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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 policing profession within the UK is under constant scrutiny, facing evolving crime types, public expectations, resource constraints, and demands for accountability. The College of Policing plays a crucial strategic role in professionalising UK policing, shaping standards, training, and guidance. Within this essay, I will critically evaluate the strategic role of the College of Policing in professionalising policing. I will also evidence how I am working to fulfil the role of a modern professional police officer and critically reflect on how my final year of probation has changed my role as a police officer by reflecting upon a significant policing incident I dealt with in which I supported an elderly victim of assault whose offender repeatedly breached his bail conditions. Throughout my essay, I will refer to the national strategic frameworks, in particular the Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy. 

The College of Policing was created in 2012 as an arms-length professional body with the mission of promoting professionalism in policing and improving standards in the recruitment, training, assessment and conduct of police officers. The College of Policing is tasked with establishing a national centre of excellence, promoting best practices, standardising professional conduct across police forces, and functioning independently of daily operational control while collaborating with the Home Office and police agencies. The establishment of a professional organisation for policing in England and Wales aims to foster an environment of balanced accountability and professional body by separating direct political authority from day-to-day policing (College of Policing, 2025). 
In order to professionalise policing, the College of Policing leverages a number of key mechanisms. The first being the Standards and Authorised Professional Practice (APP). The APP provides national guidance on operational procedures, ranging from criminal investigations to safeguarding, and ensues a consistent, ethical approach is maintained across all forces (College of Policing, 2016). This consistency helps to reduce the chance of variation in service quality, thus enhancing the legitimacy (Lumsden, 2017). 

The second mechanism being continuous professional development (CPD). Through academic alliances and CPD frameworks, the College promotes ongoing learning such as the Police Education Qualifications Framework (PEQF), linking operational competence to degree-level education (Parker-McLeod, 2020). 

Another key mechanism implemented by the College of Policing is, evidence-based policing. The College promotes officers to make decisions based on factual information by encouraging research and critical thinking. Tools such as the What Works Centre for Crime Reduction help translate research into practical interventions (Lum et al., 2017). 

Furthermore, the College stand firmly on The Code of Ethics (College of Policing, 2024). The Code of Ethics embody the core values of policing which include honesty, integrity, fairness, respect and accountability. The purpose of such values being to improve public trust in the police. In addition, the College’s National Leadership Centre and Talent Development Strategy promote adaptive leadership and diversity within the workforce, aligning with the Policing Vision 2025 priorities (College of Policing, 2022). This goes hand-in-hand with the essence of promoting public trust by improving the leadership values within forces and increasing diversity, thus leading to an increase in public confidence with wider representation and fair decision making. 

Despite the strengths detailed above, academic research has identified conflicts within the College’s influence. The first being, that some officers may perceive its values as being disconnected from the realities of front-line policing as they can appear political and imposed by officers of a higher rank than those who are experiencing policing on the front-line (Lumsden, 2017). Secondly, because policing is being locally controlled, adoption of college standards depends on voluntary compliance rather than statutory enforcement (Holdaway, 2017). Finally, limited training funds and operational demands can prevent the full implementation of evidence-based methods (Cockcroft, 2020). Nevertheless, the College continues to be strategically important as it is the only organisation that can provide an alignment throughout professional standards across all police forces by incorporating academic research, national policy and local norms. 

In order to evaluate the strategic role of the College of Policing, it is essential to consider it’s alignment with key national strategies, such as the Strategic Policing Requirement (SPR), Policing Vision 2025, and the Workplace Transformation 2018. These guidelines give the College of Policing an overall vision for professionalism in addition to influencing the operational requirements of the police. 

The Strategic Policing Requirement, which was updated in 2015, defines the national threats that policing must address, including terrorism, serious and organised crime, cybercrime, and public disorder. The College of Policing’s role in this is to develop and enforce the necessary professional practices and procedures in order to address these threats. The College of Policing helps to ensure that forces are equipped to fulfil these national requirements by creating specific guidance and operational frameworks (Home Office, 2023). 

The Policing Vision 2025 emphasises on ensuring a workforce of 'confident professionals' who use evidence and technology to provide proactive, preventative policing throughout forces in England and Wales. The college puts this vision into action through educational courses, ethical frameworks, and professional development opportunities. The vision encourages a move towards more responsive, locally responsible, and digitally enabled policing. The College of Policing is crucial to this strategy, specifically in terms of workforce professionalism, leadership development, and public trust in the police. This vision ensures that police forces are diverse, innovative, and responsive to the needs of local communities, whilst utilising technology to address increasing issues such as cybercrime and digital evidence (College of Policing, 2016). 

