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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 Police's role in enhancing the professionalism of policing in the United Kingdom has been the subject of extensive deliberation and examination (Rogers, Pepper and Skilling, 2022). 
This essay provides analysis of the factors that lead to the professionalisation of policing, with a specific emphasis on the methods and efforts implemented by the College of Policing. An essential aspect of comprehending the strategic function of the College is acknowledging the importance of the Strategic Policing Requirement (SPR) (Babuta and Oswald, 2021). 
The Strategic Policing Requirement (SPR) functions as a comprehensive structure that outlines the anticipated standards for Police Forces throughout England and Wales, therefore establishing explicit goals for the improvement of professionalism within Police forces (GOV.UK, 2023). 
It offers direction on topics such as crime prevention, public safety, and community engagement, all with the goal of enhancing overall Police effectiveness. Moreover, this essay examines the extent to which Policing Vision 2025 aligns with the strategic initiatives undertaken by the College.
The Policing Vision 2025, outlines the strategic blueprint for the professional advancement of Policing until 2025, as formulated by the Association of Police and Crime Commissioners and the National Police Chief's Council. There is a necessity for Policing in England and Wales to evolve into a profession that mandates a university degree. Therefore, it is mandatory for all newly appointed officers to obtain a degree (Fielder, 2021). 

This essay analyses the significance that workforce transformation efforts, implemented in 2018, have in the process of professionalising policing. These initiatives strive to attract skilled persons to Policing professions by emphasising recruitment techniques, training programs, and career development possibilities. Additionally, they seek to ensure ongoing learning and progress for officers throughout their careers (Smart, Berry and Rodriguez, 2014). 
Finally, this essay examines the College's 5-year strategy that delineates its aim for creating professional standards in policing. This plan aims to improve the leadership skills of officers and encourage the implementation of evidence-based procedures and knowledge-sharing among Police Forces (Davis, 2018). 
The Strategic Policing Requirement stands as a cornerstone in the professionalisation of Policing within the United Kingdom. This requirement, which was introduced by the Home Office, sets out the expectations for police forces in terms of their capability to respond to emerging challenges and changing demands. It emphasises the need for forces to be proactive, intelligence-led, and collaborative in their approach to tackling crime and maintaining public safety (Bottema and Telep, 2019). 
The Strategic Policing Requirement recognizes that effective Policing goes beyond traditional law enforcement activities and encompasses a wide range of functions such as crime prevention, community engagement, and problem-solving (McCarthy and O’Neill, 2014). 
Policing Vision 2025 reinforces the importance of strategic thinking in shaping the future of Policing. This vision outlines key priorities for Police forces over a ten-year period, including building public trust and confidence, harnessing technology and innovation, and investing in workforce development. By setting clear objectives and expectations. According to Leek (2020), Policing Vision 2025 encourages police leaders to adopt a long-term perspective when making decisions that will shape the future direction of their organisations. 
To support this, the College of Policing has developed a five-year strategy that aims to enhance professionalism across all ranks within the Police service. This strategy focuses on four key areas: leadership development, evidence-based practice, professional standards, and knowledge management (Herbert, 2022). By promoting continuous learning and development among Police officers at all levels, the College seeks to create a culture of excellence where best practices are shared and implemented effectively (Leek, 2020). 
"The Policing vision 2025 emphasised the importance of consistency, accreditation, and clearly defined roles." Roles require specialised skills and knowledge, supported by qualifications (Williams, Norman and Rowe, 2019). 
According to Holdaway (2017), it is imperative to ensure that Police personnel strive to obtain certified certifications and acquire the necessary expertise and information to become a Police officer. The Degree Holder Entry Program and the Police Constable Degree Apprenticeship were introduced in England and Wales in 2016. 
Research conducted by Heslop (2011) on behalf of the National Police Chief’s Council (NPCC), recommended that all new Police Officer recruits are to be educated to a higher standard of employment, or obtain educational qualification at the start of their service. The purpose of the degree is to enhance the professionalism of the Police Force, aligning it with other comparable professions (Parker-Mcleod, 2020). Mcleod, (2020) continued there has been much discontent expressed by certain high-ranking officers, staff associations, and both current and former rank-and-file officers regarding the necessity of police officers obtaining a degree. This is despite evidence-based research demonstrating the value such qualifications bring to policing. 
In a study conducted by Watkinson-Miley, Cox and Deshpande (2021), revealed only 17% of degree apprenticeship students saw the opportunity of obtaining a degree, the motivational factor to join the Police, although the study was limited to current students within their first year of Policing. 
A second study conducted by Andrews (2023), where a survey of 214 officers responded to an online survey he had published. The group was mixed with first, second and third year students ranging from 24 different HEI in England and Wales. 61% reported the content of the degree was irrelevant to operational Policing. 50% reported excessive workload expectations overall. 43% reported that they had suffered mental health concerns due to work/life balance. 
Participants had an opportunity  to openly comment on their experience of studying a degree whilst learning the role of a Police Officer. 
‘The people are the public and the public are the police — our police service needs to be representative of our communities, the majority of whom do not have degrees’

