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Task 1

Relevant areas of the National Policing Curriculum: 
Understanding the Police Officer Role.

You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.

Critically reflect upon how your final year of probation has seen your role as a police officer change. 


Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.



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



ANSWER:

The College of Policing is the professional body for all those who work in policing. It is not a statutory body but has statutory functions, such as contributing to the regulations and Codes of Practice for policing. The College exists to provide police staff with the essential knowledge and skills to prevent crime, protect the public, and secure public trust. This occurs through gathering evidence of ‘what works’, to ensure that policing practice and standards are ‘based on knowledge, not custom and convention’. This translates into the education of police professionals; who are trained to an accredited standard, which supports the consistency of knowledge and skills in officers, and assures the public of the quality of the service. (UK Parliament, 2017).
The Fundamental Review of the College of Policing (College of Policing Limited; 2022), considers the College's operational impact, organizational culture, and its role in addressing contemporary policing challenges.
Within the Review, Nick Herbert; founder of the College, states that its’ ‘ambition was to improve leadership, standards and professionalism in policing’. However, he also acknowledges that, after its first ten years, many of the challenges facing the service remained, and some had actually increased, with the College ‘failing to fulfil its potential’. In his foreword, Andy Marsh; Chief Executive Officer of the College, reiterates Herbert’s concerns, and summarises that the College’s ‘renewed mission’ in 2022 was to ‘drive consistency’ …’to boost professionalism’… ‘and to improve leadership at each level’ (College of Policing Limited; 2022). In essence, the College’s mission has not changed, which raises the question of its effectiveness to date.
In respect of the efficacy of the College in fulfilling its role; the responses from frontline officers, during the Fundamental Review, indicate a general experience of disconnect - between the initiatives and standards set by the College, and how this translates into the reality of modern-day policing. It is noted within the review that ‘currently, many in policing only engage with the College at their point of entry into the service, at promotion or upon the acquisition of specialist skills’, and that ‘CPD needs to be established in policing, requiring the buy-in of chiefs, with worldclass products offered in support of it’. 
Unfortunately, however, unprecedented circumstances; such as BREXIT and the COVID19 Pandemic monopolised resources; which have contributed to poor reviews of the College’s performance (College of Policing, 2020). Additionally, the challenges with staff retention and high service demand, may also prevent police officers from prioritising training and research. One might argue that, until these challenges can be overcome, Continuing Professional Development is unable to be prioritised. 
By 2018, although the overall police workforce in England and Wales increased slightly, the number of police officers had fallen to its lowest level since 1996, and there were decreases in Police Community Support Officers (PCSOs) and special constables (Home Office, 2018). The Workforce Transformation of 2018 aimed to address workforce challenges through attracting a more diverse workforce, with new entry routes into policing, including: police apprenticeships, policing degrees, and degree conversion courses, provided through the College of Policing. This appears to have been successful in respect of attracting new officers to the force, and providing a pathway for learning (GOV.UK; 2023). However, there appears to be much work remaining in respect of meeting the changing landscape of policing; particularly in relation to cyber-crime, and improving public confidence remains a challenge (Home Office, 2018). 
Moving forward, the College of Policing's 5 Year Strategy: National policing culture and inclusion strategy 2025 to 2030 sets out the objective ‘to make us the most trusted and engaged policing service in the world, working together to make communities safer and stronger’. Overall, whilst the College has played a vital role in addressing the needs of staff recruitment and development, it would appear that much work remains to be done if the 2025-2030 5-year strategy is to prove successful. 
In respect of modern policing, this began in 1829, when Sir Robert Peel introduced the fundamental principles of policing, reforms of British criminal law, and establishing the Metropolitan Police Force (Metropolitan Police Act 1829). ‘Peelian Principles’ defined the ethical requirements police officers must follow in order to be effective. These have developed over time, but remain central to policing to date (PolFed, 2018). The ‘Peelian Principles’ of policing remain relevant to the examples discussed within this section, and are therefore detailed below:
1. The basic mission for which the police exist is to prevent crime and disorder. 
1. The ability of the police to perform their duties is dependent upon public approval of police actions. 
1. Police must secure the willing cooperation of the public in voluntary observance of the law to be able to secure and maintain the respect of the public. 
1. The degree of co-operation of the public that can be secured diminishes proportionately to the necessity of the use of physical force. 
1. Police seek and preserve public favour not by catering to public opinion but by constantly demonstrating absolute impartial service to the law. 
1. Police use physical force to the extent necessary to secure observance of the law or to restore order only when the exercise of persuasion, advice and warning is found to be insufficient. 
1. Police, at all times, should maintain a relationship with the public that gives reality to the historic tradition that the police are the public and the public are the police; the police being only members of the public who are paid to give fulltime attention to duties which are incumbent on every citizen in the interests of community welfare and existence. 
1. Police should always direct their action strictly towards their functions and never appear to usurp the powers of the judiciary. 
