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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:

Policing in the modern United Kingdom can be a very challenging and difficult roles at times, with police taking on more workload from understaffed agencies, such as mental health and medical calls. Modern-day police officers also have some of the highest workloads and call demand that officers have ever been expected to deal with, along with new challenges of evolving crime and issues of staffing. Policing has also always had its fair share of criticisms and must stand up to ever increasing public scrutiny, which had led to a reduction in the proactivity of some forces (McCombs, 2019). In order to reduce incidents of poor policing and breaches of general policing practice, training within forces must be of the highest quality and somewhat standardised across England & Wales. This is one of the main roles of the relatively recently founded College of Policing, which took over from the preceding organisation of the National Policing Improvement Agency in 2012.

When the College of Policing was founded, it inherited all the training and improvement of general policing practice that its predecessor was responsible for (Gov UK, 2010). After taking over from the NPIA, the college has become solely responsible for aspects of police training and upskilling, however it does not usually directly train officers, instead it is responsible for setting the guidelines of training courses and delivering the topics within them. As aforementioned, policing is under increasing pressure and scrutiny from the public, with a hyperfocus on poor police performance or applications of controversial uses of force that always tend to be front page news (Morton, 2021). Strategically, this has a wholly negative impact of policing within the UK, as the policing model is policing by consent and the ever frequent negative headlines reduce public support of the police substantially. It has also been found, time and time again, that policing is “institutionally racist” and that some forces can have an especially toxic culture toward minority ethnic groups. 

As such, one of the College of Policing’s main strategic goals and ambitions, as outlined by them, is to “build trust and a fair culture.” (College of Policing, 2023). This goal also includes a race action plan, which sets out to create an anti-racist culture and mind-set, as well as changing mindsets within policing.  In order to evaluate the strategic role of the College of policing in professionalising the police force across the UK, it must be established what makes a police officer professional, along with the goals that the College has set out to achieve as well as how successful they have been in achieving those goals since its founding in 2012. As already established, the college’s main role is to support police development. The key areas they are focusing this development in are their five strategic ambitions, which are building trust and a fair culture, transforming police leadership, supporting career-long development and wellbeing, boosting core skills and strengthening innovation and implementing what works (College of Policing 2023). 

It is important to note that these are the goals the college has established from 2022 until 2026, so measuring how successful they have been in achieving these goals has a limitation due to the time that has passed. However, this aforementioned strategic ambition is not the only framework the College has set out, as they have also had a ten-year plan, namely the Policing Vision 2025 (College of Policing, 2019). Whilst this plan is also relevant in the critical analysis of the College, it has more of a focus on the police service’s action and their external policing, such as how they respond to and deal with incidents, rather than reforming the organisation internally.  

The College of Policing has impacted many forces in its hyperfocus on Evidence-based policing, which encourages officers and supervisors to use research and data to inform decision making, rather than a purely reactive policing style. This is especially useful in a neighbourhood policing context, as this style of policing allows for officers to take an action most likely to have a positive outcome from well researched data and leading to the application of problem-oriented policing. Through this application of evidence-based policing, the College of Policing not only professionalises the practice but has also attempted to promote a culture of continuous improvement and learning, which is directly linked to the policing vision of 2025 (College of Policing, 2019). The College of Policing has also had a direct impact on all police officers through the launch of the code of ethics, set out in 2014 (College of Policing, 2014). This code of ethics is at the absolute centre of every single officer’s decision making, through the use of the national decision model which has the code of ethics at the heart and centre of it. 

The national decision model has been a key area of use for me throughout my three years as a police officer, being utilised the entire way through. It has allowed me to make difficult decisions and justify those that may come under scrutiny. For example, one call I dealt with within my probation was a call for anti-social behaviour in a town centre by teenagers. During the process of dealing with the call, I found myself making the decision to arrest one of the teenagers involved for a breach of the peace due to his behaviour, with a working plan of taking him home and de-arresting him to remove the breach of the peace. However, whilst in the process of taking him home he made disclosures to myself about his treatment at home, meaning we had to then safeguard him. Whilst he was still technically arrested, he was allowed to speak to his girlfriend and have his phone, which is not usually allowed under normal procedure. However, these decisions were made using the national decision model and fully rationalised and justified by myself, as well as being ethical. 