‘It causes issues when multiple officers are absconded to uni at the same time for month or longer which means either other colleagues have to pick up more work or victims do not get the investigation they deserve’
‘It is an unrealistic expectation expecting officers to write many assignments and work books when they are dealing with many complex crimes and victims, this takes time away from dealing with crimes’ 
Undoubtedly, there is a need for fundamental changes, particularly regarding the perceived importance of academic input, as well as the quantity and distribution of responsibilities. This can be achieved by ensuring sufficient protected study time and clarifying the status of PCDA officers as supernumerary. Undoubtedly, a definitive directive from the CoP to the forces regarding this issue would resolve the existing ambiguity (Williams, Norman and Rowe, 2019b).
According to the Home Office (2024), the Workforce Transformation 2022 initiative complements these efforts by addressing some challenges faced by Police forces today. This initiative recognizes that changes in society require changes in Policing approaches. It aims to ensure that Police forces have diverse workforces with appropriate skill sets capable of responding effectively to complex issues such as cybercrime or terrorism. 
Through initiatives like the Strategic Policing requirement, Policing Vision 2025, Workforce Transformation 2022, and its own five-year strategy, the College of Policing plays a pivotal role in professionalising Policing in England and Wales. By setting clear expectations, promoting innovation and collaboration, and investing in workforce development, these initiatives are shaping a modern and effective Police service that can effectively respond to the evolving nature of crime and maintain public trust and confidence (Plimley and Krahenbuhl, 2019). 


The Police have a vital function in society by upholding law and order, safeguarding citizens, and guaranteeing public safety. Enforcing rules and regulations is a key duty of Police Officers. Their responsibility is to maintain justice and ensure that persons who breach the law are held responsible for their actions. Proficiency in legal procedures, evidence collection, and investigative tactics is necessary for this (College of Policing, 2023). 
Modern Police are anticipated to exhibit a proactive approach in crime prevention rather than solely responding to it. It is imperative for individuals to possess the capability to recognise potential hazards or dangers in their communities and respond accordingly to minimise their impact. This entails actively interacting with people of the community, establishing connections, and executing tactics such as community policing programmes (Rossmo and Summers, 2018). 
A crucial element of the work of a Police officer is to safeguard individuals from potential damage. It is imperative for them to address emergency circumstances rapidly and efficiently, such as accidents or acts of aggression (Gowricharn and Çankaya, 2015). Proficiency in communication, rapid decision-making, and physical fitness are prerequisites for this. It is necessary to find an equilibrium between upholding individuals' freedom of speech and safeguarding public safety.
Police officers encounter additional obstacles arising from technical improvements, in addition to conventional tasks. Considering increasing cybercrime and digital fraud, officers must adjust their skills accordingly. This entails keeping abreast of emerging technology employed by criminals and cultivating proficiency in digital forensics (Sarkar and Shukla, 2023). 
Professional Police officers must possess some fundamental attributes. Firstly, individuals must demonstrate a profound level of integrity and adhere to a strict code of ethical conduct. Ensuring public trust and confidence in the Police is of utmost importance (College of Policing, 2023a). Additionally, Police officers must possess exceptional communication abilities to effectively engage with diverse groups. They should possess the ability to engage in active listening, comprehend diverse viewpoints, and effectively convey information to alleviate tense circumstances. 
A Police officer’s requirements extend beyond the mere enforcement of legislation. Their responsibilities encompass upholding law and order, safeguarding civilians from harm, deterring criminal activities, and adjusting to emerging technological problems. To achieve their responsibilities, individuals must possess attributes such as integrity, empathy, proficient communication skills, and adaptability (College of Policing, 2023a). 
Newly recruited Police officers are required to complete an Operational Competence Portfolio (OCP) for each year of their probation, in addition to completing the Degree Holder Entry Program or the Police Constable Degree Apprenticeship. This can be demonstrated to indicate their proficiency in multiple domains, as outlined by the college of police (College of Policing, 2020). 
The OCP allows Police personnel to provide evidence of their work and demonstrate their professional growth as Police Officers. This will also demonstrate to senior ranking Police officers that recruits are making progress in their journey towards becoming substantive and proficient Police officers (Rolheiser and Schwartz, 2001). 

During a shift, we received a report of a verbal altercation between a male and female who were in a relationship. This was a domestic related incident. According to a witness at the scene, the male had been drinking and became intensely aggressive towards the female, forcefully grabbing her throat and swearing/ threatening her, whilst pushing and pulling her side to side. As a result, my colleague and I responded to the call. 
Upon reaching the location, there was nobody present to open the door. I conducted a check on the individuals associated with the residence. There were warning markers for domestic violence and other specified offenses linked to the address. I determined that there was notable cause for concern for the female in question. Consequently, my colleague and I lawfully entered under Section 17 Of the Police and Criminal Evidence Act 1984 (Legislation.gov.uk, 2020). 
Upon entering, we discovered a female in a state of distress. I could see her mobile phone was in her right hand and she was crying. Asking where the male was, she pointed to the bathroom on the opposite side of the hallway.
I spoke with the female for a short time, she stated he had grasped her throat and backhanded her across her face, causing bruising to her right eye. 
Subsequently, I initiated a dialogue with the male who was reluctant to unlock the bathroom door. 
However, through the process of negotiation and promise that I would break the door down, he eventually opened the door. 
I detained the male based on the suspicion of committing assault Section 39 of the Criminal Justice Act 1988 (Legislation.gov.uk, 2018), handcuffed him to the rear, and conveyed him to the local custody suite. 
After completing all lines of inquiry, I conducted an interview in accordance with the Police and Criminal Evidence Act 1984 (PACE). The male provided a no comment interview resulting in the case being sent to the CPS for a victimless prosecution. This resulted in the male being released on bail with specific terms. 
To consistently strive towards becoming a modern, professional Police Officer, I consistently contemplate and abide by the code of ethics. The code of ethics plays a crucial role in the professionalisation of the police service and the implementation of police procedures. All police officers and staff are required to adhere to the Code and oversee its application to all police officers, staff, and volunteers involved in policing within the service (College of Policing, n.d.).
As my probationary year as a Police officer is ending, I have witnessed substantial change in my duties throughout my shift since I started. Upon completing my tutorship, I was transferred to a shift that offered a wide range of experience. 
Except for one officer who had been working for a year longer than me, all the police officers on my shift had over five years’ experience. 
Currently, my tenure is less than 3 years, although I have already acquired a considerable amount of experience, making me one of the most experienced officers on shift. One of the main contributing factors for Police in England and Wales is the departure of officers within the 1–5-year service range who are seeking employment elsewhere. This outcome entails a remarkable 36% of police officers in England and Wales retiring prior to completing a full 5 years of service (Home Office, 2023). 
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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: 

