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Task 1

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

This assignment will be evaluating the strategic role of the College of Police in professionalising policing in the UK. Police work is a tough, fascinating and challenging career that is incredibly dynamic in its nature. Due to budget cuts, there are fewer employees available to provide front-line policing, and the service must work harder than ever with less resources, in an environment where demand is growing in a variety of different fields. Everyone in the UK who works for the Police Service must abide by the standards set out by the College of Policing (College of Policing, 2022). The College of Policing have several aims. The first is to link everyone involved in law enforcement and the police to better understand their struggles. Secondly, they aim to develop strategies and targets through use of evidence-based knowledge derived from academic research. Thirdly, they support not only police personnel and staff but also the public, researchers, academics and learning providers. Finally, they aim to provide a voice to policing with regard to standards, abilities and services (College of Policing, 2022).

The College of Policing are working collaboratively with various partners in order to deliver the “Policing Vision 2025”; this sets out a vision for policing over the next 10 years. This vision will influence decisions about change in the police services and how resources are utilised to help keep the public safe whilst offering a reliable and effective service (NPCC, 2017). This transformation is crucial because in our ever-changing world, the varying communities across the UK are becoming increasingly difficult and diverse. This requires a more specialised and tactical response to scenarios that arise. Whilst many crimes remain the same, new technologies create new threats, and it is vital that the Police Service adapts and reviews policies to ensure they are able to police the modern world effectively (NPCC 2017). 

This assignment will be a reflection on an incident that the author was called to as part of their official policing responsibilities. The Gibbs Reflective Cycle, which “encourages you to reflect systematically about the phases of an event or activity,” will be used by the author throughout this assignment (The University of Edinburgh, 2020). The Gibbs Reflective Cycle is a cyclical model of reflection developed by Graham Gibbs; it uses six different stages to analyse experiences. The first stage requires someone to describe the experience. The second stage involves the author sharing their thoughts about the incident. Thirdly, the author must evaluate both the positives and negatives of the experience. The fourth stage requires the analyst to attempt to make sense of the situation. The fifth stage is a conclusion; here the author must discuss what they learnt from the incident and what they might have done differently. Finally, the sixth stage requires somebody to create an action plan to decide how they would deal with a similar scenario in the future. 

This account discusses a policing incident which involves a high-risk missing person. This is a vulnerable person who is missing and their life is at risk due to a threat which has been made. The writer was patrolling in a police vehicle with another colleague when they received a call for a high-risk missing person. The call stated that the family member had just got off the phone to their brother, who was the high-risk missing person. Their brother had a knife and had verbally confirmed that he was going to harm himself, that he does not want to be here anymore and that he was going to kill himself using the knife. He had also said if the brother went after him he would kill his brother as well. The brother confirmed that the offender left their home address on foot but had no idea where he had gone or where he might go. The offender was a threat to himself and other members of the public due to his mental state and possession of a weapon.

As this incident had the potential to escalate into a very serious and unsafe scenario, the first step taken by the author was to find out what procedure and policy had been put in place by the control room. The policy detailed that all officers in attendance to the incident must wear full personal protective equipment. Furthermore, due to the threat and risk of life, NPAS was authorised and began searching as the area was so vast. They located the person near to the sea. Due to the area the offender was located, several units were deployed in a strategic manner in order to block the exits. Of the units involved, only the author’s unit were carrying tasers.  

The author’s unit saw the offender approaching and exited the vehicle. The knife was visible in the offender’s hands. At this point, the author was feeling a rush of adrenaline and concern for the safety of all persons present due to the offender being in possession of a knife. The author then realised he had to dynamically risk assess the situation. The author decided to use a calm tone to speak to the offender to try and relax him in order to defuse the situation. Although this is obviously a very intense situation because the author could see the offender was in possession of a knife, the author was able to maintain a calm presence. However, despite this, the offender was still very irate and began to shout words that were nonsensical. The author then considered the three-step appeal. The author informed the offender that he was carrying a taser, and warned him that if he used any sudden movements or made any threats to himself or any other persons present, the taser would be deployed. The offender then dropped the knife.

After this rush, the author asked the offender to raise his hands to where they could be seen, and then approached the offender. The offender was detained using handcuffs. The author felt it was suitable to handcuff the offender because it was not known whether he was in possession of any other weapons. This was important to protect the safety of the author and any other persons present, to avoid escape or to prevent any tampering with evidence. At this stage, the offender was put under arrest and placed into the back of the police van.

