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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:


· FINAL YEAR CHANGED (paired with new recruits that have just left tutorships, therefore, leadership
· Now have blue light therefore paired with less experienced officers 



The policing vision 2025: college of policing

-focus on prevention, vulnerability and effective management of risk.
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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:

The use of social media by police forces has become increasingly significant in recent years as a means of enhancing communication, informing the public, and engaging communities in a more direct and accessible way. In my experience, social media has provided a unique platform to engage with the community, promote policy initiatives, and build transparency and trust. However, its use also raises challenges and risks, including issues around professionalism, privacy, and the potential for miscommunication. In this evaluation, I will critically reflect on my experience of using social media as a tool for professional communication in policing, consider the associated force policies, and analyse the benefits and risks involved.

Social media platforms, including Twitter, Facebook, Instagram, and YouTube, have become integral tools in policing for various purposes. These platforms provide opportunities to inform the public, share real-time updates during critical incidents, promote community initiatives, and engage directly with the public. The use of social media in policing supports greater transparency and offers an efficient way for police forces to communicate with both the general public and targeted communities.
For example, through Twitter, I have been able to share updates about incidents, community events, and public safety campaigns in real time. This allows for a quick dissemination of information, such as missing persons alerts or traffic disruptions, to a large audience. Facebook and Instagram allow for more in-depth engagement, with officers able to post articles, pictures, and videos that showcase police work or community outreach programs. YouTube serves as a platform for disseminating more complex information, such as interviews, safety tips, or even community policing strategies that might not be suited to shorter posts on other platforms.

In the police service, it is critical that social media use adheres to strict professional standards to avoid potential issues surrounding privacy, defamation, or inappropriate conduct. Most police forces have clear policies that outline the proper use of social media for professional purposes. These policies typically focus on thing such as confidentiality and privacy where officers are prohibited from sharing any confidential or sensitive information about ongoing investigations or personal details of citizens unless authorized. Officers and the public may unknowingly expose personal information through social media, risking privacy violations. For instance, sharing locations, sensitive operational details, or personal thoughts could put officers or investigations at risk. Hackers and cybercriminals can target police accounts to spread misinformation, causing reputational damage or endangering ongoing investigations (Fisher & Alpert, 2017).


Professionalism is also considered and posts made by officers must reflect the professional conduct expected of them. Police officers are advised to avoid sharing personal opinions, particularly on controversial or politically sensitive issues, as this can undermine public trust. Social media provides an open platform for officers to express personal views, which can sometimes result in public backlash. Officers may post controversial opinions or engage in inappropriate conduct, leading to a loss of public trust in the department. Even isolated incidents can be magnified and lead to significant reputational harm (Binns, 2018).


Engagement and Interaction is also important and officers are encouraged to engage with the public, answer questions, and respond to comments but must remain neutral and avoid engaging in arguments or inappropriate conversations. The tone and content should align with the values of the police service and maintain public confidence.
In my experience, adhering to these policies has been important in maintaining the integrity of the force. Social media posts are often reviewed by supervisors or social media managers to ensure compliance with professional standards and guidelines. The policies also aim to protect officers from potential misuse of social media and help safeguard their personal privacy and safety.

Social media provides law enforcement with a direct channel to communicate with the public, offering real-time updates on incidents, public safety alerts, and ongoing investigations. It allows the police to engage with citizens in a more accessible and less formal way, fostering transparency and building trust (Meijer, Wessels, & de Lange, 2019). By responding to community concerns and sharing updates on their work, police forces can improve their relationship with the public.

Social media is a powerful tool for crime prevention, providing a means for officers to identify trends, collect public tips, and gather intelligence. Platforms like Twitter and Facebook can be used to crowdsource information, solve crimes, and locate missing persons (Boulianne, 2019). Moreover, it allows for the rapid distribution of information, aiding in the resolution of ongoing investigations.

Social media offers police departments a platform for community engagement and fostering stronger relationships with the public. It is especially beneficial for community policing initiatives, which focus on building trust and collaborating with citizens. Officers can use social media to engage with different community groups, highlight positive stories, and humanize their work (Tufekci, 2018).

The use of social media within the police force offers significant benefits, such as improved communication, enhanced public engagement, and more efficient crime-solving. However, the risks are equally important, including privacy concerns, reputational damage, cybersecurity threats, and legal liabilities. To maximize the benefits while minimizing the risks, police departments must implement clear policies, provide training, and continuously monitor and assess their social media strategies.






