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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:

Being a police officer, you are held to the highest standards that are not only set out by your owning force but by the College of Policing (COP). Officers and staff are held accountable to standards of behaviour that are devised by the College of Policing to professionalise policing by setting values, improving training, and embedding practices that all officers must abide by. The task in hand is to address the public expectations, tackle emerging threats and become an institution that fits the purpose. It aims to align the policing industry with other professions and ensures it meets the needs of the complex and constantly evolving society that we live in. To ensure this is being carried out in the correct manner, it works closely in line with national strategies, including The Policing Vision 2025, the Workforce transformation 2018 and the College of Policing’s 5 Year Strategy. 

Standardising police training across forces in the UK is delivering through the Police Education Qualifications Framework (PEQF) is one of the College of Policing’s primary responsibility. According to this framework, new officers must complete a postgraduate conversion course, pre join degree or degree apprenticeship to qualify as a fully-fledged police officer (College Of Policing, 2024). These courses align with broader professionalisation goals by ensuring that the new recruits possess a baseline level of practical and knowledge-based tests. 

Regarding worker effect and accessibility, there is, nevertheless, criticism. The implantation of degree level prerequisites has sparked worries that it would discourage candidates from non – academic or diverse backgrounds (Brown, 2013).
Recruitment and retention issue result and stem from certain forces’ inability to handle the increasing training load. (HMICFRS, 2023).  

Integrating evidence-based policing into operational procedures is one of the College of Policing’s major strategic contributions. They encourage the application of best practices, data analysis, and scholarly research to guide policing tactics (Sherman, 2013). This method boosts public confidence, increases efficiency, and improves decision making. However, there is a gap between the frontline application and the research. Due to operational demands, resource constraints, and a lack of immediate utilisation, many officers find it difficult to put academic research into practise when carrying out their day-to-day duties and responsibilities (Cockcroft and Beattie, 2009). The College of Policing has made a conscious effort to solve this issue by putting training packages in place encompassing evidence-based policing training, however the adoption of this varies throughout different roles and units. 

Throughout the Code of Ethics, which offers a national framework for professional conduct, the COP enforces ethical standards (College of Policing, 2024). This is in line with the Policing Vision 2025, which aims to increase public trust and legitimacy (NPCC, 2017). Nonetheless, prominent incidents of wrongdoing have sparked questions amongst the COP’s ability to adequately police moral principles (HMICFRS, 2023). Although the industry offers direction, individual forces and the Independent Office for Police Conduct (IOPC) still have most of the disciplinary authority.

I have ensured that I have stayed committed to the National standards and constantly continued to learn throughout my role. As part of my role within my first 3 years, I have had to complete a PEQF which consists of applying theoretical knowledge scenarios to real world policing. This maintains my training and ensures I am well equipped to deal with most situations that I am faced with. I adhere to Authorised Professional Practise (APP) criteria, ensuring my work fits with national standards (College of Policing, 2020). 

This framework includes degree-level entrance paths like the Police Constable Degree Apprenticeship (PCDA), which ensures that new recruits have a thorough understanding of policing concepts and procedures.  While this shift towards academic qualifications is intended to improve professionalism, it has been criticised for potentially excluding individuals from various backgrounds who may not have access to higher education options.

In my everyday tasks, I've tried to incorporate EBP concepts by incorporating data analysis and study findings into my approach to crime prevention and community participation.  For example, I used problem-solving models to address reoccurring difficulties in my assigned area, indicating a dedication to data-driven tactics.

Adherence to the CoP's Code of Ethics has been important to my professional behaviour.  In all of my dealings with colleagues and the general public, I have constantly displayed integrity, impartiality, and respect.  By meditating on ethical factors in my decision-making processes, I have helped to create trust and legitimacy within the community. I have supported local cybercrime awareness initiatives, aligning with Workforce Transformation 2018 (NPCC, 2016)

I have made sure that my Professional Conduct and Ethical Leadership has been executed through my role by acting impartially, honestly, and openly in all of my contacts, maintain the Code of Ethics. I have also assisted with coaching and tutoring the more junior probationers, imparting expertise and encouraging a professional atmosphere.

