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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:


Introduction

To ensure uniformity and quality in policing, the College of Policing, the professional body for law enforcement in England and Wales, is in charge of establishing standards, exchanging information, and fostering professional growth within the police force (The College of Policing, 2025). Setting standards, executing research, training, and advising law enforcement agencies are all part of the College of Policing's main mission to help enhance policing. It seeks to improve leadership, encourage best practices, and advance the abilities of police officers in England and Wales (The college of Policing, 2025). In addition to ensuring that policing is efficient, moral, and accountable, the college of policing seeks to increase public trust in the police. It also manages the police service's professionalisation, which includes creating career tracks and accrediting different training courses (The College of police, 2025). 

With reference to the College of Policing's five-year plan and the Policing 2025 vision, this essay begins by examining and critically assessing professional policing in the United Kingdom. Furthermore, it delves into a critical analysis of my probationary experience and my growth as a police officer. 


Professionalising Policing in the United Kingdom

The college of policing is essential to the professionalisation of policing in the UK, and its strategic function can be assessed critically based on its contributions to operational effectiveness, standards, training, and leadership (Martin, 2022). 
The creation of professional policing standards has been successfully implemented by the college of policing. These professional policing standards serve as a foundation for all active police officers, to ensure that they all act with authority, honesty, and courtesy while obeying commands and upholding the law (Police Federation, 2023). 

In the UK, the college of policing has played a significant role in establishing national standards for law enforcement. It created the "Professional Policing Framework", which describes the fundamental abilities, knowledge, and conduct required of police officers. The college of policing seeks to provide a standardised and consistent approach to police throughout the nation by creating these criteria. The promotion of professionalism, responsibility, and quality control is aided by this uniformity (Home office, 2012). A significant component in the professionalisation of policing is the development of national standards. The adaptability of these criteria is criticised, nevertheless. It could be difficult for police forces to modify the College of Policing standards to meet their own requirement particularly places with scarce resources or tense communities (Holdaway, 2017). However, Strong, (2019) adds that not all forces may prioritise these principles in practice, and that their execution is dependent on local leadership and involvement. 

In recognition of its leadership in teaching and training, the College of Policing has greatly improved the professionalisation of policing. This has been aided with the creation of the Policing Education Qualifications Framework (PEQF). The PEQF is a nationwide framework that establishes requirements for police officers’ professional training and credentials in England and Wales (Strong, 2019). The PEQF has created the two main entry routes for those joining the police. The Degree Holder Entry Programme (DHEP) is a route whereby individuals who already have a degree in an unrelated subject and will participate in a ‘Postgraduate’ Policing course. The second main entry route is the Police Degree Apprenticeship (PDA) whereby those who have not studied in higher education will participate in a ‘Professional Policing’ Degree. These entry routes were introduced in an effort to improve new recruits' educational credentials and combine classroom instruction with real-world policing (College of policing, 2023). Martin, (2021), explains training doesn’t stop after the degree, in order to guarantee that police leaders possess the requisite abilities in management, ethics, and decision-making, the college of policing additionally carries out leadership development programs for senior officers. 


My employment started with Gwent Police through the Police Degree Apprenticeship (PDA) route whereby I am expected to upstand to the role of a full-time police officer as well as completing an academic degree. Gwent Police specifically grant student officers 120 hours of protected learning time, whereby officers are expected focus of academic responsibilities without the pressure of other commitments. Due to the demanding and unpredictable nature of being a police officer, I have valued protected learning days, giving me the opportunity to set aside operational responsibilities and concentrate on academic development. Throughout my studies I have favoured completing assignments on a personal laptop to limit policing distractions. I have also benefitted being able to schedule my own protected learning days to allow me to preplan my working environment. 


Modern policing requires critical thinking, problem solving, and communication skills, all of which can be enhanced by raising the educational standard for police recruitment. According to research, officers who pursue graduate degrees are likely to develop into more capable problem solvers and more resilient thinkers, both of which will be clear advantages to being a police officer (Papazoglou et al, 2014). 
However, there are issues with these educational programs' affordability and accessibility. Since not everyone has access to higher education, the prerequisites for a degree or apprenticeship may restrict the diversity of applicants entering the police force (Christopher, 2015). Furthermore, White, (2006), contends that because police training typically emphasises more practical abilities over complex intellectual or ethical reasoning, these credentials do not necessarily result in noticeable advances in practice. I concur with the author above because I have firsthand experience with this. Lessons during the six-month university-based program were highly intellectual, exploring intricate concepts and procedures. On the other hand, practical performance and the capability to complete tasks quickly and efficiently are highly valued when being on division. 

