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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 in the United Kingdom plays a crucial strategic role in professionalising policing. By setting standards, providing training, conducting research, and promoting best practices, the College aims to elevate the quality and effectiveness of policing across the country. In this critical evaluation, I will delve into the College's strategic role and its impact on shaping modern policing, with a focus on its alignment with the Strategic Policing Requirement (SPR), Policing Vision 2025, Workforce Transformation 2018, and its own five-year strategy.

One of the primary functions of the College of Policing is to establish professional standards for the police force. Through the creation of frameworks such as the National Policing Curriculum and the Code of Ethics, the College ensures that all officers adhere to a set of principles that govern their behaviour and actions. This standardised approach promotes consistency and integrity within the police force, creating public trust and confidence. The SPR outlines the government's expectations for policing capabilities to address national security threats and ensure public safety. It emphasises collaboration, innovation, and the use of technology to enhance policing effectiveness. The College of Policing's strategic role lies in ensuring that its initiatives and training programmes equip officers with the necessary skills and resources to meet the demands of the SPR.

Furthermore, the College oversees the training and development of police officers at all stages of their careers. By offering a wide range of courses and qualifications, from entry-level training to specialised advanced programs, the College equips officers with the necessary knowledge, skills, and competencies to perform their duties effectively. This emphasis on continuous learning and professional development is essential for keeping pace with evolving crime trends, technological advancements, and societal changes.

In addition to setting standards and providing training, the College of Policing engages in research to identify and disseminate best practices within the field of policing. Through partnerships with academic institutions, government agencies, and international organisations, the College conducts studies on various aspects of policing, ranging from crime prevention strategies to procedural reforms.

The College of policing states that, “we use evidence-based knowledge in everything we develop,” College of Policing 2024, and by combining practical evidence and expert insights, the College produces guidance, toolkits, and recommendations that help police forces improve their operational effectiveness and organisational efficiency. For example, research conducted by the College on community policing approaches has led to the development of tailored strategies for engaging with diverse communities and addressing localised crime problems.

One particularly popular strategy derived from research is the Problem Oriented Policing Strategy (POP). The College of Policing describe Problem Oriented Policing as “an approach to develop targeting interventions, rather than an intervention itself.” College of Policing 2024.

The POP approach is one which I am largely familiar with as it is a strategy I have used to tackle a persistent problem I have faced during my short career as a front line police officer. I have used it to tackle frequent neighbourhood disputes within a block of flats. Whilst using this POP strategy, I implemented to “SARA” model to assist me in tackling this issue. This model contains four stages which begins with the “scanning” stage. This is where I identified and prioritised any potential crime and disorder that was occurring in this situation. It was at this stage where I identified that an offence of harassment could be committed if the behaviour of one of the neighbours continued. Secondly, “Analysis” is required to identify any underlying causes of the issue at hand. On this occasion, the lack of communication between the set of neighbours and the lack of understanding on how the behaviour of the neighbours was affecting the other neighbour was also an underlying issue. The next stage would include the “Response” to the issues identified in stage two by inputting some preventative work to stop the issues escalating any further. In this instance, a meeting was set up with the neighbours, which I facilitated and acted as a mediator to allow each neighbour to articulate their concerns with each and to develop a way forward to be able to live in the same area harmoniously. The final stage in this process is the “Assessment” and this is where I measured the impact of my response to the issue and if my actions had provided a positive outcome or if I needed to make any changes to my response in order to gain the desired outcome. On this occasion, no further amendments to my response were required and the issues between the neighbours dramatically reduced and the likelihood of any offences being committed also diminished. 

Another critical aspect of the College's strategic role is the promotion of professionalism and ethics within the police force. By championing values such as integrity, accountability, and impartiality, the College fosters a culture of ethical conduct and responsible decision-making among police officers.
Through initiatives like the Code of Ethics Awareness Week and the Ethics and Integrity Learning Programme, the College raises awareness about ethical dilemmas and provides guidance on how to navigate complex situations ethically. This emphasis on moral and ethical leadership is essential for upholding public trust and legitimacy, particularly in the face of scrutiny and criticism.