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 in policing is dynamic and must be adaptable to meet the varied challenges officers face on a daily basis. A successful leader in policing must demonstrate flexibility in leadership style, tailoring their approach depending on the operational situation, the team they are managing, and the environment they are working in. Throughout my experiences in the police force, I have honed a leadership style that is flexible, responsive, and rooted in evidence-based practices. This essay will critically evaluate my leadership flexibility, the strategies I have developed to manage different operational situations, and how I apply leadership models commonly used in policing. Furthermore, I will discuss how I have adapted my leadership style in response to changing circumstances, with references to relevant leadership theories.

Due to the fast pace and ever changing structure of response, there are continually new recruits added to a response team. Although being a probationer myself, I quickly found myself in the role where I become one of the more experienced officers on my team and therefore, needed to coach new recruits. Particular in my third year of probation, my supervisor paired me with newly fledged recruits that had just completed their initial 12 week tutorship, in order to give them guidance and pass on knowledge and skills that I had developed. Probationers are newly qualified officers who are still in the process of developing their practical skills, understanding of policing procedures, and their capacity to make decisions in real-world situations. Taking on a leadership role, I have had to ensure that they receive the support they need while also encouraging them to develop independence and confidence. The goal is to strike a balance between providing guidance and allowing the probationers to gradually take on more responsibility. Effective leadership plays a pivotal role in fostering their growth, maintaining morale, and ensuring that the probationer has a positive experience during their transition into full-time policing.

A key leadership strategy when working with probationers is to set clear expectations for their performance. As leaders, it is essential to provide them with a structured environment where they can clearly understand their roles, responsibilities, and what is expected of them. I use Situational Leadership Theory (Hersey & Blanchard, 1969) to guide my interactions with probationers. According to this model, the leader adjusts their leadership style depending on the maturity and development level of the individual. When probationers are new to the role, I take on a more directive leadership style, clearly outlining tasks, expectations, and policing procedures. This provides them with the necessary structure to perform their tasks confidently.

[image: Transformational Leadership Model | Download Scientific Diagram]While structure and clarity are important, it is equally important to offer support and foster the development of new probationers. As leaders, we must mentor them, providing opportunities for professional growth. Transformational Leadership (Bass,1990) is highly relevant when leading probationers because it focuses on inspiring and motivating individuals to achieve their full potential. By modelling professional behaviours, offering feedback, and recognizing achievements, I encourage probationers to strive for excellence and develop a sense of pride in their work.
During the probation period, probationers need constant feedback. This feedback should be both constructive and positive, reinforcing their strengths while addressing areas for improvement. For instance, if a probationer demonstrates strong communication skills during interactions with the public, I highlight this as a strength, ensuring they are aware of their success. If there are areas for improvement, such as following procedural protocols, I provide specific feedback and work with them to help develop those skills. Regular feedback reinforces good practices and helps probationers understand where they need to focus their attention.



[image: Servant Leadership Theory]The transition from training to active duty can be overwhelming for new probationers, and they may face stress or uncertainty. As a leader, it is important to foster a supportive and safe environment where probationers feel comfortable seeking guidance, asking questions, and making mistakes. I use the Servant  Leadership model (Greenleaf, 1977), which focuses on putting the needs of others first and encouraging a culture of listening, empathy, and support. When probationers are in challenging situations, I strive to offer emotional and professional support to help them navigate difficult situations. A strong support system ensures that probationers feel safe to develop, make mistakes, and grow as officers.
This can be seen in how I approach high-stress situations. When probationers struggle during more intense or challenging moments, such as dealing with difficult members of the public or managing emergency calls, I provide immediate debriefs and encourage open discussion about what went well and what could be done differently in the future. This reflective practice helps probationers learn from experience while knowing that they are supported.