The professionalisation of policing in the United Kingdom is greatly aided by the College of Policing.  Despite its significant advancements, the College of Policing's attempts to professionalise policing will need to be modified further and adopt a more inclusive strategy that takes into account the lived experiences of both officers and members of the public (The College Of Policing, 2022). 



Policing Vision 2025 

The association of Police and crime commissioners (APCC) and the National Police Chiefs’ Council (NPCC) created the Policing Vision 2025 strategy framework (NPCC, 2016). With the goal of modernising and improving police services’ efficacy by 2025, it presents a revolutionary agenda for UK policing. In order to handle the changing problems in law enforcement, this vision places a strong emphasis on cooperation, technology innovation and community involvement (College of policing, 2019). 

Within the Policing Vision 2025, there are many key objectives. An example of these objectives includes strengthening the fundamental function of local policing by combing initiatives with social, health and educational services to proactively address problems that contribute to crime and antisocial behaviour (Calam, 2017). Other objectives include utilising technology, such as cloud-based software and digital reporting platforms, to enhance public engagement, data management and communication (Hypergate, 2024). 

A technology called facial recognition can compare a computer image of a person’s face to a database of faces. Facial recognition can be used to help vulnerable people and detect and prevent crime. As a result of the Policing Vision 2025, within Gwent Police specifically, a new facial recognition technology has been developed called ‘Operator Initiated Facial Recognition (OIFR) (Gwent Police, 2025). OIFR is a mobile phone application that helps an officer identify a subject by comparing a cell phone snapshot of a person’s face to a pre-established watchlist (Gwent Police, 2025).

The Policing Vision 2025, bring many benefits to front line officers. Officers will have access to wider support system through tight collaboration with other agencies, enabling more all-encompassing approaches to crime (Calam, 2017). Not only this, with the deployment of streamlined technology software, it will simplify administrative procedures, allowing officers to have more time to concentrate on frontline work, and community involvement (NPCC, 2025). 

In conclusion, the goal of the Policing Vision 2025, is to establish a more community orientated, effective and responsive police force in the UK, by giving police officers the resources, instruction and assistance they require in order to carry out daily policing issues. 


Final year of probation 

Reflecting on my final year of probation, this period has been both challenging and transformative. Through the development of management, awareness, accountability and emotional resilience, I believe that not only have I developed as a police officer but as an individual. 

Throughout my probationary period, I transitioned from highly monitored to more autonomous deployments. On reflection I have become more comfortable making decisions, especially under pressure, using the National Decision-Making Model. One pivotal occasion was attending an emergency call for a domestic incident single crewed, whereby I had to make a fast decision and act promptly. Despite my initial hesitancy, I was able to effectively handle the situation by using my foundation of training. As I reflect on this incident, I recognise the significance of having faith in my own decision making and judgement, whilst also keeping an open mind to criticism and reflection. 

Managing the psychological toll within the role of a police officer has been one of my main challenges throughout my probation. My emotional fortitude was put to the test when I was exposed to catastrophic events such as fatalities, distressing child welfare cases and violence. I first internalised stress, which had an impact on both my wellbeing and performance. I took proactive measures to take care of my psychological health after learning how to spot the early warning symptoms of burnout through studies and peer support. I now see how important emotional intelligence is for my wellbeing not only for myself but also for showing passion and empathy to witness, victims and colleagues. 


To continue, I also believe that my skills and competency has development through my employment with Gwent Police. I have also become more adept at de-escalation strategies and making decisions under duress throughout. I’ve improved my capacity to remain composed and forceful even in hostile situations, and I’ve discovered how important tone, body language can be during public interactions. 

I am proud and humbled to be coming to the end of my probationary period. Although I’ve developed into a competent police officer, I’m nevertheless conscious that learning never ends. I want to keep growing professionally, especially in fields where I believe I can have a significant influence. My dedication to public service and the fundamental principles of law enforcement – integrity, professionalism and respect, has been strengthened during my training period. 

Conclusion 

On reflection, the college of policing has been essential to the continued professionalisation of law enforcement in the United Kingdom. The definition of policing as a profession based on competence, accountability and ongoing development has been aided by the creation of national standards, evidence-based procedures and structed training and qualifications like the Policing Education Qualification Framework (PEQF). 

In conclusion, the intricacies of the position and extent of the human growth that takes place during the probation are both highlighted in this essay. Effective policing, I’ve learnt in my last year, requires not only procedural knowledge but also on-going self-awareness, an ethical foundation, and a dedication to personal and professional development. 