1. The test of police efficiency is the absence of crime and disorder, not the visible evidence of police action in dealing with it.
Throughout my probationary period I have been working to fulfil all elements of the modern policing role, which has included working tirelessly in the frontline; community engagement element of my role. Here, I have managed to form trusting relationships with the public, through my honest and empathic approach to engagement with victims, witnesses and suspects. This approach has enabled me to effectively investigate crimes, and prevent further harm to potential victims, as my example will discuss, in due course.
I have taken many opportunities for Personal and Professional Development. I note that there is a range of mandatory and optional training opportunities available to officers, which support the development of a police career. For example, I have completed Officer Safety Training, First Aid Training, and Initial Response Driver Training, which are all mandatory training opportunities for frontline police officers. However, I have also completed Basic Deployment Unit (BDU) training, which is an optional, level 3 training for officers in public order and public safety. 
In relation to The Strategic Policing Requirement 2025 and; I have encountered the described need for collaboration and resource allocation to address national threats. My experience was during a National Celebration, where I was allocated, along with colleagues from various national forces, to protect the public, following intelligence to suggest a threat of terrorism.  Positive action had been authorised, and whilst this became unnecessary, this experience deepened my awareness of the Policing Vision 2025 in respect of how improving policing for the public, is the essence of this Vision. 
I have developed an appreciation of the specialist departments within the police, through working alongside a variety of colleagues, and engaging with attachment opportunities to experience the different specialist areas. My attachment opportunities have included Traffic; Criminal Investigation Department; and Public Protection Unit. These have helped to develop my insight into how the force’s effectiveness is improved through officers choosing to specialise in focussed areas of policing.
In respect of accountability, I quickly developed an understanding that all police officers are accountable for their action (or inaction), and must ensure that they maintain appropriate records. I am acutely aware of the need to evidence that I have responded to a situation with professional integrity. This includes any use of reasonable force or discretion; and I ensure that I can evidence that I am always operating within the boundaries of the law, and following formal procedures; such as through utilising my Body Worn Video; providing real-time updates to colleagues; and recording every incident with precision, at the end of each shift.

Throughout my final year of probation, I have reflected upon how my role as a police officer has changed. I consider myself to have now become a modern, professional police officer who understands the requirement of me, to focus upon community safety, crime prevention, and to uphold the law. I have developed, through experience and training, and now respond confidently to a vast range of incidents, investigate crimes, and work closely with communities. 
I will consider an example of a crime which required me to gain the respect of victims and members of the public; to enable an investigation to commence: 
The investigation was related to significant domestic fraud; coercive or controlling behaviour; however, the victim was reluctant to pursue a complaint and was reluctant to provide evidence. It was necessary to build rapport with the victim, for her to trust me. Initially this involved providing information and advice, while allowing her time to consider pursuing a complaint. Numerous support referrals were accepted, and this approach eventually supported the victim to pursue a complaint. 
The nature of abuse included control through intimidation, and mental abuse, which caused the victim to be concerned regarding possible repercussions of pursuing a complaint; which required much time and reassurances, which included guidance regarding protective measures for herself and her young daughter. Significantly, the victim refused for her daughter to act as a witness, however my approach supported both the victim and her daughter, to provide evidence as witnesses in court. Rapport-building with the child included removing my police uniform kit, introducing myself by my first name and discussing topics of interest to the child. This enabled me to build trust and to humanize myself and reduce her fear of police. My rapport with the child enabled her to provide a detailed statement, which became crucial evidence in court. 

I upheld public confidence through ensuring the victim was consistently updated regarding the progress of the case, including the suspect's bail conditions and how she should respond to any breach of these. By the end of the investigation, the victim expressed her gratitude for my support and shared her appreciation with my sergeant. The investigation led to the suspect being charged, and the victim asked if I would be present in court to support her. 
Overall, by taking the time to build trust and rapport with victims and helping them consider all aspects of the situation, positive results can be achieved. When victims see favourable outcomes, it helps foster a positive view of the police as a whole. 
In relation to the suspect in this case, I was aware that he may become aggressive, however, I was mindful that the necessity of using physical force, can reduce the co-operation of the public, and promote a negative view of police. This was considered when arresting the suspect, particularly as he was arrested upon his release from prison for an unconnected offence. 
As envisaged, the suspect was aggressive, and resisted arrest initially. Although attempts were made to avoid the use of physical force, due to the suspect’s demeanour it was the only option to keep myself, my colleagues and members of the public safe. Once in control of the suspect, I attempted to de-escalate the situation by communicating with him effectively. In time, the suspect calmed down and appeared to be more engaging with me. I communicated with him in simple terms, and adjusted my tone when talking with him, acknowledging that speaking to him in a dominant tone would likely escalate the situation. 
