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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:

In this essay, I will undertake a critical assessment of the College of Policing's contribution to the professionalisation of policing in the United Kingdom. Additionally, I will demonstrate how I am actively embodying the responsibilities of a modern police officer as I approach the conclusion of my probationary period, while also reflecting critically on the changes in my role during this final year of probation.

This reflective writing task will utilise Driscoll’s model of reflection as a framework for my response (Driscoll, 2007). The model comprises three distinct phases. 
First, in the "what?" phase, I will examine the early stages of my police training and how they have contributed to my development as a modern police officer. 
Next, in the "so what?" phase, I will explore the significance of the College of Policing in the professionalisation of UK police. 
Lastly, in the "now what?" phase, I will discuss how my role as a police officer has evolved during the final year of my probationary period.

In the initial phases of my career, I entered the police force via one of the routes offered by the Policing Education Qualifications Framework. The Policing Education Qualifications Framework (PEQF) serves as a national standard for the professional training and qualifications of police personnel, spanning from the rank of constable to chief officer. This framework also includes Police Community Support Officers (PCSOs), special constables, and certain police staff members. It is an integral component of the Workforce Transformation initiative within the Police Service, overseen by the National Police Chiefs’ Council (NPCC) and the College of Policing. This initiative aligns with the Policing Vision 2025 established by the NPCC and the Association of Police and Crime Commissioners (APCC).
Upon my entry into the police force, the Police Education Qualifications Framework (PEQF) offered three distinct pathways to becoming a police officer. The first pathway is the Degree Holder Entry Programme (DHEP), which is tailored for individuals who hold a degree in any discipline other than the accredited professional policing degree. Participants in this program are required to obtain a graduate diploma in professional policing practice and to demonstrate work-based competencies throughout their two-year probationary period. 
The second pathway is the Pre-join degree in professional policing, which entails a self-funded undergraduate degree in professional policing that has received accreditation from the College of Policing. Candidates who choose this route are not required to obtain any additional academic qualifications. While the probationary period remains two years, this pathway incorporates an accelerated on-the-job training program to fulfil the work-based competence criteria. 
Finally, the Police Constable Degree Apprenticeship (PCDA) offers an opportunity for individuals without a degree to earn a policing degree while completing their probation. Recruits must finish the degree and satisfy work-based competence requirements within a three-year probationary timeframe. This is the pathway that I joined through and I am now currently on year 3 of my probationary period. 
All newly appointed officers, including those entering through the Police Constable Degree Apprenticeship (PCDA) pathway, are designated as warranted officers from the outset, assuming all the duties associated with the role of constable. During their probationary period, all officers are required to attain Independent Patrol Status and Full Operational Competence, they do this by proving their competence to a dedicated tutor over a period of 10 weeks and by completing a series of tasks that police officers are expected to carry out. After independent patrol status is earned, PEQF have introduced reflective exercises and blended learning opportunities. Reflective practice constitutes a method of learning that occurs within the workplace context, encompassing the periods before, during, and after practical placements. This approach emphasises learning through reflection and dialogue rather than relying on conventional lecture-based instruction, this was completed by completed workbooks such as this one each year. Blended learning refers to the integration of training and education between higher education institutions and police. This approach aims to foster strong connections between theoretical knowledge and practical application, thereby promoting evidence-based policing, this was completed by integrating academic questions from the university with the policing knowledge and experience taken from response policing (Police Federation , 2019).

Individuals working in high-risk public service roles, such as law enforcement, face the daily challenge of exercising judgment to make complex decisions regarding public safety. Given the unpredictable nature of these situations, it is not feasible to offer prescriptive guidance and oversight for every possible scenario; therefore, alternative forms of support and reassurance are essential. The College of Policing aims to equip all individuals involved in policing with the essential skills and knowledge required to deter crime, safeguard the community, and foster public confidence.
The College of Policing serves three interrelated functions, knowledge acquisition, research development, and the establishment of infrastructure to enhance the evidence base regarding effective practices. This approach aims to ensure that policing methods and standards are informed by empirical knowledge rather than traditional practices. Additionally, the College focuses on education, fostering the growth of individual professionals within the field. Establishing educational standards to guarantee the public's confidence in the quality and uniformity of policing skills, while also promoting the academic recognition and accreditation of members' expertise.
Furthermore, the College is dedicated to setting standards in policing by utilising the most reliable evidence of effective practices for both forces and individual officers. Notable initiatives include Authorised Professional Practice (APP) and peer review processes. They leverage knowledge base in policing, legal authority, connections with members, and their capacity to establish educational standards to explore innovative ideas and enhance professional standards within the policing sector (College of Policing , 2016)
 
