did, with new officers now being tutored on their respective shifts in which they are expected to stay with for the foreseeable. They work alongside a mentor from shift who has become qualified by taking the same course expected as those mentors inside the PDU. There are still officers working out of the PDU and will attend a station to work with an officer if there is not a mentor available on shift. 
I am envious, this way of mentoring made sense. It made more sense than segregating new probationary officers away from investigating and starting an incident from start to finish. I feel that if I was able to join my shift from the beginning, work with a mentor from the PDU or from my shift alongside of them, pick up crimes, investigate, be allocated incidents and take on handovers and diary cars the same way that I do now, I would have developed confidence a lot quicker as I learn by constant interaction – as stated previously. 
It would have allowed me to understand the pace expected of my working and helped me to understand the next phase in an investigation – rather than picking up investigations at different times and not continuing them fully. I understand that things change and adapt as needs change, but I had wished that we had spoken up as I was aware that I was not the only officer who did not have the right level of confidence when leaving the PDU department to join shift.
One thing I do agree on however, is that there is a tick list of incidents in which one has to attend whilst within the PDU in order to assess how they would deal with the incident if they attended on their own when gaining their Independent Patrol Status. This helps to ensure that all incidents that you are likely to attend as an independent officer (without the aid of another person) has been attended and handled appropriately by the student officer. 
For the next 6 months, I relied solely from my team for direction as I never dealt with a situation fully whilst in the Professional Development Unit. These individuals then essentially became my new mentors. As much as I was attempting to be independent, 1 person does not know everything, and these persons were much more experienced than me, and it was easier to ask a question and allow myself to get the job done properly the first time, than give a victim or a service user false advice and then having to deal with the incident again or possibly receive a complaint from the person due to not dealing with it appropriately.
I feel I benefited massively from this mentoring, it allowed me to properly stop and assess a situation before allowing myself to be consumed by it. Before stepping into a situation, I had to take a step back and look at it holistically, rather than the smaller details – this allowed my independence to step forward and allowed me to feel comfortable attending incidents on my own which I have been having to do recently due to staffing levels across the force during the busier peak times. I am also aware though of the stress it puts on my colleagues for me to continually ask questions and makes me nervous to come forth and ask certain individuals, I am more open to asking the individuals who also ask questions, and these include officers who have been in the job for a number of years – which shows that you cannot possibly know everything about policing and sometimes need to rely on colleagues 

My second year within the force changed dramatically when we had a change of Sergeant on shift. This is not a rarity and can happen very often due to promotions and new openings coming up in various different departments constantly where people wish to work. However, this was my first new Sergeant and with that comes a new way of being managed and a new way of working for myself and my colleagues on shift as each member of seniority will work differently and expect things done in a specific way and this is down to their way of working, supervising and coaching their team.
Coaching is a particular kind of conversation that takes place between either two persons or in groups. The aim of coaching is usually to make change happen. Coaching is often associated with the working environment to improve performance at work, solving working troubles or resolving high levels of stress (Northwestern Medicine, 2022). 
The new supervisor on shift demanded a more pro-active role, this allowed us less time to actively investigate our crimes and, due to this, I fell behind on my investigating. This meant that my workload continued to increase and with this, so did my anxiety levels. I did not wish to ring victims as ultimately, I had nothing to tell them as I had neglected their incident due to having to be more pro-active which response policing just does not allow – we do not have the resources to investigate incidents and respond to emergency incidents whilst attempting to instil an active role and be present within our communities. 
We all active had a sit down to work through the issues on shift and heightened stress levels with everyone to work out where it had gone wrong and what we could change to improve this.
This coaching method by the Sergeant proved to work and the shift managed to get back on track – with regular one-to-ones to assess work load, give help, assess incidents and pointing new officers on the right track allowed workloads to decrease and an active role still undertaken by us when demand allowed. 
I also receive coaching ang advice from my individual assessor due to still being in probation, this is through an evidence matrix in which I am required to complete to show competency in the job role. My assessor comes in and plays the role of coach, counsellor and critic when I go through my jobs, I receive feedback, help and most importantly I know that things I say are done so in confidence unless they require to be taken further and reported to a Sergeant or the Professional Standards Department. 
My shift still plays the part of mentor in my second year and continue to do so now that I am 6 months into my third however, I feel more comfortable that I am able to independently assess the incidents in which I am attending, identifying offences and understanding when an offence has occurred and how they should be dealt with. I am also attempting to meet professional goals by increasing my number of reports, arrests and searches conducted – ensuring that these are done so legally and that I have the evidence then to use towards my matrix to ensure competency going forward. 

My three-year probation has helped me build confidence which was my own personal goal when joining the Police Force, I am not where I want to be still with my confidence, but I know where I want to be, and it is continually developing – I am looking at wanting around 6/7 years of experience on response and attending incidents before looking into other specialist roles. My probation has also allowed me to be more understanding, develop empathy but most importantly it has allowed me to become more open, not only with my colleagues but it has allowed me to reach out to Occupational Health, the Well-being Team and beyond that, Police Care who have put me in touch with the counselling service.
This was a big step for me, to allow myself to understand that I was struggling due to the traumatic incidents that we have to attend and not allowing my body to deal with these appropriately, it has been determined that I require further counselling support in order to allow my body to process the trauma for me to move forward with my career and feel better in myself again.
Without being able to reflect on incidents, I would have not been able to work out where the trauma had come from in order to be able to work through this.
At the time of writing this, my counselling is on-going and I am realistic in the fact that it may not cure all of my troubles, but by allowing myself to be open and speaking to someone about those troubles I am allowing my body to process them and hopefully there will be things that I can do in the future, such as taking up the TRIM Service which is the Traumatic Risk Incident Management service which is offered after a traumatic incident to officers which I did not do before due to feeling as though I had to be strong and not accept help. 

I have found that through the mentoring and coaching that I have received I able to identify my faults, develop outcomes to them and further perform better within the workplace. I do this by attending incidents and I am able to critically assess my role within the incident to further perform better in future incidents. I allow myself to have positives in the incident as well as negatives as I do not wish to constantly put a negative spin on all incidents as I feel this would take its toll to always critic my policing. I also identify my weaknesses in training where I could better my knowledge and understanding of other departments or specific specialists and their roles and how they can help me with the incidents that I attend – such as Sexual Offences Officers, Traffic Officers, School Liaisons, Neighbourhood and Firearms Officers. 
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