There are still issues with guaranteeing widespread acceptance and real-world implementation, despite the fact that the College of Policing has been crucial in professionalising policing through ethics, leadership development, research, and education. Increased enforcement authority, better interaction with frontline officers, and more focused assistance for workforce development might be necessary to maximise its effects.

During the last year of probation, my job as a police officer has changed dramatically, moving from a learning period to more operational independence and leadership responsibilities.

I have been looked after by my colleagues for the last two years and I have been making decisions alongside other people. I was supervised when handling certain tasks and would require assistance when dealing with certain situations. Within the last year I have been confident in handling incidents more or less independently. This includes complex investigations that require a little more time than others. Initially, my duties were closely supervised, with a focus on learning and adaptation. As I gained experience and confidence, I transitioned to independent patrols and decision-making, managing complex incidents and investigations with minimal oversight. Since being in my final year of police probation, I have been responsible for managing my own workload and determining the risk in which I grade certain situations. I have been working with partner agencies such as Women Aid and the domestic abuse teams within the police to create and devise plans to protect the victims and safeguarded them which has an increased risk attached, this is something that has been introduced in my final year. 

Being an independent police officer has allowed me to take more of a proactive approach to response policing. I now have closer ties with big members of the community and local members of the public and I understand how important teamwork is when dealing with in house and local problems. If members of the public see a familiar face they are more likely to report crime to you and it will create and safer community (Weisburd et al., 2024).  

I have cultivated a sense of shared responsibility for public safety and helped to establish trust by actively participating in local warrant for drugs and sexual offences. This is developed from intelligence that local members of the public tell police which allow us to build the reports to gain a warrant. This reflects and sets out in line with Policing Vision 2025 (NPCC, 2016).

Whilst developing in my role as a response police officer, I have began to think about my career aspirations and what goals I would like to achieve within the police. I have completed attachments with other force departments like the roads policing team, the detective department and the public protection unit. This has aligned with the Workforce Transformation 2018. I have been considering what I would like to do if my time on response comes to an end and how this would fit within the College of Policing and Policing Vision 2025. 

My approach to day-to-day operations has been influenced by my growing knowledge of national policing tactics. I have made sure that my work complements larger initiatives to address national challenges and boost public confidence by coordinating my operations with the goals stated in important publications like the Policing Vision 2025.

During my final year I have considered the policing documents that assist me in my duties and allow me to carry out my role effectively and efficiently. According to the Strategic Policing Requirement (SPR), public order, cybercrime, and terrorism are just a few identified crimes that are among the national dangers that call for a coordinated policing response. Understanding these priorities has allowed me to make sure that my actions, especially those involving intelligence gathering and community participation, support the individuals efforts to reduce these risks. Each call that I attend as a response police officer, I make sure that I am thinking of these key components in order to tackle what is in front of me safely. There is danger attached to each call and along with danger comes risk. These risks need to be negated at each call and the dangers need to be avoided. 

From studying the Policing Vision 2025, I can see that there is a necessity for a more diverse, cooperative, and technologically advanced police force. The police is an evolving organisation and My use of technology throughout shows my dedication to lifelong learning align with the goals of the vision, putting me in a position to make a meaningful contribution to the changing policing environment. I try to use less paper where possible, and use my handheld mobile device and laptop instead. 

I have looked at the Workforce Transformation 2018, and the goal of this plan is to create a trained and adaptable workforce that can change with the times. This highlights similar to what the policing vision 2025 is aiming to do (Martin, 2021). Instead of having paper copies of certain documents within the force, if we can change them to electronic versions it means they are easily accessible and can be shared amongst others in the force. I have matched myself with the objectives of workforce transformation by accepting additional tasks and looking for chances for professional growth, exhibiting flexibility and a dedication to quality. By this I mean I have accepted doing more than what’s naturally expected and ensuring all tasks are completed to the best of my ability. 

The CoP’s Five-Year Strategy outlines its commitment to setting standards, supporting professional development, and promoting innovation. My adherence to the CoP’s guidelines and active participation in training programmes exemplify my alignment with this strategic direction, reinforcing my role as a modern professional police officer.