For example, I’ve observed a shift in dynamics within my team as I’ve gained more experience and have become one of the most seasoned officers. Recently, two new recruits joined our team, having already undergone 12 weeks of training. However, as probationers, they were still unfamiliar with the job and lacked practical experience. I noticed that my supervisor regularly paired me with these new recruits, which led me to take on a mentoring and coaching role. It became crucial for me to ensure they developed as officers, while also being mindful that they might struggle with officer safety instincts and problem-solving in real-world scenarios.
I witnessed this firsthand with one of the probationers when we responded to an emergency call regarding a woman experiencing a mental health crisis. On the way to the scene, I asked the probationer if he had any prior experience with mental health-related calls and what his understanding was of the process for sectioning someone, in case that became necessary. Once I was confident in his understanding, I felt comfortable allowing him to take the lead in attending to the call.
I believe I demonstrated strong leadership skills during this situation. Although the probationer admitted he had never sectioned someone before, he seemed confident in the procedures. I decided to step back and allow him to handle the call, taking a more observational role while supporting him where needed. I could sense when he required reassurance, as he would glance toward me during the incident. I guided him on how to approach the woman, who was becoming aggressive, and discussed strategies for placing her in handcuffs safely.
After the woman was handcuffed and placed in the police van, I drove towards the hospital. During transit, the probationer suddenly panicked and informed me that the woman had slipped one of her handcuffs. I immediately pulled over, reassured him, and developed a strategy for safely reopening the cage doors and reapplying the handcuffs. During this process, the woman became extremely aggressive, striking both of us. Fortunately, there were no major injuries, but this situation could have been avoided had the handcuffs been more thoroughly checked.
In this instance, I employed a transitional leadership approach. Despite the probationer’s small mistake, I remained supportive and encouraging. After the call, I fostered a safe environment for reflection, offering constructive feedback. I believe this approach was effective, as it helped strengthen our professional relationship and built mutual trust. It also encouraged the probationer to feel comfortable seeking my support and guidance should they encounter challenges in the future.



In conclusion, my leadership style in policing has evolved over time to reflect the diverse range of situations and challenges encountered. Flexibility in leadership, the application of various leadership models, and the ability to adapt my strategy in response to changing circumstances have been central to my development as a leader. By utilizing models such as Situational Leadership, Transformational Leadership, and Servant Leadership, I have been able to manage different operational situations effectively, fostering team cohesion and ensuring positive outcomes. The ability to adapt leadership styles based on context is crucial in policing, where challenges are often unpredictable and require swift, decisive, and informed decision-making.












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:

Throughout my three years on probation as a police officer, mentoring and coaching have been central to my development, both personally and professionally. Reflecting on this journey, I recognize that the guidance I received from mentors and coaches played a crucial role in shaping my abilities, helping me meet personal and organizational goals, and facilitating my overall growth within the policing environment.

For the purpose of this essay, I will refer to mentoring as a developmental relationship in which an experienced individual (the mentor) provides guidance, support, and advice to a less experienced person (the mentee) to help them grow personally and professionally. This relationship often focuses on long-term career development, skill enhancement, and personal growth. Mentoring is typically more holistic, encompassing career guidance, emotional support, and offering wisdom based on the mentor's own experiences (Klasen and Clutterbuck, 2002). 
I will also refer to coaching as a focused, goal-oriented process in which a coach helps an individual achieve specific objectives by improving their performance, developing their skills, and overcoming challenges. Unlike mentoring, which often emphasizes long-term development, coaching tends to focus on more immediate performance improvement and achieving specific goals. Coaches provide structured feedback and use techniques such as questioning, active listening, and goal-setting to guide the individuals progress (Whitmore, 2009). 



Mentoring and coaching provided me with a structured and supportive framework for learning. One of the most significant benefits was the opportunity to observe and learn from experienced officers. In my first year, I was assigned a tutor for 12 weeks who guided me through the fundamental aspects of policing, including emergency call procedures, communication with the public, and adherence to protocols. This direct, hands-on guidance enabled me to build a solid foundation in policing skills. I essentially mirrored my tutor’s communication style and approach, closely following the guidance and instructions he provided. 

In the second half of my tutorship, the focus shifted towards my tutor stepping back and observing me during response calls. This approach was designed to ensure that I had absorbed the essential skills and could apply them with minimal guidance. This phase was when I received the most valuable feedback. After each call, my tutor would review the incident that we had attended with me, typically asking what I felt I had done well and what I might have done differently if given another chance. I found this feedback particularly useful because it was always framed as [image: Diagram of Kolb's cycle of experiential learning. | Download Scientific ...]constructive criticism rather than reprimand. This particular method reflects the Kolb’s experiential Learning theory which emphasises learning through experience by reflecting on them and applying lessons learned for future situations. This theory encourages officers to actively engage in the learning process by reflecting on real-life experiences, such as handling emergency calls and integrating those lessons into future performance. 



Towards the end of the tutorship, as I was approaching the point of being deemed ready for lone patrol, my tutor sought feedback on his own performance as a mentor. I used this opportunity to express my desire for more independence during my final calls to ensure I was confident in handling situations without guidance. I felt that my tutor had been overly involved in my decision-making, and I needed the space to complete tasks on my own. After our discussion, he agreed to step back further during response calls. This shift was incredibly beneficial, as it allowed me to demonstrate that I could apply the skills I had learned without assistance. It not only boosted my confidence but also pushed me to problem-solve independently—an essential skill for a successful career in policing.