WORD COUNT: 1820 












1

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:

Introduction 

Social media’s incorporation into law enforcement has revolutionised conventional approaches to policy promoting, information sharing and community involvement. As a police officer in probation, I have personally witnessed the benefits and difficulties of using social media sites like Facebook, Instagram, and Twitter. Social media has many benefits in terms of openness, responsiveness and accessibility, but it also presents difficult problems in terms of operational security, ethical limits and public perception. Using both firsthand accounts and scholarly research, this essay critically assesses how well social media works to engage the public, inform them and advance policy agendas. 


Informing the community

The ability of social media to swiftly and widely distribute information is one of its most important advantages for law enforcement. Without the delays of traditional media sources, thousands of residents can receive real-time updates on missing persons, road closures, criminal situations and public safety alerts (Ruddell et al, 2013). During my employment as a police officer, I saw firsthand how useful social media might be in emergency circumstances. For example, during a bomb threat in the Newport area, posts regarding, safety procedures, road closures and evacuation routes were quickly and extensively disseminated. Residents living in the community were appreciative and frequently reposted and shared messages, demonstrating how social media can positively impact and promote policing messages. However, social media’s instantaneity can also contribute to the dissemination of false information. The impulse to publish updates before all the facts are known can jeopardise accuracy in situations that move quickly. Research has shown how crucial it is to preserve credibility and make sure that information is validated in order to avoid public misunderstandings and preserve public confidence (Bullock et al, 2020). 


Engaging the community 

Additionally, social media acts as a conduit between the public and the police, humanising the uniform and fostering relationships with marginalised communities. Public awareness can be greatly enhanced by informal posts that highlight officers’ participation in neighbourhood events, provide behind-the-scenes glimpse into operations, or simply highlight pleasant encounters during patrols (Copitch et al, 2010). During a community race day in the local area, Gwent Police shared a video of officers interacting with young people in the area. Many users commented on the significance of police visibility outside of enforcement tasks, and the feedback was overwhelmingly positive. Content like this promotes understanding amongst people and dispels the “us versus them” mentality that something prevails contexts. However, not all conversations and interactions are positive, and engagement is a two-way process. Police are constantly exposed to public opinion on social media, including abuse and criticism. While come critical comments offer insightful information about public problems, others could be divisive or inaccurate (Hu et al, 2021). Therefore, it is important that those who have access to policing social media accounts, uphold a professional standard of literature avoiding miscommunication and limit hostility and negative debates. 

Promoting Policy Initiatives 

New policing measures can be effectively introduced and explained using social media. Targeted messages and videos can used to promote campaigns that address problems like the fatal five motor vehicle offences, domestic violence and knife crime. An example can be seen by West Yorkshire Polices’ Project Spotlight reduced severe crime in particular regions by encouraging community reporting and increasing awareness of additional police patrols through targeted social media engagement (College of policing, 2024). However, using social media to promote policy proposals also draws attention from the general population. The effectiveness and fairness of new policies are immediately questioned by the public, particularly in cases where there has previously been mistrust. Accountability may be increased by this monitoring, but departments must also be ready for candid discussion and critique (Bullock et al, 2020). 


Ethical and operational considerations 

The way in which police forces interact with the public, obtain intelligence and communicate has changed as a result of the incorporation of social media into the police. Police forces can set up police department specific media pages which can help improve community relations, collect evidence and promote openness by using social media sites like Facebook, Twitter, Instagram and TikTok. However, several operational and ethical issues have be raised by the usage of social media in the police force. Careful consideration must be given to concerns about permission, privacy and the possibility of affecting legal proceedings. Police officers and individuals using policing social media sites need to use caution when sharing information, especially when there are on-going investigations or situations involving vulnerable people. One simple mistake could have numerous negative effects and have both reputational and legal consequences (Bullock et al, 2020). 

The conflict between personal privacy and public safety is one of the most important ethical issues. Even while social networking sites are open to the public, ongoing law enforcement monitoring can result in intrusive types of surveillance, especially when done without supervision or a court order. Data protection regulations are concerned about such tactics, particularly in areas where the General Data Protection Regulation (GDPR) is in effect (Leaver, 2017). 

Police communication now relies heavily on social media. It makes it possible to communicate with communities directly, combat misinformation and provide real-time updates during emergencies. Effective use of social media ultimately enhances community cooperation and public impressions of police according to (Crump, 2011). However, it is inevitable; to avoid poor reputation, it requires professional communication and distinct lines between personal and official social media accounts. Brenner, (2010) states for criminal investigations, social media can provide useful and trustworthy information intelligence. It can be used by officers to hunt down suspects, keep an eye on ‘gang’ activity, and gather evidence for crimes. However, the method of obtaining such evidence determines its legal admissibility. For intelligence to be used in court, it must adhere to laws governing legitimate surveillance, warrants, and the chain of protocol. 