By promoting evidence-based procedures, establishing ethical standards, and standardising training, the College of Policing plays a crucial strategic role in professionalising UK policing. The COP's programs have had a considerable impact on the evolution of policing, even though there are still challenges in ensuring consistent application throughout all units. As I come to the end of my probationary term, my experiences show a dedication to professionalism, flexibility, and ongoing development, which aligns with the values and goals promoted by the COP. I am ready to make a significant contribution to the continuous development of the police force by adhering to national strategies and accepting the duties of a contemporary police officer. I have thoroughly enjoying my 3 years in prohibition, constantly learning and changing to aim to be the best police officer that I can be. 
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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 connection between social media and policing has increased and the rise of social media has transformed how police departments connect with the public, inform communities, and push policy changes throughout the forces. Platforms such as Twitter, Facebook, Instagram, and YouTube have opened new ways for forces to engage with the community, increase openness, and communicate during crises. It allows members of the public to keep up to date with the police how they are carrying out their day-to-day roles. As well as being a positive feature, using these platforms has risks such as disinformation, security concerns, and privacy abuses. This essay will aim to critically review the use of social media in policing, evaluating the regulations that manage its use, the platforms used by police forces agencies, and the benefits and risks connected with this type of communication.

Social media has radically changed the relationship between police forces and the communities they serve. The police can directly interact with the public, inform them about safety concerns, and support projects aimed at building community relations. It is use for many different purposes and all with different roles and objectives.

Most police forces have established specific standards and protocols for social media use to ensure that officers maintain a high degree of professionalism in their dealings with the public. According to a National Policing Improvement Agency (NPIA) assessment, standards normally emphasise that posts be polite, impartial, and in keeping with the force's objectives (National Policing Improvement Agency, 2011). Officers are discouraged from sharing personal thoughts or participating in political conversations on social media to avoid seeming biassed or contentious. Instead, posts should be useful and focused on encouraging community engagement, safety, and openness.

Likewise to the above, some forces have procedures that prohibit officers from engaging in online debates or making provocative remarks in reaction to public criticism. This would include anything that indicates a personal view and is backing one side to an argument. These principles ensure that social media use remains a tool for constructive interaction and not conflict.

Each UK police force has specific policies in place on the professional use of social media, which are generally consistent with guidance from the College of Policing.  These policies are designed to protect both officers and the public while maintaining uniformity and professionalism. According to the College of Policing (2017), core principles of the use of social media and officers include not disclosing operationally sensitive information, avoiding expressing personal thoughts on political or sensitive matters and officers are too accountable for their posts, even on private accounts, if their identities are public. Compliance with such policies is critical, as if the guidelines are not stuck to it can result in disciplinary action or public reaction, diminishing trust in enforcement institutions (Brainard & McNutt, 2010).

Privacy and confidentiality protection is another important part of social media rules within the police. Police departments must ensure that any information shared on social media conforms with data protection standards such as the European Union's General Data Protection Regulation (GDPR) or comparable privacy legislation in other countries. Inappropriate disclosures, such as revealing information about current investigations or releasing photographs of suspects or victims without sufficient approval, can erode faith in police and result in legal penalties for anyone involved. It breaches the trust that the forces uphold and give the opportunity for people to provide their opinions rather than facts.

Policies around social media also emphasise the significance of utilising these platforms for effective crisis communication.  In times of emergency, such as terrorist attacks, natural disasters, or public safety risks, social media is an effective tool for quickly spreading essential information.  Police use sites such as Twitter and Facebook to provide updates on road closures, evacuation orders, and safety advice.  Furthermore, these systems enable the public to obtain updates in real time, which is critical for averting panic or confusion. For instance, the Manchester police used sites like Facebook and Twitter during the Manchester Bombing in the Arianna Grande concert to keep the public informed during the critical moments of the crisis. Their rapid dissemination of information was essential in guiding the public’s actions and ensuring their safety during the incident.

Given the potential risks associated with social media use, many police forces also emphasise the need for social media training for officers. Training ensures that officers understand the ethical and legal guidelines of social media use, including the implications of their online conduct. Moreover, many departments have implemented systems of accountability, such as monitoring tools, to track the use of social media by officers and ensure adherence to established policies (The Police Foundation, 2014). During my time within the police and throughout my role, I have undertaken this type of training which allows me to use social media for a policing purpose. I am able to post information such as what us response police officers have completed within a day’s work and how we have used our time. This gives members of the public chance to interact and get to know their local police officers and gives them the chance to build a relationship with them.