When reflecting on the early stage of my probation, I consider that I was hesitant and lacked confidence. I would consistently seek supervisor guidance, being overly concerned that my decision-making would be incorrect. However, I have progressively gained confidence in my abilities and have been advised to trust my judgement; which I now do. During the aforementioned investigation, I did question my judgement, however, through trusting my own judgement, I accessed a range of specialist departments who were able to assist the investigation and the victim; and this enhanced my knowledge for future cases, involving complex crimes. As my career has progressed, I have experienced complex crimes more frequently, which has required me to reach out to specialist departments in the first instance; assisting to progress the investigation in a timely manner. 
Overall, I have found that a combination of training; opportunities for development; new experiences and improved confidence have all supported me to become a competent, modern police professional.
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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:

This assignment seeks to consider the benefits and risks of utilising social media, within policing. I will provide the reader with an outline of what social media is; how it is utilised within policing, and how it is used for professional information and engagement purposes. The essay will also incorporate my own professional experience of utilising social media, which ultimately led to a successful policing outcome.
Social media is a computer-based platform which is utilised by the public to communicate and share information virtually. It allows everyone to share their personal information, opinions and create content that they wish to (Cambridge Dictionary, 2024). 
When considering social media and communication specifically to policing, one must first consider the force guidance regarding communication. In this regard, the communication strategy considers how investigators manage communications, and how these impact upon the respective investigation. The strategy aims to share and receive information with the goal of supporting investigators with their enquiries. Communication incorporates internal communications, such as colleagues and partners within the criminal justice system, alongside external communications, such as partner agencies, members of the public, and community networks (College of Policing, 2020). 
Effective communication is essential to responding to public need, and how this is managed must meet the needs of the various communities whom they serve. Communication should engage with communities, allowing their views and ideas to be heard, actioned, and for feedback to be provided, if it is to support the improvement of public perception of the service. For this to happen, communication with the public must encompass the changing societal landscape, which now widely incorporates the use of technology; most notably, social media. (College of Policing, 2021).
Social media; as an online communication method, allows people to ‘post’ information, chat to others, send messages, and share photographs or videos. This can be done either privately, or publicly; and can also be used by people who use their genuine details, a pseudonym, or it can be used anonymously. 
Social media is widely used in modern society, throughout the generations, within local communities, nationally and internationally. In the UK, 54.8 million people use social media, representing 79% of the total population, as of February 2025 (Statista; 2025) 
Types of social media include social networking sites such as: 
1. Facebook, where people or organisations have ‘profiles’ and can share information, or connect with other users;
1. Twitter, which allows individuals and organisations to publicly share short messages within the public domain; 
1. Instagram and TikTok, which are primarily photo and video sharing sites; and
1. Messaging ‘apps’ such as WhatsApp and Snapchat, which are used by individuals or groups of people as ways to send and receive information outside of the public domain.
Facebook and Twitter were previously considered to be the most relevant to policing (The Police Foundation; 2014), although there have been many new and emerging sites since their launch (see iii. and iv. above), which now provide policing with opportunity to gather intelligence and evidence. These sites and personal apps can provide opportunity to collate evidence regarding many of the issues found on the Facebook and Twitter sites, and can also evidence the involvement of specific individuals, in the context of targeted investigations. 
The police service uses social media for a number of reasons, including: 
1. Sharing of information – allowing targeted information to be shared quickly, easily and cheaply. 
1. Public Engagement – to connect and form relationships members of the public. 
1. Intelligence and investigation – a method to observe what communities are saying and to gather intelligence/evidence for investigation (The Police Foundation, 2014; College of Policing, 2020).
The use of social media, within policing has many benefits and risks, some of which will now be discussed:
As stated by Deputy Chief Constable, Ian Hopkins; “Social media is part of modern life”. He also describes the benefits of using all forms of social media in relation to enable the forces (and individual officers) to have “conversations with the public about many issues”. Some of the “hugely productive uses of social media” outlined by Hopkins include:
1. Supporting crime reduction; 
1. Supporting crime detection; 
1. The speed at which information can be shared and received; and
1. The ability to reach members of the public, far and wide, through the use of social media.
Social media gives the police force, the ability to share and gather information with/from the public, which are considered to surpass the traditional methods of: distributing leaflets; house-to-house enquiries, or the use of newspapers and television appeals (The Police Foundation; 2014). In combination, social media is considered to provide police with ‘a very powerful tool’ (NPCC, 2014). 
Additionally, I note that social media is also widely used for the purposes of Recruitment campaigns, which I myself utilised in my quest to become a police officer; and it can also be a powerful advertising tool, when simply publicising events being held by the police.   
From research, combined with my own experience, some examples of times when social media has been used in a frontline policing team to support policing have included:
1. Providing safety advice to the public; such as alerting residents to criminal activity in their area, and providing them with advice on how to minimise risk, such as being alert to local break-ins and sexual assaults in the local area.
1. Providing incident advice to the public; such as alerting residents to accidents in their area, and providing them with advice on avoiding travel routes when road closures have been necessary following a fatality.
1. To monitor and provide updates and/or reassurances to the public, for example, during critical incidents, or during episodes of public disorder; such as planned riots, and high-profile funerals, in a notorious area, during challenging circumstances between the police and members of a specific community. This afforded police forces the opportunity to correct and/or validate public hearsay regarding specific incidents.