This shows that the college of policing has had a direct impact on my personal professional judgement and decision making, whilst referencing the code of ethics set out by them. This indication is that the College has impacted by professionalism as an officer, linking into my progress as a professional police officer in my final year of my probation. The college has allowed me to make ethical decisions and be able to justify them fully, in an atmosphere where scrutiny is on an increase from both the public and supervisors within policing (Hanway and Hambly, 2023).  

The incident I experienced is also a good example of how my role has changed within my final year of probation. At the start of my tutorship, I was not confident in the majority of my decision making and would always seek advice from either my tutor or a more experienced officer to help guide me to make a decision. However, as I have progressed and developed as a professional officer throughout my three years, I have found that I have become much more confident in the decisions I make and have gained an ever-increasing understanding of what is required of me as a police officer. This is not as simple as it may seem however, as the general opinion that most people think of when it comes to the role of a police officer is crime-fighting and law enforcement. Whilst this is obviously true, Coleman and Norris (2000) tell us that officers undertake a much larger and varied role than just crime fighting, such as searching for missing children, passing on a death message to the next of kin, or even attending neighbourhood meetings. This shows the complex nature of an officer’s role, and highlights some of the difficulty I have experienced in my progression of attempting to understand my role. However, in my final year I feel I have become more flexible in my decision making and ability to resolve situations, in-line with the College of Policing’s workforce transformation 2018, which outlines a requirement for a more flexible and skilled workforce. It also highlights a need for officers to develop expertise in key areas, and during my third year I have had opportunities to work alongside specialist teams, such as Roads Policing Specialist Operations (RPSO) along with domestic abuse teams and CID. Whilst these attachments are authorised by Gwent Police, they are due to a direct push from the College of Policing to allow new officers to gain a wide range of understanding to how specialised the job can be and allow officers to gain the skillset necessary to carry out a wide range of actions that may be required on the job. I have also found that during my last year I have been able to attend many training courses and grow my expertise in areas such as fast roads training and medical courses. 

My development in my final year clearly links in with the strategic role of the College of Policing, and how I have developed into a professional officer. My exposure to specialist teams and the development of my personal career has been directly linked to the College’s role in deploying and developing their programmes of officer development, such as the policing vision 2025 which places emphasis on transforming policing to meet demands of a changing society (College of Policing, 2019), or their focus on the workforce transformation 2018, which as already mentioned reinforces the requirements for a high-skilled workforce (College of Policing, 2022). This transformation enables career progression such as a focus on the requirements for specialist teams and encouraging a culture of career-long professional development and growth. Clearly then, the College of Policing has directly impacted my development as a professional officer and has enabled me to develop my career in ways that I may not have been able to without the College of Policing. 

However, whilst the College of Policing may have helped me develop professionally in line with its strategic goals and objectives, that is not to say it is without flaw. Indeed, within a review published by the College of Policing (2022), it states that since the founding in 2012, many problems that were present at the time of founding are still present today, and in some cases worse. There is a clear difficulty in attempting to overhaul a 43 force regional model that is adopted by England and Wales and there is not always a one size fits all resolution to problems faced across the forces, and there is sometimes frustration that the College is not seen to benefit all those within policing and may not be useful to those in senior roles or on the frontline (College of Policing, 2022). 

The College of Policing clearly plays a vital role in professionalising policing in England and Wales, and sets out its requirements for high standards, promoting evidence-based policing practices and encouraging and supporting the growth of a culture of continuous professional development, as well as attempting to improve the image of policing to the public, attempting to expose the good work officers do in a time when public scrutiny is on the rise (Hanway and Hambly, 2023).  