One purpose of social media within policing is for the distribution of information. Not only can it inform the communities of what is going on, but it can do this at a rapid pace. It is predominantly used for communicating updates on crimes, emergencies, missing persons, road closures, and public safety alerts. I have used social media for all of the above situations and they have effectively played the role that we have wanted it to do. For example, give us an idea of the whereabouts of a missing person or stopped traffic due to an incident in a certain direction.

Another use of social media in the police is to provide crime prevention and education advice. This allows forces to disseminate advice for the crimes that they see are on the rise in their area. Social media is a vital tool for disseminating crime prevention advice, raising awareness of scams, and educating the public about legal changes or new policing initiatives (Laufs and Waseem, 2020). For example, if car thefts are on the increase, they can provide advice surrounding this type of crime and techniques on how to better protect their property.

Many forces use social media as a way of to find suspects or request witnesses. Such posts can gain a lot of exposure through viral spreading, which can result in arrests and useful leads (Sangiorgio et al., 2025). This can be disseminated via photographs and videos which allow the public to engage and contact the police to positively identify or lead the police in the direction of conviction and prosecution. 

Forces might utilise social media to draw attention to strategic goals or policy reforms, like campaigns against modern slavery, knife crime, and domestic violence.  Forces can increase public comprehension and support by presenting these themes in an approachable manner (Jones et al., 2025). This will be highlighted for users of social media and will signpost them in the right direction to contact the correct people regarding their concerns and issues. Forces will post information surrounding a certain topic and this will educate the public on the highlighted topic. I have first hand experience in this type of use as when I attend calls in my local area reporting people often say that they have seen on social media that they believe they are suffering from domestic abuse but they didn’t realise until they saw the campaign on social media. 

More recently forces have started using certain social media platforms to share stories about individual officer and this provides a more relatable perception of the police. They share accomplishments, community service, or daily experiences. This can boost recruitment efforts and enhance perceptions (Procter, Vis and Voss, 2013). 

I have experienced this and have gained the training to be able to use social media account for my police force. I have been posting all the achievements that my shift have done throughout our daily tasking. I have posted things like seizures of uninsured vehicles and any seizures of controlled substances. This gives the community confidence in the police and allows them to see the work that goes on behind the scenes that they might not necessarily know is happening. I have also published what a response police officer gets up to on a standard shift, this had interaction, and the public were surprised as to the amount of things that a police officer gets up to within a single shift. 

As well as the multitude of positives that are attached to the uses of social media within the police, there are of course, risks and challenges too. On social media, information might be misunderstood or taken out of context. Poor wording or mistakes can spread swiftly online and harm a person's reputation. Furthermore, police messaging may be undermined by false information that spreads quickly from unofficial sources (Schneider, 2016). 

When using social media to post real-time information sharing about operations, investigations, or officer movements there is always a risk that it may compromise tactics or put safety at risk. Suspects have occasionally been alerted by posts on social media (Denef, Bayerl and Kaptein, 2013). If criminals are aware of how we conduct our investigations, there is always going to be a risk that they will devise a way to avoid getting caught via our tried and tested methods. This would hinder how efficiently we capture offenders who are unlawfully at large and increase the risk to not only the people involved but the public too. 

Officers have been disciplined for using their personal accounts to post offensive or politically biassed content. Even off-duty positions have the potential to cause misconduct claims and a negative image of the force (College of Policing, 2016). Using social media for personal life and being a police officer is always going to come with the risk that people will judge what you’re doing and highlight all the things that they believe you “shouldn’t” be doing because you work for the police service. 

An excessive amount of social media involvement can lead to irrational public expectations for prompt responses. Additionally, managing and moderating platforms calls for specialised resources, which could take focus away from other aspects of law enforcement (Crump, 2011).

What can be communicated on social media is limited by ethical norms, defamation hazards, and data protection rules. To prevent violations, forces must carefully strike a balance between transparency and legal obligations (ICO, 2024).