The College's strategic objectives are aligned with broader policing frameworks and initiatives, such as the Strategic Policing Requirement (SPR), Policing Vision 2025, and Workforce Transformation 2018. These frameworks provide overarching goals and priorities for the police force, guiding the College's strategic direction and operational focus.

Policing Vision 2025 sets out the future direction of policing in the UK, emphasising a shift towards prevention, collaboration, and community engagement. It highlights the importance of professional development, diversity, and technology in shaping the future of policing. The College of Policing is instrumental in realising this vision by providing leadership, training, and research to support the transformation of policing practices.

The Workforce Transformation 2018 initiative aims to modernise the police workforce to adapt to changing societal needs and technological advancements. It promotes diversity, leadership development, and the adoption of evidence-based practices within police forces. The College of Policing supports this initiative through its training programs, accreditation schemes, and research efforts aimed at enhancing professionalism and effectiveness.

The College of Policing's five-year strategy outlines its priorities and objectives for improving policing standards and capabilities. It focuses on enhancing professional development, knowledge sharing, and organisational effectiveness within police forces. By collaborating with stakeholders and leveraging research, the College aims to drive continuous improvement and innovation across the policing profession.

While the College of Policing plays a crucial role in professionalising policing, there are areas that require critical evaluation. Firstly, the effectiveness of its training programs and accreditation schemes in equipping officers with the necessary skills and knowledge should be rigorously assessed to ensure they align with the demands of modern policing.

Secondly, the College's approach to promoting diversity and inclusion within the police workforce needs to be evaluated to address systemic issues of discrimination and underrepresentation. Efforts to recruit, retain, and develop a diverse range of talent must be supported by concrete measures to create an inclusive organisational culture. The College of Policing already has strategies in place to promote inclusion and diversity such as the Police Race Action Plan and The Positive Action Recruitment Guide.

The Police Race Action Plan “aims to address, disparities affecting black people and lower levels of trust and confidence in the police among some black people.” College of Policing 2024.

The Positive Action Recruitment Guide has been developed to create equality of opportunity as it has been identified that, “Structures in our Society mean that not everybody starts from the same position. There may be barriers that prevent people from achieving their potential.” College of Policing 2020.

Furthermore, the College's engagement with frontline officers and police leaders should be evaluated to ensure that its strategic initiatives are informed by practical insights and feedback from those on the ground. Collaboration and consultation with stakeholders are crucial for identifying emerging challenges, best practices, and areas for improvement.

As a police officer in my final year of probation, I am actively working to fulfil the role of a modern professional in accordance with the standards and values set forth by the College of Policing. Through ongoing training, practical experience, and reflective practice, I strive to embody the principles of integrity, professionalism, and community engagement in my daily work.

One way I demonstrate my commitment to professionalisation is by staying up-to-date with the latest developments in policing through continuous learning and skills development. Whether through attending training courses, participating in online seminars, or seeking mentorship from experienced colleagues, I am constantly seeking opportunities to enhance my knowledge and competencies.

Also, I prioritise ethical decision-making and accountability in all aspects of my work. By adhering to the Code of Ethics and organisational policies, I ensure that my actions are guided by principles of fairness, impartiality, and respect for human rights. This commitment to ethical conduct is essential for earning the trust and confidence of the communities I serve.

Furthermore, I actively engage with community members to build positive relationships and address their concerns. By participating in community events, conducting outreach initiatives, and collaborating with local stakeholders, I strive to foster a sense of trust and cooperation between the police and the public. This community-oriented approach is aligned with the College's emphasis on building legitimacy and public confidence in policing.

Reflecting on my final year of probation, I have witnessed a significant evolution in my role as a police officer. Initially, my focus was primarily on learning and mastering the basic skills and procedures required for the job. However, as I gained experience and confidence, I began to take on more complex tasks and responsibilities.
Throughout my probationary period, I have been challenged to adapt to new situations, make split-second decisions, and work collaboratively with colleagues from diverse backgrounds. This experiential learning process has been instrumental in shaping my professional identity and strengthening my capabilities as a police officer.

In addition, I have observed firsthand the importance of continuous improvement and innovation in policing. Whether through adopting new technologies, refining operational tactics, or embracing community-centred approaches, I have seen how proactive and forward-thinking strategies can lead to more effective outcomes.