Through the frameworks and models that the College of Policing attempts to implement across the police forces in the UK, I have seen my role as a police officer evolve and professionalise from one of observation and learning to one of a leader and action-taker, with a focus on developing my skills in specialised areas ready to advance my career into the next stage of my post-probationary period, where I hope to tutor and assist new officers by helping develop their careers, utilising training delivered by the College and putting it into practice. 
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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:
Modern-day policing has many challenges that face it, whether it be from increasing call demand, to a reduction in officers, to a huge increase in digitally enabled crime such as internet banking scams and large-scale cybercrime, there is clearly a hurdle to overcome for our police forces. However, whilst there may be new challenges to undertake, there are also new tools and methods available to forces to help combat these challenges, as well as assisting with community outreach amongst other areas. One of these tools is social media which has become impossible to avoid within the last ten years. As an ever-popular means of communicating with friends and strangers, police forces have not been blind to its benefits, attempting to utilise it as a powerful tool to engage with communities, share vital information and promote policy initiatives in ways never before possible. 

During my experience as a probationary officer, I have seen how social media both has benefitted and negatively impacted policing, offering opportunities as well as creating risks that were not of concern before the utilisation of social media as a new tool. Traditionally, public engagement was conducted in policing through community meetings, outreach programmes and media statements for serious incidents. Whilst these methods are still used, social media now provides an immediate and interactive channel for engagement, allowing officers to reach a broader audience in seconds, as it is estimates 70% of adults now use social media (Reuters, 2022). There is a clear benefit here, as such a large amount of people using social media allows forces to spread important messages quickly. This is one of the main applications that I have utilised throughout my career of policing, as when I have been dispatched to serious road traffic collisions there is sometimes a requirement to close a whole road which can have a major effect on traffic and peoples’ journeys. If this is likely to be the case for a prolonged amount of time, I will request for a social media request to be put out, whereby our social media communications team will then send out a post informing members of the public to avoid the area and prevent traffic buildup. 

This is not the only application of social media however, as it can also be utilised to attempt to reduce crime and be applied in line with the evidence-based policing model introduced by the College of policing (2024a). One such application was by West Yorkshire Police in 2022, under project spotlight which saw social media posts utilised to create a deterrence and reduce knife crime, having a successful impact and reducing total crime by 35% (College of Policing, 2024b). This shows how impactful social media can be in policing, as a 35% reduction in crime is a very large impact for such a small investment, as social media is not a high-cost tool and has next to no financial consideration when a post is sent out by a police force. 

Within my experience of policing, I have identified numerous different types of social media that my force has used to attempt to engage with the public. Most police forces within the UK utilise the mainstream social media platforms, including Facebook, Instagram, Twitter and YouTube, which can also be seen as a social media platform in some respects. These individual social media platforms have their own benefits when utilised separately, as each platform has a wildly different audience that can be reached by posting on each platform. This is seen in the survey conducted by Bailey and York (2018), as the age ranges from the survey on Facebook have a large completion rate between 45–54-year-olds, whereas Instagram’s highest audience was between 25–32-year-olds. Whilst every social media platform allows for police forces to get messages out directly to the public, clearly there is a difference in the type of people that are reached by social media, showing that forces must utilise all available media to reach the largest audience possible. 

Within the context of investigations, I have found social media to be an indispensably useful tool. One such case was during a report of an assault whereby two males had assaulted the victim in the high street in my local policing area. Whilst one of the suspect males was identified from the knowledge of the victim, the second one had not yet been identified and was also not known to the victim. Due to the severity of the assault, it was key that the second suspect male was identified and after exhausting all other options, I asked for authorisation to send the image from the CCTV of the suspect male to be sent out on social media to ascertain if anyone knew the identity of the male to allow for investigations to continue. As the request did not breach GDPR guidelines or the force policy around social media usage, this request was authorised and after a brief period, communication was received which led to the identification of the suspected male and his eventual arrest. This shows how affective social media can be as a tool in the modern policing world, as without social media it would’ve been unlikely that the suspect would’ve been identified, allowing a violent criminal to get away with the assault. This is known as social media forensics and is not an isolated event. Reuters (2022) tells us of an incident in Canada, whereby the murder of a young women, which had been a cold case for three years, was eventually solved leading to the conviction of her killer three years later. Again, this continues to show how useful social media can be as a resource to policing and how it should not be overlooked in its value to combat volume crime, not just internet facilitated crime. 