Social media provides policing with effective methods to engage, inform, and promote projects. It has the potential to improve transparency, foster trust, and fortify ties within the community when applied efficiently and morally. But there are also serious risks associated with these platforms, such as damage to one's reputation, operational violations, and legal issues. Maximising benefits and reducing risks requires strategic planning, ongoing training, and adherence to force policy. Social media policing tactics must change along with public expectations and digital environments.
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Task 3

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


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

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




ANSWER:

Navigating complicated and dynamic circumstances requires effective leadership in the policing industry. Policing demands leaders to react to erratic circumstances with both decisiveness and flexibility, in contrast to professions that are not as fast paced. A flexible leadership style is required due to the changing nature of crime, public expectations, political influence, and internal organisational development. This essay explores several leadership techniques used to handle operational situations, critically evaluates and demonstrates flexibility in policing, and considers how these techniques were modified in response to evolving conditions. In order to provide an evidence-based critique grounded on both academic literature and personal professional experience, it will examine well-known leadership styles like transformational, situational, and servant leadership.

The ability of a leader to modify their behaviour and approach in response to shifting demands, follower capabilities, and environmental constraints is known as leadership flexibility (Yukl and Mahsud, 2010). This includes the ability to switch between collaborative approaches during community-based engagements and authoritative leadership during high-risk occurrences in policing. Such flexibility guarantees operational efficacy and strengthens credibility, especially in situations where public scrutiny is intense.

I have found that this type of leadership has been proved vital in the short time that I have been in the police so far. I have found myself leading high risk missing people enquiries one minute and then overseeing long term investigations the next. I have tailored my approach to each situation and adapted my outlook based on the information available to me at the time.  

Research shows that one style of leadership that is applied throughout policing is situational leadership. This type of leadership which was developed by Hersey and Blanchard in (1969) states that there is no one ideal way to lead. Rather, leaders need to modify their approach according on the level of skill and dedication to the people they are leading. In a policing world, this entails identifying when cops need close supervision and when they might benefit from more freedom.

I have personally used this type of leadership style at a large-scale road traffic collision. I had arrived at the scene first and colleagues began to follow. Due to the low number of staff in on this day, I was one of the most experienced at the scene. I started to delegate as officers began to arrive, giving clear instructions to the junior officers and directing them to ensure everything was getting done. As more colleagues and people of higher ranks were arriving, they were making the independent and important decisions. This guaranteed operational coherence and ensured the decision making was enhanced. 

Another model that is identified in the policing career is known as transformational leadership. The goal of transformational leadership is to empower, communicate and inspire the followers to go above and beyond expectations (Ugochukwu, 2024).This technique works especially well, in my experience, when organisational change or measure to boost morale are underway. 

I have adopted this approach to overseeing the rollout of new systems and new policies that are getting devised within the police. I have assisted colleagues in learning the new systems and providing feedback when needed. This type of approach resulted in increased morale on shift and encourages the less compliant staff to change and follow the lead of others.

Frequently used within the police is servant leadership. This was created by Greenleaf (2002), which highlights the leader’s responsibility to serve their team and put others needs first. In situations involving community policing, where legitimacy and trust are crucial, this approach has helped build strong relationships with key members of the community and as a whole has decreased the level of anti-social behaviour in certain areas. 

I have employed and use a command-and-control leadership style in high-risk situations, such significant crises surrounding mental health or the deployment of our other in house teams such as the dog section and the national police air service. This strategy is in line with transactional leadership, which emphasises job fulfilment, structure, and supervision (Bass, 1985).

During the apprehension of a wanted offender that had been sighted in our local area, the deployment of the police dog unit and the national police air service was authorised which meant the delegation of the ground was crucial to get the right outcome. I used the command and control leadership style to direct other officers to the correct place to set up a containment on the area. This was being directed to me from the helicopter and the offender was captured. But after the initial event and once emotions and adrenaline had worn off, during the debrief, I adopted a more cooperative style that promoted reflection and education.

Although command-and-control is essential in certain situations, especially ones that are in the public eye, excessive use of it hinders team development and can cause people to lose faith. Maintaining morale and performance over time requires striking a balance between honest practice and directive leadership (Adair, 2009)

A more participatory and emotionally intelligent leadership style is necessary for community policing. I used a participative style when I led a project to reduce racial disparities in stop-and-search procedures, meeting with community organisations and stakeholders.

Our neighbourhood teams within our police force devised a surgery for members of the public to attend and discuss their concerns within the area as well as praise the police for the good work they have seen and what they liked about what they have seen. This allowed regular feedback weekly and provided listening forums for both police officers to listen to the community and for the community to listen to the plans that the police have. During these meetings, we are able to share our statistics for certain initiatives in the area which increases public trust and the public perception on the police. 