In today's digital age, social media has become an integral part of our daily lives. It has fundamentally transformed the manner in which we communicate, exchange information, and interact with each other. This technological innovation has had an impact on both individuals and numerous organisations and institutions, including the Police (Boateng and Chenane, 2020).

Police forces worldwide are increasingly acknowledging the advantages that social media platforms provide in terms of engaging with communities, deterring crime, and managing public image. Nevertheless, accompanying these benefits are numerous hazards that necessitate meticulous management (O’Connor and Zaidi, 2020).

The utilisation of social media platforms in police has progressively broadened to encompass widely utilised platforms including Facebook, Twitter, Instagram, YouTube, and LinkedIn. Every platform offers distinct chances for Police forces to engage with their communities and efficiently distribute crucial information (Marcelo Koji Kawabata and Junior, 2023).

According to research conducted by Grogger, Ivandić and Kirchmaier (2022), the advantages of utilising social media for Police forces are many. First and foremost, it enables Police authorities to create direct channels of communication with the public, promoting transparency and developing confidence throughout communities. Additionally, it offers an efficient means of swiftly disseminating crucial updates pertaining to current investigations or emergency circumstances. In addition, social media facilitates the collection of intelligence by police agencies through the surveillance of online activity associated with criminal conduct.

There are inherent risks that accompany these advantages, which must be duly recognised and effectively dealt with. An example of a risk is the possible infringement of privacy rights when gathering personal information from individuals on social media sites (Grigorescu and Baiasu, 2023). Moreover, the dissemination of inaccurate information or deceptive accounts can rapidly propagate across social networks, resulting in widespread public alarm or impeding current investigations (Liu, Wang and Ding, 2013).
The utilisation of social media carries significant hazards, and these must be considered prior to Police Forces posting. Any sensitive or classified data that is posted can be swiftly accessed and it is imperative to consider the General Data Protection Regulation (GDPR), since any disclosure of sensitive information may be deemed a violation. An act of breaching can be considered a crime, which not only tarnishes the reputation of the organisation but also carries substantial financial consequences and potential imprisonment for the individual involved, depending on the severity of the breach (Mackay, 2020).  

This essay will provide a thorough review of the usage of social media platforms by policing agencies. Identify a Policing incident where I have played a role and reflect upon the outcome. 
The use of social media platforms has become more widespread in the realm of law enforcement, as Police forces employ different platforms to distribute information, interact with the community, and improve their overall efficiency. Twitter is a frequently utilised social media site in the field of policing. This platform facilitates the dissemination of immediate notifications from police agencies regarding emergencies, traffic incidents, and criminal alerts (The Police Foundation, 2014). The concise and prompt nature of Twitter allows law enforcement authorities to rapidly convey vital information to the public, promoting a feeling of confidence and openness (Nikolovska, Johnson and Ekblom, 2020).

Facebook is another commonly used social media tool by law enforcement. Facebook's enormous user base and numerous features provide law enforcement organisations with a wide-reaching platform for community interaction (Keesman, 2023). Police departments establish official platforms to disseminate press releases, endorse community events, and respond to residents' concerns. Moreover, Facebook's live video streaming functionality empowers police personnel to deliver instantaneous information during crucial occurrences or press conferences. Through efficient utilisation of this platform, police departments can develop a strong online presence that cultivates favorable relationships between law enforcement and the communities they serve (Ralph and Robinson, 2023).

Pennycook and Rand (2019) state, although there are unquestionable advantages to utilising social media platforms in law enforcement, there are also inherent hazards linked to these digital technologies. An important hazard is the possibility of misinformation or misleading stories disseminating swiftly across various channels. Erroneous data might incite alarm among the community and impede the efficacy of police activities. Moreover, it is imperative for Police forces to exercise prudence when disseminating confidential data on the internet, as doing so might potentially jeopardise existing inquiries or put the safety of officers at risk.




Furthermore, social media usage also poses a risk of fostering adverse encounters between Police officers and individuals from the public on these platforms (Muric, Wu and Ferrara, 2021). If not managed properly, online discussions can rapidly deteriorate into intense disputes or confrontations, thereby harming the public's impression of law enforcement organisations.
The use of social media by the police as an investigative tool raises concerns about privacy. Surveillance of suspects' internet actions can yield valuable information in criminal investigations, but it also raises concerns over individuals' right to privacy in the digital era (Strom, 2016).
Additionally, the task of establishing a robust internet presence necessitates substantial time and resources from Police forces. The requirement for continuous surveillance of numerous platforms may result in police becoming distracted from other essential duties (Islam et al., 2020).

Although utilising social media for professional reasons in policing agencies offers indisputable advantages such as enhanced public communication and increased openness, it is crucial to carefully assess the accompanying risks (Fernandez, Dickinson and Harith Alani, 2017). 