1. Online appeals to obtain information after a crime, such as releasing CCTV footage and details of an incident, encouraging members of the public to come forward with information.
(College of Policing, 2020; Crump, 2011; The Police Foundation, 2014; NPCC, 2014). 
The Ministry of Defence Police, 2013, informs that the police have a force policy regarding sharing information via social media, which was published by the Association of Chief Police Officers (ACPO). The present study aims to facilitate the way the police act ethically and make appropriate choices. This is accomplished in a way that enables people to use social media and the Internet in a secure and efficient way, both in their personal and professional lives. 
There are a number of risks which must be considered regarding the use of social media within policing, which must account for the public trust, which is placed upon the force, and its officers; who must be accountable for their actions. This includes the necessity to act with honesty and integrity; in accordance with force polices, whilst continuing to remain unprejudiced. 
It is also crucial to protect human rights whilst publishing information to social media; and police officers must also consider the need to refrain from uploading any information which may encourage members of the public, to interfere with investigations; such as by taking a vigilante approach to crime management. 
As already, social media can be beneficial to the police to detect crimes, and it can also be beneficial to prevent escape of suspects. For the example used within this assignment, I will consider the risks and benefits of using a media appeal to aid in locating a suspect; who might have been correctly identified, but whose whereabouts are unknown, at that time. Nonetheless, this approach could not replace due process during the investigation; and I had the duty to do everything in my power; as the investigating officer, to guarantee that the integrity of any subsequent identification process would be maintained. This is the rationale for recommendations made within police force policy; that the officer in charge of the case, discuss their case with the Crown Prosecution Service, a solicitor, and the force press officer; prior to any appeal being considered. Any appeal to do so, must be approved by an ACPO-level officer (College of Policing, 2013). 
From my own professional experience, I have submitted a media appeal for a suspect whose location was not known. Officers had conducted numerous arrest enquiries for this suspect due to the seriousness of the offences, however, had been unable to locate him after several weeks, with no new information coming to light. I considered a social media appeal; however, I identified that there would be inevitable risks to publishing the suspects details on social media. Ultimately, I have learned that, when the community is advised of crimes which are happening in their locality, they naturally become concerned; particularly when the offender is still outstanding, and is likely to reoffend. In this instance, the crime was of a violent and sexual nature; therefore, I was alert to the necessity to use social media with caution, and to ensure that I was also reassuring the public, given the likely fear this would provoke. In this instance, I ensured that the social media appeal for the suspect provided safeguarding measures that could be undertaken by members of the community, to prevent them from becoming a victim of crime, prior to the details being published. This is in line with force policy (College of Policing, 2013), which was referred to; alongside consulting with senior officers, prior to finalising the appeal. 
Similarly, when completing this particular social media appeal, I considered that the suspect may be alerted to the fact that police were aware of their details, and searching for them. I was concerned that this could provide the suspect with further opportunity to evade police. However, due to the seriousness of the offences in question; and when considering that; as the investigating officer, I had no further lines of enquiries available for the investigation to follow, I considered this to be a calculated risk. Following a risk assessment, it was ultimately authorised that this action should be taken, with the objective being to locate the suspect as soon as possible. Following this social media appeal being completed, 7 months passed before the suspect would be arrested; however, it became evident that the appeal had led to this outcome. Essentially, the suspect came forward, confirmed to police that they had been in hiding from police; and had become aware through seeing the social media appeal, that they had been identified, and were wanted in connection with the incidents. Fundamentally, in this matter, I believe that there had been no other option, than to utilise a social media appeal for this suspect, as there had been no prior progression in the enquiries being conducted. Ultimately, it was a calculated risk that was taken, and proved beneficial. Subsequently, when utilising the expertise of the digital forensic team; further evidence was found on the suspects WhatsApp messaging ‘app’, which corroborated his involvement in the crimes for which he was arrested.
Whilst my example highlights how the power of social media can be used for appeals to locate a suspect, this approach can also be used to locate missing persons, which is a common method of public engagement from frontline policing teams, and enables regular appeals and updates to be provided to the public, regarding the same.
In summary, this assignment has outlined what social media is; and how police use social media: such as for the purpose of community engagement and updating members of the public with significant incidents; information and advice, and how social media can support police investigations. The social media platforms are ever-expanding, although the case example used has discussed the use of Facebook and WhatsApp, in relation to a positive outcome to an investigation. 
The benefits of using social media have been discussed, and the risks have been considered in relation to a specific policing investigation. Ultimately, social media is a powerful tool which can complement modern policing; and whilst there are a number of risks, which must be considered; force policy is available to provide the relevant officer with guidance for best practice; and steps which must be taken to ensure accountability during an investigation. 
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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:


This essay serves to address the topic of Leadership and Teamworking within the police force, including consideration of leadership models which are commonly used in policing. Furthermore, it will provide evidence of the necessity for a flexible approach to leadership style critically evaluate my own professional capacity for the same. In doing so, examples will be used to provide context regarding the leadership strategies which I have developed, and reflection regarding the benefits and drawbacks of these strategies.