Whilst I have utilised social media myself to assist with investigations I have become apart of, I have also seen it used at an incredibly local level through tailor-made neighbourhood social media that are run by local neighbourhood policing team officers. These locally targeted groups have the bonus of reaching out directly to residents of a specific area and to connect with the local community. It also enables for crime-prevention tips to be published and made more specific to local areas and estates. It is a tool that, when used properly, can massively enhance community policing (Finklea, 2022). Social media posts by forces also enable them to present themselves in a new light, as prior to social media public perception of policing was most heavily impacted by other forms of media, such as newspapers and journalism. However, as social media has become more prevalent, forces themselves get to show all the positive work that their officers do, which I have seen myself within my career. It allows for officers to show the human side of policing and create a more welcoming atmosphere toward the public, increasing the likelihood of them engaging with officers (Cullen, 2022). 

When used properly social media can be a great tool for officers, leading to the detection of crime as well as the prevention of it and identification of offenders. (Reuters, 2022). However, in order for this to be the case officers utilising social media must follow guidelines set out by their individual force. These guidelines usually include professional conduct, maintaining respectful and accurate posts which are non-discriminatory. They must also be transparent and accountable, and officers must ensure the information that is shared is truthful and no misleading. All content posted must also not breach the General Data Protection Regulation, or GDPR, as laid out by the authorised policing practice (College of Policing, 2014). This also includes the data protection act 2018, as every post by a police force must meet the conditions laid out by these laws to prevent a breach of either legislation. If this happens, it can lead to a reduction of public trust and in some cases the prosecution of officers found guilty of these breaches. This legislation extends to that of officers using their electronic devices to communicate with vulnerable people via social media, which is a breach of public trust (NPCC, 2022). 

Whilst police use of social media can have great benefits for both victims and the service itself, there are obviously inherent risks associated with its use, as there is with any police tool. However, with social media the risk can me amplified to effect hundreds of thousands of people due to how many people can be reached with it. As recently as August, the risks inherent with social media were laid bare, with large scale violent disorder and riots occurring after the stabbing of young children in Southport. These riots were a direct result of deliberate misinformation spread online via social media, stirring up hatred of minority groups who were blamed for the stabbing (Casciani, 2024). Whilst this risk may not be directly related to a police post, the delay in a post by the police allowed this spread of misinformation to become so prevalent that riots were caused nationally as a direct result, highlighting the risk involved with social media.

As previously mentioned, there is also a realistic concern of breaches of laws that govern the use of personal data. Whilst this is usually in relation to the accidental publication of personal data through a hack or internet facilitated crime, there are rare examples of officers who have dealt with vulnerable victims using social media to then contact the victims and form inappropriate relationships with them (NPCC, 2022). Without social media, these risks would be nullified and the frequency of these incidents reduced, showing how social media can be a double-edged sword. Whilst this can be seen as the fault of unprofessional officers who abuse the power given to them, there is also a genuine concern that due to the lack of clarification around what is deemed an appropriate use of social media by officers, there may be cases where officers do not understand what they can and cannot do. To combat this, the NPCC (2022) has attempted to implement clear guidelines and training around social media and inform officers what is deemed acceptable and what isn’t. 

Overall, I have experienced social media utilised almost every day in my career as a police officer. Social media is now an integral tool in the modern policing would and can provide an indispensable tool to officers to progress investigations and reach out and engage with the community within a neighbourhood policing context, as well as informing the general public about serious traffic collisions and road closures. Platforms such as Twitter, Facebook and Instagram allow the police to engage with the public directly and have access to the largest audience ever seen. 

Whilst there are clear challenges in the way that social media is used, with ever-growing concerns around officer malpractice and breaches of data protection regulations which lead to a negative public perception. Whilst force’s implement their own social media policy to attempt to reduce and prevent these issues, there is also an inherent risk that social media could be abused by officers who are not properly trained. However, whilst there will always be inherent risks around social media usage, the benefits of it appear to outweigh the risks and as such, social media will always be utilised by police forces, including within my policing career. 