To conclude, the College of Policing plays a vital strategic role in professionalising policing in the U.K. Through its efforts to set standards, provide training, conduct research, and promote ethical conduct, the College contributes to the development of a skilled, ethical, and accountable police force. It aligns its efforts with the SPR, Policing Vision 2025, Workforce Transformation 2018, and its own five-year strategy. While it has made significant progress in enhancing standards and effectiveness, there are areas that require ongoing evaluation and improvement. By addressing these challenges and continuing to innovate, the College can contribute to a more professional, accountable, and community-oriented approach to policing in the UK.  As a police officer in my final year of probation, I am committed to upholding these standards and values, and I am continuously striving to fulfil the role of a modern professional in service to my community.

(1,845 words)
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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:

In the digital age, social media has emerged as a powerful tool for police forces across the country to inform, engage, and promote policy initiatives within the community. This essay critically evaluates the effectiveness of social media platforms in achieving these objectives from a policing perspective. 
 
Social media provides police forces with a direct channel to disseminate information to the public in real-time. Platforms like Twitter, Facebook, and Instagram enable police departments to swiftly share updates on ongoing investigations, crime trends, and safety alerts. However, the effectiveness of social media in informing the community depends on factors such as the reach of the platform, the credibility of the information shared, and the engagement of the audience. While social media can efficiently reach a wide audience, there is also the risk of misinformation spreading rapidly, potentially undermining public trust in police. 
 
Engagement on social media involves fostering two-way communication between the police force and the community. Through platforms like Twitter chats, Facebook live sessions, and interactive polls, police forces can solicit feedback, address concerns, and build relationships with community members. Effective engagement can lead to increased transparency, improved community relations, and enhanced public cooperation in crime prevention efforts. However, maintaining meaningful engagement requires consistent effort, responsiveness, and sensitivity to diverse community perspectives. Furthermore, there is a challenge in ensuring that social media interactions translate into tangible actions and outcomes in addressing community needs and concerns. 
 
Social media serves as a platform for police forces to promote policy initiatives aimed at enhancing public safety and addressing social issues. Whether it's campaigns to combat domestic violence, raise awareness about drug abuse, or promote traffic safety, social media enables police forces to reach a broad audience and mobilise support for policy measures. Moreover, social media analytics can provide valuable insights into public sentiment, allowing agencies to refine their messaging and strategy for maximum impact. However, the effectiveness of policy promotion efforts on social media depends on factors such as the clarity of messaging, the alignment with community priorities, and the credibility of the sponsoring agency. Additionally, there is a risk of policy initiatives being perceived as superficial or tokenistic if they are not accompanied by meaningful action and follow-through. 

In my police force, Gwent Police, the vision is “To protect and Reassure” (Gwent Police 2023) communities and bringing this vision to life via social media should fulfil a policing purpose. As the force policy clearly states, “whenever an individual uses social media for or on behalf of Gwent Police, that use must, have a policing purpose that is in line with one of more of the core aims of or social media use,” and “reflect the force’s core mission to protect and reassure” NOYES 2022. The core aims of social media use, a detailed by the force’s policy include, to “Achieve a tactical or Operational Objective, To Change or Influence the Behaviour of our Communities for the Better and to Build Capacity and Trust within our Communities” NOYES 2022.  

In my experience as a front-line officer, I have often had to use social media as a strategy within my investigations. These investigations can include appeals for Missing People or appeals to identify offenders in incidents where a crime has been committed. My social media use has always been in line with force policy as it is always involving a policing purpose.

My use of social media within policing has primary involved investigations around missing persons. When a person is initially reporting to police as missing, there are various enquiries that must be initially conducted. A search of the home address and information gathering from friends and family would be enquiries conducted as a priority. As part the of this information gathering, it would be established if the missing person held any social media accounts, and this would lead to monitoring of such accounts which could provide further information on the missing person’s whereabouts.

In addition to monitoring the missing persons’ social media account, the police force’s social media account was used to publish a social media appeal so that information can be shared quickly and that any potential responses could also be received quickly and enquiries leading from this process could be conducted. In line with the force’s social media policy, this investigative tactic was used to achieve an operational objective and with a policing purpose.

Information such as, name, appearance, age and the last reported sighting is shared with the public.