An essential function of the College of Policing is to ensure its operations are in accordance with the Strategic Policing Requirement. The strategic policing requirement is essential for establishing a clear direction in addressing the most significant threats to public safety, while also ensuring that law enforcement possesses the necessary capabilities to provide a strong national response that embodies practical policing principles. This framework offers enhanced guidance regarding the actions needed from police forces at both local and regional levels in relation to critical national threats. It aids law enforcement in planning, preparing, and responding to these challenges by explicitly connecting local efforts to national strategies, thereby emphasizing the essential capabilities and collaborations required for policing to effectively meet its national obligations.
The updated Strategic Policing Requirement (SPR) identifies a total of seven national threats. It reaffirms the six threats outlined in the prior version, which include terrorism, serious and organized crime, a national cyber incident, child sexual abuse, public order, and civil emergencies. Additionally, it introduces Violence against Women and Girls as a significant threat, highlighting its impact on public safety and confidence at the time of release.
The SPR delineates the necessary forces to address each national threat, specifies the strategies that police forces should employ to confront these individual threats, and identifies the collaborative partners they should engage with. 
The SPR analyses the response to each identified threat and outlines a comprehensive action plan that considers the desired outcomes, the necessary capabilities to address these threats, and the anticipated standards for managing them effectively (Home Office , 2023).
The Beating Crime Plan outlines the government's approach to addressing fraud and cybercrime. This plan serves as the Government's framework for reducing crime rates, minimizing the number of victims, and safeguarding law-abiding citizens (GOV.UK, 2022). As emphasized in the Beating Crime Plan, the core of the Government's strategy to diminish offenses like burglary and robbery relies on evidence-based, targeted measures, such as the Safer Streets Fund, supported by practical policing methods.
The governance of the National Policing Board (NPB) is designed to ensure that all components of the policing system collaborate effectively to achieve optimal outcomes for the public (GOV.UK, 2024). The NPB is led by the Home Secretary and includes two pertinent sub-boards, both of which are chaired by the policing minister. 
The Crime and Policing Performance Board (CPPB) serves as a platform for evaluating performance in relation to the National Crime and Policing Measures. This board allows Ministers to establish a performance framework that enables both collective and individual accountability of the relevant statutory bodies within the policing sector. Meanwhile, the Strategic Change and Investment Board (SCIB) oversees and scrutinizes various national investments in policing and law enforcement, which are essential for funding key capabilities that support the government's priorities in crime prevention, reduction, and public safety.

In July 2021, the Government released a Strategy aimed at addressing Violence Against Women and Girls (VAWG), followed by a complementary Tackling Domestic Abuse Plan in March 2022. These documents outline the measures the Government is implementing to prioritize the safety of women and girls nationwide. The initiatives focus on crime prevention, enhancing the experiences of victims and survivors, ensuring accountability for perpetrators, and fostering collaboration among various organizations, including statutory agencies, to effectively combat VAWG.

The HMICFRS inspection regarding the police response to Violence Against Women and Girls (VAWG) emphasized the necessity for prompt, coordinated action across various systems to address what HMICFRS describes as an epidemic of crimes against women and girls. The report presented 15 recommendations aimed at enhancing collaboration among agencies, ensuring accountability, improving skills and knowledge, and providing better support for victims. The final report, released in September 2021, built upon these findings and introduced 20 recommendations that officers should uphold.
Furthermore, considerable efforts are being advanced by the Government and law enforcement agencies following the release of the College of Policing and NPCC's document titled “Policing violence against women and girls – National framework for delivery: Year 1” (College of Policing , 2021) and the subsequent progress report issued in September 2022 (College of Policing , 2022). This framework delineates the objectives of policing to effect a noticeable and lasting change in attitudes and practices regarding violence against women and girls (VAWG). This is to be achieved by enhancing public trust and confidence in law enforcement, persistently targeting offenders, and fostering safer environments. In addressing VAWG, all police departments are required to adhere to the relevant Authorised Professional Practice (APP) established by the College of Policing, which is accessible on their official website (College of Policing, 2025).

The Policing Vision 2030 presents a strategic framework for police over the next ten years. It will inform decisions related to transformation and resource distribution to maintain public safety while providing a service that is efficient, accessible, and economical, thereby enhancing community trust. This Vision is based on the perspectives of the service and seeks to inspire not only officers, staff, and volunteers but also police and crime commissioners, chief constables, and the wider public. (College of Policing, 2025)


The College of Policing has launched an initiative known as 'Policing Vision 2030,' which offers a comprehensive, long-term framework for collaborative focus within the policing system. This initiative aims to position the service effectively to address both local and national policing priorities. The vision statement articulates that by the year 2030, the police will be recognized as the most trusted and engaged law enforcement agency globally, working collectively to enhance the safety and strength of communities. They plan to do this by focusing on five target pillars, one of which is to help keep communities safe by identifying and safeguarding more of the most vulnerable people in the community and reducing serious violence. The second is to prevent crime and criminality by more collaboration between police and local authorities and by driving a commitment to neighbourhood polcing to increase visibility of the police. The third is to respond effectively to all appropriate demand and bring perpetrators to justice. The fourth is to develop and inspire our workforce and evolve our culture and finally, the last pillar is to embed a culture of continuous improvement and innovation to policing by committing to delivering a sustainable and efficient police service (NPCC, 2025).