Task 3

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


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

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




ANSWER:

Leadership within policing will always be present in every part of the role, whether it be from an internal point of view, such as the leadership that line managers and supervisors are responsible for, all the way down to the leadership shown by individual officers at the scene of an incident who are leading members of the public and taking ownership of sometimes serious and dangerous events. Leadership within policing is a multifaceted responsibility which can require adaptability, decisiveness and emotional intelligence. Throughout my probationary period, especially within my last year, I have found that I have employed different styles of Leadership to manage a variation of operational challenges, ranging from Transactional Leadership to Transformational Leadership, finding different benefits from each (Fristvold, 2019). Throughout this essay, I will consider my application of these leadership models and how I have developed them to manage my exposure to different operational incidents and situations. 

Before exploring operational incidents and situations I have found myself utilising leadership models in, it is important that we first consider leadership strategies and models that are available to use and consider their context within policing, and how these leadership styles may have changed and developed in recent years. 
The first, and perhaps most commonly utilised style of leadership internally within policing, is the transactional leadership model. This style of leadership is one that focuses on order, structure and goal-oriented planning and preparation (Martins, 2024). In most transactional models of leadership, there is a clear hierarchy where leaders give directives and goals to their employees and expect them to be completed. Within this model, there is use of a rewards and punishment system, whereby the leader usually possesses something that the employees require or need and will hand this down as reward upon the successful completion of the goals (Tavanti, 2008). This model usually works with a clear chain-of-command, and an inherent fear of punishment if the goal is not met. 

The second style of leadership is transformational leadership, which involves a “people centred approach” with an emphasis on encouraging inspiration and empowerment to motivate a team (Fristvold, 2019). This style of leadership is often more accepting and facilitating of individual members of a team and tends to make use of ideas that members have come up with rather than a system of hierarchical decision making, as such requiring more emotional intelligence (Bass, 2010).  This style of leadership is less common internally within policing, but that’s not to say it doesn’t have its place. 

The next model of leadership is the situational leadership model, developed by Hersey and Blanchard (1969), is the idea that there is in fact not one appropriate style of leadership for all situations, and that leaders may and should utilise a different style in each situation. The model also suggests that the style of leadership should be adapted depending on the capability and maturity of the team, as well as the specific demands that each situation requires. This style of leadership is particularly relevant to policing, due to the ever-changing demands of specific situations and the everchanging types of people that officers may need to lead. 

The final style of leadership that I have utilised within my career and will cover within this essay is Servant leadership. This, whilst one of the most recently implemented and yet least-utilised styles of leadership, is perhaps one of the most supportive toward officers. This style is the opposite to that of transactional leadership, as it places the needs and requirements of the team above that of the goals of the organisation and leader (Canavesi and Minelli, 2021). 

Within my probation I have attended a numerous amount of incidents whereby I have taken a leadership position, as during most calls the public tend to expect the police to take a position of leadership and expect to be told what to do. Each call I attend presents unique challenges which require effective leadership, along with a flexibility to adapt to the incidents and understand the strengths and weaknesses of my adopted leadership style at the time. The first incident I will evaluate was a call to a medical incident at a busy pub, whereby a male had collapsed and was believed to be having a cardiac arrest or heart attack. This was a high stakes situation as if the male was having a cardiac arrest, there was a small window in which our actions could possibly save the males life (Schlesinger, 2023). During my career, I have become trained in module 4 first aid, which is more advanced than the majority of my colleagues. As my knowledge was more extensive, I took a leadership role in this situation and upon our attendance, took over from the public as the main first aider for the male. Within this situation, I adopted a transactional and authoritative leadership style, giving clear and direct instructions to my colleagues and members of the public. I relied on the hierarchical structure present to do this, as this is key to the transactional leadership style. This style of leadership was best suited to this fast-paced high-pressure situation, as it allowed my team to stay hyper-focused on goals and left no room for debate in the decision-making process, which is the major benefit of this leadership style (Martins, 2024). However, whilst this style of leadership was best suited to this incident, it is not conducive to long-term team cohesion or morale as it does not allow for team discussion if utilised outside of high stress dynamic incidents, one of the limitations associated with this style (Tavanti, 2008). 