As a result of this information being shared, responses from the public assisted in locating the missing person and therefore, they were returned home safely. A welfare check would then be conducted as it is important to identify any underlying issues they may be experiencing, and these could be supported by partner agencies to prevent these kinds of incidents from recurring.

The force’s social media account is then used again to inform the public that the missing person had been located and thus, again adhering to the ethos of the force in “reassuring” the public as this kind of feedback is invaluable in building trusting relationships and rapport with the community.

There are numerous social media platforms that can be used to engage and inform the community. Some of the most popular social media platforms include Facebook, Twitter and Instagram. Consideration should be made into which platforms are most popular, in addition to ease of use when making the decision to publish information on such platforms.

A survey conducted by Surrey Police in 2018, which spanned a three-month period, collated data including most popular social media platform, which platform obtained highest engagement and statistics around the age of which some of its respondents.

The survey concluded that Facebook was the most popular social media platform where there were 15,839 responses to the survey, which is almost double that of the 8,606 responses received via Twitter. Instagram proved to be least popular in terms of responses received with just 1,270.

Although the survey question relating to age was not a mandatory, a large proportion of participants disclosed their age which revealed that the most popular age range of respondents were those aged between 45 and 54 in relation to responses via Facebook and Twitter. Respondents between the ages of 25 and 34 were most popular when using Instagram.

One positive outcome from this survey was that it discovered that the majority of those who responded via Facebook and Twitter stated that they had no links with policing which indicates that they are members of the general public, and this evidences that engaging with the community via social media is an effective form of communication.  

This survey shows that whilst it is important to use a range of social media platforms to reach a varied cross section of the public, it is also important to prioritise which social media platforms to use to ensure that the messages and information that is being delivered is received by as wide an audience as possible.

The evidence from this survey clearly shows that Facebook is the most popular social media platform being used in policing.

Although there are many benefits in the police using social media platforms to communicate with the public, this form of communication can also come with risk and the police leaving themselves open to criticism.

One of the major benefits of social media use is clearly the fact that information can reach a large audience in a very short amount of time. Therefore, the ability to obtain information and intelligence is very much supported by the use of social media. The speed at which information can be delivered to and received from the community can often be a crucial advantage in the investigation of crime and other such incidents. The Police Foundation report that, “Every interaction with the internet leaves a trace” and that “Police officers from various forces across Europe report that in many cases criminal information can be found online that without social media would have required a much greater investigative effort or would not have been available at all.” Police Foundation 2014

Building rapport and trusting relationships with the community is also another important factor in social media use. This building of trusting relationships goes all the way back to Robert Peel’s principles of policing where he says, “To maintain at all times a relationship with the public that gives reality to the historic tradition that the police are the public and that the public are the police.” This was one of Peel’s 9 Principles of Policing which makes up the term, policing by consent. Positive use of social media can contribute to a positive relationship with the public and therefore build upon Peel’s notion of Policing by Consent. 

Use of social media can also promote positive engagement with the police, allowing the public to feel connected to the police and that they are an accessible organisation.

Again, as previously discussed, despite there being many rewards of social media use, it can also come with risk. Getting the tone right in relation to social media use is extremely important as this can impact how the information is received by the public and passed on. The Police Foundation report that, “posts which appear to be of limited practical benefit can leave the public with the impression that the police could be spending their time more fruitfully.” The Police Foundation 2014. Frequent use of social media can also raise expectation within the public. As The Police Foundation explain, “the public comes to expect immediate responses to requests for information or updates on ongoing investigations.” The Police Foundation 2014. These expectations can be difficult to manage, particularly when it comes to resources available to respond to such demand.

 Social media offers police forces unprecedented opportunities to inform, engage, and promote policy initiatives within the community. However, realising these benefits requires a strategic approach that prioritises credibility, responsiveness, and authenticity in digital communication. While social media can amplify the reach and impact of policing efforts, it is essential to recognise its limitations and challenges, including the risk of misinformation, the need for sustained engagement, and the imperative of translating online interactions into tangible outcomes in the real world. Ultimately, the successful integration of social media into policing practices hinges on its ability to foster trust, collaboration, and mutual respect between the police force and the communities they serve. 