Even while it works well for fostering trust, participative leadership takes time and money that aren't always available. A persistent leadership problem is striking a balance between organisational capabilities and community requirements.

An unexpected challenge requiring a shift in leadership style arose when a member of my team with was involved in an internal misconduct investigation involving allegations of discriminatory behaviour by another member of our team. This was a high stake situation which meant that organisational integrity, staff morale, and public trust were all at risk. It is vital that all members of the team were made aware and if the leadership style was not changed it would have a significant impact on everyone. 

This shift is in line with the philosophy of adaptive leadership Heifetz and Linsky (2002), which encourages managing change by recognising underlying problems, empowering others to take action, and controlling distress. I promoted creativity in remote working procedures and led weekly "wellbeing check-ins." This flexible strategy enhanced team cohesiveness while preserving operational performance. 

But as the inquiry went on, it became clear how emotionally the crew as a whole was affected. A number of officers voiced issues around psychological safety, workplace culture, and the fairness of grievance and promotion processes. I realised at this point that I needed to change my strategy. By fostering open communication, facilitating anonymous feedback sessions, and exhibiting true empathy, I shifted towards a transformational and emotionally intelligent leadership style (Goleman, 1998).

I also practiced servant leadership by prioritising worker wellbeing, connecting directly with employee associations, and conducting an outside assessment of broader concerns of inclusion. This adjustment contributed to the team's rebuilding of confidence and proved that leadership was proactive in addressing cultural health, rather than reactive to legislation.

Another operational situation I found myself using my leadership styles surrounded a high risk missing person investigation. I started with a collaborative leadership approach, collaborating across services involving several agencies. These agencies included social services, schools and the local authorities. In order to manage communications and preserve operational integrity, I switched to a more authoritative tone when false information started to circulate in the media. Throughout these types of investigations, it is vital that the leadership style is adapted based on the information available to us at the time. 

This modification was influenced by the National Decision Model (College of Policing, 2020), which places a strong emphasis on necessity, proportionality, and dynamic risk assessment. My ability to be adaptable enabled me to address the reputational risk while preserving interagency cooperation.

Self-awareness and reflective practice are the cornerstones of flexible leadership. I frequently ask colleagues and other teams around me for input and feedback in order to pinpoint my blind spots and potential growth areas. This transparency has enabled me to modify my strategy in ways that are genuine and relevant.
I now have a better grasp of behavioural effect, making decisions under pressure, and psychological safety because to my involvement in leadership development programs like the College of Policing's Senior Leadership Programme. These encounters have reaffirmed the importance of lifelong learning in developing leadership flexibility.

Although flexibility in leadership is great in theory, its execution may be limited by real world life shift work issues. Adaptive leadership may be discouraged by organisational culture, hierarchical expectations, and resource constraints. Additionally, staff members may become confused by inconsistent leadership behaviour if it is not adequately conveyed (Yukl, 2013). Decision weariness is another difficulty. A lot of mental and emotional effort is needed to continuously evaluate and modify one's leadership style. Techniques like delegation, organised debriefs, and peer support assist lessen this difficulty and sustain performance under duress.

Finally, given the variety of operational, organisational, and ethical issues that modern police commanders face, the capacity to demonstrate flexibility in leadership is a critical quality. By critically analysing my personal leadership style, this essay has demonstrated how I have changed and modified several leadership philosophies, from directive to servant leadership, and from transactional to transformational, in response to shifting team dynamics and operational settings.

Every case study that is offered demonstrates how leadership in law enforcement is a dynamic and responsive process rather than a static function. Success has relied on my capacity to evaluate the situation, comprehend the requirements of my team and stakeholders, and implement a suitable leadership style, whether I'm handling catastrophic crises, navigating organisational change, addressing community issues, or spearheading internal investigations. My leadership style has been structured and flexible thanks to the regular application of well-known frameworks as the Situational Leadership Theory (Hersey and Blanchard, 1969), Transformational Leadership (Bass and Riggio, 2006), and Servant Leadership (Greenleaf, 2002).