The Workforce Transformation Strategy outlines how policing should evolve structurally and operationally in order to meet potential future challenges. It promotes workforce diversity, better use of technology, and increased flexibility within employment. The College of Policing has played a significant role in addressing these issues by providing guidance on workforce development, cross-role training, and the professional development of officers. The College of Policing has also raised the academic and professional standards of policing by introducing academic qualifications into entry routes such as the Police Education Qualification Framework (PEQF) (NPCC, 2018). 

In addition, the College of Policing’s Five-Year Strategy (2022-2026) outlines it’s vision for the future of policing, focusing on improving police performance, enhancing leadership capability, and fostering an inclusive and supportive workforce. The Strategy commits the College of Policing to four specific strategic outcomes: enhancing professionalism, strengthening leadership, ensuring consistency, and developing a learning culture (College of Policing, 2022). These outcomes align with the actual realities of modern police, such as complex crime, community expectations, and accountability, and serve as the foundation for my professional development. 

As a final-year probationer, fulfilling the role of a modern professional police officer involves adhering to the standards set by the College of Policing, engaging in continuous professional development, and embracing the values and competencies outlined in the Competency and Values Framework. I recently attended a serious assault involving an elderly male victim who had been attacked by a younger male suspect. The assault caused significant physical injuries and emotional trauma to the victim, ultimately leading to a medical diagnosis of stress-induced cardiomyopathy (commonly referred to as ‘broken heart syndrome’). The suspect was subsequently arrested and bailed with conditions prohibiting him from contacting the victim. However, he breached his conditions on multiple occasions, causing further distress to the victim. 

Throughout the process, I took responsibility for safeguarding the victim by maintaining contact, liaising with safeguarding partners, continuously updating the investigation as it progressed and ensuring that the victim was referred to victim focus support services. The complexity of this incident, particularly the repeated breach of bail conditions and the victim’s extreme vulnerability, required me to ensure I utilised ethical decision making, multi-agency collaborations, and a sustained emotional intelligence. 

Whilst managing and investigating this incident, I consistently referred to the College of Policing’s Code of Ethics (College of Policing, 2024), which emphasise the importance of maintaining fairness, integrity and respect both on and off duty. When the suspect first breached his bail conditions, I considered the proportionality of arrest versus alternative options. Given the increased risk to the victim, the suspects immediate arrest was justified to protect a vulnerable person and to uphold the conditions that had been put in place as a means of safeguarding the victim. 

At each stage throughout the investigation, I documented my decisions, shared intelligence and updates with my colleagues and supervisor, and ensured transparency. By doing so, I aligned my decisions with research showing that procedural fairness builds public trust (Tudor, 2023). In order to maintain the victim’s confidence in the police, I provided empathy, transparency and reliability, extending my professionalism to emotional support. 

Given the victims vulnerability and declining health as a result of the assault, I liaised with victim support agencies, safeguarding services and ensured I was kept up to date on the victim’s ongoing medical treatment to ensure the best level of service was provided. This combination reflects the College of Policing’s emphasis on partnership working within the Policing Vision 2025, recognising that effective safeguarding can exceed police boundaries (College of Policing, 2016). 

In conclusion, the strategic role of the College of Policing has been central to the ongoing professionalism of policing within the UK, although it’s effectiveness remains subject to critical debate. As the professional body for policing, the College has sought to standardise training, embed evidence-based practice, and promote ethical leadership through frameworks such as its Corporate Strategy (2024 – 2026) and the wider national policing agenda. Its emphasis on leadership, standards and performance reflects a deliberate shift towards policing as a recognised profession, aligning with the ambitions outlined in Policing Vision 2025, which envisages a workforce equipped with the skills, diversity and adaptability required to meet increasingly complex demands (College of Policing, 2024; Policing Vision, 2025). However, critiques persist regarding inconsistencies in implementation across forces and the extent to which professionalism translates into improved public trust and operational effectiveness. 

Reflecting upon my final year of probation, I can confidently say that I have developed confidence in applying the National Decision Model without obtaining advice from my colleagues or supervisor. Throughout the incident that I have discussed above, I independently assessed the risk, justified my arrest necessities, and initiated the support referrals. This demonstrates professional growth consistent with workforce transformation objectives that aim to develop capable and qualified officers. I recognise that I am actively contributing to the professionalism agenda through my application of evidence-based policing, reflective practice and adherence to the Code of Ethics. My increasing ability to critically assess incidents, engage with diverse communities and utilise problem-solving approaches reflects the expectations of a modern police officer. 