(1,801 words)











Task 3

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


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

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

Flexibility in leadership style is crucial for effectively managing diverse teams and navigating complex operational situations in policing. As a police officer, I have encountered various scenarios that require adaptability and versatility in leadership approach and having been tasked with managing diverse operational situations, the ability to adapt and employ various leadership styles is paramount. In this critical evaluation, I will discuss my flexibility in leadership style and analyse the strategies I have developed to manage different operational situations, drawing upon leadership models commonly used in policing.

Before delving into my own leadership strategies, it's important to understand some of the leadership models more commonly used in policing. One such model is the Situational Leadership Theory (SLT), developed by Hersey and Blanchard, which suggests that effective leaders adapt their leadership style based on the readiness level of their followers. Kenton writes that “The Hersey-Blanchard Model suggests no single leadership style is better than another. Instead of focusing on workplace factors, the model suggests that leaders should adjust their techniques to those they lead and their abilities.” Kenton 2023. Another relevant model is Transformational Leadership, which emphasises inspiring and motivating followers to achieve common goals through vision, charisma, and intellectual stimulation. Ugochukwu reports that, “Transformational leadership inspires positive changes in those led and is invested in the success of every single member involved in the process.” Ugochukwu, 2024
Leadership styles vary from authoritative to democratic, situational to transformational, each suited to different circumstances. In the realm of policing, where situations can range from routine patrols to high-stakes crisis interventions, a leader's adaptability becomes indispensable.

In situations requiring quick decision-making and clear direction, an authoritative leadership style proves effective. As a police officer, there are instances where decisive action is necessary to maintain order and ensure public safety. For example, during emergency responses or when dealing with imminent threats, such as violent domestic abuse incidents or violent acts of disorder in the city centre, adopting an authoritative stance can streamline operations and inspire confidence among team members.

Despite my relatively short length of service, and although I have yet to experience leadership in the way of formally managing and leading a team underneath me, I understand the College of Police’s view that, “Everyone in policing has a leadership role, from new recruit to chief officer.” College of Policing 2023. There have been many times, where I have had to show differing leadership skills on a smaller scale when it comes to managing different situations alongside colleagues. 

On numerous occasions I have had to use the previously mentioned authoritative approach to mitigate the risk in any given circumstance. During one incident, I was called to an emergency where an intoxicated male was behaving in a violent manner towards his partner. On arrival at the scene, I, alongside the officer accompanying me, were met by this aggressive male and it was plain to see that he was heavily intoxicated. My colleague attempted to use tactical verbal communications to calm the male down however, I quickly identified that these tactics were not going to prove successful due to the male’s demeanour. The male was quickly walking towards us, in an aggressive manner, and I therefore, took the decision to deliver a pre-emptive strike to prevent the male from causing injury to myself or my colleague. I used my verbal communication skills with my colleague to request they assist me in securing the male in to handcuffs, again to prevent the male from either escaping or causing injury to us or anybody else in the area.

Conversely, democratic leadership fosters collaboration and empowers team members to contribute ideas and solutions. In community policing initiatives or neighbourhood outreach programs, soliciting input from officers and engaging with the community in decision-making processes can enhance trust and promote long-term cooperation. This approach is particularly valuable in building partnerships and addressing underlying issues contributing to crime.

Recognising the dynamic nature of police work, a situational leadership approach allows for flexibility in response to varying circumstances. Assessing the readiness and capabilities of team members, and adjusting leadership styles, accordingly, ensures optimal performance. For instance, when dealing with a crisis situation, such as a hostage negotiation, leaders may need to exhibit a blend of authoritative control and empathetic communication, adapting their approach based on the evolving dynamics of the scenario.

In fostering organisational change and driving innovation, a transformational leadership style can inspire and motivate individuals to exceed expectations. As a police officer, implementing reforms within the department or spearheading initiatives to address systemic issues requires visionary leadership. By articulating a compelling vision, fostering a sense of purpose, and nurturing talent, transformational leaders can effect positive change and elevate the overall effectiveness of the police force.