Furthermore, I have been able to lead morally and successfully in quickly evolving situations by utilising frameworks like the National Decision Model (College of Policing, 2020), introspective techniques, and emotional intelligence (Goleman, 1998). In addition to improving operational results, this flexibility has boosted organisational resilience, team building, and public trust. Effective leadership in policing ultimately comes down to the capacity to modify tactics to fit the circumstances and style to the individuals. The ability to lead with adaptability, sincerity, and self-awareness is still not only desired, but essential as policing needs change.
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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 road from a student police officer to fully functional police officer is a life-changing experience that is full of learning, personal growth, and career adjustment. Throughout my three-year probation period, coaching and mentorship have been crucial to my development, helping me to fulfil the organisational requirements for police officers as well as my personal goals. With an emphasis on how these technologies helped me learn, adapt, and perform in the challenging world of frontline policing, this essay critically analyses how these tools supported my professional and personal development. Using pertinent coaching and mentoring theories, especially their use in the policing industry, examine how I overcame significant obstacles, gave and received criticism, and eventually developed into a more self-assured, capable, and moral police officer. 

It's critical to comprehend the differences and ways in which coaching and mentoring complement one another when policing is concerned. For police officers mentoring is frequently relational, developmental, and long-term. A more experienced officer mentors a less seasoned officer, providing not only technical expertise but also professional and emotional support (CANTF, 2023).  The mentor usually offers a more comprehensive perspective on workplace culture, ethical norms, and professional advancement. It is the role of the mentor to guide their probationer to correct practices and to conduct themselves in an ethical manner and teach them exactly what is expected of them. 

In contrast, within policing, coaching involves structured interactions that assist people improve particular competencies and is performance-driven and goal-oriented (Whitmore, 2010). Coaching in policing is usually tactical and short-term, focussing on areas that need improvement instantly, such communicating during arrests, preparing incident reports, or following proper procedures. This can be different in all roles and different types of coaching can be required dependant on the role and person. The role I am fulfilling is very fast paced and the coaching needs to be adaptive to each individual. 

My transition from theoretical to practical application during my first year was greatly aided by mentoring. From the first day of my station posting, I was paired with a tutor who helped me navigate the unwritten expectations, shift work realities, and informal police culture norms. They guided me through station etiquette and what was expected of me each day when coming into work. I was able to freely communicate my fears, errors, and moral worries without having to think about being judged because of the psychological safety net this mentoring relationship offered. I built a strong relationship with my tutor and felt safe and was constantly growing. This resulting in trust reflected the mentoring roles of career growth and psychosocial support as described by Kram (1985).

Following a very upsetting unexpected death call, there was a noteworthy illustration of the effectiveness of tutorship and how my tutor supported me. I was feeling uncertain and emotional. I wondered if I had the fortitude to handle the more sinister aspects of the role of a police officer. In order to normalise such feelings and encourage me to investigate my emotional response, my tutor led a talkative car journey there and explained how he usually deals with these types of situations. In addition to helping me better control my emotions, this debrief made me realise how crucial peer support and supervision are. Additionally, it emphasised the ways in which good mentoring complements Kolb's reflective experiential learning cycle, in which learning from experience requires reflection (Mcleod, 2025). 

My operational proficiency was largely built through coaching, while my psychological and emotional integration into the police was aided by mentoring. A significant portion of this coaching was provided by my tutor constable, and subsequently by professional development officers who employed coaching frameworks in examinations and individual practice sessions. There were a few times that I got to work with different officers throughout my tutorship and this allowed me to gain an understanding of how different people deal with different situations in their own way. 

When I first begun attending incidents, I had trouble understanding if we had to take action and identifying what, if any, crimes had occurred. As time developed, my tutor began to let me make decisions and we would often have conversations on rote to the calls about what we think this call may be. My tutor would set specific goals and look at the real world and what people expect of us and consider my choices. Through this methodical approach of improvement, I was able to make quick progress and even assist colleagues who were having similar problems.

Coaching sessions that promoted a certain type of conversation about performance without fear also mirrored Lencioni's (2002) emphasis on fostering trust and healthy conflict in team environments. This fostered a culture of high performance and learning, which is essential for team and individual growth. I would try to use different situations and change what calls we would discuss in these sessions to ensure I was growing in all areas and not targeted on one. 