[image: Situational Leadership Theory Hersey And Blanchard 1982 - Design Talk]This time in tutorship reflected the situational leadership theory which has a different method developmental level of the individual being mentored or coached. In the context of policing, the tutor would adjust their approach based on the officers competency such as experience, skill level and confidence. For the first half of my tutor ship, this would reflect more of a direct approach where clear instructions and close supervision is needed. However, for the second half of the tutorship, a delegative or supportive approach may be used in order to encourage without micromanaging and to encourage independence (Hersey and Blanchard, 1969).



After completing my initial tutorship, I was assigned to a double-crewed unit with officers who were not my original mentor. While I gained a variety of skills during my tutorship, I believe my greatest growth occurred during this phase, as I had the opportunity to observe and learn from different officers with varying approaches to policing. My most frequent partner during this time was a male officer with extensive experience in first response. His policing style differed significantly from my initial tutor's, and he introduced me to new methods of engaging with the public. I was particularly motivated to impress this officer, given his wealth of experience, which drove me to work harder and strive toward my personal goal of earning acceptance within the team, especially given his seniority. Mentoring and coaching have been shown to improve job satisfaction by providing officers with a sense of support and growth opportunities. This, in turn, enhances retention rates, as officers feel more valued and motivated in their roles. Effective mentoring creates a strong sense of belonging within the force, leading to reduced turnover (Palmiotto and Taylor, 2018). 


Although I had passed my initial tutorship phase, being paired with this particular officer, I still felt mentored due to being so young in service, however, in a more independent manner. Mentoring and coaching are crucial for enhancing officers' skills and knowledge. Senior officers, through mentoring, pass on practical knowledge, tactics, and experience that are often not taught in formal training. This allows less experienced officers to learn how to handle complex situations effectively, such as dealing with challenging community relations (Bradshaw and McGhee, 2019). 

This particular pairing continued throughout my second year of policing, and I quickly noticed an improvement in my performance. As I worked alongside this officer, I learned his preferred methods of handling situations, which helped refine my skills and enhance my decision-making abilities. Given the respect I had for him, I frequently asked for feedback on my strengths and weaknesses to facilitate further development. This approach, commonly used in mentoring relationships, supported my ongoing growth and directly improved my effectiveness during response calls (Schweitzer and Auerbach, 2022).

Towards the end of my second year of policing, my supervisor began to pair me with other members of the team, this is where I truly began to experience the full benefits of coaching. A particular paring that I felt developed my style as a police officer the most was with a member of my team that had a good level of experience, however, not all of this was on response. This meant that although he still needed to coach me on things that I had never dealt with before, he did not have the level of experience where he was taking on a leadership role such as mentoring me at the incidents that we were attending. I began meeting goals that I had now that I was taking a more predominate role at calls, I completed more arrests and through this relationship, I learned to adapt my approach to policing based on the officer's established methods and techniques. I gained insight into different communication styles and decision-making processes, which allowed me to refine my skills. This stage of my probation was particularly valuable because it helped me to grow more confident in handling diverse situations, fostering independence while ensuring I still had the guidance I needed.


From an organizational perspective, mentoring and coaching aligned my individual development with the wider goals of the police force. The force's mission to provide public safety and build trust with the community was consistently reinforced throughout my mentoring relationships. My mentors emphasized the importance of integrity, professionalism, and community-focused policing, ensuring that I understood my role within the broader organizational objectives. Additionally, the constructive feedback loop established between myself and my mentors helped improve my performance, contributing directly to the efficiency and success of the team (Lai & McBride, 2012).

Prior to joining the police, I had very little knowledge about the professional standards and expectations of the role, therefore, coaching and mentoring helped me instil positive values and ethical behaviour within the police force. By having experienced officers guide new recruits through challenges, the police culture becomes more supportive and accountable. Mentoring also addresses issues such as biases, fostering a more inclusive and diverse police force (Kinsella and Gannon, 2020)


Reflecting on my three-year probation in the police, I can confidently say that mentoring and coaching were pivotal in my growth and development. These relationships not only helped me meet my personal and professional goals but also aligned my progress with organizational objectives. By providing structured learning, continuous feedback, and opportunities for self-reflection, mentoring and coaching have equipped me with the skills and confidence needed to perform effectively in the workplace. Through these experiences, I have not only become a more capable officer but also a more self-aware and resilient individual, ready to continue my journey in policing.
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