As previously mentioned, I am yet to experience using different leadership styles as a leader of a team. However, I have worked under a line manager who I would consider as a transformational leader. This particular line manager, implemented reforms amongst my colleagues and I articulated their vision for the team clearly and nurtured talent. I worked under this line management during the very early stages of my career, and they were instrumental in enabling me to identify my strengths but to also establish what areas of improvement there were for me. This line manager most certainly effected positive change amongst the team and elevate our overall effectiveness which was evidenced within data from a performance review which was fed back by chief officers.

To manage a range of operational situations effectively, I have developed several leadership strategies that draw upon different leadership models and principles.

In routine operations, I empower my team members by delegating tasks and responsibilities based on their individual strengths and expertise. This not only enhances their sense of ownership and autonomy but also allows me to use their unique skills to achieve operational objectives. I use this leadership technique during planned operations where roles and responsibilities can be allocated in pre-planned briefings, rather than in the middle of a live incident.

Effective communication is paramount in policing, especially during critical incidents where clear and timely information can mean the difference between success and failure. I prioritise open and transparent communication channels, ensuring that vital information is shared among team members and relevant stakeholders in a timely manner. I have always felt that my communication skills are excellent. I also share accurate information quickly and concisely and always listen to feedback from my colleagues and am always willing to work as a team and make decisions as a team.

Flexibility is key when dealing with dynamic and unpredictable situations. I remain adaptable and open to change, adjusting my leadership approach as circumstances evolve and new challenges emerge. This may involve shifting priorities, reallocating resources, or revising tactics to achieve the desired outcomes.

Policing can be emotionally and physically demanding, particularly in high-stress situations. During times where I act as a leader within the team, I am always conscious of the well-being and morale of my team members. This can be in the form of ensuring that member of my team is in the right frame of mind to attend certain calls, such as being first on scene to the death of a child or to a particularly nasty domestic incident, where attendance at such incidents could negatively impact the emotional wellbeing of my colleagues. By building relationships and rapport with colleagues, I have been able to identify and understand their personal characteristics and can make efforts to protect their wellbeing as often as possible. However, this may not always be the case due to resourcing difficulties and the need for an urgent response, it can often be difficult to “cherry pick” which calls officers attend. I am also adept at offering support, encouragement, and recognition for their efforts. I frequently offer praise when I feel an officer has conducted themselves in a courteous manner or dealt with a difficult situation in a professional way which has result in a positive outcome. I also regularly ‘debrief’ with colleagues and ‘check in’ with them so ensure that their mental wellbeing is positive following certain difficult incidents that we attend. This could be formally at the police station whilst still on duty or in a less formal setting by meeting up whilst of duty and discussing certain events which may have had a negative impact on someone’s mental health. I also remember to signpost colleagues to the mental wellbeing tools and schemes offered by the force to support their wellbeing. This is a helpful tool as some officers may feel uncomfortable talking to people they work with directly. These schemes allow officers to speak with professionally trained people who ensure confidentiality, and they can speak without fear of judgment or persecution. By fostering a positive and supportive work environment, I enhance team cohesion and resilience in the face of adversity.

There have been instances where I have had to adapt my leadership style to reflect changing circumstances, demonstrating my flexibility as a leader. For example, during a large-scale protest that unexpectedly escalated into violence, I initially employed a participative leadership approach, encouraging dialogue and negotiation with the organisers to de-escalate tensions.

However, as the situation deteriorated and public safety became increasingly compromised, I quickly transitioned to a more directive leadership style, issuing clear commands, and deploying resources to restore order and protect member of the general public. By swiftly adapting to the evolving threat landscape and assuming a decisive leadership role, I was able to effectively manage the crisis and minimise the potential for further harm.

In another scenario, when confronted with a complex investigation involving multiple stakeholders and jurisdictions, I used a transformational leadership approach to inspire and motivate my team members. By articulating a compelling vision for the investigation, providing intellectual stimulation, and fostering a collaborative working environment, I empowered my team to overcome challenges and achieve breakthroughs in the case.

Flexibility in leadership style is essential for navigating the diverse challenges and operational situations encountered in policing. By drawing upon different leadership models and strategies, I have been able to adapt my approach to meet the evolving needs of my team and effectively manage a range of scenarios. Whether empowering and delegating tasks during routine operations or assuming a directive role in crisis situations, I remain committed to leading by example and fostering a culture of excellence and professionalism within the police force.

