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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:

The College of Policing was established in 2012 as the professional body for everyone working in policing in England and Wales. Its purpose is to provide both officers and staff with the skills and knowledge necessary to prevent crime, protect the public, and secure public trust (Home Office, 2015). The College of Policing marked a pivotal change in the professionalism of policing. This essay critically evaluates the strategic role of the College of Policing, reviewing its strengths, weaknesses, and challenges as well as evidencing how I am working to fulfil my role as a modern professional police officer and reflect on how my role as a police officer has changed. 

The College of Policing was established as part of the Coalition Government's program of wider reform of the structure of policing bodies. The College took on several responsibilities from the now defunct National Policing Improvement Agency and the Association of Chief Police Officers (ACPO), particularly training and the setting of policy (House of Commons, 2016).

The Home Office (2015) explains that the College of Policing has three complementary functions: 
· Knowledge: developing the research and infrastructure for growing evidence of ‘what works’
· Standards: drawing on the best available evidence of ‘what works’ to set standards in policing for forces and individuals.
· Education: supporting the development of individual members of the profession. It sets educational requirements to assure the public of the quality and consistency of policing skills
· 
Further to this, the College of Policing plays a crucial role in the development of leadership within policing. It is responsible for developing leadership training and providing senior officers with the correct tools and skills to lead. Emsley (1997) explained that leadership development is considered a cornerstone for professional policing as strong leadership fosters accountability, ethical behaviour, and operational effectiveness. The College of Policing created a Leadership Review, which identifies what might be required of policing leaders in the future and recommends how policing can develop (Home Office, 2015). This was therefore key to ensure the best operational effectiveness for policing.

The College of Policing has had several successes since its foundation in 2012, all of which have helped to enhance the professionalism of policing in the United Kingdom, such as the development of the National Centre for Police Leadership. The College of Policing (2022) explains that this will serve as the hub for police leadership and will develop existing and future leaders. The centre will set the standards for leadership and provide guidance, tools, development, and opportunities for everyone in policing. This will therefore be a crucial development to give opportunities to police officers and provide them with the best skills and guidance as possible. Another is the College of Policing’s strategic focus, with diversity designated as one of their top strategic strategies, where they have been making strides in promoting diversity and inclusion within police forces. Their recent 2021-2024 Diversity, equality, and inclusion strategy sought to address the underrepresentation of minority groups within policing and ensure that policing is responsive to a diverse community (College of Policing, 2019).

The College of Policing also created the Code of Ethics for UK policing, which is the written guide to the principles that every member of the policing profession is expected to uphold and the standards of behaviour they are expected to meet (Home Office, 2015). The College of Policing (2024) explains that the code of ethics is key to ensure public trust, being accountable for actions, and making informed decisions. The Code of Ethics is a key guide to ensure all police officers are making the right choices for the right reasons and has been crucial to ensure the professional behaviour of police officers. 

The College of Policing has also faced several criticisms and challenges since its foundation. From a review, the College of Policing completed in 2022, where they considered the views of 15,000 officers and staff, they found that many are not fully aware of what they do and are seen as ‘too remote’ (College of Policing, 2022). This shows that although the College of Policing is crucial for professionalism within policing in the UK, a proportion of officers are still not aware of what they do, and this can therefore have an impact on professionalism, as officers might not be aware of new policies and principles. Another challenge is that the police service is often characterised as opposing change (Newburn, 2022). This can therefore lead to issues in the implementation and limiting their effectiveness in driving professionalism across policing. Another is constraints on resources, with the College of Policing operating in an environment where police forces are operating under significant budget cuts, and it is estimated that police forces will be facing an estimated £1.3 billion gap in finances over the next 2 years (NPCC, 2024), this will inevitability lead to budget cuts across forces, meaning that forces may struggle to allocate sufficient funding towards new initiatives and training.

The College of Policing has set out several plans for the future of professional policing, such as the Policing Vision 2025. This is a plan for policing over the next ten years, and it will shape decisions around transformation and how they use their resources to help keep people safe and provide an effective, accessible, and value for money service that can be trusted (College of Policing, 2019). The Vision was drafted jointly by Police and Crime Commissioners and Chief Constables, as well as other policing bodies, and it sets out why and how the police service needs to change by 2025. They have set out several key changes, such as by 2025, local policing will be aligned, and where appropriate, integrated, with other local public services to improve outcomes for citizens and the vulnerable. That by 2025, they will be able to better protect the public by enhancing the response to new and complex threats, that policing will be a profession with a more representative workforce that will align the right skills, powers, and experience to meet challenging requirements and many other key challenges that they intend to address (College of Policing, 2019).