Force policy on social media

Concerns about professionalism, privacy, data security and the legitimacy of policing organisations have also been highlighted by law enforcement’s growing us of social media. Policing departments have implemented official guidelines and policies for social media use in order to handle these issues. These policies seek to ensure uniformity, legality, and moral behaviour by outlining precise rules and regulations for police officers’ and corporate accounts. 

IACP, (2015) states social media gives law enforcement organisations effective means to interact with the public, provide information that is accessible and in real-time, and track public opinion. But in the absence of a written policy, these kinds of activities mat become dispersed or troublesome. Inappropriate posts, the sharing of private information, or unprofessional conduct are examples of social media misconduct that can undermine investigations and erode public confidence. The College of Policing, (2021) states that social media policies at the force level help to established proper behaviour, define roles and bring practices into compliance with regulations like the Human Rights Act of 1998, data protection and defamation legislation. Policies reduce the legal and reputational hazards connected to unregulated online interactions and guarantee uniformity in the tone and language of official accounts. 

Even with strong policies in place, there are still difficulties in guaranteeing their consistent application. critically analysing the findings, Trottier, (2015) suggests that platforms are evolving so quickly that they frequently surpass policing revisions.  Furthermore, Trottier, (2015) also states that some police officers might not completely comprehend the ramifications of their online activity due to training inadequacies. 


Benefits and risks of using social media 

The advantages and disadvantages of using social media to inform and interact with the police force are clearly and fairly broken down. Career Guide (2024), states that social media enables public alerts and real-time communication. This allows for the nearly immediate distribution of information, including missing individuals, traffic jams, criminal alerts and crises like terrorism threats or occurrences. Within my own policing experience, I have used social media in order to assist me in finding young missing children. With the consent from the legal guardian of the missing person, I have then used the relevant social media teams within Gwent Police in order to get images disseminated online. The post has then been shared by residents around the Gwent area, giving positive information regarding timeframes and locations the person was last seen, leading to police finding the young person safe and well. 

Lee, (2025) research suggests social media improves public trust and fosters community involvement. This is due to the fact that social media facilitates communication through direct messaging and Q&A’s, enhancing credibility and public perception. Using social media to improve community engagement has been one of the most beneficial parts of my experience. Using social media to improve community engagement has been one of the most beneficial parts of my experience. During my short attachment on the neighbourhood policing team, I disseminated information about upcoming community workshops, crime prevention tips and encouraged positive stories of police work via Facebook and Twitter. For instance, I provided updated on patrol activities and customised safety advice following a recent wave of car break-ins in a local residential area. Positive responses from the community reinforced local policing relationships as members of the public shared their own experiences and gratitude. 

However, the advancement on social media in policing has a number of drawbacks. Bullock et al, (2020) research suggests that trolls and reputational harm have detrimental effects on social media in law enforcement. Social media posts that are badly placed or written might cause reaction and therefore undermine public trust. Within my policing experience, I have seen negative press release from other neighbouring police forces, whereby posts have been poorly written causing hostile social media users, gaining a large social media presence. 



Misinformation and misinterpretation by the public are two further detrimental effects of social media on law enforcement. Investigations and trust might be undermined by quickly spreading false stories or misinterpreting official posts (Thai, et al 2016). Studies suggest even in controlled situations like emails and text messages, that a significant portion of exchanges are misunderstood. According to one study, 50% of emails and social media posts are misinterpreted, underscoring the difficulties in accurately and clearly communicating ideas through the use of digital media. Misunderstandings may result from misconception (Edgar, 2020). 

Not only this, using social media as means to inform and engage with members of the public, can also create privacy, monitoring and moral concerns. Monitoring social media raises questions about potential biases, privacy rights and suppression of free speech (Bousquet, 2018). 

Conclusion 

In conclusion, my experience with social media in the police force has demonstrated that it is a very useful tool for improving transparency, fostering community trust and improving communication. It makes it possible to share important information quickly and provides a forum for meaningful public interaction, which frequently results in better collaboration and problem solving. To prevent possible dangers like false information, privacy violations or reputational harm, this effective communication channel also necessitates, explicit policy guidelines, and responsible use. Social media has the potential to greatly improve the relationship between the police and the communities we serve when it is used responsibly and effectively. 
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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:

Introduction 

In contemporary policing, leadership is both strategically and practically necessary. Leadership expectations have changed along with operational needs, which now include everything from public order management and routine criminal response to critical occurrences and community tensions. Through my probationary period, I have experienced working in a variety of different operation settings. I have honed a number of leadership techniques based on cooperation, adaptability and clarity. Using reflective practice, evidence-based policing principles, and theoretical leadership models, this essay critically examines those tactics. 