Police agencies not only utilise social media as a means of communication with the public, but they also employ these platforms to actively engage the community and resolve criminal activities (Boateng and Chenane, 2020b). 

Over the period as a full-time police constable, I personally experienced and understood the significance of utilising social media.
I attended a scenario in which a resident of the community had parked their caravan on their own driveway. When they woke up, they observed that the door to the caravan had been unlawfully opened. Upon further investigation, it emerged that a number of significant objects, such as a television and an iPad, had been stolen.

Upon my arrival at the scene, I questioned the owners on their observations or hearing events during the evening, as well as the presence of any closed-circuit television footage capturing the entrance of the caravan.
The owners confirmed that they had not encountered any suspicious incidents that evening although they did own closed-circuit television (CCTV) surveillance monitoring the entrance of the caravan.
Upon reviewing the recording, it was observed that one individual was wearing a balaclava, a red overcoat, and blue denim trousers. Regrettably, no individuals could be identified at present.
During the inquiry, I conducted house to house inquiries which uncovered that the neighbour owned CCTV footage. The footage depicted an individual, dressed in a red jacket and blue trousers, carrying a small TV and what appeared to be an IPad. The male removed the balaclava, exposing his identity.
The male was unfamiliar to the caravan owners, the neighbour, or myself.
Upon returning to the station, I engaged in a detailed conversation with my sergeant regarding the incident. My sergeant recommended that we review the footage with the assistance of the facial recognition team. This yielded unsuccessful in all matches. Subsequently, it was determined that guidance should be sought from the social media and communications department.



This was the first time I had utilised the social media/communications department to assist in an outstanding crime. There were many things that could potentially go wrong, legal and ethical considerations, unverified sources, false information and the overwhelming amount of data that could be received from members of the public were all things to consider before contacting the department. The distribution strategy and content of information also needs careful consideration. Local Force Policy dictates the use of social media by the Force and Officers. The Public expect the Police on social media to be accessible, credible, professional, identifiable, and familiar as evidenced by the National Police Chiefs Council public social media survey in 2021 (ACPO, 2013).   

I forwarded an email to the department containing a concise synopsis and a static
snapshot of the male's identity. Subsequently, they published a post on the social media pages of the Police. 

After several days, I received an email from the communications department informing me that the post obtained more than 1000 likes and had received multiple responses identifying the male individual.
I input the name given to them, into the Police system, which yielded the individual's information, including his residential address.

The communications department later updated the post thanking all those involved in providing information. Subsequently, I arrived at the residence of the male individual and apprehended him based on the suspicion of committing burglary. Several electronic items, including the television and iPad, were seized from his premises. Following that, the individual was interviewed at the nearby custody suite. The male was remanded in custody and appeared in front of the courts due to him being the subject of several burglaries within the area.  

Regarding ongoing incidents, the general public desires prompt access to accurate information. Frequently, information circulates inside communities and becomes distorted, subsequently being disseminated by media outlets or other social media platforms. Transparency and information sharing by the police are crucial to prevent panic or fear within local communities (van de Velde, Meijer and Homburg, 2014).

Another concern regarding social media is the increasing number of individuals from the public utilising their mobile devices to document ongoing situations. In addition to being able to capture occurrences on film, individuals also have the capability to monitor police officers using web platforms. The general population is then capable of publishing, disseminating, and revealing any instances of police misbehaviour, potentially prompting additional inquiries (Weitzer, 2015).

An instance of this is the 2011 London Riots. A multitude of individuals promptly responded to their immediate emotions, forming groups on Facebook and disseminating encouraging messages on Twitter, urging others to participate and provide assistance during the disruption. This incited individuals to join the riotous masses, often without consideration for their perspectives on the underlying causes of the riots. It might be contended that several individuals lost their identity, and it is undeniable that social media played a part in this (Morton, 2012). 



On the reverse of this however, a high-profile incident took place in Swansea in 2021.
Violence and Disorder erupted in the Mayhill area of Swansea following the death of a local teenager, cars were set alight, and homes were vandalised. Throughout the 2-hour long ordeal, offenders used their mobile phones to capture footage of themselves committing this criminal activity and turned to social media to encourage further unrest. 
This resulted in South Wales Police investigating the disorder and charging 27 people between the ages of 15 and 44 utilising CCTV and social media as evidence (Mayhill riot: South Wales Police criticised over response, 2022)   
In conclusion, the use of social media by law enforcement agencies has become increasingly common and can offer numerous benefits. However, it is important to recognize that there are also inherent risks associated with such usage.
One of the main findings from this analysis is that various social media platforms are commonly used by policing agencies. These include widely popular platforms such as Facebook and Twitter, as well as more specialised ones like LinkedIn and YouTube. Each platform offers unique features and advantages, allowing law enforcement professionals to disseminate public safety information efficiently while engaging with the community effectively.
The benefits of utilising social media in policing are significant. It allows for real-time communication between law enforcement agencies and the public, enabling rapid dissemination of vital information during emergencies or criminal incidents. Moreover, it facilitates community engagement, fostering trust and cooperation between police departments and citizens. Social media can also aid in investigations by gathering intelligence or identifying suspects through user-generated content.
However, there are notable risks associated with using social media platforms for professional purposes. Privacy concerns arise when personal information related to officers or citizens becomes accessible to unauthorised individuals. Additionally, misinformation or fake news can spread rapidly through these channels, potentially leading to panic or false accusations against innocent individuals (American Psychological Association, 2022).
While the use of social media platforms in policing carries certain risks, its benefits cannot be overlooked. By establishing clear policies that address privacy concerns while leveraging the potential advantages offered by these platforms effectively, law enforcement agencies can enhance their effectiveness in maintaining public safety and fostering positive community relationships in an ever-increasing digital age.
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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: 
Leadership is an essential competency that all Police Officers must possess in the field of Policing (Nieuwenhuys and Oudejans, 2017). According to Silvestri (2018) both higher ranked Officers and Police Constables of lower rank are expected to possess strong leadership qualities within police units. Leadership is a proficiency and a mindset that I have cultivated during my probationary term. This essay will analyse various leadership tactics and theories employed in policing, as well as recount My experience of applying some of these styles throughout a real-life incident. 
Leadership is primarily characterised as a social process that effectively harnesses the efforts of others to accomplish a specific objective (Al Marshoudi and Jamaluddin, 2023). 
This may be effectively utilised across all hierarchical levels within the police force. According to Mazerolle et al. (2020), Police constables can effectively utilise their social influence to accomplish various objectives, such as ensuring the safe resolution of an incident or effectively overseeing a team of police officers as a sergeant. 
An efficient leader is crucial for police officers to achieve desired outcomes (Schafer, 2009). It is essential for the police to have a designated leader within their ranks in order to enhance their productivity and get desired outcomes. Smit, Schultz and van Hoek (2021) noted “While officers may be physically present and punctual, in order for them to be productive, effective leadership must inspire enthusiasm and gain their wholehearted support”. 