The College of Policing (2023) also has a 5-Year Corporate Strategy set out from 2022-2026, which outlines its strategic ambitions to boost professionalism, improve leadership, and drive consistency. They have set out five strategic ambitions of the following: 
· Building trust and a fair culture: for policing to be a trusted profession with a representative workforce that demonstrates the highest levels of integrity, fairness, and respect towards others.
· Transforming police leadership: so that everyone working in policing demonstrates and experiences effective leadership at every level
· Supporting career-long professional development and wellbeing, so that everyone in policing will realise their potential with access 
· Boosting core skills: so that everyone is equipped with the skills necessary to cut crime and keep the public safe
· Strengthening innovation and implementing what works; so that everyone will build and use evidence of what works
Overall, this is a key strategy to improve and enhance professionalism, effectiveness, and public trust in policing. By targeting development, police leadership, innovation, and a fair culture, the College of Policing aims to create a modern professional police force fit for all challenges.

As I approach the final year of my probation, I have embraced the role of a modern professional police officer by aligning my practices with the core values and competencies outlined by the College of Policing and South Wales Police. To ensure that I have been fulfilling the role of a modern professional police officer, I have ensured to focus on my development throughout. This has centred around continuous professional development, ethical practice, operational competence, and embracing equality, diversity, and inclusivity. 

Throughout my probation, I have ensured that I have been expanding on my knowledge and skills, such as engaging in formal learning by completing the required modules as part of my Police Constable Degree Apprenticeship (PCDA) and attending mandatory training such as stop and search, vulnerable people, and dealing with domestic abuse incidents. Also, the use of reflective practice by completing my Occupational Competency Portfolio (OCP) has allowed me to reflect on complex incidents and to help me identify my strengths and areas where I can improve. As stated by the College of Policing (2020) continuous professional development enables an individual to maintain, develop, and gain recognition for existing and new professional skills, knowledge, and competence. This is done to ensure that high-quality policing is provided, to keep the public safe, and to help drive career aspirations.

Throughout all my work and throughout my career so far, I have ensured that I uphold the Code of Ethics (College of Policing, 2024). I have done this by ensuring that I treat all individuals fairly and with respect such as my approach to stop and search has been lawful and respectful, ensuring I am accountable for my actions by making effective and competent decisions, and ensuring that I am working in the public interest, keeping their trust and confidence by ensuring that my behaviour and conduct is always what is expected of me and that I do treat any persons I interact with, with respect. I have also shown occupational competence by showing professionalism and making good judgment when attending incidents and utilising the National Decision Model (NDM) effectively. The NDM has six key elements for making decisions of gather information and intelligence, assess threat and risk, consider powers and policies, identify options and contingencies, and take action and review what happened (College of Policing, 2024). This is something I utilise daily, whether it be attending domestic incidents, making arrests, and dealing with violent individuals, it is a key model that all police officers should utilise to ensure they make the correct and appropriate decisions, and allows them to be professional, modern police officers. 

I also ensure that I am always embracing equality, diversity, and inclusivity by actively supporting inclusive policing practices such as adapting my communication style to suit individuals from different backgrounds, including those with language barriers and disabilities. Through these actions, I embrace the role of a modern professional police officer that respects the diversity of the community I serve.

Furthermore, as I approach the final year of my probation, I have observed significant changes within my role. Reflecting critically on this transition reveals the challenges and growth that have defined my probation. In the earlier stages of my probation, much of my role was based on observation and learning by shadowing more experienced officers. However, as my probation has progressed, there has been a shift given myself a greater responsibility, whereby I am now entrusted with more complex tasks, including leading incidents and making decisions on my own. I have also become more confident in my decision-making, where I am able to confidently assess situations and make decisions quickly, such as an ongoing situation that requires it. Similarly to the beginning of my probation, I was primarily part of the supporting team and learning, whereas now I am able to provide support to newer colleagues, where I am regularly assisting them with incidents they have dealt with, casefiles, and sharing my own experiences, this has allowed me to become a more active member of the team.

Overall, I believe that I am working well to fulfil the role of a modern professional police officer by ensuring I follow the Code of Ethics, continuously expanding on knowledge and embracing equality, diversity, and inclusivity. I have also observed a significant change within my role, which has been a positive change, where I can work independently, entrusted with more complex tasks and I can offer support to newer officers as I have gained that experience over time. This will continue throughout my career, as my continuous development expands.