My final year of probation has also shown a significant change in my role and identity. Whilst I was initially focused on my task-based performance and operational competence, my role has grown to include greater independence, accountability and decision-making responsibilities. I have developed a deeper understanding of the complexities of policing, including safeguarding and vulnerability. This change reflects the transformation outlined in the Policing Vision 2025, where officers are expected to work with greater levels of discretion and professionalism. At the same time, challenges such as increased demand, organisational pressures and public scrutiny highlight the tension between strategic aspirations and the reality of frontline policing. 

Word count: 1852
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Task 2

Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
**You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened. ** 

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

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

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

ANSWER:

The ever-expanding use of digital communications has fundamentally reshaped how the police engage with communities. Social media platforms now form a crucial part of modern policing strategies, enabling the public and police to utilise real-time communications, public engagement, intelligence gathering and promotion of policing results. Within the framework of the National Policing Curriculum, communication skills and strategies are critical competencies, particularly in policing today where public trust and police transparency is continuously scrutinised. This essay critically evaluates the use of social media within policing, referencing my personal experience of a recent policing incident whereby social media played a significant role. It will discuss the benefits and risks associated with the use of social media, considering relevant UK policies and assess its effectiveness in supporting policing overall.  

During a recent policing occurrence, I responded to a series of anti-social behaviour (ASB) incidents involving a group of youths who were congregating in a residential area and appeared to be targeting elderly residents houses by throwing rocks and stones at their windows and banging on their doors. Upon my attendance, it was evident community tensions were rising, with neighbours expressing their concerns regarding the welfare of their elderly neighbours, the escalating behaviour of the youths including the comital of offences such as criminal damage and vandalism and the lack of engagement and proactiveness from the police. Traditional engagement methods such as visits from Police Community Support Officers (PCSO’s) and patrols when possible had had a limited impact and the issues were continuing. 

As a result of the rising tensions and continuing ASB concerns, I instigated a series of posts through my forces social media platforms, specifically Facebook. The posts included promoting an increase in police patrols alongside reassuring messages and the encouragement of local residents to immediately report any incidents and their concerns through the appropriate channels. The posts encouraged readers to utilise my forces online reporting options, by promoting website links in addition to crime prevention and protection advice. Another aim of the posts was to clear up any misconceptions surrounding the ongoing concerns and increase public confidence and trust in the police and showcase our efforts in tackling the ASB within the targeted area. My choice to utilise social media throughout these series of incidents proved vital in managing public expectations and facilitating effective communication between the police and the public. However, it also produced challenges surrounding public criticism, the rapid spread of misinformation and increased concerns within the communities. Whilst detailing the planned increase on patrols within local communities, I had to ensure that risks related to officer safety were also considered. By sharing too much information regarding the where and when of the patrols, I would conscious that this could significantly increase the risk to officers and even compromise tactics. I had to balance the promotion of public confidence by providing information on the strategies we planned to use and the safety of officers so not to release specific information on what times the patrols would be done and how many officers the patrols would include, etc.  

Police forces within the UK now commonly use social media platforms such as Facebook, X (Twitter), Instagram and TikTok. These platforms are commonly used to engage with the public, often managing to reach diverse audiences. The use of Facebook is often used for prolonged forms of engagement and positive results showcasing the outcomes of criminal investigations or missing person alerts. X is frequently used to provide immediate updates, whilst Instagram and TikTok are primarily utilised to promote short-term visual content, often targeting a younger audience (College of Policing, 2021). These platforms not only act as a communication tool but also act as an effective method of public reassurance in addition to an intelligence gathering avenue. The College of Policing 2021 states that the effective use of social media can enhance validity, improve public confidence and even support crime detection and prevention efforts. 

One of the most essential advantages of social media use within policing is it’s ability to provide quick and widespread publishing of information. Throughout my ASB incident, updates regarding the increased police patrols and planned actions provided me with the ability to reassure members of the local community that action was being taken, therefore increasing public confidence and trust on a greater level than I would have been able to do without it. This aligns with research conducted by Crump (2011), which found that social media increases the transparency and accountability within policing. However, a more recent study conducted by Collier, B et al., (2022), argues that many police forces still use social media communications in a predominantly broadcast type of manner, rather than focusing on relatable, meaningful content. This, in turn, limits the opportunity for communities to actively contribute to problem-solving. 

An additional benefit is its potential for intelligence gathering purposes as public posts, comments and messages can often provide beneficial insights into community worries, emerging issues and information that individuals may not feel comfortable sharing in person. Throughout my detailed incident, comments left on the posts and further reports made as a result of the communication, provided additional locations and timeframes of the ASB, ultimately increasing the effectiveness of targeted patrols and the identification of potential suspects. Recent research also suggests that when police forces utilise social media platforms to communicate openly, such as when explaining decision making, acknowledging community concerns and providing updates relevant to ongoing local news, it can increase the publics perceptions of the police’s justice (Henry, 2024). This is particularly relevant when investigating the decline of public trust in some communities, where online engagement could act as an accompanying way of rebuilding confidence. Furthermore, it allows for more effective two-way communication, thus allowing the public to engage directly with their local police officers. Yesberg and Bradford (2024) believe that interactions through social media can strengthen community policing and solidarity by involving members of the public in the problem-solving process. 