In summary, the initiatives discussed have significantly contributed to the professionalization of the police force by establishing clear guidelines and objectives aimed at providing optimal service to the public and addressing crime effectively. These guidelines have facilitated my learning and development, progressing from the initial stages of the Police Education Qualification Framework (PEQF) to my current status in the final year of my probationary period. The experience I have gained has enabled me to assume greater responsibilities in my role, and I find myself in a position to mentor and instruct some of the newer members of my team.
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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 this essay, I will conduct a critical analysis of my experiences with social media as a tool for informing and engaging the community, as well as for promoting policy initiatives. 

Social media refers to online platforms where users can share information and connect with virtual communities through text, video, photos, and other content (Paljug, 2025). In this reflective exercise, I will employ the Gibbs model of reflection (Williams, et al., 2020) to organise my response. This framework facilitates learning from experiences by allowing an analysis of both successful and less successful elements. The model consists of six stages, beginning with the description stage, where I will provide a concise account of the incident, including the actions I took and the rationale behind them. The second stage, feelings, will involve articulating my thoughts and emotions during the incident. In the third stage, evaluation, I will assess my actions, identifying what I executed effectively and areas for improvement. The fourth stage, analysis, will focus on exploring the reasons behind the outcomes of the incident. In the final two stages, evaluation and action plan, I will reflect on the lessons learned and outline the changes I would implement if faced with a similar situation in the future.

The incident I have chosen to reflect upon involves my assignment to a missing person case. The individual in question was a 15-year-old male who had left his home late in the evening following a verbal dispute with his mother. In accordance with standard procedure, I proceeded to the residence to perform an address check. Subsequently, I began gathering information from his mother regarding the events that led to his disappearance in order to complete the missing person report. During our discussion, she revealed that he had been struggling with mental health issues over the past few months, stemming from a traumatic event. She noted that in the days prior to his disappearance, he had exhibited signs of increased withdrawal and anxiety. His mother emphasised that he had never gone missing before and that this behaviour was entirely out of character for him. While she could provide the names of friends he might have visited, she was unable to offer further details at that moment. Considering the situation, the level of threat, harm, and risk to the missing individual was assessed as medium risk. Consequently, several officers were dispatched to conduct searches in the surrounding area in an effort to locate him. After several hours had past, a police inspector outlined the inquiries necessary regarding the missing person, one task involved reaching out to the mother of the male to obtain permission for a social media appeal. Upon contacting her, she revealed that her son frequently used social media, particularly Snapchat, to communicate with his friends. Once permission was secured, I posted the appeal on the police force's Facebook and Twitter accounts. Within 15 minutes, a friend of the missing person responded, indicating they had just been in touch with him and that he was at the local train station. I proceeded to the train station and found the individual, who was safe and unharmed. During our conversation, he shared that he had been experiencing significant distress and had contemplated self-harm and suicide. He acknowledged his mother's efforts to assist him but expressed that the pressure had become overwhelming, prompting him to leave home for some time alone to reflect. I engaged in an extensive discussion with him in my vehicle, offering as much guidance as I could before returning him to the safety of his home and his mother.

Throughout the course of the incident, I experienced a range of emotions. Initially, as the call was being transferred, I was deeply worried about the well-being of the missing individual. In my experience, a young person leaving their home late at night after a verbal dispute typically signals trouble. This concern intensified as I learned more about the circumstances leading to his departure, particularly since it was highly uncharacteristic for him. As time progressed, my anxiety grew, fearing that he might have encountered danger. When the inspector proposed investigating social media, I felt a sense of embarrassment for not having considered that option earlier. Ultimately, when I found the individual safe and unharmed at his home, I experienced a profound sense of relief.

I am confident that my actions during the case were both effective and executed promptly. My diligence and attention to detail facilitated the proper risk assessment and the allocation of officer responses. Nevertheless, I recognise that I should have prioritised the police's use of social media earlier in the process. This approach could have reduced the duration of the male's disappearance and mitigated the risks he faced. Social media functions as an essential resource for police in the acquisition of intelligence, providing a considerable benefit through its swift distribution of information when attempting to collect data, or find missing persons. This is exemplified by the disappearance of Joanna Yeates, Avon and Somerset Police leveraged Facebook to prompt individuals with pertinent information to come forward and CCTV footage was disseminated on YouTube to support the investigation (The Police Foundation, 2014).