To conclude, the College of Policing has played a significant role in the professionalism of policing in the United Kingdom by developing new initiatives aimed at enhancing the education, training, and accountability of police officers by setting national standards, developing leadership, and promoting principles for policing. Although the College of Policing has been constrained by challenges such as resource constraints and resistance within the police service, it has made notable strides in professionalising policing in the UK, and its future will be crucial in ensuring the long-term success of professional policing.
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

Social media has transformed the way information is shared, allowing public sector organisations, including police forces, to communicate directly with communities and the public. In recent years, there has been an increase in the number of police forces across the United Kingdom that have started to utilise Twitter, Facebook, and YouTube to connect with communities, share information, and engage in social interactions. This essay critically evaluates my experience of the use of social media in policing, with particular focus on informing and engaging with communities and promoting social initiatives. I will also explore the benefits and risks of the use of social media in policing.

Social media enables police forces to engage with communities and the public, facilitates the rapid and easy distribution of information, and supports intelligence gathering (Police Foundation, 2014). The primary use of social media within policing is to inform the public about crimes, safety concerns, and updates, with it being 92% of the UK Adult Population having access to the internet (ONS, 2020), which allows for the public to access with ease. This allows police forces to interact with people directly and provide them with real-time dialogue (Cullen, 2022). This can therefore be key during critical incidents, such as missing persons or public safety issues, as well as other issues, such as road closures, to provide the information to the community quickly and effectively. From my experience, the use of social media to promptly disseminate information has been crucial, and I have had experience with its use on several occasions. The most notable example was a World War 2 Bomb that was located on a beach which required a significant area to be closed, by South Wales Police posting this information on Facebook, it ensured that the public were aware almost instantly and knew what areas to avoid as well as also preventing panic and misinformation, by the police force itself disclosing the information rather than members of the public. These social media platforms can therefore provide communities with accurate and timely information, reducing confusion and panic.

Social media communications, along with new technologies for communication and analysis, have led to increased appeals by police to citizens for help in the detection and prevention of crime (Marx, 2013). This is due to intelligence gathering that can be carried out by communities by putting requests for information out there. Digital platforms are often approached as extensions of Crime Stoppers, with authorities distributing virtual wanted photos, advertising tip lines, and posting CCTV footage to encourage public vigilance (Walsh and O’Connor, 2018). With it be described by Marx (2013) that requests are often more open-minded and vaguer, describing events, seeking input on suspicious circumstances and people, which therefore allows for an unspeculative opinion where communities can provide information which can then be examined and utilised by police forces to help identify suspects and prevent and detect crime. From my experience, social media is key to support operational policing by generating intelligence from the public. This is typically used when police forces require information about an incident that I have completed myself. I required footage of a collision involving a car and a bicycle, where the car had left the area, so I requested a Facebook appeal for any persons with dashcam footage of the incident to submit, which a member of the community did. This, therefore, allowed me to identify the vehicle and allowed me to investigate the incident further. Furthermore, I have also utilised this when dealing with a Wanted Person who I was attempting to locate. I requested a media appeal for the person, which was shared on social media and allowed for communities to provide information on the person's whereabouts if they knew. Social media communications can therefore be key as they enable police forces to reach a wider audience, particularly important in engaging youth who may not engage in the more traditional methods, such as face-to-face meetings.

Social media is also increasingly being used to promote policy initiatives and behaviour change. Engagement is a fundamental part of policing, and social media allows the police to connect with citizens, allowing the public to communicate with the police and feel that they are accessible as an organisation (Police Foundation, 2014). Social media sites also provide an opportunity for officers to talk about positive news, their emotions, and the day-to-day incidents (Webster, 2013). This allows for the public to see the ‘human’ side of policing as well as building relationships with communities. Researchers from the University of Edinburgh and Strathclyde (Collier et al, 2021) carried out research to the police and government using online ‘influence’ tactics to tackle crime and shape behaviour, found that strategies developed under Prevent, a programme to identify and stop people from engaging in terrorism, are increasingly being adopted in other aspects of policing and government work to tackle cybercrime and violent crime. An important use of social media by South Wales Police is the promotion of the #NotTheOne Campaign. This is a anti-knife crime campaign with the aim of reducing the number of knife crime offences and perpetrators in South Wales, and since its launch, it has received more than 100,000 engagements on social media (South Wales Police, 2022). As of April 2024, South Wales Police also launched new resources, including adverts on TikTok and Snapchat (College of Policing, 2024). This will further enhance the effects of the initiative by targeting a large audience and hopefully leading to a behaviour change. These campaigns have been seen to be effective, such as publicity campaigns that threaten an increased risk of arrest can be more effective in reducing offending, and offender campaigns are more efficient when they target specific crime types (Barthe, 2006). These types of campaigns allow forces to demonstrate transparency and build confidence in their approach. Similarly, one policy initiative I encountered was the advertisement of job of the Police Constable Degree Apprenticeship, which was advertised by South Wales Police at the time on Facebook which made me aware of it. This method is still used by South Wales Police who advertise roles and they are able to provide detailed information about the program and encourage engagement.