Critically evidencing leadership strategies

Adaptive Leadership 
Situational command and adaptive leadership are essential qualities within the police force. IMD (2025), research indicates that a leader’s tactics, traits, and behaviours when managing, inspiring and guiding teams are referred to as their leadership style. A leader’s performance can be greatly impacted by their style, which is influenced by a number of characteristics such as personality, values, abilities and experiences. Being able to quickly adjust and adapt leadership style is crucial in situations that are unpredictable and fast-paced, such as public disturbances or significant crime scenes. Within my probationary period, a portion of Blanchard’s Situational Leadership Theory (1988) has been incorporated into my approach. Kenton (2024), states according to the situational leadership concept, there is no superior leadership style. The concept recommends that leaders adapt their strategies to individuals or teams’ strengths rather than concentrating on workplace issues. This theory suggests that different leadership styles based on the team’s proficiency and dedication. 

In police forces, where leadership must adjust to a variety of frequently changing circumstances, Blanchard’s Situational Theory is extremely appropriate. According to the theory, effective leaders modify their approach according to the level of maturity and task-specific proficient of their subordinates. These are the four types of leadership: Directing (High directive, low supportive), Coaching (High directive, high supportive), Supporting (Low directive, high supportive) and Delegating (Low directive, low supportive) (Walker et al, 1989). Reflecting probationary period and specifically my initial tutoring phase, this leadership style was implemented. During my first couple of days on shift, due inexperience I was directed by my tutor for instructions and observed when dealing in intricate jobs. Following through my twelve-week training, I slowing worked through the stages of the leadership model whereby I received little to no support from my tutor, dealing with the call in its entirety. 

However critically analysing this model, Grint (2022), states although this adaptive approach encourages adaptability, it makes the assumption that the team leader can effectively gauge team preparedness under duress, which could be difficult to do during high-stress situations. CFI (2025), also agrees, as their research suggests that because of the model’s strong emphasis on the person, leaders may find it difficult to apply it to teams with different skill levels and backgrounds. 

Intelligence Led Models
In order to maintain public safety, policing has consistently adjusted to society by incorporating a variety of methodologies and techniques. Intelligence-led models are among the most significant components. Its incorporation into the police departments promotes improved comprehension of crime trends, a proactive approach to possible threats, and strategic decision-making (Summers et al, 2019). 
Turet, (2022) explains how the intelligence led approach is very different from the conventional reactive policing approaches, highlighting a paradigm in which proactive crime deterrence is largely driven by intelligence led initiatives, making policing more strategic and less reactive. Korzyński et al, (2020) explains that the intelligence led strategy helps stop crimes before they happen and guarantees that decisions are made only on the basis of reliable, tangible evidence, not just gut feeling.  Within Gwent Police specifically a system called ‘Qilkview’ has been created. This statistical technology allows individuals to access personal performance data as well as crime and disorder statistics. From analysing these results, policing ‘hotspots’ have been created surrounding the areas of Gwent in order to tackle Anti-Social Behaviour and Knife crime. As a result of these findings, Operation Lockwood has been created whereby Police Officers and Community Support Officers can apply to pick up overtime shifts, conducting visible foot patrol surrounding these identified hotspot areas. 

However, critics claim that intelligence led models have a number of shortcomings. Crime forecasting no longer relies on theory when predictive models are used; instead, it starts with the vast amount of data that is currently available (Kitchin, 2014). Innes et al, (2005) is in agreement, as their research indicates that intelligence models mat lead to distorted representations of society and criminal activity because they often ignore the context behind the figures. 


Leadership models used in policing 

Shared leadership 
Conventional leadership models frequently focus on a single hierarchical leader who is in charge of motivating, guiding and making decisions for the team. Nonetheless, new leadership styles have emerged as a result of the complexity of todays organisations and the increased focus on teamwork. One model used within policing is a Shared Leadership Model. A dynamic, interactive influence process among team members when leadership responsibilities are delegated rather than centralised is known as shared leadership (Pearce et al, 2003). Blau (1964), states a number of theoretical stances are incorporate within shared leadership. The reciprocal influence between team members is supported by social exchange theory, where reciprocity and trust are essential components. Furthermore, the idea that leadership responsibilities are divided among multiple people based on their areas of competence is supported by shared leadership theory, which is frequently applied in policing and education backgrounds (Spillane, 2006). 