Whether it be in frontline policing, or at the highest level; effective policing is reliant upon effective leadership. Inevitably, strong leadership does come in different styles, and there are also situational complexities which may influence the style of leadership adopted, when responding to various incidents.  
The PEEL: Police leadership national overview (HMIC, 2016) sets out that ‘there are many different leadership styles, models and approaches across policing and there is no simple model or style that guarantees good leadership’. Whilst traditional policing was considered authoritative, modern policing adopts transformational, situational, and collaborative leadership approaches. These styles focus upon the importance of effective communication, officer accountability, and the ability to adapt to specific situations. In essence, these leadership styles are employed; wherever possible, to promote trusting relationships between police staff, and to improve community relations. 
Campbell and Kodz’s (2011) research into ‘What makes great police leadership’ shows that ‘the evidence base for what makes a great police leader is limited and is largely restricted to leaders’, however, it also considers a range of styles, and their respective efficacy. For the purpose of this task, I will focus upon those which are most relevant to my own leadership styles, as follows:
Transformational leadership: This was highly relevant during my mentee phase of probation, whereby, my mentor sought to ‘inspire, set a vision, offer intellectual stimulation’ alongside focussing upon my internal motivation; including my own ‘moral values, desire to fulfil potential and make a positive contribution’. There is evidence to indicate that this approach can have ‘a positive impact on subordinates’ willingness to ‘comply with directives’. Whilst, in my own professional experience, this has been largely ineffective when managing situations with suspects who are volatile; it is a technique which I have found to be helpful in situations where I have engaged with vulnerable individuals who have been expressing suicidal ideation; or who have been subject to abusive behaviours.
Transactional Leadership: places emphasis upon ‘rewards and punishment’ and ‘management-by-exception’. In specific situations this can be helpful; such as when a goal-oriented approach is necessary; when situations are unpredictable; and when gaining control is necessary. However, Campbell and Kodz refer to evidence which indicates that a combination of transformational and transactional behaviours may be more effective than an either-or approach. 
In my own experience, I would agree with this, as within the role of a police officer, it is expected that you are able to be flexible with your approach to incident management. Simply put, every individual is different, as is every situation, and therefore, each requires a unique approach to the specific situation. Owing to this, it is essential that an officer can adapt to each situation effectively, being flexible with their approach to leadership.
Participative/Collaborative Leadership: encourages participation of others in relevant decision making. This collaboration, in my experience, can involve colleagues; teams; and forces; but also includes victims; suspects; and members of the wider public. Collaboration, in my opinion, is an essential element of day-to-day policing.
Active leadership and role-modelling: is considered to be an effective way to influence the behaviour of others, and has been highly relevant to the development of my own policing style, during my probationary period. During the probationary period of policing, role modelling provides examples of how others manage a variety of situations, and provides an opportunity to develop opinion regarding which behaviours are helpful, and those which are less so. 
Role modelling has particularly supported my development towards becoming; in my opinion, a situational leader, who adapts my behaviour to suit the context of an environment/incident. At the end of my probationary period, being a response officer has provided much experience, which has called for reactive changes in leadership style, to manage situations effectively. 
Core Principles of Effective Policing Leadership include: 
1. Public Interest: Prioritizing public service, safety, and well-being.
1. Professionalism: Upholding the highest standards of professional behaviour and challenging unprofessional conduct.
1. Accountability: Being answerable for actions and decisions.
1. Transparency: Openly communicating information and decisions to build trust.
1. Collaboration: Working effectively with colleagues, external partners, and the public.
1. Wellbeing: Prioritizing the physical and mental well-being of officers. 
1. Coaching and mentoring are also important components of leadership development, providing officers with personalized support and guidance. 
1. Emphasis on continuous learning and development ensures that leaders stay up-to-date with best practices and emerging trends. (College of Policing; 2023)
In respect of various examples, I will focus upon those which have combined these principles, to support a positive experience of those being served through my leadership.
Additionally, emotional intelligence is an important element of my own policing practice. It is something which Campbell and Kodz; 2011, highlights as ‘an ability or capacity to perceive, assess, and manage the emotions of oneself, and of others’ which ‘can be positively related to police leader effectiveness’. I find this to be particularly useful in supporting me as an officer, to empathise with service users, in a range of incidents.
For example; when responding to a sudden death incident, I have found that; alongside maintaining a professional approach, it has been essential to show empathy towards the deceased’s loved ones, for example; in my approach when to speaking with the family. From my own professional experience, I have found it necessary to alter my approach when dealing with family members, after an unexpected death, whereby officers are required to follow procedures, which I had noted in my early observations of colleagues, could occasionally be perceived as insensitive to the family members. This supported me to become flexible in my leadership style; to effectively engage with the family members, on a human level; in a sensitive manner, whilst also ensuring transparency, regarding the necessity to carry out specific procedures which must be followed. By utilising the principles of Public Interest; Professionalism; Transparency; and Collaboration, the family were able to understand the need for due process to be followed, whilst feeling consulted and considered within the process.