Social media use within UK policing is governed by numerous policies, including the College of Policing’s Authorised Professional Practice (APP) on communication and engagement, alongside specific policies provided by each individual force. The guidelines encourage and ensure professionalism, liability, and adherence to policy standards. The APP states that users must ensure any information posted is accurate, appropriate and that it does not compromise any ongoing investigations (College of Policing, 2021). Additionally, the Code of Ethics must also be followed when posting online, including ensuring any information provided is done so with respect, integrity and transparency (College of Policing, 2014). 

In contrast, the use of social media within policing comes with significant risks. One significant concern is the wide spread of misinformation. Throughout the incident I dealt with, although utilising social media came with great strengths, I also experienced how several inaccurate bits of information were circulated online including exaggerated reports of assaults, and criminal damage. This misinformation resulted in increased fear and subsequent criticism requiring a larger response and additional posts to clarify information and provide the facts. This validates concerns identified by Bullock (2018), who states that social media can increase the spread of false rumours and as a result, undermine public confidence if it is not monitored and managed efficiently by the police. Research by Procter et al., (2021) also highlighted that misinformation provided during emergency situations can cause an escalation in tensions and hinder operational responses. As such, the police must balance openness with careful and considerate messaging to avoid inadvertently contributing to misinformation. Furthermore, the informal nature of social media, described as ‘influencer-style’ content which prioritises popularity over professionalism may blur traditional professional boundaries. Within everyday duties, police officers must maintain professionalism at all times, including throughout the use of social media communications. Inappropriate posts and visual content could risk damaging public perception and the reputation of the police force thus causing a decline in public confidence and trust (Henry, 2024). 

Another challenge is the management of public expectations. Social media can often create a perception of constant availability, leading to unrealistic demands for immediate responses or unrelated issues to that of those included in the posts. In the reflective incident, I experienced how some members of the public were unhappy that their local communities were not provided with the same police presence to target their local ASB issues or how they perceived it to take officers away from frontline, emergency duties leading to longer wait times. In addition to those who were asking questions in the comments and then becoming frustrated when the police account was not answering them promptly. 

The effectiveness of social media within my experience had mixed results. On one hand, it improved communication and community engagement, allowing me to reach a wider audience which in turn contributed to public confidence, increased reporting of incidents and a reduction of complaints. On the other hand, it required significant resources to monitor the responses and subsequent intelligence being provided, raising questions regarding it’s sustainability whilst working within frontline policing. Research suggests that whilst social media can increase situational awareness and communication, its effectiveness depends on providing a working plan alongside other policing strategies (Fielding, 2021). In my experience, social media proved most effective whilst paired with the targeted patrols, increasing the high visibility presence and community engagement. 

Furthermore, the use of social media raises important ethical considerations, surrounding privacy, data protection and surveillance issues. By monitoring public comments and messages for intelligence gathering purposes, this must be completed in accordance with legal requirements such as the Data Protection Act 2018 and the Human Rights Act 1998. This also presents risk in regard to how the information is perceived and the potential for unconscious bias. The ethical use of social media requires ongoing training and review to ensure fairness and accountability when engaging with diverse communities (Egawhary, 2019). 

From a strategic perspective, the use of social media in policing should align with the forces goals and objectives, with clear ways to measure its effectiveness. Simply having a social media account is not sufficient; police forces must evaluate how well their communication supports community engagement, builds public trust, and helps prevent crime. This can be done by analysing data such as the number of views, levels of interaction and feedback from members of the public (College of Policing, 2025).  

In conclusion, social media can be utilised as a powerful tool within modern policing, offering increased opportunities for engagement, faster two-way communication and crime detection and prevention advice. The incident I have discussed demonstrates the potential social media presents in enhancing the relationship between police and their local communities and how it can support operational duties. However, it also highlights the complexities and risks associated with it’s use. Effective policing via social media methods requires a strategic approach, whilst including policies and ethical standards. It must be utilised alongside other policing strategies and supported by up-to-date training and resources. Ultimately, the success of social media in policing relies heavily on the ability of officers and forces to navigate and overcome the challenges whilst maximising the benefits. As social media and digital communication tools continue to evolve, it allows policing to do so alongside it. 