In contrast to this incident, I have also dealt with long-term community issues and assisted Neighbourhood policing with their long-term protracted community projects. One such project was a focus on working with a multi-agency approach and policing partners to combat anti-social behaviour within my local community. As my local policing area at the time didn’t have a neighbourhood ward manager, I found myself taking ownership and as such, became responsible for the leadership style implemented. As this project’s aim was to develop and maintain relationships with community leaders in order to work collaboratively to resolve issues with youth anti-social behaviour around the skate park, I adopted a transformational leadership style, as this style is known to encourage team members to come up with solutions that work toward the goal and motivate them to develop creative ideas to achieve the projects aim (Bakker et al, 2023). The use of this leadership style leader to one of the police community support officers working on the project identifying a way in which the council could help combat the issue, installing a timed-lock gate and CCTV around the skate park. This was due to the fact that the officer felt supported to take the initiative and utilise his strengths of community engagement to solve the problem. This shows the flexibility required by officers within the modern-day policing world as a transactional or authoritative style of leadership wouldn’t have been as effective in this situation, as it may have stifled the officer’s ability to take initiative if he had not been supported in his strengths, which is a major limitation of that model (Tavanti, 2018). This shows an ability to be flexible in my utilised leadership style, knowing which one is the best suited for specific incidents is key to my progression as an officer. 

As aforementioned, the ability to be flexible is key within the context of policing, especially that context of leadership within policing. At the start of my probationary period, there was a large number of experienced officers on my shift that I could turn to for assistance and guidance. However, as time has progressed many of these officers either retired or specialised within different departments, leaving me as one of the most experienced officers on my shift with only a few years in. Due to the police uplift programme that started in 2019, with the goal of recruiting 20,000 new officers (Home Office 2019), I found that a large number of new officers landed on shift and required guidance and looked to me as one of the more experienced officers. Whilst not officially a tutor for these officers, there was numerous times where I was expected to take them to calls with me and be a mentor when their tutors were not in work. This required me to adopt a Servant style of leadership, as the situation did not require me to put forward my own goals to achieve but in order to further the development of the student officers, they required support and guidance, which the Servant style of leadership is best suited toward. As a moral-based leadership, I found that I had to prioritise the needs of the student officer (Canavesi and Minelli, 2021). After attending incidents that were traumatic to experience for the first time, such as sudden deaths and serious road traffic collisions, I guided the officer to use support available to them through the force, such as the traumatic incident referral meeting, as well as discussing the incident with them and ascertaining how it made them feel. This is a clear use of the Servant style of leadership as I did not need to place my own goals and objectives on the student officer as it would be ineffective and would not benefit them becoming a competent officer. Instead, using this model allows for their needs and requirements to be catered for and allow them to eventually become confident enough to take the lead in policing situations when required (White, 2022). 

Throughout these examples, I have demonstrated the need for a change in leadership style to suit different situations and individuals when required, adopting the most appropriate style of leadership for the best result. This shows that throughout my experiences as a police officer, I have most often utilised the situational leadership style developed by Hersey and Blanchard (1969), as it tells us that there isn’t a single style that works perfectly for all situations, instead the most effective style of leadership is to apply a style which is likely to be most effective based on the circumstances and team available. It would be fair to say that throughout all the incidents this essay has covered, the situational style of leadership has in fact been the style of leadership employed to resolve the matters, as this style has allowed me to be flexible in my leadership and employ the most effective leadership strategy that the operational incident required. It has offered the benefits of combining different strategies as well as being able to take into consideration individual needs and the operational requirements (Walls, 2019). 

Overall, I believe that I have demonstrated an ability to be flexible in my application of leadership strategies, taking into account the requirements of the individual, the different teams at my disposal and their skills as well as the maturity and emotional intelligence of them. In policing you never know what may happen on the day and you have to be flexible and willing to adapt in order to achieve a positive outcome for the majority. I have developed my leadership strategies by assessing situations and applying those that best fit the problem, as well as being flexible down to individual incidents, sometimes adopting multiple leadership styles within one incident. Whilst policing may traditionally adopt a transactional and authoritative style to leadership (Fritsvold, 2019) there is clearly a benefit to adopting more supportive and team-based leadership styles. 