Following this incident, I have resolved to utilise social media at the earliest opportunity and have sought permission to initiate a social media appeal at the outset of my address checks. This approach has proven to be highly advantageous in subsequent calls, and I intend to maintain this practice. 

Utilising social media for policing purposes offers numerous benefits. It serves not only as a valuable tool for finding missing individuals, but its primary strengths also lie in delivering information to the public efficiently and affordably. It facilitates communication between the police and local communities, it can be seen as a tool for enhancing trust and collaboration between police and the community (Bullock , 2018). Additionally, it enhances the collection and utilisation of intelligence by enabling police to heed community feedback and gather evidence for investigations through the monitoring of social media content  (The Police Foundation, 2014). 

As of February 2025, the global internet user base reached 5.56 billion, representing 67.9 percent of the total world population. Among these, 5.24 billion individuals, equivalent to 63.9 percent of the global populace, were active users of social media (Petrosyan, 2025). 

Social media provides a valuable avenue for police to engage with 'hard to reach' groups, particularly demographics that are often absent from public forums. For example, younger individuals tend to prefer contacting the police through digital platforms (London Assembly, 2013). Furthermore, it acts as an effective tool for engaging with community members who might otherwise be indifferent or antagonistic (Knibbs , 2013). 

The absence of a social media presence is not a viable choice for police. This necessity arises not only from the rise of new criminal activities, including financial fraud, identity theft, terrorist recruitment, and the online exploitation of children by paedophiles, but also from evolving public service expectations. Citizens now demand quicker responses and the constant accessibility of public services, regardless of their physical location (Bayerl, et al., 2014). 

A report from the Police Foundation accurately highlights the remarkable speed at which social media can be utilised to solicit witnesses or gather other pertinent information, representing a significant advantage in intelligence collection. This is exemplified by the incidents related to a playoff in the 2011 Canadian Stanley Cup hockey tournament, which, as noted by Trottier, marked a pivotal moment for the integration of social media in policing efforts (Trottier, 2012). The event under discussion occurred in Vancouver, when the home team suffered a loss to Boston. Following this defeat, approximately 100,000 individuals gathered in the city centre, engaging in acts of arson against vehicles and vandalising storefronts. Within an hour of the unrest beginning, thousands of residents took to Facebook, aiming to express their indignation and share photographic and video documentation in an effort to hold those involved accountable. According to (Trottier, 2012), the initiative attracted more than 100,000 users, accumulated over 5 million views, and generated numerous photographs within a span of just five days. The participants were convinced that this form of public shaming, facilitated by visibility, serves as a powerful deterrent against future occurrences. Users actively submitted images, names, and detailed accounts of incidents. The police significantly benefited from the thousands of photographs and hundreds of videos they obtained.

Later that same year, the Metropolitan Police Service adopted a similar strategy in their efforts to hold accountable those involved in the London riots. As part of their initial strategy to identify suspects through crowdsourcing, the Metropolitan Police Service uploaded CCTV and photographic evidence of the individuals in question to the Flickr platform, while also utilising Twitter to enhance public awareness of the ongoing campaign. Additionally, the police encouraged the public to contribute their own images and videos from the events (Crump, 2011). Within just one day of being shared, the Flickr images were retweeted over 8,500 times and garnered 4.3 million views, demonstrating the significant potential of social media for enhancing police intelligence efforts (The Police Foundation, 2014).

In a subsequent article, (Trottier , 2015) highlighted the significant role that Open-Source Intelligence (OSINT) can play in assisting police in both predicting and potentially mitigating instances of disorder. They initiate their analysis by referencing a prior investigation conducted by (King & Waddington , 2004), which examined the community tensions that preceded the 2001 riot in Burnley, a textile-manufacturing town in East Lancashire.  (Williams , et al., 2013) rightly suggested that if social media had been accessible in 2001, one could reasonably contend that the tensions resulting from extreme far-right political agitation would have been evident in social media discussions, thereby revealing additional factors that were contributing to, and potentially predicting, the rise of this civil unrest.

Research indicates that police have increasingly utilised social media platforms to engage with local communities, thereby mitigating the risk of large-scale public disturbances. A notable instance of this occurred in January 2010, when Staffordshire Police integrated social media, primarily Twitter and Facebook into Operation Chime. This initiative was launched in response to a protest organised by the far-right English Defence League, alongside a counterdemonstration by opposing political factions. In preparation for the event, the police enhanced their presence on relevant social media channels, adopting the hashtag #policingstoke. On the day of the protest, they facilitated a 'live' Twitter feed, while two police media representatives monitored social media activity, which proved to be effective. Throughout the operation, key messages regarding the management of the protests were disseminated via Twitter and Facebook. The thorough monitoring allowed the police to address public inquiries and counteract misinformation regarding potential disorder in residential areas. Following the operation, a video was uploaded to YouTube, showcasing police actions and providing information about the policing efforts (National Policing Improvement Agency (NPIA), 2010).