All police forces in England and Wales, including the British Transport Police all have Twitter accounts and all but two are on Facebook. More than 2050 officers also have individual Twitter accounts (Police Foundation, 2014). Most forces use more than one social media such as Thames Valley Police who use Facebook, Twitter, Instagram, YouTube and LinkedIn (TVP, 2022). Therefore, it is key, that there is a policy that police forces should follow for social media, however currently there is no national strategy that sets out how forces should use social media, so each force has created its own social media policy. From reviewing a social media policy from Northamptonshire Police (2020), they set an effective and clear guide for requesting a social media account as an officer apart of their force and sets the rules that the user must follow and if they do not, they are subject to deletion of their account and to Professional Standards Procedure. Within the document they also set out the aims of social media such as to prevent and detect crime, provide real time interaction with communities, manage the flow of public information during major incidents and more. By having these aims it ensures that users, are sticking to these aims and guidelines and to know that anything not included, is not accepted.

There are several key benefits to the use of social media within policing such as it allows for improved communication and transparency. Social media allows police forces to quickly share, real-time information with the public, this can be key in crucial incidents such as missing persons as well as ongoing incidents. Crump (2011) highlights that social media enhances police transparency and provides opportunities for increased public engagement. Social media also provided a platform for community engagement, by creating dialogue between officers and the public. This can allow for police forces to showcase the positive stories and community initiatives. Walsh et al (2018) highlights that by police forces highlighting their accomplishments, establishing their ties to the community, and demonstrating their effectiveness, the police present themselves as expert and professional crime fights and it also helps maintain credibility.

Social media is also useful platform to educate the public on campaigns such as domestic abuse, knife crime and burglaries such as the South Wales Police #NotTheOne Campaign which has received over 100,000 engagements (South Wales Police, 2022). With Ralph and Robinson (2023) suggesting that social media has largely facilitated one-way engagement and a flow of content from the police to citizens. Ralph and Robinson (2023) also states that social media has allowed police forces to connect with new audiences who would not want to engage with police in face-to-face settings. it shows that social media has had a great impact on the communication from police forces with a great benefit to the communities, including those who previously might not have engaged. Social media is also described as being a cost effective, and that there are minimal costs linked to opening and operating social media accounts (Ralph and Robinson 2023). Crump (2012) also explains that Twitter is easily accessible for both police officers and the public as accounts are free. This therefore means social media is a low-cost approach for public messaging and engagement, as the police forces itself have very minimal fees if any and it is free for the public, meaning there is a great access to the community itself.

There are also several risks regarding the use of social media in policing, all of which require careful management to protect public trust and integrity. One of the main risks is misinformation, false information can spread quickly online especially during live events. Fowler (2017) notes that misinformation and rumours typically to find a way into the media’s crisis coverage, especially when they are quickly attempting to relay information. This means that police forces must ensure that they provide the facts and establish themselves as the only credible source for information. Another risk is breach of data protection and privacy, by police forces publicly sharing images or details such as names of suspects. Police forces need to ensure that when posting they are being vigilant not to share operational details or details of suspects who have been arrested without it being justified and proportionate. This also relates to lack of training and a lack of proper guidance, regarding online behaviour with the National Police Risk Management Team (2018) suggesting that there is a real risk that on occasion, police officers and staff may not differentiate between how social media is used in a personal context and the necessary restrictions placed on them when using the same service operationally. These risks highlight the need for clear policies, training and oversight on the use of social media.