In situations where I am dealing with victims of crime, I have found that utilising an empathic approach can assist with engaging effectively with them. For example, a victim of domestic violence may not be willing to engage with police; as they often do not want to pursue a complaint against their partner or family member. Therefore, it is essential to build rapport in order to effectively engage with them. When initially responding to a report of domestic violence, this approach would be my assumed position.
However, on occasions, I have found that victims of domestic violence can also be hostile towards police and not forthcoming with information, therefore in this situation, it has been necessary to adjust my leadership style; to a combination of transformational and transactional behaviours, which would include a more direct approach, communicating at their level, and empathising with their fear; which is likely to be the root of that hostility. I have found that this combination has, in specific circumstances, when dealing with victims of domestic abuse, supported the victim to trust me. The ability to communicate with the victim, on a level that they understand enables me to build a stronger rapport; whereby the victim appears to relate to me on a human level, and to see beyond the fact that I am a police officer. This assists with the victim becoming more engaging; and encourages them to confide in me, their experience of what has happened, allowing me to develop an understanding of the incident, from the information provided. 
However, when dealing with a suspect, oftentimes I have found that they may present themselves as violent; which requires a different leadership style. When dealing with this presentation in a suspect, I have to alter my leadership style and become more transactional with them; instructing them with what is happening, and what is expected of them, and the consequences of the same; such as when informing them of their arrest, and placing them under Caution. Oftentimes, suspects react negatively towards this experience; including the potential for them to become violent. In this situation, I will again, attempt to speak to the suspect in ways which are relatable to them, however; if they are not engaging, it can be essential to become more dominant in my approach, including the use of physical force or restraint, where necessary.
Essentially, it is necessary that I am able to adjust my leadership approach, dependent upon the specific situation, as each situation will have their own characteristics, and will require an individualised response to ensure a positive outcome. During my time as a police constable, there have been many incidents where it has been necessary to change my leadership style due to the nature of the incident. 
One example of this would be when responding to the sudden death of a young female. Upon attending this incident, it was essential to take control of the situation, given that I was the most experienced officer present at the time of the initial attendance. Immediately, it became evident that I was required to declare this to be a suspicious death; as it was a young female with no previous medical history, who had been found deceased in her home address, following a night out with her friends. 
At the time of attendance, the deceased’s boyfriend was in attendance, and was distraught at the situation. As I was ascertaining details from him; using principles of Public Interest; Professionalism; Transparency; and Collaboration, numerous friends turned up at the scene. There were a number of individuals, who were all upset and asking questions, and some of whom attempted to enter the crime scene, to see their friend. 
Whilst I understood that I needed to remain sympathetic towards all of these persons, however; due to the seriousness of the incident, it was also essential to secure the scene, and to complete all initial enquiries with immediate effect. In this situation, I was required to alter my leadership style and to utilise a transactional approach, to reflect the changing circumstances, and to gain control of the situation effectively. In doing so, my approach altered somewhat, becoming very direct in respect of the expectations upon each person present, and being very specific in questioning each person’s details, and their individual knowledge of what had happened. It was necessary to direct my colleagues with instructions of what each was required to do, and I declared to senior officers that the scene should be ‘held’ as a crime scene. This directive sets the ‘Golden hour’ for police enquiries, which relates to ‘the period immediately following the … incident, when positive action should be taken. This may include protecting, preserving or gathering material that may otherwise be concealed, lost, damaged, altered or destroyed.’
Doing this was not a decision which was taken lightly, as I was acutely aware that the deceased’s friends were grieving; displaying visible upset, and they clearly wished to be with her. However, whilst remaining empathetic, it was essential to preserve the scene evidentially, and to allow them to enter would have compromised my duty of public service and professionalism; for which I would have been accountable. I therefore had no option but to advise them respectfully, that they would not be allowed to enter the scene. However, by communicating this information openly, I found that this decision did support the friends of the deceased to accept my instructions, and comply with the same.
During this example, it had been necessary for me to reflect on my leadership style during the incident; as the circumstances continued to change. Initially, only one person was present and this was manageable through a collaborative approach; however, when numerous friends of the deceased arrived, this became more challenging, and it became necessary to adjust to a transactional leadership style, which reflected the need to ensure that all ‘golden hour’ enquiries were completed effectively, and all initial evidence could be preserved and obtained.
Through addressing the topic of Leadership and Teamworking within the police force, this essay has considered a range of leadership styles, which are commonly used in policing, including the Transformational; Transactional; collaborative and role-modelling. Furthermore, it has considered the Core Principles of Effective Policing Leadership, and how I have utilised a range of these styles and principles within my professional role; evidencing the leadership strategies which I have developed, and the considerations I have made when employing these strategies in the practical policing role.