While there are numerous benefits to utilising social media for policing purposes, there are also several disadvantages. Bullock argues that the police's predominant reliance on Twitter, coupled with their hesitance to engage with other media platforms, stems from a perception among senior officers that Twitter is a simpler and less time-intensive option. Bullock warned that this approach may unintentionally limit the outreach of community policing teams, resulting in a focus on an audience primarily composed of well-educated, affluent, younger adult males (Bullock , 2018).

The presence of adequately trained personnel is essential for the successful operation of police social media systems; however, possessing the necessary technological infrastructure is equally vital. The 2011 riots highlighted that the mechanisms in place for extracting intelligence from substantial volumes of social media data often fell short, failing to process information swiftly enough to effectively guide on-the-ground strategies and tactics (The Police Foundation, 2014). Social media participants frequently cultivate unique cultures of communication and engagement that are specific to individual platforms, making them susceptible to misunderstanding. Additionally, the messages shared may be misleading, false, and characterised by exaggeration and bravado (Dencik , et al., 2018).

In summary, engaging with social media is essential to address the continually rising demand for crime prevention and safety concerns on a national scale. Criminal behaviour is evolving and becoming increasingly sophisticated due to technology, with a significant amount of crime now perpetrated through various electronic devices. Police forces must enhance their online presence to effectively combat the growing threat posed by cybercriminals. Nevertheless, the preceding analysis indicates that it is crucial for police to uphold traditional methods of communication and investigation to ensure inclusivity for all community members and to adequately address inquiries related to crimes that do not involve technology.


Word count - 2090



 

















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:

In this essay, I will conduct a critical assessment of my adaptability in leadership during a policing incident. Additionally, I will analyse the leadership strategies I have formulated to effectively manage various operational scenarios.

In this reflective exercise, I will employ the Gibbs model of reflection (Williams, et al., 2020) to organise my response. This framework facilitates learning from experiences by allowing an analysis of both successful and less successful elements. The model consists of six stages, beginning with the description stage, where I will provide a concise account of the incident, including the actions I took and the rationale behind them. The second stage, feelings, will involve articulating my thoughts and emotions during the incident. In the third stage, evaluation, I will assess my actions, identifying what I executed effectively and areas for improvement. The fourth stage, analysis, will focus on exploring the reasons behind the outcomes of the incident. In the final two stages, evaluation and action plan, I will reflect on the lessons learned and outline the changes I would implement if faced with a similar situation in the future.

A leadership style refers to the methods, characteristics, and behaviours that a leader utilises to direct, motivate, and manage their teams. This style is shaped by various factors, including the leader's personality, values, skills, and experiences, and it can significantly impact the effectiveness of their leadership. Additionally, a leader's approach affects the development of strategies, the implementation of plans, and the adaptation to changes, all while considering the expectations of stakeholders and the well-being of their team (IMD, 2025).
The past few years have presented numerous challenges for police. Police officers function within intricate social and political contexts. It is essential for police leadership to possess the skills necessary to navigate these demanding circumstances. Currently, police leaders face a variety of challenges, including the emergence of new technologies such as body-worn cameras (Lofstrand & Blackman, 2021), reputational issues exemplified by movements like Black Lives Matter, and social upheaval resulting from the COVID-19 pandemic (Moura & Borges, 2023). The need for consistent and professional leadership has become increasingly critical. Although various leadership styles exist, some are more commonly observed in the management of police officers. This discussion will examine three distinct leadership styles and evaluate their effectiveness in navigating difficult circumstances. Namely, autocratic leadership, Transformational leadership and Laissez-faire leadership. In policing, various leadership positions exist, ranging from the Chief of Police to the Sergeant, each ascending through a structured hierarchy. At the base of this hierarchy lies the role of a police officer, which is considered a non-managerial position. However, they can still demonstrate leadership at the incidents they attend routinely (Miller , 2020)