In conclusion, the efficacy of a police officer's leadership hinges on their ability to flexibly employ various styles in response to operational demands. By critically evaluating and evidencing one's adaptability in leadership, officers can effectively navigate the complexities of policing, inspire confidence among team members, and foster positive outcomes within their communities. As policing continues to evolve, cultivating flexible leadership skills remains essential for navigating the ever-changing landscape of public safety and ensuring the delivery of equitable and effective policing services.
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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:

As I conclude my three-year probationary period as a police officer, I find myself reflecting on the invaluable role that mentoring and coaching have played in my journey of learning, growth, and development. Throughout this period, I have benefited immensely from the guidance, support, and feedback provided by experienced mentors and coaches, both within the organisation and from external sources. In the dynamic and challenging landscape of policing, the role of mentoring and coaching cannot be overstated. As a police officer, the journey towards professional growth and effectiveness often hinges upon the guidance and support received from experienced mentors and coaches. In this reflective essay, I will critically examine the impact of mentoring and coaching on my personal, professional, and organisational goals, drawing upon relevant definitions, theories, and practices used in policing.


Mentoring and coaching are often used interchangeably, but they entail distinct approaches to supporting individuals in their personal and professional development. Mentoring typically involves a more experienced individual (mentor) providing guidance, advice, and wisdom to a less experienced individual (mentee), based on their own knowledge and expertise. Coaching, on the other hand, focuses on facilitating the learning and growth of the coachee through inquiry, reflection, and goal setting, with the coach serving as a supportive facilitator rather than an expert advisor.

My mentor came in the form of an on-shift tutor, who was also an active member of the team I joined when I was deployed out of training school. I would spend 12 weeks of my initial deployment period working solely with this mentor. They were an experienced officer who supported me through the day to days tasks and objectives required to undertake in my duties as a police officer. My mentor would also lead me through an evidence portfolio, which included a number of different situations and incidents I was required to involve myself in and become competent in such situations in order for me to be signed off as an independent policer officer following the 12-week period. Such incidents would include a Stop and Search procedure, where I would need to ensure that the Stop and Search was conducted under the correct laws and that the subject had their rights and entitlements explained to them lawfully. Other incidents could include managing conflict where I was required to evidence that I was confident in managing conflict situations, lawfully and proportionately.

Interactions with my assigned coach were through the medium of intermittent meetings, both face to face and online. During such meetings, reflective practice would take place where the incidents that I had been involved in were discussed and areas of success and areas of learning were evaluated. My coach would also set targets for me to complete by the time the next meeting would take place. These targets would include making myself more familiar to incidents that I had not developed much experience in handling. My coach was also supportive of any issues I may have which other member of my team, my team leader and my workload and providing me with guidance and advice on how to deal with issues I may have raised. 



Mentoring and coaching serve as invaluable tools in navigating the complexities of police work. In a profession where decisions can have profound consequences, the wisdom and perspective offered by seasoned mentors provide invaluable guidance. Moreover, coaching sessions facilitate the refinement of critical skills, fostering self-awareness and promoting continuous improvement. By leveraging the expertise of mentors and coaches, police officers can enhance their performance, cultivate resilience, and adapt to evolving challenges in policing.


Throughout my probationary period, mentoring and coaching have been instrumental in helping me meet a range of personal, professional, and organisational goals. Firstly, mentoring has provided me with valuable insights and perspectives from seasoned officers who have navigated similar challenges and experiences. By sharing their wisdom and expertise, my mentors have helped me develop a deeper understanding of policing principles, procedures, and protocols, enabling me to perform my duties more effectively and confidently. On a personal level, my mentor has supported me in developing a healthy work life balance and has supported me in the transition to working a shift pattern, including night shifts, as in previous employment, my work pattern was Monday to Friday, 9-5. This may seem a small adjustment to make, however when having a family to support and having an additional workload, in the form of completing a university degree, alongside learning the role of a police officer, this time management and work life balance is vital in my aim to be a successful police officer. The added pressure of the university degree has often been unbearable and often led me to feel that it was an unattainable achievement to make. However, through the support and mentoring from my mentor, including advice on time and workload management, I feel I have been able to manage the demand that all the aforementioned commitments present.