To conclude, the use of social media is an effective and positive method of informing and engaging with the community as well as to promote policy initiatives. It can be used to quickly share information to the community which can be crucial in ongoing incidents or missing people as well they can help with community engagement creating a stronger link between the police and communities, of which I have experienced the benefits personally by making use of it myself. It is clear that all police forces are making full use of social media to engage with communities with every police force in the United Kingdom. This does however come with certain risks such as misinformation which can have an impact on the public trust and effect the information communities are receiving. Another is potential breach of privacy or data protection which is why it is key for clear policies and oversight to ensure that the risks can be reduced so the benefits continue to outweigh the risks but overall social media is crucial for police forces in the 21st century as part of a modern policing approach. 
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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:

In policing, effective leadership is crucial, as well as the ability to have flexibility in leadership style to adapt styles and strategies to the demands of complex and ever-changing operational environments. This essay critically evaluates my flexibility in leadership by reflecting on the application of various approaches to different operational needs. This essay will also reference leadership models such as authoritative, transactional and transformational leadership.

His Majesty’s Inspectorate of Constabulary (HMIC) (2016) explains that good leadership at all levels within an organisation is a very important part of improving and providing quality performance, as well as being crucial for a force to be more efficient, effective, and legitimate. Therefore, it is crucial to understand a range of leadership strategies and be flexible in leadership style. Flexible leadership and adaptive leadership is the ability to address varying levels of change within a situation and identify the leadership behaviours required (Yukl, 2008). Rachmand (2024) introduced the ‘Leadership Flexibility Theory’ in 2022, which focuses on the ability of leaders to adapt to ever-changing situations and challenges within organisations and external environments. The theory also defines leadership flexibility as the ability of leaders to adjust their approaches and strategies based on specific situations. Within policing, this ability is particularly important given the high-risk, rapidly changing, and dynamic nature of work.

The Police Foundation (2015) states that policing requires an increasingly outward-looking and reflective public service leadership style, underpinned by values; therefore, it is key that officers have knowledge of numerous leadership strategies so they can provide the best service to the public. The College of Policing (2023) sets out standards for leadership foundations for police constables. They explain that constables should act in the public interest, uphold the police code of ethics, demonstrate fairness, respect, and integrity, as well as use problem-solving approaches to make effective, evidence-based decisions. This, therefore, relates to leadership styles by having the ability to adapt and use different leadership styles, you can show respect and integrity as well as be able to make more informed, effective decisions.

Models such as Hershey and Blanchard’s Situational Leadership Theory, which was developed in 1996 to guide leaders to more effective leadership based on situations and people (Kenton, 2024). Fielder’s Contingency Theory, developed in 1967 which suggests that a leader’s success is dependent on both the leadership style of an individual and the ability to control the situation (Chemers, 2001). In an article on Asana (2025) they state that the contingency theory states that there is not one best style of leadership, but the most effective leadership style is the one that aligns with the situation. Contingency theory is an essential theory to understand within policing, as it is crucial to have knowledge of several leadership strategies, and the ability to use the correct one and to control the situation.

Fritsvold (n.d.) explains that there are three key conceptual police leadership styles. The first being ‘Authoritative Police Leadership’, which is described as being a rules-based approach with a preference for order, where the leader takes control and is expected to follow and obey. The next is ‘Transactional Police Leadership’, which is similar to authoritative leadership except it relies on a rewards-based system to allow for motivation. Finally, ‘Transformational Police Leadership’, which focuses on a “people-centred approach” that aims to inspire, empower, and motivate. Sadulski (2024) also details that a transformational leader often has a characteristic leadership style that fosters motivation and hard work in others. He also states that it can help officers create new, problem-solving approaches, which can be a crucial leadership style for policing, particularly if morale is low, as it boosts motivation and hard work.

Further to this, Cherry (2025), there are four ‘styles’ of situational leadership. Style 1 is also referred to as the telling leadership, with the leader telling people what to do and how to do if. The second is selling, which involves a back-and-forth between leaders and followers. Style 3 is referred to as participating, where in this approach, the leader offers less direction and allows members of the group to take a more active role, and Style 4 is characterised as being less involved, where group members tend to make decisions and take most of the responsibility.

The National Decision Model (NDM) (College of Policing, 2013) is key to all policing decisions in the United Kingdom. It enables leaders to structure their thinking and make informed decisions, especially in complex or high-risk environments. The NDM is therefore key and to be considered along with leadership strategies by assessing threat, identifying powers, considering policy, and evaluating options.