Word count: 1852
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:

This essay will critically evaluate leadership flexibility within policing, referencing current leadership models and applying them to frontline policing. It analyses how leadership strategies can be altered to manage a variety of situations, reflecting on the importance of situational awareness, decision making and communication. Furthermore, this essay will also consider the challenges related to leadership in policing, including organisational pressures, ethical considerations and the requirement to maintain and increase public trust. This essay will also reflect upon a policing incident in which I played a significant role and will evaluate how I adapted my leadership style throughout the situation. 

Leadership within policing is a critical part of operational effectiveness, particularly in ever-changing and high-pressure work environments. The National Policing Curriculum identifies leadership and teamworking as essential competencies, recognising that effective leadership directly impacts ones decision making, public safety, and team performance (College of Policing, 2023). Modern policing demands flexible leadership styles that are equipped to deal with ongoing incidents, diverse communities and organisational pressures. 

In recent years, UK policing has faced increasing challenges, including rising demand, greater public scrutiny and more complex forms of crime. These pressures have made effective leadership even more important. Research and policy changes within the last few years emphasise that modern police leaders must be flexible, ethical, and capable of responding to rapidly changing circumstances whilst also dealing with a multitude of different calls throughout each shift (College of Policing, 2023). 

Leadership within policing differs greatly from many other professions due to the unpredictability of the role and the high-risk nature of the incidents police officers respond to. Officers are regularly required to make quick decisions in complex situations whilst also considering the legal requirements, ethical issues and officer and public safety. According to the College of Policing (2023), leadership is a requirement throughout all ranks, from frontline response officers to senior officers with emphasis on integrity, accountability and honesty. 

The College of Policing (2023), leadership standards outline that successful leaders must lead by example whilst maintaining trust and displaying fairness. Leadership in policing involves more than just operational duties; it involves making educated decisions and providing an environment in which others can thrive positively. Furthermore, they underline how developing a diverse set of skills, such as problem-solving, evidence-based decision making, and the ability to lead change is imperative within leadership. However, leadership within policing is also formed around organisational structures and cultural norms. Recent research highlights how policing within complex social and political environments requires leaders to adapt to frequently changing demands and expectations (Moura et al., 2022). This emphasises the need for adaptable leadership approaches that allow for an effective response to differing situations. 

A key development in UK policing is the emphasis on values-based leadership, supported by the Code of Ethics and encouraged by the College of Policing. This model focuses on integrity, accountability, fairness and serving the public. Under the College of Policing (2023), leaders are required to work in the public interest, establish trust and exhibit ethical behaviour. These guidelines set a national standard for leadership and emphasise the significance of values in decision making. Another prominent approach within policing is distributed or shared leadership, which acknowledges that leadership is not limited to rank but is performed at all levels within the relevant force. According to research, leadership in policing is increasingly regarded as a responsive and team-lead process that involves interaction between supervisors and team members rather than a solely top-down approach (Filstad et al., 2024). 

In reflecting on a policing incident whereby I played a significant role, it became evident to me that leadership flexibility was crucial in achieving a positive outcome. The incident I experienced, involved my response to a high-risk ongoing break in, where multiples officers were required to manage both the immediate threat to and the welfare of the victim involved. Initially, I acknowledged that a task-oriented leadership style was required. The incident was rapidly developing, meaning there was a clear need for immediate safety-based decision making. As one of two of the first officers on the scene, upon the arrival of further units, I provided clear instructions to other officers, allocating specific roles to each to ensure that the immediate priorities were dealt with. This approach aligned with transactional leadership, where structure and control are essential during high-risk incidents. Transactional leadership is based around structure, supervision and performance management. A leadership style that is commonly used within policing to ensure compliance with regulations and organisational demands (Modise, 2024). 

As we began to take hold of the situation and my priority of officer and victim safety was maintained, my leadership style changed. I began to prioritise communication, teamwork and support. I encouraged officers to share information and contribute to decision making, which in turn, became more of a transformational leadership style. This change was crucial in managing the real-time aspects of the incident, including safeguarding the victim and ensuring they felt supported. Transformational leadership focuses on motivating individuals in to achieving shared goals. It is linked to improved morale and performance (Khan et al., 2020). Within policing, this involved encouraging a positive team attitude and encouraging ethical behaviour and decision making (Cockcroft, 2014). 

Furthermore, this reflected experience also highlighted the importance of situational leadership in policing. The ability to adapt my leadership style in response to the constantly changing circumstances allowed me to ensure that both operational effectiveness and team morale was maintained. Situational leadership blends transactional and transformational leadership styles by encouraging leaders to adapt their style depending on the circumstances. This is particularly relevant within policing as no two incidents are ever the same (College of Policing, 2023). 