One of the primary benefits of mentoring and coaching in my role as a police officer has been the facilitation of personal growth and development. Through regular interactions with my mentor, I have gained insights into effective leadership strategies, conflict resolution techniques, and ethical decision-making frameworks. This decision-making framework is known as the National Decision Model (NDM) and is a vital tool in supporting police officers in making decisions within their day-to-day duties. Support from my mentor has supported me in developing my confidence in applying some of the principles of the National Decision Model, principles outlined by the College of Policing such as “Courage - making, communicating and being accountable for decisions, and standing against anything that could bring our profession into disrepute.” College of Policing 2024. These mentorship sessions have empowered me to reflect on my own strengths and weaknesses, identify areas for improvement, and set ambitious goals for professional development. Similarly, coaching sessions have provided me with tailored feedback and actionable recommendations to refine my skills and overcome performance barriers. As a result, I have become more confident, competent, and resilient in handling the diverse challenges encountered in policing.

Mentorship is of particular benefit to me as it my preferred method of learning. Mentoring, in the way of teaching and developing competent police officers, has striking similarities to Vygotsky’s theory of scaffolding and the concept of the Zone of Proximal Development theory.

The Zone of Proximal Development as described by Vygotsky, “is the distance between what an individual can achieve individually and what he or she is capable of accomplishing with more expert assistance.” Kamarudin et al., 2020

My preferred method of learning is observing how the task is completed by a more experienced practitioner, then attempting to complete such tasks with the support of my mentor/s, and whilst gaining more confidence, the support I receive is reduced. This method is supported by the concept of the Zone of Proximal Development where, “individuals learn best when working together with others during collaboration, and it is through such collaborative endeavours with more skilled persons that learners learn and internalise new concepts, psychological tools, and skills.” Kamarudin et al., 2020

Effective communication and interpersonal skills are essential components of policing, enabling officers to build trust, diffuse tensions, and de-escalate potentially volatile situations. Through mentoring and coaching, I have honed my communication abilities, learning to convey information clearly, empathetically, and persuasively. Furthermore, mentorship has provided me with opportunities to observe seasoned officers navigate complex interpersonal dynamics, gaining invaluable insights into effective conflict resolution and rapport-building strategies. By incorporating these lessons into my practice, I have been able to establish positive relationships with community members, colleagues, and stakeholders, thereby enhancing the overall effectiveness of my policing efforts.

Feedback is a critical component of the mentoring and coaching process, facilitating learning, growth, and improvement for both the mentee/coachee and the mentor/coach. As a mentee/coachee, I actively seek feedback from my mentors and coaches on my performance, seeking specific examples, constructive criticism, and actionable suggestions for improvement. I approach feedback with an open mind and a willingness to learn, viewing it as an opportunity to gain valuable insights and enhance my skills and competencies. These feedback sessions can be conducted in various forms. From the more formal setting of a scheduled meeting or via a more informal debrief following a particular incident. 

Maintaining the highest standards of ethical conduct and professional integrity is paramount in policing. Mentoring relationships have played a pivotal role in reinforcing these values, providing me with ethical guidance and moral support in navigating ethically challenging situations. Situations such as public disorder when race or gender may be an underlying issue. By working in the city centre, amongst such a culturally diverse community, it is inevitable that topics such as race, gender and other socio-economic issues will be things I have to deal with within my role. Mentoring and coaching has supported me in developing the skills required to deal with such incidents. By engaging in candid discussions with my mentors, I have been able to explore ethical dilemmas, examine alternative courses of action, and uphold the principles of fairness, justice, and accountability. In addition, coaching sessions have encouraged introspection and self-reflection, prompting me to align my actions with my core values and ethical commitments. As a result, I have developed a heightened sense of moral clarity and ethical discernment, enabling me to uphold the public trust and maintain the integrity of the policing profession.

In conclusion, mentoring and coaching have been instrumental in shaping my journey as a police officer, facilitating personal growth, enhancing professional skills, and reinforcing ethical values. By providing guidance, support, and feedback, my mentors and coaches have helped me navigate the complexities of the workplace, develop my skills and competencies, and achieve success in my role. Moving forward, I remain committed to leveraging the insights and lessons gained from mentoring and coaching to continue my journey of learning, growth, and excellence in policing.  
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