I have used the shared leadership model during my probationary period when attending a multi-response emergency. One instance to which I will reference is a violent disagreement between a number of parties that turned hostile on police attendance. Limited details were given surrounding the context of the 999 calls, however due to the warning indictors that were past via force control room, multiple police response units attended the call. On the approach to the call, using the national decision-making model (NDM) which is the process in which police officers use to make and form decisions. I have informed Force Control Room of my arrival time; this update can also be heard by other attending colleagues. I did this as part of my NDM as a safety precaution knowing I was close to arriving on scene single crewed. On arrival at the scene, multiple persons scarpered from the street into nearby houses, leaving an injured male on the floor. On the approach to the injured male, who was left with visible injuries, other colleagues arrived at scene. Using the shared leadership model, explained the circumstances of the call and what I witnessed when booking off at scene in order to debrief. I then delegated attending officers’ enquiries to complete in order to identify offender and involved persons. These enquiries included speaking to witnesses, house to house, CCTV crawl, and an open area search. 

Although the shared leadership theory holds many advantages, critics state that it also presents several challenges. Fabry (2024), research suggest that teams may find it difficult to determine who leads what and when in the absence of clear structures, causing misunderstanding and role ambiguity. Other critics state in organisations that are hierarchical or traditionally managed, shared leadership could be viewed as compromising responsibility or authority (Mehra et al, 2006). 

Transformational Leadership 
Burns (1978), first proposed transformational leadership in 1978, characterising it as a process where “leaders and followers raise one another to higher levels of motivation and morality”. Bass (1985), elaborated on this concept, defining transformational leadership as a leadership style that encourages and inspires followers to put up the needs of the group or organisation ahead of their own. One of the model’s advantages for law enforcement is that transformational leaders are reputed to boost team morale and motivation by connecting personal objectives with corporate ambition (Bass et al, 2006). Inevitably this shows that employees are more inclined to make extra effort and stick with their employer if they feel appreciated and encouraged. Transformational leadership has been associated with better performance outcomes in numerous studies. Other research suggest, transformational leadership has a favourable correlation with team performance, leader effectiveness and follower satisfaction (Judge et al, 2004). 

Transformational leadership holds significant importance within the policing sector. Police officers are subjected to a number of negative contributing factors within their line of duty. These contributing factors include being subject to violent disorder, being involved in hostile situations, as well are other psychological impacts including dealing with vulnerable young people and child cruelty. With the incline of mental health statistics within the police force already, it is more important than ever to have an inspirational and transformational leader. During my employment with Gwent Police, they have offered and given the time for all front-line staff to attend a ‘Wellbeing Roadshow’. This roadshow entailed a number of motivational guest speakers from multiagency organisations, presenting experiences, coping strategies and available support networks for those working the front line. Research suggests that motivational speakers are very successful at raising morale, encouraging people and cultivating optimism (Muller, 2025). Not only this, but small incentives were available such as cutlery, water bottles, sanitiser bottles, which inevitably gives officers a slight boost of morale. During my probationary period I have had regular one-to-one meetings with my supervisor, whereby discussions take place surrounding my workload, statistical data showing my call attendance and my general welfare. I believe that these regular updates help me as I feel supported by my supervisor, in turn making me feel appreciated and encouraged. The protected time with my supervisor also gives me the opportunity to address any concerns, which in turn allows me to feel supportive and decreases the chances of job-related stresses. Within my team specifically we have scheduled rotated admin shifts, with the forever increasing policing demand, this allows officers to keep on top of their workload. Long term, this ensures that crimes are being investigated as well as maintaining officers’ welfare by decreasing work related stress. 


Transformational leadership has its detractors despite its widespread use. Some contend that the approach is too idealistic and lacks defined boundaries (Yukl,2013). Furthermore, the model’s success is largely dependent on the leaders influence and transparency, which may be difficult to duplicate and high expectations heighten the risk for both the leader and its followers (Personio, 2025). Additionally, Tourish, (2013) findings suggest that transformational leadership may prioritise long-term visons over operational effectiveness or immediate goals, which could lead to execution or accountability gaps. 


Conclusion 

In conclusion, policing involves a wide range of practical challenges, leadership must be varied and critically reflective. From high-stress command situations to community-oriented projects, through the combination of intelligence led models and adaptive leadership these principles can be developed and adapted to individual and situational needs. Each model has distinct advantages but also has drawbacks that need to be managed with knowledge, practice and moral dedication. Police leadership is dynamic, context-driven and fundamentally human. Therefore, in today’s policing climate, successful leadership must be sustained and improved via critical self-reflection and ongoing professional development. 
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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:

Introduction

Offering organised assistance for education, leadership and personal development is a significant focus point within policing organisations. Approaches outside traditional theory-based training are obviously needed as police forces deal with more complicated operational needs and public expectations. Mentoring and coaching provide individualised, reflective and growth-oriented assistance that enables people to realise their greatest potential and function well in demanding situations (Clutterbuck, 2014). The idea of coaching, mentoring and providing feedback will be examined in this essay, along with how its applied in the police force and how it affects both individual officers and the organisation as a whole. 