Different leadership styles are used within policing, each with their own strengths and weaknesses. Transformational leadership is useful in high-risk situations where quick decision making is imperative. However, it can limit teamwork if overused (Meng et al., 2020). Teamwork is also essential as stated by Police Scotland (2024), whereby they emphasise that strong teamwork improves both performance and wellbeing. 

Effective teamwork is also essential in policing, particularly in high-pressure situations. Clear communication, mutual supports and a shared understanding are key components of teamwork proving to be successful. However, research suggests that teamwork is most effective when all members are actively involved in decision making. The National Police Chiefs’ Council (NPPC) highlights that collaborative working improves both operational outcomes and officer wellbeing, particularly in high stress environments (College of Policing, 2025). 

Leadership flexibility is most evident within frontline policing as this is where officers must adapt their approach to constantly changing circumstances. Officers may initially produce a directive approach to ensure control over the incident and enforce safety procedures. However, once the immediate risk has been removed, officers may shift to a more empathetic and supportive leadership style to engage with victims and other officers. The ability to transition between leadership styles shows both an understanding of the situation and of those present throughout the incident. Policing is predominantly a team-based role, meaning leadership flexibility is essential in directing situations and communicating effectively. Leaders must ensure that roles are clearly defined, relevant information is shared and team members are supported (Leslie and Martin, 2025). 

Flexibility in leadership also involves acknowledging the strengths and limitations of those within the team. Effective leaders should adjust their style of leadership to align with each person’s ability, offering guidance where needed and assigning responsibility where appropriate. This can not only enhance performance but also support professional development (Rowe et al., 2023). Recent research supports the importance of flexible leadership. The College of Policing (2020) found that officers who are able to change their leadership style to align with the ongoing situation perform better in challenging situations. Similarly, research by HMICFRS (2021) details how leaders are required to respond to changing demands in order to work efficiently. Furthermore, research into police workforce experiences highlight the importance of organisational flexibility. A lack of flexibility has been identified as a factor contributing to officer dissatisfaction highlighting the operational and organisational value of adaptive leadership techniques (Charman and Tyson, 2024). 

Further research recently conducted within the UK, highlights several challenges facing police leadership. One key issue is the increasing demand on frontline police officers. The HMICFRS (2025) reports a significant rise in workload and its complexity, placing pressure on officers and requiring more effective leadership to manage resources and prioritise tasks. In addition, a government White Paper (Home Office, 2026) highlighted the necessity for modernising policing, stating that current processes and structures have not kept up with the changing crime patterns and societal norms. This includes the requirement for better use of the technology available, improved communication between forces and more consistent leadership. 

These challenges highlight the importance of leadership that is not only operationally effective but also forward-thinking and adaptable. Leaders must be able to manage change, support their teams and maintain public confidence. Another key issue is public trust. Research has shown that policing tactics and leadership decisions can have a significant impact on community trust. For example, studies on policing used tactics such as stop and search indicate that methods that are viewed as unfair can undermine confidence, even if they have operational advantages. This reinforces the need for ethical leadership, where decisions are made not only based on effectiveness but also on fairness and transparency. Evidence from the Independent Office for Police Conduct (IOPC) stipulates that stop and search can lead to feelings of marginalisation and exclusion, ultimately reducing the public’s trust in police legitimacy (Fairfield, 2023). 

Over the course of my three-year probationary period, I have acknowledged that my ability to modify my leadership style to meet the needs of various teams, situations, and operational requirements is one of the most important aspects of policing. Reflecting on my own experience, I have noticed that by using a strict, one-size-fits-all leadership style, this frequently hindered my effectiveness in addition to that of those I work alongside. I had a tendency to take on a directive manner at times throughout my career so far, focusing on following procedures and giving clear instructions. Although this method ensured that actions were completed efficiently, I quickly understood that it could discourage initiative amongst my team, leading to a dependence on my expertise, rather than allowing for those younger in service, the opportunity to make their own judgements and provide their own input. Critical reflection upon my own experience has shown that being flexible in my leadership style involves more than just switching between approaches; it must also include self-awareness, emotional intelligence and a readiness to understand the willingness and skills of those around me. I discovered that my ability to successfully modify my style depended on my continued participation in reflective practice, which enabled me to assess the efficiency of decisions, to pinpoint areas for development, and to foresee the effects of my leadership styles on the teams morale and performance. 

In conclusion, leadership and teamwork are essential parts in the making of effective policing, particularly within high-pressure and complex situations. Recent UK research shows the importance of flexible and adaptable leadership that can enables leaders to respond to changing circumstances. Whilst directive leadership is necessary when dealing with high-risk incidents and individuals, it should be balanced out with a more collaborative approach thus improving teamwork and decision making. The challenges faced within modern policing, including the increased demand, further emphasise the importance of an effective leader. By developing these skills and applying them in real-life scenarios, I believe I was able to improve both my operational outcomes and public confidence. 
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Task 4

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

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

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

How do you provide and receive feedback?