The autocratic leadership approach, often referred to as authoritative leadership, involves the leader making decisions independently, with minimal or no contributions from team members. The leader exerts control over all choices, relying primarily on their own perspectives and beliefs, while largely disregarding the insights of subordinates. While maintaining a clear chain of command is essential in a paramilitary organisation, this leadership style is generally viewed as the least effective within policing. Authoritative leaders are frequently described as visionary figures. Those who embrace this leadership style view themselves as mentors to their followers. Leaders exhibiting authoritative characteristics are adept at inspiring and motivating their teams. They offer overarching guidance while also delivering feedback and encouragement, fostering a sense of achievement among team members. The effectiveness of the authoritative leadership style is significantly enhanced by the leader's effort to understand each team member individually. This personalised approach enables leaders to offer tailored guidance and feedback, facilitating individual success. Consequently, authoritative leaders must be flexible, especially as their teams expand in size. While authoritative leadership is characterized by a hands-on approach, leaders must exercise caution to avoid micromanagement. This tendency can overwhelm team members and lead to negative feelings within the group (IMD, 2025). Authoritative leadership is characterised by a strict adherence to rules and a strong emphasis on maintaining order, often resembling a military structure. In such environments, leaders maintain complete control over their teams, with subordinates expected to comply without providing feedback or sharing their ideas. As a new generation of police officers begin to enter the field, this rigid leadership style is proving less effective than it once was. Consequently, numerous modern leaders are seeking alternative methods to lead, motivate, and engage their teams (Fritsvold, 2025).

The transformational leadership approach gained prominence following the publication of political sociologist James MacGregor Burns' influential work, "Leadership," in 1978. A transformational leader leverages their charisma to inspire and connect with others, thereby enhancing team motivation. Such leaders are attuned to the needs of their team members and strive to understand what drives them. They adopt a personalised approach, emphasising the collective good and prioritising the insights shared by their team. In the context of policing, an executive leader who embodies transformational leadership not only inspires their team but also addresses the needs of the community they serve. These leaders focus on enhancing performance for both the agency and the community, ensuring that all stakeholders reach their full potential. They foster an environment of creativity and innovation while promoting a supportive atmosphere through active listening, which benefits not only their organisation but also the wider community. Thus, the transformational leadership style is particularly effective for leading police officers, as it integrates the strengths of various leadership approaches while valuing the contributions of others. It is crucial for police officers, to be guided by charismatic executive leaders who inspire trust and accountability in their decisions, while upholding professionalism and integrity. Simultaneously, the community requires a charismatic police officer who can cultivate confidence and trust through appropriate engagement with both their subordinates and the public they serve (Denton, 2020). An individual who adopts the transformational leadership style cultivates unity, strengthens relationships, generates enthusiasm, and ignites passion among the group. Transformational leadership is characterised by its emphasis on change and evolution. Leaders who embrace this style aim to motivate their followers to realise their full potential, encouraging them to achieve goals they may have previously deemed unattainable. This leadership approach is particularly effective in organisations seeking to implement substantial changes or transformations. Key attributes of transformational leadership include a forward-looking perspective.
Transformational leaders consistently focus on the future, contemplating the necessary actions to fulfil the organisation’s objectives. They inspire their followers to adopt a similar outlook. Transformational leaders are adept at navigating change, recognising its essential role in achieving organisational success. They actively work to help their followers embrace change and adapt accordingly. Transformational leaders recognise the inherent potential in each of their followers. They are dedicated to nurturing the individual strengths and capabilities of their team members, enabling them to achieve their maximum potential (IMD, 2025). Transformational leadership emphasises a "people-oriented strategy" designed to inspire, empower, and motivate team members. Leaders who adopt this approach collaborate with their subordinates to foster a commitment to a common vision and organisational objectives, promoting innovation and creativity in the process. These leaders are inclusive, taking into account the distinct needs, skills, and motivations of each individual. They typically maintain an "open door" policy to encourage more regular and honest communication (Fritsvold, 2025). Transformational leadership is characterised by its ability to inspire employees to transcend their personal interests and enhance their performance. In contrast, transactional leadership emphasises adherence to established roles and responsibilities rather than the encouragement of innovative endeavours. While these two leadership styles are often compared, they are not mutually exclusive; leaders may exhibit both styles depending on the circumstances. 
The limited evidence available indicates that transformational leadership styles may be more effective in promoting innovative behaviour. A study conducted in the Netherlands involving employees of a government agency revealed that line managers exhibiting transformational leadership traits were more likely to encourage innovation among their staff, particularly among those who felt confident in their roles. Transformational leaders are characterised by their ability to communicate a compelling vision for the future and their commitment to mentoring their employees. Conversely, even employees who felt empowered showed reduced innovation when they perceived their leaders as employing transactional leadership styles. Additionally, employees lacking a sense of empowerment were found to be unaffected by the leadership style of their supervisors (Ordon, et al., 2019). Police leaders who aim to motivate their teams, establish a clear vision, provide intellectual engagement, and resonate with the moral values of their followers are often perceived as more effective than those who do not. Research suggests that such leaders can positively influence their subordinates' commitment to the organisation, as well as their readiness to go above and beyond in their efforts and adhere to directives (Campbell & Kodz, 2011). 