According to research conducted by Sarver and Miller (2014), effective leadership is crucial for higher-ranking police personnel to ensure the safe policing of their areas. The public has increasingly expected higher-ranking police officials to demonstrate innovation in administering their agencies. 
Sergeants and inspectors face not just external pressures from the public, but also internal demands from within the Police department (Kou and Stewart, 2017). Leaders must effectively handle this to mitigate stress. 
Ishak, Che Omar and Abd. Manaf (2021) argues, traditional leadership, which adopts a ranking structure, may not be the most optimal approach for leaders in a dynamic and competent organisation.
However, according to Filstad, Karp and Glomseth (2018) the Police Service in England and Wales has had its reputation marred by recent instances of Police officer misconduct, corruption, criminality, and inadequate leadership, which has also led to a divided discussion on leadership. 
The focus of this discussion revolves around evaluating the advantages of transactional versus transformational leadership styles. Generally, the transformational style is the superior model as it has the capacity to bring about reform and cultural change (Abasilim, Gberevbie and Osibanjo, 2019). 
There may be inquiries regarding leadership, but there is no standard solution. "Leadership is crucial for achieving high performance." Nevertheless, in instances where performance issues arise in the public sector and leadership is closely scrutinised, there is a lack of universally recognised theory that can be used to evaluate the effectiveness of current practices (Tuan and Thao, 2018). 
According to Hoggett et al. (2018), the field of policing has undergone transformations, leading to the creation of several instructional materials that leaders can utilise to enhance their leadership skills. 
One of these guides is the Policing Code of Ethics (College of Policing, 2024). This is a statutory Code of Practice which provides chief officers with direction on promoting and supporting ethical and professional behavior within their forces. 
Additionally, the College of Policing (2017), created a document that explores the topic of organisational leadership. According to this text, there are three main themes: understanding, developing, and displaying leadership. The text further elaborates on the three themes. During the initial phase of comprehending leadership, it is imperative for a leader to recognise the existing abilities of the team and establish a clear direction. During the developmental phase, performance is evaluated and learning, and development objectives are established. Ultimately, effective leadership entails being aware of the morale and well-being of one's team, fostering innovation, and promoting diversity to engage and captivate everyone. 
According to Moon et al. (2018), team theory is a framework in which everyone within the team has distinct and unique roles, and success is attained by the collective performance of all team members. The teams must also operate in intricate and ever-changing circumstances, where specific team members are. 
accountable for determining the team objectives. This individual typically holds a higher position within the Police Force hierarchy. 