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

ANSWER:

The first three years of probation within the police force are formative in shaping an officer’s professional identity, knowledge, and ability to contribute effectively to policing outcomes. The significance of guidance, mentoring, and structured assessment as essential parts of this development process are becoming increasingly acknowledged within modern policing in the United Kingdom. Coaching and mentoring are evidence-based methods that help to boost confidence, promote reflective practice, and bridge the gap between theoretical learning and practical skills. These strategies, when utilised in policing, assist individual growth, professional effectiveness, and organisational goals such as retention, improved performance and cultural change (College of Policing, 2025). This essay will critically reflect upon the impact of mentoring and coaching on learning, development, and performance throughout probation. It will also discuss the role of feedback within the coaching-mentoring relationship and critically reflect upon my own three-year probationary period as a police officer working on the frontline whilst incorporating these approaches. 

Coaching and mentoring are frequently used simultaneously in policing, yet they represent distinct yet harmonious practices. Mentoring often consists of a more experienced individual guiding a less experienced colleague through the sharing of knowledge, advice and emotional support. Coaching, on the other hand, emphasises improvements in performance through structured questioning, reflection, and goal setting. According to the College of Policing, mentoring is a relationship of development in which a more experienced person helps a less experienced on to improve their knowledge, abilities and self-assurance. Mentoring relationships are often long-term and focused on both professional and personal growth (College of Policing, 2024). In contrast, coaching encourages people to find solutions via reflective practice and is more task-oriented and performance drive. 

Within policing, both mentoring and coaching are essential due to the complexity and unpredictability of the job. Officers are expected to make fast-paced choices, often under intense pressure, whilst adhering to ethical and professional standards. Research shows that mentoring in relationships within policing can boost confidence, work satisfaction, and performance, specifically whilst within high-stress environments (Worden et al., 2015). From my own perspective, mentoring gave me a feeling of stability throughout the early stages of my probationary period, when the change from academic learning to operational policing felt daunting. Coaching was more visible during ongoing incidents, when my tutor challenged me to think critically and ensure I could justify my decisions and use of discretion when applicable. 

Mentoring is widely used within UK policing as a development tool. The College of Policing defines mentoring as a relationship where a more experienced individual supports another through guidance, knowledge sharing, and emotional support (College of Policing, 2016). Research by The College of Policing shows that mentoring works by contributing to increase confidence and competence through a variety of methods such as role modelling, emotional support, and skill development. Firstly, role modelling is crucial element of mentoring. Officers with less experience evaluate how their more experienced colleagues act, make decisions, and engage with members of the public. This is consistent with the social learning theory, which states that people pick up new skills by watching and copying others. This is especially important in policing, since many aspects of the job, such as communication, discretion, and ethical decision making, are difficult to teach and learn through formal training on it’s own. 

Secondly, the effectiveness of mentoring is greatly influenced by emotional support. It is commonly acknowledged that policing is a high-stress occupation, and tutors can often offer comfort, support and a secure environment should you wish to talk about difficult calls you have attended. When coping with challenging or traumatic situations, this support can increase resilience and lessen anxiety, especially for new officers. According to research, an increase in confidence is closely associated with feeling supported, which in turn can enhance performance and decision making (Gill et al., 2018). 

A government study conducted within the UK, including over 400 police officers, emphasised the importance of coaching, mentoring, and reflective discussion and how they are all vital approaches in improving frontline development. However, the experiences differed greatly between officers across numerous forces (GOV.UK, 2025). One of the most significant differences identified was the quality of supervisory guidance. In some forces, supervisors were actively engaged in coaching such as delivering structured feedback, encouraging reflective thinking and supporting decision making. Officers in these situations reported feeling more confident, supported and prepared to deal with challenges calls. In contrast, other participants described supervision as mostly task oriented and reactive, with little opportunities presented for developmental conversations. As a result, many learning opportunities were missed, and informal peer help became the norm. 

In practice, I found that these two approaches frequently overlapped rather than operating as two separate processes. For example, during my early shifts, my tutor would offer both direct guidance and reflective questioning. This shows that in practical policing, the line between mentoring and coaching is not always apparent. However, this combination of approaches can be advantageous since they allow learning to be adapted to any situation. One restriction is that the effectiveness of mentoring and coaching can vary greatly depending on who delivers it. According to research, inconsistent mentorship quality is an acknowledged concern in policing (Vollentine, 2015). This was reflected in my personal experience, since the level of help and engagement I received varied amongst the different police constables I was crewed with. As a result, learning opportunities were occasionally inconsistent, sometimes proving confusing. 