Lastly, the Laissez faire leadership approach stands in stark contrast to the authoritarian leadership style. Leaders who adopt a laissez-faire method refrain from making decisions themselves, instead empowering their team or subordinates to take the lead in decision-making. This approach relies heavily on the staff to navigate all decisions, irrespective of the circumstances. In the context of policing, such a non-interventionist strategy is less than ideal, as it is essential for leaders to provide direction. Under the laissez-faire model, subordinates are expected to be intrinsically motivated self-starters. However, within any department, there exists a diverse range of employee attitudes, with some exhibiting a proactive approach while others may adopt a more complacent, "retired-on-duty" mindset (Denton, 2020). Often termed the "delegative leadership style," the laissez-faire leadership style emphasises empowering team members by granting them autonomy. This approach is recognised as one of the least interventionist forms of leadership, effectively meaning "let them do." Consequently, it is characterised as a highly hands-off leadership method. Leaders who embrace this style place their trust in employees, relying on them to fulfil their responsibilities without micromanaging or excessively intervening with feedback or guidance. Instead, delegative leaders encourage team members to leverage their creativity, resources, and expertise to achieve their objectives. This leadership approach can be effective when team members are skilled and take ownership of their tasks. However, it may also result in conflicts among team members and potentially create divisions within the group. 
Newcomers may find it difficult to adjust to this leadership style, and existing staff might struggle to discern who holds ultimate authority and accountability for results. Therefore, it is essential to monitor this leadership style closely (IMD, 2025). Research suggests that police leaders who engage in passive leadership, effectively neglecting their leadership responsibilities, are generally perceived as less effective. Furthermore, there is evidence to indicate that such leadership styles can adversely affect the motivation of subordinates to go above and beyond in their efforts (Campbell & Kodz, 2011).


The incident I have chosen to reflect on pertains to my response to a road traffic collision involving three vehicles. This collision took place on a heavily trafficked road, necessitating a closure of the area. One individual sustained a severe leg injury and required immediate medical assistance. Upon arriving first at the scene and recognising the seriousness of the situation, I promptly requested additional police support. While waiting for the extra officers to arrive, I approached all parties involved to evaluate their injuries and determine the necessary response time for healthcare professionals. Fortunately, an off-duty paramedic was present at the scene. Shortly thereafter, my colleagues arrived, and I briefed them on the situation. During this phase, I employed an autocratic leadership style, assuming full responsibility for assigning tasks to the officers, as I was the first on the scene and possessed information about the collision that they did not. I directed one officer to block the road to prevent any additional hazards from entering the area and potentially causing further injuries. Another officer was assigned to gather the details of all individuals involved while I contacted the ambulance service to relay the circumstances and assist the off-duty paramedic in stabilizing the injured parties. As the ambulance arrived and the individual with the significant leg injury was transported to the hospital, the situation began to stabilize, allowing for a more measured approach. Given that my colleagues had more experience and had handled numerous road traffic collisions, I shifted to a laissez-faire leadership style, permitting them to carry out the necessary inquiries, confident in their ability to manage the situation effectively.

In the midst of the high-pressure situation, I experienced significant stress to ensure that the casualty received the necessary medical care and that my colleagues were adequately informed and assigned their tasks, leaving no details overlooked. However, as the intensity of the situation began to diminish, I found myself able to relax and delegate more responsibilities to my team members. 

My actions were appropriate, and my leadership approach was timely throughout the incident. Should an analogous situation arise in the future, I would embrace a transformational leadership style, recognizing the expertise and capabilities of my colleagues. This approach would facilitate a more balanced distribution of responsibilities, alleviating the pressure on me alone.
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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:

In this essay, I will engage in a critical reflection on my three-year probationary period. I will examine the advantages I have gained from mentoring and coaching, and how these experiences have facilitated the achievement of my personal, professional, and organisational objectives.

Coaching and mentoring fundamentally consist of conversations. However, these are not ordinary discussions; they involve a deliberate and skilful application of interpersonal communication that facilitates and accelerates change, growth, and development. It facilitate individuals in cultivating their own thought processes and discovering personal solutions to the challenges they encounter, as well as in capitalising on opportunities for growth. Coaching primarily represents a personalised and inquiry-driven approach to learning. It is facilitated by an individual who assists learners in identifying resources that they can subsequently explore, investigate, and assimilate at their own pace (Parsloe, 2022). Mentoring involves a relationship in which an individual with greater experience or expertise provides support, counsel, and direction to assist a less experienced individual in their development and advancement (Police Superintendents' Association , 2025).