Coaching 

Whitmore, (2017) findings suggest coaching is a cooperative, goal-oriented activity meant to improve a person’s performance and leading via supportive communication and analysis. Coaching promotes autonomy and accountability by encouraging people to come up with their own answers, in contrast to mentoring, which frequently entails a more senior figure providing assistance (Passmore et al, 2011). Coaching is frequently utilised in the policing context to assist recently promoted officers, enhance leadership skills, and encourage organisational culture change.  Over the past 20 years, coaching as become more integrated into policing as part of larger initiatives to modernise the police force and adjust to difficult societal issues. Coaching has been encouraged by the College of Policing in the United Kingdom as a component of the Continuous Professional Development (CPD) framework. Performance enhancement, leadership development, and stress and resilience management are all facilitated by coaching (College of Policing, 2020). 
Leadership development is a crucial area of implementation. Newly promoted sergeants and inspectors frequently receive coaching to ease their move from operational to leadership roles. In this situation, coaching aids officers in developing their leadership style, communication abilities and emotional intelligence - A critical quality in high-stress situations such a policing, according to Rogers (2016). Peer coaching, sometimes known as “action learning sets”, is another use, in which officers work together in groups to tackle real-world issues. These programs promote cooperation and group problem solving, two skills essential to strategic operations and community policing (Beattie, 2002)

There are serval advantages to coaching in the police force. Officers report feeling less stressed, more confident and having better decision-making abilities on an individual basis (Miller, 2020). It is inevitable through improved service delivery, coaching can boost team performance, engagement, and public trust at the organisational level. Additionally, coaching fosters the growth of reflective practitioners, or officers who consistently assess their choices and behaviours. This is consistent with the ethical policing and procedural justice values (Tyler, 2004). Therefore, coaching helps police officers develop moral bravery and accountability by encouraging reflective thinking. However, critically analysing the theory, one major obstacle is still culture reluctance. Command and control leadership approaches have historically been favoured in policing, and some individuals may view coaching as irrelevant or overly soft (Silverester et al, 2007). Passmore (2009) research suggests that to assess the long-term effects of coaching in policing, empirical study is required. Even while qualitive research points to beneficial results, additional quantitative evidence is required to support ongoing funding and coaching projects. 

My professional and personal development within the police force has been greatly aided by coaching. It has offered a methodical but adaptable approach to goal setting, skill building and self-reflection that has aided not only my personal growth but also favourably impacted team and organisational goals through my probationary period. Reflecting on my probationary period, on a personal level coaching has improved my emotional intelligence and self-awareness. I was able to examine my communication style, stressors and decision making under pressure. My resilience has increased as a result of this self-awareness, particularly in handling high-press scenarios which were typically in operational settings. Additionally, throughout my training I’ve developed healthier coping strategies and established more defined boundaries as I’ve grown more conscious of my work-life balance. I feel more driven and self-assured in both my personal and professional live as a result. From an organisational standpoint, coaching has aided in the broader objectives of modernising policing in the United Kingdom and creating a culture that is more private, moral and responsible. I’ve helped the organisation’s emphasis on leadership, well-being and continues professional development by coaching. 


Reflecting on my probationary period, I’ve become a more thoughtful and reflective employee thanks to coaching. I’ve been inspired to reflect more thoroughly on my choices, actions and work results through facilitated discussions. This has been crucial to my ongoing development since it has allowed me to recognise trends in my behaviour, both in areas of strength and where I need to improve. Coaching has been essential to my professional growth in terms of getting me ready for progression. By identifying skills gaps and concentrating on important development areas like time management, emotional intelligence and effective communication, it helps me gain confidence in my leadership abilities. My daily performance has directly improved as a result of coaching. I’ve discovered that under pressure, I can prioritise work more effectively, manage stress better, and make more informed decisions. I’ve learnt how to remain focused and solution-oriented by overcoming obstacles, especially in high-risk or fast-paced situations. 