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:

Over the course of my three-year probation, I have had extensive tutoring, coaching, mentoring and teaching throughout it. Whilst it has allowed me to develop professionally, such as learning new skills and developing abilities needed specifically for policing, I have also found that my experiences from being mentored and coached, as well as experiences I have had within my probation have allowed me to grow personally, through the development of my emotional maturity as well as shaping me into the person that I am today. 

Whilst every student had a 10-week mandatory tutoring stage within their initial deployment as an officer, which was focused on the introduction and transition into an operational police officer out of training school, the conclusion of that period was not the conclusion of my learning pathway. Throughout my probation, I have been guided by more experienced officers and supervisors and have continued to learn how to be a professional and well-rounded police officer, as it is a career unlike any other and incredibly complicated. Whilst I have continued to be mentored and coached by other officers during my three-year probation, I have also found myself reversing the roles, especially in the last year, and becoming a mentor for new, inexperienced officers who also require guidance in this role. This has allowed me to translate the skills I have developed throughout my probation into real policing ability and showcase this by assisting in the tutoring of other new officers. 
Before covering my personal experience in this essay, it must first identify and define what mentoring and coaching are, and how they differ from each other. Whilst the definition of mentoring within the Cambridge dictionary (2019) is “the act or process of helping and giving advice to a younger or less experienced person, especially in a job or at a school,” there is more to mentoring than just the definition. Mentoring, more-so than coaching, focuses on the emphasis of the growth of an individual, helping to guide them with professional development support but not directly intervene in their learning, usually over a extended period of time (Dalhberg and Byards-Winston, 2019). However, whilst this is the definition that we will utilise within this essay to evaluate my experiences of mentoring, it is important to note that over a period of 17 years of literature analysis, there were more than 50 definitions for mentoring (Crisp and Cruz, 2009). With our definition of mentoring established for the essay, it must now define coaching and understand the difference between them. Coaching usually has more of a short-term focus, specifically around assisting colleagues and individuals in their professional performance around a specific area in their career. This is usually achieved by setting tasks and goals, and by encouraging the individual to focus on improving in particular areas (Marcdante and Simpson, 2018). 

Within the context of policing, both teaching styles are heavily used and are vital for developing new in-service officers, as well as experienced officers in certain situations. Mentoring allows for a longer-period of growth and development whereas coaching is directly used when an officer transitions from their training school to frontline service. The importance of both mentoring and coaching cannot be overstated. Within my own experience in the last three years, both mentoring and coaching have been key to my own development. I found that one of the most impactful areas of coaching was during my initial tutor-phase, which was my 10-week transition from training into frontline response policing. As this was my first experience of frontline policing it was incredibly high-stress and overwhelming there were times where I felt like I wasn’t going to be able to manage the role effectively and would struggle to meet the operational demands that were expected of me. However, my tutor set out clear goals for me to achieve within my tutorship and made them manageable from the position I was in at the time. He set out different ways I which I could achieve these goals and would regularly monitor my progress and make sure that I was motivated to achieve the goals he set out. Whilst I did not realise it at the time, it was clear that my tutor was following the GROW model of mentoring and coaching, which sets out goal establishment from the current state that the student is in, setting out the options to achieve them and identifying the way forward (Mind tools, 2024). 

Within my tutorship I found that coaching was the most utilised style of teaching, as whilst my tutor did guide me through difficult incidents and taught me how to properly record and write reports, he did not focus too much on my career development, instead taking a transactional style of leadership by setting out his goals and expecting me to complete them due to the hierarchal nature of our relationship (Fritsvold, 2019). However, this is not to say that it was a negative experience, as my confidence both professionally and personally increased massively during my tutorship period and my tutor’s application of coaching methods clearly assisted me in achieving organisational goals of professional development of my communication skills, as well as conflict management and improving my ability to make decisions in high-stress environments. The skills I developed in this period were vital in making me an operationally competent officer, as having good communication skills when dealing with the public, as well as being able to defuse tense situations is key in the safe and successful detainment of offenders, showing how coaching has helped me meet organisational goals. Within my personal life, I have found that I am now a more confident and outgoing person than I was prior to going through the coaching process too, as the professional goals I hit have also translated into my own life. 