Leader member exchange theory centers on interpersonal dynamics between the leader and the other work colleagues. A positive leader/team member connection leads to increased effort from the team members (Fransen et al., 2014).
In addition, newly recruited team members often develop a more positive relationship with the leader compared to other team members who have been employed at the same organisation for a longer duration. 
One possible explanation for this is their lack of familiarity with past leaders and their management of the team. The recruit seems to lack awareness of any alternative, thus making it impossible for them to discern whether another leader would be superior or inferior (Shao-Ping, Miao-Sheng and Mou-Jian, 2018). 
Transformational leadership theory refers to the leader's capacity to inspire and motivate the team members to exceed their individual goals in order to benefit the organisation (Rebelo et al., 2018). Consequently, this will create the impression among team members that the leader has helped, made progress, and offered support to them. 
According to De Poel, Stoker and Van der Zee (2014), the Situational Leadership theory hypotheses that it is possible to choose the most effective supervisory style based on the maturity levels of team members. Consequently, team members that possess a lesser level of maturity should be given less consideration and more guidance in terms of task organisation. As team members gain more expertise, the need for task structuring should reduce while the importance of considerateness should increase. 
Kang, Solomon, and Choi (2015) assert that “The Contingency theory considers the internal and external risks surrounding their business activities, calculate the pros and cons of pursuing new ventures and take innovative approaches to hedge the risk”. This implies that the leader would carefully analyse their surrounding environment and may adapt their leadership approach accordingly. Essentially, it depends on whether an individual's leadership style is suited to the task at hand. 
In relation to an actual policing event in which I actively participated, I responded to a call from a female who contacted the emergency services to report that her partner was engaging in verbally hostile behavior against her and her young child. 
I accompanied a junior colleague who is now undergoing mentorship and has far less experience in the field. During the incident, his tutor was on vacation, so he and I were paired together. Since he had not been signed off as independent status, I adopted the role of the leader in the incident, initially using the style of Leader Member Exchange theory. I adopted this style as it became apparent that my colleague was low in confidence due to not experiencing a similar situation. I also utilised the Situational Leadership theory which hypotheses I was the more mature, longer in service Officer resulting myself bringing more expertise needed to manage the task. Throughout the whole incident I used the Contingency theory as I had been in attendance of a similar situation before and had prior experience. The use of these three leadership theories combined with a fluid incident enabled me to manage the situation the best I could until additional officers attended. 
The incident occurred within a second-floor flat. The entrance to the flat included a rectangular window on the door, allowing me to observe the activities taking place within. 
As we neared, I observed that the male individual was shouting and using disrespectful language towards us from the window. I employed the strategy of calmly instructing the male to unlock the door in order to provide assistance and evaluate the scenario. Subsequently, I observed that the male individual was gripping a pointed, two-pronged butcher cleaver and forcefully inserting it into his neck. Currently, we found ourselves positioned outside the entrance of the flat, facing a limited range of choices. 
I requested my colleague to radio through for further attendance from nearby Officers since this had the potential to escalate into a life-threatening circumstance. I communicated with the male inside the flat throughout. 
While conversing with the male, I observed a female and a young child positioned behind him. I observed that the male was intensifying in anger due to our presence. 
At this juncture, I adopted a solely situational leadership approach, assuming command of the incident however this was for a short period. This ensured I could manage the safety of my colleague and myself throughout. Recognising the urgency of the situation, I determined that waiting for additional officers was not feasible. Consequently, I proceeded to forcefully apply pressure with my shoulder on the door, with the intention of gaining access. 
After multiple attempts, the lock finally gave way and the door swung open with great force. 
I entered the flat quickly and the man let go of the two-pronged meat cleaver, forcing it to drop onto the floor. 
After witnessing the situation, I promptly immobilised the male by forcefully bringing him to the ground and subsequently restrained him by applying handcuffs. I conducted this action utilising my powers under Section 17 of the Police and Criminal Evidence Act 1984 where an Officer can enter a property and search without a warrant, in order to arrest persons to save life, limb or property (Legislation.gov.uk, 2012). This measure guaranteed the security of all individuals present on the premises, encompassing both my colleagues and myself. While I was detaining the male individual, I noticed two additional Officers entering the flat, one being my sergeant. 
Knowing this, I have shifted my leadership approach back to Contingency theory and Situational Leadership however this now included the Team theory model, where each Officer has been allocated a specific responsibility to maximise the ultimate outcome. I have continued to use Situational Leadership as the sergeant has required a briefing of what had happened. I have now become less reliant on the Team Exchange theory due to the Sergeants' attendance.
Two officers escorted the male individual from the flat and placed him in the police vehicle, while my Sergeant and I remained at the location to handle the situation safely and appropriately. I conversed with the female at the location who stated the male had been drinking alcoholic spirits and snorting crack cocaine the entire day, leading up to this incident. 
I engaged in a conversation with the two Officers on the incident and then sought more assistance from my supervisor. The male was escorted to the neighbouring hospital to seek medical treatment for his minor injuries, and subsequently arrested for threats to kill his partner and their child. 

The sergeant instructed my novice colleague to gather an evidential witness statement from the female whilst I spoke with the child protection unit and social services in order to ensure future safeguarding issues were identified and addressed prior to the male leaving Police custody in 24 hours. 
During this incident, I encountered a situation that necessitated me to adjust and alternate between multiple leadership methods. Initially, I assumed a combination of three leadership roles as some aspects overlapped with others. These were Contingency Theory, Leader Member Exchange Theory and Situational Leadership. The main cause for this was attributed to my colleague's status as a novice employee, lacking significant expertise. 
After the arrival of more officers, I began the application of the team theory. At this juncture, each of us had distinct duties in order to achieve the most favourable goal.
This was continually upheld during the remainder of the incident. I consistently implemented the Contingency Theory (Kang, Solomon, and Choi, 2015), diligently observing the environment and motivating my colleagues to remove the hostile individual. 
Subsequently, I transitioned to the concept of situational exchange. I allocated the recruit a more organised and demanding set of tasks in order to avoid any potential conflicts in the future. 
Being able to adapt and seamlessly transition between approaches was crucial for getting the desired outcome. 
In essence, there are various leadership methods, including team theory, leader member exchange theory, transformational theory, situational leadership theory, contingency theory, path goal theory, and psychodynamic theory. These theories should be utilised by Police Officers of all ranks, whether they are higher-ranking officials supervising teams of Constables or Constables leading their colleagues. I possess direct experience in managing the aforementioned problem. Leaders frequently utilise a variety of tactics to accomplish the desired outcome. 
Adopting a flexible strategy is vital for this assignment, and it is imperative to avoid using prior strategies as they seem to be unproductive. When leadership is examined closely, there is no recognised framework that can be used to evaluate how it is carried out. 
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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: 
Throughout our professional lives, it is essential to seek guidance and backing from seasoned persons who can aid us in surmounting challenges, cultivating fresh skills, and attaining our goals (Farber and Ort, 2023). Mentoring and coaching play a crucial role in this process as they provide vital viewpoints, guidance, and inspiration (Castanheira, 2016). Magny (2021) suggests that mentoring and coaching are highly relevant in the field of Policing due to the constant evolution of the profession. 
Mentoring involves a dynamic relationship between an experienced mentor and a beginner mentee. These individual fosters personal growth by facilitating opportunities for self-reflection, setting goals, improving skills, and gaining information (Di Nota and Huhta, 2019). Research conducted by Tyler and Mckenzie (2014) suggests that probationary officers can improve their performance and identify opportunities for development by actively participating in conversations with seasoned officers in the policing profession. 
Effective mentoring has a direct impact on work-related performance (Jyoti and Rani, 2019). Mentors provide invaluable assistance to probationary officers, expediting the rapid acquisition of their skills and aiding them in avoiding common mistakes. In addition, mentoring enhances job satisfaction by offering mentees a feeling of assistance in their career growth. Implementing mentorship links throughout the probationary time can improve workplace performance and help police organisations achieve their goals. This can lead to increased productivity among officers (Gill, Roulet, & Kerridge, 2018). 