Since the beginning of my career, I have developed and refined several strategies to deal with a range of operational scenarios. These have been developed by training, learning, and reflection over time. This has allowed me to develop specific leadership strategies for specific operational scenarios. The first being high-risk incidents, my strategy for this is authoritative in order to be assertive and direct, with the aim to provide clarity and minimise confusion in a high-risk scenario with a lot of pressure. Referring back to Fielder’s Contingency Theory (1967), in high-risk, dangerous scenarios, it is most effective and key to have a task-oriented approach. Further to this, reflecting back to the beginning of my career, I often struggled to be assertive and direct, which led to a negative impact on dealing with incidents, however, as I have gained experience over time, my ability to do this has greatly improved and can now use this leadership style appropriately.

Furthermore, when working with partner agencies such as Social Services, Security at a large event, etc, I use a transformational leadership approach as a collaborative approach. This is crucial where fostering shared objectives and the ability to motivate and empower are needed. This allows for a great working strategy and good collaboration in order to secure the best possible outcome for an incident. Deng et al (2022) state that transformational leadership has been found to have a positive impact on numerous important outcomes such as performance, work engagement, and motivation. Their findings also demonstrated transformational leadership's significant role in leadership outcomes and provide a strong reason for continuing efforts to better understand how to encourage and develop it, therefore this is a key leadership style that can be used by officers of any rank and a key style that I use frequently in my role.


In my policing career, I have been required to shift leadership styles in response to varying operational demands, ranging from high-risk incidents to community engagement events. One particular incident was an incident I attended as a report of a 3-vehicle crash with persons trapped. During this, I adopted an authoritative leadership style, which is consistent with the ‘telling’ style of situational leadership. The incident was a high-risk which required rapid decision-making, direct commands, and strict adherence to procedures due to the condition of the persons involved, who needed immediate medical care. The use of transformational leadership was also essential due to other agencies of the Ambulance and the Fire Service being involved; therefore, it was key to have collaboration between all agencies to secure the best outcome for the incident. This approach ensured clarity by giving direct commands and being direct as to what is needed and to where, as well as allowing for collaboration and efficient team-working between all involved. It also allowed the team to function effectively under pressure. From referring to Fielder’s Contingency Theory, this leadership style and the ability to control the situation aligned well with the task-oriented needs of the scenario, enhancing its success. 

Another incident was a 999 call I responded to of a domestic violence incident involving a victim and her ex-partner with a known history of violence, whereby he had assaulted her at the address. As I was the more experienced officer who attended with a student officer at the time, I ensured that while en route to the call, I utilised a transformational leadership approach, being more coach-oriented to the officer I was with, offering support and guidance, and setting a strategy. Upon arrival, the suspect was aggressive towards myself and my colleague as well as to the victim. I used an authoritative leadership approach to have a directive style to maintain the safety of all persons present and to ensure clear instructions were given to the offender. This is consistent with the ‘telling’ style of situational leadership. I also ensured that I was utilising the National Decision Model (NDM) as set out by the College of Policing (2013), where I decided to prioritise the arrest of the offender, ensuring that threat, risk, and harm were assessed, and to ensure safeguarding was in place for the victim. Once the offender had been arrested and removed from the address, my priority then switched to the victim. I adopted a transformational leadership approach to become more “people-centred”, focusing on empathy and her welfare. Following this, when assisting a student officer with their first suspect interview of the offender, I utilised a transformational leadership approach, being more coaching-oriented, offering support and feedback as well as encouraging reflection. From this, I demonstrated flexibility by changing from an authoritative approach to transformational, aligning with Hersey and Blanchard's Situational Leadership Model (1996) as well as Rachmand’s Leadership Flexibility Theory (2024), where I was able to effectively adjust my approach and strategy based on the situation to secure the best outcome. 

Recognising when and how to change leadership style is crucial as part of being a police officer. In dealing with this incident from start to finish, there were several points where I had to change my leadership approach. In this incident, the most significant change was following the offender's arrest and removal from the address. Following this, and the threat, risk, and harm being reduced significantly, my primary attention was on the victim, who required safeguarding, and to obtain the necessary evidence. Therefore, it was essential to move from a direct, authoritative approach to a transformational approach to focus on empathy and her needs. 