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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:


Within this essay, I will reflect upon my three-year probationary period, including how I have benefitted from mentoring, and how this has impacted upon my personal and professional capability. Within the police force, mentorship entails a long-term partnership; whereby ideas are exchanged, opportunities are created, and the reasonable expectations of the mentee, are established. In contrast, coaching emphasises the mentee’s immediate goals, promotes self-awareness in respect of performance enhancement. Coaching is provided by qualified internal or, occasionally, by external coaches (College of Policing, 2025). 
In a mentoring partnership, a more senior, or more highly educated officer provides support, suggestions and direction; to assist an inexperienced officer to develop their professional knowledge and skills. Mentors will often have significant experience, alongside robust knowledge to support them to teach an individual what the expectations will be of them, in their role as an officer. It is necessary for mentors to remain patient with their mentee, and to provide support to these students, to allow them to gain the confidence required to fulfil their role (College of Policing, 2023). 
In 2018, a programme was published by the Police Superintendent’s Association (PSA) to help officers gain Coaching and Mentoring skills, which was completed in collaboration with the College of Policing. This programme allowed officers to progress professionally, and to develop the ability to provide one-to-one support to student police officers. This training is not mandatory, however, it affords officers the opportunity to progress, and to improve their leadership skills (Police Superintendents' Association, N.D).  
A coaching framework has been established for this purpose; which is referred to as the acronym ‘GROW’. The GROW coaching model provides a clear structure for supporting individual officers to reach their goals; by guiding them through four main stages: identifying the Goal, understanding the current Reality, exploring available Options, and determining the Will to act. (Miller, K. 2020). 
The Goal stage of the GROW model is introduced at the start of each incident, and is revisited as necessary, to maintain forward momentum. The model supports relevant officers to boost motivation and sharpen focus in their practice. As a police officer using the model, I have found that it assists with the identification of a desired goal; what I want to achieve, and subsequently ensures that maintenance continues in the right direction. The focus is on continuing along the correct pathway to accomplish the desired goal; this supports the finding of solutions, as opposed to dwelling on problems which inevitably arise during the process. 
The Reality element of the model seeks to identify what is happening in any given given moment, it promotes the taking of time to establish an understanding of the situation and provides opportunities to view the situation from different perspectives. This stage of the model is essential; as it assesses the situation objectively, enabling decisions to be made regarding how to manage that specific incident. This stage flows into the next stage of the model; which is Options. 
The Options stage of the framework encourages individuals to weigh up their options and to determine which course of action would provide the most effective means to achieve a positive result. Essentially, this is the opportunity to gain clarity of thought, whilst asking questions regarding what has previously been both successful and unsuccessful in similar situations. This can be helpful in breaking down the different available options and assessing each one to ensure that it is the most suitable avenue to take. Lastly, ‘Will’ is the final stage of the GROW model. This stage is there to determine how you will effectively deal with the situation and decide which option you will take. 
The GROW model is not firm, it should be used as a flexible framework to assist in the decision-making process (Wilson, C. 2020). Ultimately, this model is appropriate for the use of coaches to teach their students how to reflect; in the moment, upon a situation, assisting them to manage it effectively. Within the police, this framework is often used when mentoring a student officer; as it is a simple process to follow which breaks a situation down into manageable sections, thus avoiding overwhelm for the student, at what can seem a daunting task. The model offers a memorable acronym as guidance for the student, which serves as a chronological framework for them to follow. Overall, its’ use is designed to assist the student with their decision-making skills; which are essential to being a professional, frontline officer. 
At its core, this approach encourages individuals to take ownership of the actions which they have chosen for themselves. It is widely researched, that this approach is far more effective than simply following the instructions of someone else, which are far more likely to be forgotten. Rather than dictating to a student, a successful coach will supports them with developing the confidence and skills required, to tackle their own challenges independently (Admin, S. 2022). 
Within my career to date, I was mentored for a 12-week period of tutorship, by a qualified mentor, with the objective of enabling me to understand the role of a frontline police officer. During this period, I shadowed my tutor in their frontline police practices, to observe how they operate in a variety of situations. Throughout this tutorship, I was inspired by my observations, which created motivation towards becoming as knowledgeable as my tutor. It encouraged my desire to become as efficient as a police officer at my mentor; and to be a worthy resource to my frontline policing team. It is notable, that my mentor at the time effectively used the GROW approach to mentoring; and they would question me regarding Goals, Reality, Options and my overall decisions regarding what I had chosen to do. This framework was experienced positively as a student, and I found it beneficial that my tutor chose to utilise this framework, as it was straightforward to understand, and it was translatable into my own practice; which saw me systematically consider a situation, to reach a final decision which I was accountable for, rather than my mentor having made the decision for me. 
Throughout my probationary period, I have worked hard to understand the core role of a police officer and to translate this learning into practical policing situations; which I initially found difficult to do, during the initial tutorship phase. Over time, however, I have observed numerous colleagues, all operating differently to one another; and I believe that their individual approaches have all provided varied learning opportunities, which in combination have helped me to become an efficient police officer. 