Being coached and mentored, it allowed me to devise goals and targets. These were on a level of personal, professional and work based. I was able to adapt and change these goals as I developed and grew as an officer, inside and outside of work. My first personal goal when joining the police was to become a better version of myself and be able to control my emotions in high stress situations. I've improved my emotional literacy through thoughtful mentoring and regular feedback, which has helped me deal calmly with stress and trauma. In accordance with contemporary conceptions of officer welfare, mentoring sessions assisted me in establishing personal objectives pertaining to work-life balance, self-care, and mental wellness (College of Policing, 2021). This has assisted me in all walks of life and being able to remain level headed both inside and outside of work with whatever situation I am faced with. 

In a work capacity, the first goal that I set myself was obtaining Independent Patrol Status (IPS) in the first year. In order to develop the necessary skills, such as dispute resolution, efficient communication, and the application of legal knowledge, coaching was essential. I was able to assess progress, modify each call and recognise developmental milestones with the support of regular review meetings with my supervisor. This was a huge goal of mine as I originally did not feel comfortable attending incidents alone and not having someone behind me at all times. This goal was quickly achieved, and my confidence grew to achieve further goals set in my career. 

Accountability, ethical policing, and community involvement are among the force's strategic objectives. I was able to internalise these ideals with the aid of coaching and mentoring. My ethical development was aided by senior officers' role modelling, scenario-based coaching, and reflective practice, which helped me match my behaviour with the organisation’s priorities and the Code of Ethics. This would sit in line with why I joined the job and I instantly started to gain job satisfaction from this.

Continuous learning was made easier by including coaching and mentoring into regular practice. Every shift offered chances to think, ask for input, and try out different strategies at the different calls that we attend. After every significant event, I learnt to reflect on what went well, what didn't, and what I would do differently the next time by using Kolb's learning cycle (Mcleod, 2025). I could do this alone or with my mentor. I would write down things that went well so I could take this into the next situation and for if I become a tutor one day. With what didn’t go so well, I would chat to colleagues and understand the dangers and how I can adapt and change for next time. 

An example of using this model is how I managed a heated domestic conflict. The first sign of uncertainty and danger when attending nearly made things worse. I was able to evaluate my tone, body language, and the legal knowledge to deescalate the situation. My tutor provided me feedback and reassured me that I was getting better at each call. In addition to increasing my knowledge, that feedback gave me more self-assurance to deal with challenging interpersonal situations in the future.

An essential component of my learning and growing within my policing career so far has been feedback. I had a hard time accepting criticism at first. But I was able to develop when I learnt to welcome timely, precise, and constructive criticism. This would come from different people including people of different ranks, departments and my colleagues. Feedback that was based on the BOOST model—Balanced, Observed, Objective, Specific, Timely—was the most helpful to me (David, 2021). This is a positive feedback model which assisted in my being the police officer I am today. 

For example, during situations that would involve using force on someone, getting feedback on posture, verbal instructions, and de-escalation techniques proved crucial. This can be the difference being defusing a situation or making it worse. My tutor would ask me to evaluate myself first, making it a two-way process. This would initiate us to talk about different ways to deal with situations and certain techniques that worked and what didn’t. 

From receiving feedback for the past 3 years, giving feedback is another skill I've acquired, especially when mentoring less experienced officer that have joined my shift. I now take on a coaching mindset, asking thoughtful questions instead of passing judgement, whether I'm giving team debriefs following accidents or observations on radio language. My transition into a leadership role is being facilitated by this peer coaching role, which is expanding the mentoring culture within the force. Again, this will help me to become a tutor in the future and develop new officers like I once was. 

My three-year probationary time has been a demanding and rewarding journey for my professional development experience. Coaching and mentoring were essential to my journey, they helped me develop my skills, adjust emotionally, and fit with the fundamental principles of the policing career. I was able to fulfil my own ambitions, reach professional benchmarks like IPS, and significantly advance organisational objectives thanks to these methods. In order to keep the cycle of professional development going, the experience has also given me the tools I need to mentor and coach others. I'm determined to apply these ideas to my own work as I go into the next stage of my career, making sure that incoming hires get the same encouragement that gave me the confidence I needed. I cannot thank my tutor enough for providing me with all the knowledge, skills and tools that I needed to become a police officer and I would not have been able to do it without him. My shift have been the most supportive and nurturing people and have played a significant role in shaping me to be the best police officer I can be. 
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