This essay has critically reflected on policing incidents I have been involved in and evaluated my ability to change leadership styles depending on the situation. Through the use of a range of leadership styles, such as situational, authoritative, and transformational, I was able to effectively deal with a high-risk incident by recognising and adapting to a leadership style that is most appropriate for the situation. Leadership in policing is situational, and officers must have the ability to be flexible in their styles and strategies. Models such as the Hershey and Blanchard’s Situational Leadership Theory, Rachmand’s Leadership Flexibility Theory, and Fielder’s Contingency Theory offer crucial guidance; however, it is up to the leader to be able to apply the context flexibly. My ability to recognise when to adapt to a different leadership style and to be able to adapt is crucial to be part of policing and to be an effective leader, as detailed in the Leadership Flexibility Theory. As I continue to develop in my career and as a leader, I remain committed to adaptive leadership strategies that ensure safety and the best outcome for dealing with policing incidents.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

The transition from just completing initial training to being a fully attested police constable is challenging; it is both complex and very developmental however, the completion offers a moment to reflect on growth, development, and performance. Over my three-year probation, mentoring and coaching have played a significant role in shaping my development, performance, and contribution to professional and organisational goals. This essay critically reflects on my probation and how these tools have benefited my development and performance, linking to key coaching and mentoring theories used within policing.

Mentoring in policing usually involves a more experienced officer of a tutor constable being the mentor, offering guidance, advice, and support to a less experienced colleague. Dahlberg and Bryars-Winston (2019) define mentorship as a professional working alliance in which individuals work together over time to support the personal and professional development, growth, and success of the relational partners through the provision of career and psychological support. The College of Policing (2023) also provides guidance on mentoring, stating that during mentoring, the focus is on career and personal development, that mentors possess a wide range of knowledge, skills, and that the agenda is set by the mentee, with the mentor providing support. Kram (1983) identified two primary functions of mentoring: providing psychological support and career development. As part of my mentoring period, following my initial training, I spent the first three months with my tutor constable, where we worked with each other daily. During this, the dual support of psychological support and career development was crucial. My tutor constable ensured that they explained policies and procedures, as well as demonstrating procedures to myself, such as arrests and interviews, along with helping with the process of the emotional toll of operational experiences, such as sudden deaths. By observing and learning from a more experienced officer, I gained insights and knowledge to enhance my development and my career, which formal training alone could not provide. 

Starr (2016) defines coaching as a conversation or a series of conversations that influences someone's understanding, learning, behaviour, and progress. As part of my coaching experience, this was through conversations I would have with my supervisor, during six-monthly reviews, which allowed for reflection to develop skills. One particular example was that I struggled with suspect interviews, as I had no experience in carrying them out. My supervisor supported me in exploring practical strategies, such as watching suspect interviews and allowing me to interview suspects, helping me to expand on my skills and knowledge. Magny (2021) details several benefits to coaching within policing, including that it can improve an officer's emotional intelligence, can identify and develop future leaders, leading to a positive change to create a higher performing organisation, as well as creating and sustaining an organisational environment valuing trust, legitimacy, and continuous development. This shows the positive impact that coaching can have on an organisation, particularly in policing, and the essential need for it to ensure that the role of a police officer remains trusted and there is the opportunity for continuous development.

Mentoring and coaching during my probation have also helped me meet personal, professional, and organisational goals. Personally, I aspired to be a confident, knowledgeable officer capable of managing high-pressure scenarios with strong integrity. One of my personal goals was to become more confident, and this was something that both myself and my mentor agreed upon. This was done by my mentor, allowing me to take the lead for an incident, which over time boosted my confidence, and now I can confidently speak to people and deal with incidents. This was also enhanced by increased competence, by studying and practicing, my knowledge and competence in subject areas increased; therefore, I was confidently able to deal with incidents. Similarly, I wanted to build my emotional resistance to trauma, mentoring from an experienced officer and guidance helped me to understand and apply trauma-informed coping strategies, of which the College of Policing (2022) sets out guidance for trauma interventions and symptoms to be aware of such as becoming hyper-alert, jumpy, avoiding people etc. This has allowed me to improve my psychological well-being by making me aware of what support is available and when to access it.

Professionally, I wanted to become more skilled with investigations, including case files. Doran (1981) developed SMART Objectives, which introduced a specific, measurable, assignable, realistic, and time-related method for writing effective, manageable goals. I used this method to set a manageable goal for case file understanding, and from mentoring my tutor, I was able to gain a deep understanding of case files and the varying types, which was assisted by reviewing past case files my mentor had completed. Coaching also assisted with this by having conversations with my supervisor about development. I requested that I could have occurrences where a case file needed creating, so I could gain that experience as well as attending courses such as a Disclosure Course and training days on case files. This learning approach has allowed me to develop a greater understanding and significantly expand on my knowledge of case files, whereby I am now able to complete a case file with ease. Furthermore, from mentoring, I gained a greater understanding of decision-making models such as the National Decision Model (College of Policing, 2013). This was due to my mentor encouraging me to refer to it during incidents, particularly high-risk/high-intensity scenarios, and to carry out a debrief after referring to the model, allowing for greater situational application and knowledge of the use. My professional growth was also enhanced by role modelling, such as colleagues offering advice on work-life balance, resilience, and guidance, allowing me to enhance my development in all aspects. 