Mentoring 

Mentoring is a relationship in which an experienced colleague provides direction, encouragement, and criticism to a newly hired colleague (Clutterbuck, 2014). Kram (1985), states that mentoring is typically longer-term and progressive, with an emphasis on career advancement, emotional support and information exchange, in contrast to coaching, which is frequently short-term and performance focused. Within policing organisations, mentoring promotes diversity, strengthens professional standards, increases retention and develops leadership. The importance of mentoring as a component of its framework for support and leadership development has been acknowledged by the police force. To assist recently hired officers, those returning from leave, or those taking on new responsibilities or ranks, mentoring programmes are frequently utilised. In the UK, the College of Policing promotes the inclusion of mentoring in development programs, especially as a component of leadership routes (College of Policing, 2020). CIPD (2021), research suggests peer and reverse mentorship are also new approaches in law enforcement. Reverse mentoring helps senior ranks better comprehend inclusion and generational views by having junior employees, frequently from varied backgrounds, mentor senior executives. 

Numerous advantages are provided by mentoring for individuals, teams and organisations. It improves the mentee’s resilience, lucidity and confidence which are hight sought of qualities necessary for operating in high-pressure situations. For example, a study conducted by Silvester et al, (2007) discovered that mentoring greatly increased junior officers’ job satisfaction and decreased their sense of loneliness. By reiterating service expectations, best practices, and codes of conduct, mentoring also raises professional standards. Through thoughtful discussions and role modelling, experienced mentors aid in the integration of these standards (Tyler et al, 2011). Even with its benefits, mentoring in law organisations has a number of limitations. Firstly, mentor/mentee compatibility is crucial to the effectiveness of mentoring relationships, and unsuitable pairs may hinder growth (Korach, 2015). Secondly, time and space for genuine mentorship may be diminished by organisational challenges including shift work, heavy workloads and scarce resources (CIPD, 2021). 

Mentoring has improved my resilience and self-confidence on a personal level. Having a reliable mentor gave me a secure environment in which I could freely talk about difficulties, ask for guidance and consider my behaviour without worrying about being judged. Throughout my probationary period and at times of transition, including adjusting to new tasks or handling stress at work, having the assistance of a mentor. In terms of my professional growth, mentoring has been crucial. It has aided me in recognising my areas of strength, filling in knowledge gaps, and creating attainable objectives. Mentoring has assisted me in fostering a more encouraging, welcoming and productive work environment. I developed a deeper comprehension of the principles and standards of the police from experience colleagues. 

Through mentoring, I have been able to gain from both lived experience and formal instruction. I was able to acquire knowledge that went beyond the rules and regulations by regularly engaging with my appointed mentor. Throughout my initial training phase, attending regular meetings with my mentor made it easier for me to comprehend how to apply theory to actual policing scenarios, such as handling vulnerabilities, conflict and making decisions quick under duress. In terms of growth, mentoring offered a methodical, although unofficial, approach to pinpoint and address issues that needed my attention. My mentor helped me establish both professional and personal objectives during monthly one-to-one meetings and provided me advice on how to reach them.


Feedback 

Giving and receiving feedback is essential to upholding professional standards, fostering personal growth and enhancing teamwork among police officers. I view feedback as a useful instrument for leaning, inspiration and encouragement. Depending on the circumstance and the individual, I try to convey it in a timely, courteous and transparent manner. I like to use the two-way feedback principle, as I believe within the role of a police officer, feedback should be a two-way process. I welcome criticism on my leadership, decisions and communication style from my colleagues and supervisors. This in turn encourages a culture of learning, aiding personal develop at the same time. Referencing an incident in which I gave a colleague feedback was when dealing with a hostile situation that quickly escalated out of control and the offender picking up a bladed article. After dealing with the incident and its contents, when suitable I have then debriefed with the other attending officer. I was sympathetic within my approach due to my colleague being less experienced than myself and addressed immediate safety concerns. Using the Situation, Behaviour, Impact (SBI) feedback model, I was able to describe the situation, including available knowledge, surroundings and potential risks of harm to self or others. I have then diplomatically informed my colleague her behaviour and the potential risk she posed to both herself and the offender. Being aware of impacts I have then ensured to provide positive feedback of what went well, to prevent negativity and remain engaged (Lin, 2025).





Conclusion

In conclusion, modern day policing, both mentoring and coaching is a potent and necessary instrument that provide developmental support for police officers in all ranks and departments. When properly applied, it enhances operational effectiveness, leadership, learning and inclusivity. However, in order to reach its full potential, mentoring needs to be organised properly, supported by the organisation and incorporate plans for further professional growth. Coaching and mentoring continues to be essential in developing police officers and maintain key qualities. 

Reflecting on my three-year probationary period, I believe that I have developed both personally and professionally into a well-rounded individual. Throughout my probationary period have been subjected to many hostile and violent encounters. Engaging in regular force training days, I am now more professionally and emotionally aware as well as my knowing my own psychological limitations. I believe as I am coming towards the end of my probation that I have developed into a well-rounded police officer and built solid foundations of the job. 
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