Various coaching methodologies exist; however, my emphasis will be on Cognitive Behavioural Coaching and Kolb’s learning cycle. 
Cognitive behavioural coaching is an effective approach employed in coaching to promote behavioural change and eradicate detrimental patterns. The Cognitive Behavioural Model/Coaching (CBC) operates on the principle that our thoughts (cognition) shape our emotions, which in turn affect our actions (behaviour). Understanding these interrelationships is crucial for effective coaching. In the context of coaching, the CBC approach is informed by empirical research on 'meta-cognition' and 'self-regulation.' Meta-cognition involves the awareness and evaluation of one’s own thoughts, feelings, and behaviours. Throughout the coaching journey, the person being coached must implement both cognitive and behavioural adjustments to reach their objectives. To facilitate this process, it is essential to examine the psychological mechanisms or 'meta-cognitive' skills that enable an individual to navigate the coaching cycle and manage their thoughts and behaviours effectively. The cognitive behavioural model serves as a practical framework that streamlines this process. Cognitive behavioural coaching offers numerous advantages, such as improving self-awareness and self-reflection, recognising and confronting limiting beliefs, fostering new thought and behaviour patterns, and cultivating resilience and adaptability (Engage , 2020). 

Kolb formulated a learning model known as 'experiential learning,' which initiates with a tangible experience. This process unfolds through three subsequent stages: reflection, analysis, and evaluation. Following these stages, the insights gained culminate in a new experience, thereby restarting the cycle.
Experiential learning serves as a framework that emphasises learning through direct engagement, illustrating how individuals acquire knowledge via their experiences. Kolb characterises this process as a continuous cycle consisting of four distinct stages: concrete experience, reflective observation, abstract conceptualisation, and active experimentation. Concrete Experience, this initial stage involves active participation in an activity, highlighting that mere observation or reading is insufficient. Examples include performing an experiment, cycling, or developing a website. Reflective Observation, in this phase, individuals take a step back to contemplate their experiences, linking their emotions and thoughts to what transpired. This reflection involves considering lessons learned and posing questions regarding the effectiveness of the experience, what succeeded and what fell short? Abstract Conceptualisation, during this stage, learners begin to identify patterns, theories, and principles that elucidate their experiences, while also formulating concepts that can be evaluated in the subsequent phase. If the previous stage focused on identifying successful elements, this one shift to exploring the underlying reasons for those outcomes. Active Experimentation, in the final stage, individuals apply their newly developed ideas, seek feedback, and design the next experience, thereby establishing a foundation for the cycle to commence anew (Pearce , 2025).

Upon critically evaluating my three-year probationary period, it is clear that the mentoring and coaching I received played a crucial role in my personal and professional growth. At the outset, I encountered challenges stemming from self-doubt and the demands of fulfilling organizational expectations. Juggling a high-pressure career, pursuing a university degree, and managing parenthood in a bustling household proved to be an overwhelming endeavour. Nevertheless, the support and guidance from the various mentors throughout this probationary period were vital in assisting me to overcome these numerous challenges.
Since becoming a member of the response policing team, I have had the privilege of engaging in various forms of mentoring and coaching. My colleagues have been exceptionally supportive, and the informal mentorship I have experienced has fostered a culture of encouragement and assistance. They generously shared their expertise and insights while addressing a wide range of incidents. This not only enriched my practical knowledge but also allowed me to better understand the theoretical concepts I learned during my training. By watching their interactions with the community and their methods for conflict resolution, I gained valuable strategies for establishing trust and ensuring public safety.
In the initial ten weeks of my training, I received continuous guidance from a colleague during our shifts. He dedicated time to discuss the specific areas from training school where I needed improvement. He actively participated in relevant calls, guiding me through the processes to enhance my comprehension. For instance, when it came to issuing a Traffic Offence Report, my understanding of the Road Traffic Act was limited. To address this, he would stop vehicles and clarify the legislation, demonstrating its practical application. This firsthand approach significantly improved my understanding, and I now feel confident in issuing traffic offence reports.

Each month, the on-duty sergeant conducts individual meetings with officers to assess their well-being and review the active investigations they are currently managing. My sergeant's insights, rooted in a profound comprehension of investigative processes, have significantly aided me in recognising pertinent outstanding inquiries related to my caseload. 
Throughout these monthly meetings, my sergeant offered insights regarding my performance over the past month, particularly in relation to statistics and the advancement of my workload. Such feedback is invaluable, as it enables one to assess progress, recognize achievements, and build confidence. Additionally, it highlights areas for improvement, facilitating personal growth and development in aspects where I may not excel.
In summary, I contend that the coaching and mentoring I received during my three-year probationary period have significantly contributed to my development as a more competent and well-rounded police officer. I am convinced that, without this support, I would have struggled to perform my duties with the necessary confidence.
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