At the beginning of my probation, I found that I relied significantly on the advice of my tutor. The transition between my six months training to frontline policing was difficult, especially when I was confronted with unfamiliar situations and the requirement to make quick decisions. During this stage, coaching was critical in boosting my confidence and teaching me how to apply policies in real time. For example, when attending occurrences involving vulnerable people, I frequently felt unsure about how to handle the issue carefully as I had not experienced situations like this before. My tutor gave me reassurance and explained the reasoning behind their decisions, allowing me to gain a better understanding of what actions were required.  This shows that mentorship is especially beneficial during the initial stages as it created a supportive environment in which I felt more comfortable, allowing me to learn more effectively. However, it may be argued that relying on the mentoring I received at this stage could have hindered my independent thinking if not handled properly. Whilst coaching is important, there is a risk that new officers could become reliant on more experienced colleagues, despite a requirement of tutorship being that you are to make your own decisions and be able to justify them yourself, preparing you for independent status. In my experience, this was mitigated over time when my tutor turned to coaching. 

My personal growth has been greatly impacted by mentoring and coaching, especially in terms of resilience and confidence. Being a police officer frequently exposes me to difficult circumstances, and the assistance of colleagues with greater experience was crucial in helping me deal with these scenarios. Research conducted by HMICFRS (2021) emphasises the relevance of wellbeing and support within policing, indicating that competent supervision can reduce stress and increase performance. This is consistent with my experience, as being able to ask for help and reassurance made it easier for me to deal with challenging situations. However, it is important to acknowledge that this support was not always consistent. Mentoring possibilities were restricted during busier shifts, making me feel under supported at times. This implies that organisational pressures can influence the effectiveness of mentoring and coaching. 

At an organisational level, mentoring and coaching can help officers enhance their performance and consistency. These approaches can contribute to the ability of officers to achieve professional standards by encouraging individual development. The Open University (2020) highlights the importance of mentorship in improving evidence-based practice in police. This shows that mentoring benefits not only individuals but also the organisation as a whole. However, organisational pressures, such as a high workload and low resource levels can limit the amount of time available for mentoring and coaching. This presents a serious challenge as it may reduce the efficacy of various techniques. 

Reflective practice became an essential component in my development. Through both formal and informal reflection, I was able to recognise my strengths and weaknesses. Research indicates that reflection is crucial for professional development, particularly in complex roles such as policing (Parker-McLeod, 2026). However, constraints on time can limit opportunities for internal reflection, thereby reducing it’s effectiveness. 

Furthermore, receiving feedback was also a crucial component of my personal development. By receiving feedback, I was able to identify my strengths and areas for improvement with the support of constructive criticism. However, one drawback is that the feedback was not always consistent. It was less helpful at times as it appeared to lack specific information. This emphasises how crucial clear and concise communication is when providing feedback. As my experience increased, I started providing feedback to others. As a result, I had to take a more thoughtful approach and think about the best ways in which I could help others improve their professional development. I found that providing feedback to others helped me lean more. However, I found that due to the increasing turn over of resourcing levels on the frontline, feedback was not always beneficial due to the absence of experience and lack of training.

The incorporation of Evidence-Based Policing (EBP) into coaching and mentoring is a significant theoretical advancement in UK policing. EBP is said to encourage decision making based on data analysis, professional knowledge, and research. Evidence-Based Champions (EBCs) are those who serve as mentors to integrate research into routine policing practices (Open University, 2020). These champions support organisational transformation, offer direction and facilitate learning. Reflecting on my own experience, I found that informal mentorship from more experienced officers frequently aligned with this approach, even when not specifically labelled as evidence based. For example, during shifts within my first few weeks of tutorship, whilst responding to emergency calls relating to domestic violence, my more experienced colleagues would explain not the actions to follow, but also why these actions were undertaken and why they were most effective. This helped me progress from procedural knowledge to a more in-depth understanding of decision making. However, I did not always witness the formal integration of research evidence, implying that, whilst mentoring existed, it’s alignment with EBP needs to be improved within the early stages of an officer’s probation. 

In conclusion, mentoring and coaching are essential to a police officers’ professional development throughout their probationary period as they provide evidence-based advantages that promote reflective practice, improve personal growth, and align performance with organisational objectives. Research on policing within the UK and organisational frameworks, such as feedback-oriented professional development strategies and structured mentoring networks, show that these developmental mechanisms play a major role in encouraging confidence, capability, and cultural change in policing organisations. 
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