From an organisational perspective of goals, mentoring and coaching within my probation supported the College of Policing’s Competency Values Framework (CVF) as set out in 2024. Interactions with my mentor and in coaching embedded the values of respect and empathy; by respecting the support and guidance they are given me as well as courage by ensuring I am accountable for my actions and owning up to mistakes and being open and responsive to scrutiny which allows me to understand my mistakes and learn from them to become a more competent officer. Coaching and mentoring also reinforce the competencies of the CVF, such as collaboration, taking ownership and supporting, and inspiring. Particularly during debriefs with my mentor following an incident, by reflecting back on my decision-making and my choices, I was reinforcing the principle of taking ownership.

Mentoring and coaching during my probation allowed for continuous learning and development. Referring to Kolb’s Learning Model (2014), also referred to as the Lewinian Experimental Learning Model which the hypotheses act as a guide to create new experiences. From this, I have learned through reflection by experiencing all four stages of the model: concrete experience by responding to an incident, reflective observation by carrying out a post-incident debrief, the formation of abstract concepts by completing a discussion with my mentor about what went well and what didn’t and active experimentation by applying the learning and insights in future incidents.

My development in the workplace was also enhanced through ongoing feedback and supervision. By having ongoing reviews with my mentor during my initial mentorship period and reviews with my supervisor throughout the remainder of my probationary period, the feedback from colleagues was invaluable. These reviews provided a space for growth without judgment and to provide areas of development. During these, the STAR Model was useful, with the S referring to a specific situation, T being the task itself, A being the action taken, and R being the result (GOV.UK, 2017). The STAR Model is a very useful reflective practice model as it allowed me to describe the situation and the task that was required, then explaining and justifying the actions taken and explaining the result, which was followed by feedback being given by my supervisor, further enhancing my development by identifying areas of improvement where needed.

Over time, I have also seen performance improvements. I have been commended by fellow officers for my progression and the competence I have gained. I have seen an increase in positive outcomes of crimes I have progressed with, there being more charges leading to better victim care and satisfaction. I have also been trusted with more responsibility by my supervisor, due to the competence and experience I have gained from mentoring and coaching, and I have been trusted with more complex tasks, as well as having the responsibility of leading new student officers when required. This has also helped my development as the student officers may possess knowledge on a topic, which my knowledge may have been limited in, further enhancing my development and learning in that subject area. Coaching has also allowed me to identify gaps in my knowledge and develop SMART Objectives (Doran, 1981) to gain that knowledge that can make me a more competent, efficient officer.

Feedback was essential to this growth and my development to becoming a competent and knowledgeable officer. I frequently sought to seek feedback from my mentor as well as colleagues on my team to ensure that my work was accurate and efficient. I was open to criticism and accepted any feedback willingly with respect and understanding, as this was key to my development and progression. I also gave constructive feedback when able, particularly when working with and supporting newer colleagues on my team. I would ask them to use the STAR Model or Kolb’s Learning Model following an incident to allow for reflection, and I would provide feedback on what went well and what would need improving. From recent research I have carried out, I have gained an understanding of the SBI Model. This model stands for Situation, Behaviour, and Impact (Centre for Creative Leadership, 2022). This model allows for constructive feedback in a clear and objective manner. It is something that I will use in the future to provide specific and actionable feedback.

Over my three-year probationary period, mentoring and coaching has been crucial to my personal and professional development. Mentoring has supported my evolution to a professional, competent officer as I have been offered long-term guidance, emotional support and the knowledge and skills of being a competent officer. Coaching has allowed me to reflect on incidents leading to continuous development by expanding upon my skills and knowledge in specific subject areas. Through the use of reflective practice models such as Kolb’s Learning Model and the STAR Model, I was able to reflect, learn and implement what I had learned effectively. These reflective tools helped me align with my personal, professional, and organisational goals, which I set out and what is expected of me, such as in the Competency Values Framework. As my career progresses and I transition out of my probation, I will remain committed to reflection and coaching in order to continue to enhance my development as a police officer.
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