This essay will examine the benefits of mentoring and coaching in Policing over my three-year probationary period. I will analyse the methods by which these collaborations have bolstered my personal growth and career progression inside the business. Furthermore, I will analyse the methods by which mentoring has assisted the acquisition of important skills necessary for attaining success in the role. This examination will include relevant coaching terminology and current ideas that are specifically relevant to the issue of Policing. This analysis aims to emphasise the substantial influence of mentoring and coaching in shaping the careers of probationary officers in policing. 
Understanding the importance of mentoring and coaching is essential for individuals to assess their three-year probation period and ascertain the benefits they have derived from these practices. Mentoring and coaching are essential assets that offer individuals guidance, assistance, and evaluation from experienced experts in their specific fields (Altınay et al., 2020). Khakwani et al.,(2019) found that engaging in mentoring and coaching relationships can enhance individuals' personal, professional, and organisational goals, while also fostering their development, progression, and efficiency in the workplace. 
Mentoring, as defined by Dahlberg and Byars-Winston (2019), is a structured process in which a knowledgeable individual provides guidance and support to someone with less expertise. It involves a collaborative alliance aimed at developing the mentee's knowledge, comprehension, and skill. In contrast, coaching is a concise exchange intended to enhance particular skills or tackle specific concerns (Brooks, Istas and Barth, 2020). Mentoring and coaching play crucial roles in effectively guiding individuals through their probationary period. 
Throughout my probationary period, I have obtained substantial benefits from the mentorship and proficiency of experienced Officers. Their coaching has played a crucial role in shaping my understanding of various aspects of Policing and providing significant insights into effective strategies for career advancement. By actively participating in conversations with my mentors, I have received invaluable advice on successfully overcoming challenges faced throughout my probationary period. This guidance has empowered me to sustain a steadfast concentration on attaining personal growth. 
Furthermore, as stated by De Houwer, Barnes-Holmes, and Moors (2013), numerous learners concur with the notion that 'learning is the act or process through which behavioural change, information, abilities, and attitudes are acquired'. 
The act of being mentored has significantly contributed to the attainment of my personal goals by instilling confidence in me as a novice. 
Initially, this opportunity has allowed me to become a self-reliant response officer, and currently, I am working diligently to successfully finish my probationary period. The mentorship I received, particularly throughout my time of being tutored, has instilled in me the assurance to undertake calculated risks without the apprehension of failure, as they have underscored that errors present themselves as chances for personal growth rather than hindrances. 

This shift in viewpoint has been crucial in allowing me to fully embrace fresh challenges and actively seek out opportunities for advancement within my professional environment. 
When it comes to my career goals, mentoring has been important in enhancing not just my technical skills but also my whole professional competence. By engaging in regular conversations with seasoned mentors, I have gained substantial expertise in employing ideal techniques for many scenarios. Gaining this expertise has not only improved my effectiveness in my current role but has also broadened my perspectives. 
Moreover, the practice of mentoring and coaching has greatly contributed to my acquisition of knowledge, personal development, and success in the field of Policing. This is achieved by providing a safe space for self-reflection and self-evaluation. Regular feedback sessions with mentors have helped me identify areas that need work and set achievable goals for personal growth. The sense of accountability cultivated by these links has motivated me to actively seek opportunities for professional development, such as engaging in appropriate training programmes. 
Seehusen et al. (2021) argue that individuals who are considering their three-year probationary time must have a thorough comprehension of the importance of mentoring and coaching. By engaging in these procedures, individuals can benefit from the guidance and support of experienced professionals, therefore, enhancing their personal, professional, and organisational goals (Erickson, Côté and Fraser-Thomas, 2007). Mentoring and coaching facilitate continuous learning, progress, and improvement in the workplace by providing valuable advice on optimal strategies, while fostering a mindset focused on growth rather than failure (Boyatzis, Smith and Oosten, 2019). 
Assessing an individual's personal and professional growth through mentorship is essential for their achievement of success and fulfillment (Frei, Stamm and Buddeberg-Fischer, 2010). Mentoring and coaching have proven to be highly valuable by providing guidance, assistance, and opportunities for individual growth. During my three-year probationary time, I have witnessed the significant influence of mentoring and coaching on my personal, professional, and organisational growth. 
Mentoring has been crucial in helping me navigate the complexities of my probationary term. Through regular dialogues with my tutor, I have cultivated the skill to critically evaluate my progress, identify areas requiring improvement, and set achievable goals that align with both my personal aspirations and the organisation's objectives. The tutor's expertise has greatly contributed to shaping my understanding of the expectations placed on me as a probationer in the policing profession. 
One of the main benefits I have derived from having a tutor is its capacity to promote personal growth. By participating in conversations with my mentor, I have gained a deeper understanding of my personal and professional identity. My self-awareness allows me to identify my strengths that can be used to achieve success, as well as acknowledge the areas where I need to develop. 
Mentoring has exerted a substantial impact on my professional growth. Through participating in goal setting exercises under the guidance of my mentor, I have effectively focused my efforts on acquiring essential skills and knowledge required for progressing in my policing career. Furthermore, regular monthly feedback sessions with my mentor have helped me identify specific areas that need improvement, while also recognising achievements made during the process. The personalised approach to professional development has not only assisted me in accomplishing immediate goals but also provided a strategic roadmap for long-term success. 
Mentoring has played a vital role in assisting the attainment of organisational goals throughout my probationary period. Mentors help individuals link their personal aspirations with the goals of the company, therefore bridging any discrepancies between personal and professional objectives. The ongoing guidance and support I have received has enabled me to achieve achievements, boosting my growth. 