Mentoring has also had a positive influence during my three-year probation, albeit in a less formal way than my tutor / coach has. As previously defined, coaching tends to be professional development from a senior staff member over a longer period of time (College of Policing, 2023), whereby my growth and career development was supported by my mentor. I found that once I had reached my independent patrol status, or IPS, within my role I no longer had my tutor available to assist me and set me goals to achieve. Instead, I found I developed a mentor relationship with a much more experienced member of staff, who helped me develop into the officer I am today. Through this relationship I have felt supported as a new officer and feel as if I have been able to have long-term guidance around my decision making, as my mentor has previously asked me to justify decisions that I have made, leading me to think about actions I take more so than if I hadn’t had a mentor. Mentoring has developed my emotional maturity and allowed me to manage my wellbeing effectively, as any concerns I had around my exposure to traumatic incidents and how they may have been affecting me, I knew I could pass these onto my mentor who would help guide me in the right direction to seek support through in-force mental house support, as force managers still struggle to help officers get the help they need (Magny, 2021). 

Whilst my experience of coaching and mentoring within the force has been a positive one, that is not to say that coaching is at a good state across all forces. Many officers are currently facing increasing public scrutiny during their day-to-day role and cannot escape what feels like a lack of support from senior managers and their workforce, leading to burnout across the force. Across the pond, many police forces and departments do not have full-time coaches, a problem we also face over here, which leads to officers not being supported in their development and increasing burnout when coaching may be the right method forward to prevent such a problem (Magny, 2021). Whilst the college of policing attempts to be responsible for a standardised training program across all 43 forces in England and Wales, it is clear that officers’ experiences vary massively from force to force, showing the lack of consistency across them (College of Policing, 2022). There does not appear to be one standardised model of coaching and mentoring across forces within England and Wales, instead with each force adopting its own methods and implementations. 

Whilst I am nearly coming to the end of my three-year probationary period, I still receive feedback in numerous different forms. At the start of my 10-week tutorship, after every call I attended I would provide feedback on myself about how I believed I conducted myself and what I achieved in line with the GROW model previously discussed. My tutor would do the same and provide constructive feedback to me on how I could easily achieve my goals that I set out as well myself, as well as what I could do to improve and become a more competent and well-rounded officer. This feedback would utilise the Kolb’s experiential learning cycle, which David Kolb published in 1984. Within this, he sets out his learning style, which starts with the actual experience, moving onto a reflective observation, which would lead to learning from the experience concluding in trying out what was learnt (Mcleod, 2024). This model is particularly relevant in policing as nearly all learning is done through experiences whilst on the job, which officers must then reflect on and learn from. Within both my tutor and mentorship I utilised this learning cycle, as I would be exposed to situations, events and incidents I had never before experienced and after dealing with them then and there, my mentor and tutor would expect me to reflect on the incident and improve as an officer to more efficiently deal with a similar situation the next time I was exposed to it. This directly links to the feedback I received as aforementioned; it allowed me to improve upon my ability to deal with dynamic incidents. This feedback was not purely one-way however, as I was also asked to provide feedback to my tutor on his style of teaching and critique if it made me feel supported professionally as an officer. 

Overall, my three year probation has been an era of intense learning and development, facilitated by mentoring and coaching. It is impossible to deny that much of my ability to meet operational needs and challenges has been achieved by this period of mentoring and coaching, as without it I would not know what makes a competent and useful officer. I feel as if I can end my three-year probation feeling confident in my ability as an officer, and now feel that I am in a position to take up the role of a mentor and help new student officers achieve the same position of responsibility that my tutor and mentor helped me achieve. Feedback has been a crucial part of my development and, as I move forward in my career I will strive to maintain my ability to give myself honest and constructive feedback by reflecting on incidents that are new to me, which happens all too often even after three years of policing experience. I will also attempt to use my experience and transfer my skills over to new officers going through the same process I did.
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