Whilst throughout my probationary period my mentor was supportive; knowledgeable; and understanding; I do believe that there are aspects which could be improved. For example, during this timeframe, my mentor was required to act as temporary Sergeant, for the majority of his mentoring role. This meant that I was placed with other officers; who were less experienced, and who did not have the qualifications to be a tutor. Due to their mentoring inexperience, being crewed with these officers prevented me from progressing as efficiently. Comparatively, each untrained mentor took leadership of every incident, and following the respective incidents, there was no positive feedback provided to me regarding my performance; and no constructive criticism offered. In contrast, when crewed with a qualified mentor, I received essential feedback, whereby it was discussed in detail, what went well during the incident and what I needed to improve. 
Receiving critical feedback has been essential to my development as a professional police officer; as it has provided me with focussed areas for improvement, in respect of my learning and skills development. However, it has also afforded me the opportunity to receive positive praise and encouragement regarding my strengths and abilities, which has supported the development of professional confidence, and has assisted me to understand how my positive attributes can be utilised and further developed. Research suggests that when an individual receives constructive criticism, they are 3.6 times more likely to remain engaged and be motivated to improve their performance; particularly in situations whereby their supervisor provides daily feedback regarding performance, as opposed to annually (McLain, D. 2022). 
It is significant to note that, whilst being in my third year of probation, I have been tasked to become a mentor myself. I have been advised from supervisors that they wish for me to tutor the students on our team, to support and improve their knowledge regarding he role of frontline policing. Through this experience, I have discovered, personally, that teaching someone else has enhanced my own capabilities; allowing me to gain further confidence, whilst supporting and providing feedback to the students. Studies clarify that teaching others does enhance ones own knowledge, through gaining a deeper understanding of the topic; a notion which is commonly referred to as the Protégé Effect. The protégé effect incorporates the idea that preparing to teach encourages deeper engagement with the material, leading to a more comprehensive grasp of the content. Indeed, research provides evidence to suggest that individuals who take on teaching roles often perform better than those who learn through passive methods (Shatz, I. 2019). 
There are 4 structures behind enhanced learning.
1. Active Recall: When you teach, you are required to draw upon information from memory, which helps reinforce both understanding and memory retention. This mirrors the testing effect, a well-established concept where actively recalling information improves long-term memory (Jarrett, C. 2018)
1. Metacognition: This self-awareness helps you to identify gaps in your knowledge and improve your understanding of the topic. Ultimately, teaching encourages you to reflect on your own thought processes, allowing you to become more aware of what you know and don’t know (Education Endowment Foundation, 2018). 
1. Preparation and Organization: This process of organizing information enhances both your understanding and your ability to remember the material. Ultimately, being prepared to teach another requires an approach to help the individual understand what it is they need to do (Brinson, S. 2021). 
1. Interaction and Feedback: Lastly, feedback is essential when learning, as it supports an individual to understand their developmental needs; such as, in areas which they may need further support. Typically, teaching another includes receiving feedback, which can also reveal weaknesses in the mentor’s understanding. These interactions motivate the teacher to improve their knowledge and adjust the ways in which they explain concepts (Brinson, S. 2021).
Overall, these aspects would suggest that teaching another will benefit one’s own performance. Therefore, whilst tutoring new recruits within the police force, I found it beneficial to my own learning and understanding, which has also been helpful for me in enhancing the development of my own skills and confidence; in an area which may have been lacking before. I have found that the experience of mentoring a less experienced colleague, has encouraged me to trust in my own abilities; particularly the necessity to often take leadership at an incident. In this scenario, a new mentee will seek the same opportunity for observation; as I recall doing myself. This opportunity for the mentee has, in-turn, enhanced my own confidence; through the acknowledgment of my competence, and has also improved my leadership skills. I have found myself adopting the same model; GROW, within my own practice as a mentor, due to my positive experience of this being used effectively, with myself as the subject. 
In summary, throughout my time as a frontline police officer, the formal coaching and mentoring I received was generally well-structured and beneficial to my role. Despite the challenges regarding my mentor’s lack of availability; during my initial tutorship period, when my mentor was not available, I was able to seek out opportunities for observations, support and coaching, through other experienced colleagues. 
I have also identified that; throughout my career to date, my confidence has grown significantly. During my initial phase of working as a frontline police officer, I felt under-prepared and incompetent to manage the unknown expectations of the role. However, over time; with the help of mentoring colleagues, I have begun to understand and learn the role of an officer, which has progressively improved my confidence. This experience has benefitted me significantly within the workplace, which has also impacted upon my personal confidence. 
Whilst reflecting upon my three-year probationary period, I consider that my communication and leadership skills have also improved, throughout this time. I consider that this is largely owing to the mentoring experience I have now had, whereby I have been crewed with persons who have less experience than my own; and who have sought for me to offer them leadership during the incidents which we attend. This has driven me to improve my own learning and understanding, which has subsequently benefitted the development of my own skills and confidence. 
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