Throughout my three-year probationary period, the guidance and support provided through mentorship and coaching have been important in cultivating my personal, and professional growth. By actively engaging in discussions to pinpoint areas of personal growth and offering advice on how to attain goals. The mentor's guidance has not only facilitated personal growth but also enhanced my overall decision-making process, by evaluating other viewpoints and possibilities. 
I have developed my self-awareness by engaging in conversations, which have allowed me to develop a deeper understanding of my personal talents, limitations, and values. Additionally, I have expanded my career perspectives and boosted my prospects for advancement by actively networking. 
An analysis of the impact of mentoring on workplace performance is crucial for comprehending the benefits it provides to individuals, companies, and overall productivity (Allen et al., 2017). An evaluation of the impact of mentoring in the police domain can be carried out by analysing various definitions and ideas (Miles-Johnson, 2019). 
Mentoring and coaching are typically characterised as a collaborative relationship between an experienced mentor or coach and a less experienced mentee or coachee (Hickey, 2024). In this relationship, the mentor or coach provides guidance, support, assessment, and expertise to facilitate the mentee or coachee's development in their skills, comprehension, and capacities. The objective of this collaboration is to enhance performance and achieve personal, professional, and organisational objectives. 
Throughout my three-year probationary period, I have really benefited from mentorship, which has provided me with invaluable knowledge from my mentor, who possesses extensive expertise in the field of policing. 
Through regular meetings and discussions, my mentor has shared practical insight with me regarding the various challenges I have encountered in my work setting. This guidance has enhanced my ability to effectively manage challenging situations, while also enabling me to extract significant insights from their experiences. 
Mentorship has played a vital role in helping me accomplish personal goals by fostering critical thinking and self-awareness. The input provided by my mentor has allowed me to identify aspects of personal growth that I may have overlooked otherwise. By actively participating and working together in these specialised domains, I have effectively attained personal and professional development. 
In addition, mentorship has helped me effectively align my personal development objectives with the organisation's goals. Through ongoing dialogues with my mentor, I have gained a comprehensive understanding of the skills and proficiencies required for progression within the hierarchical framework of the Police force. This alignment has motivated me to aggressively seek opportunities for learning and skill enhancement, consequently improving my total work performance. 
The theories of mentoring and coaching utilised in Policing highlight the importance of personalised instruction and support. For instance, the situational leadership theory emphasises the significance of adapting leadership strategies based on an individual's level of development. This theory suggests that mentors should tailor their approach in mentoring to align with the mentee's current skill set and readiness for growth. Mentors can enhance the potential of mentees in attaining personal, professional, and organisational goals by adopting these principles and providing customised expertise (Doornbos, Simons and Denessen, 2008). 

An analysis of the impact of mentoring on workplace performance reveals its notable benefits in terms of personal growth, professional advancement, and overall organisational success (Allen et al., 2004). Through active involvement with experienced mentors, individuals can gain valuable counsel that empowers them to effectively address challenges, while also fostering introspection and self-consciousness (Eby et al., 2013). 
Mentoring enables the alignment of personal goals with organisational objectives, while also providing opportunities for skill enhancement. By incorporating relevant coaching and mentoring definitions with current Policing ideas, individuals can effectively utilise these benefits to significantly enhance their professional performance (Mullen and Klimaitis, 2019). 
Acquiring comprehension of the importance of mentoring and coaching has played a crucial role in my own growth. Mentoring involves an experienced individual providing guidance and support to someone with less experience, whereas coaching focuses on the enhancement of specific skills (Mullen and Klimaitis, 2019b). 
I have been an officer for almost two years and am nearing the end of the three-year probationary period. This has empowered me to efficiently fulfill my responsibilities and gather knowledge from my colleagues on implementing diverse concepts to enhance my training to fulfill the organisation's standards. Through this chance, I have been able to improve my abilities and expertise as an officer, as evidenced by my Occupational Competence Portfolio. 
The importance of mentorship in achieving success in the workplace should not be overlooked. By having the opportunity to learn from experienced mentors who have a profound understanding of the intricacies of Policing, I have observed a significant improvement in my ability to solve problems, make decisions, and boost the overall effectiveness of the organisation. 
In essence, the three-year probationary period has provided a solid foundation for obtaining knowledge, personal development, and success in the professional setting. The mentorship and coaching I have received have greatly aided my personal and professional growth, empowering me to effectively contribute to organisational goals. I am confident that these experiences will continue to shape my professional trajectory in the future, as I strive for ongoing improvement in my role as a Police officer. 
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