The author’s unit returned to the police station and the offender was conveyed to custody where the circumstances were explained to the custody sergeant. The author also advised the custody sergeant that the offender had made threats to kill himself. Due to the nature of this incident and its clear link to suffering mental health of the offender, the author referred the offender to the Vulnerable Adults Departments in South Wales Police in order to aid improving his mental health.

In the Policing Vision 2025, one of the challenges they highlight is that in order to keep people secure, police need to create a proactive and nuanced awareness of the needs of a community (NPCC, 2017). In order to achieve this, the police need to collaborate with partners to encourage a culture change surrounding the provision of public protection, moving away from a single organisation mentality, towards providing a service which is based on a whole system approach. It is not realistic or practical for the police to play the central role; using a place-based strategy and increasing the number of multi-agency teams and hubs to address community challenges that call for quick action across a variety of agencies and organisations should help to aid communities (NPCC, 2017). Most of the time, response work is very reactive, however, there are opportunities to take a proactive role by utilising these other services, in order to reduce the risk of repeat offences. In the scenario discussed in this task, the author took the initiative to refer the offender for mental health support. It is hopeful that with the correct support in place for the offender, they would be able to improve his mental health and reduce the chance of a similar incident happening again. The NPCC’s 2025 vision states that in order for there to be a transformation in the police force to become modern professional police officers, police forces must ensure that they are progressively focused on “proactive preventative activity, as opposed to reacting to a crime once it has occurred” (2017). In this scenario, the author has demonstrated an ability to be proactive, and therefore fulfilling the role of a modern professional police officer. 

Furthermore, the NPCC’s 2025 vision also states that the police force must work with partners to reduce the demands that the community is having on the public sector, specifically the police (2017). This will help address the concerns of persons who generate recurring issues in the communities they reside in. The author understood the importance of referring the offender to the Vulnerable Adults Unit as they can work collaboratively to improve the mental health of the offender and consequentially, hopefully reduce the risk of a reoffence. This further demonstrates the author’s ability to fulfil the role of a modern police officer.

Whilst the author was already aware that knife crime was an issue in the local area, after the incident he became intrigued and wanted to make a difference in his community. After the incident described above, the author educated himself on knife crime data in the local area by looking at different incidents from the area over the past few years. The author was shocked by the sheer number of incidents. The author knew he could use this information to educate the community about the issues present. This further increased his desire to improve this problem as it presents such a dangerous risk to the police and public. On the author’s neighbourhood policing attachment, the author collaborated with Police Community Support Officers to set up a stall in the local area to try and engage with the community. They spoke to members of the public and handed out information leaflets. This initiative taken by the author aligns further with the Policing Vision 2025 as it shows he had “a desire to make a difference to the community” by upskilling his knowledge to deliver the policing vision (NPCC 2017).

When reflecting upon this incident described above, the author concluded that there were some lessons to be learnt. The author felt he dealt with the situation well because he was able to maintain a calm presence throughout, even though the situation was incredibly stressful. This shows that the author had confidence in himself to be able to deal with the scenario. This confidence is vital for police officers because one must believe they have the ability to take control of situations involving members of the public, even more so if they are high risk and vulnerable.

However, the author felt the situation could have been dealt with slightly better. Upon reflection, whilst the tone used by the author was vital in maintaining a calm atmosphere, it was clear very quickly that this was not going to resolve the situation rapidly. Instead, the action taken by the author which immediately changed the dynamic of the incident was when the author notified the offender of his taser and explained for what reasons it would be used. Moving forwards, if presented with a similar scenario, the author might realise earlier on to use this tactic.

During his final year in probation, the author has taken time to critically reflect over numerous scenarios and experiences. Evidence based policing is a technique recognised and praised by the College of Policing (College of Policing, 2022). The phrase “Evidence Based Policing” broadly refers to the theories advanced by Sherman (1998), who contends that thorough scientific evaluations ought to guide and support the judgments made by police practitioners on the job. Lum and Koper (2017) emphasise the significance of using this research to guide decisions, but they also maintain that employing larger definitions would produce equally valuable information for the service to utilise in the workplace. Such approach could help by informing, for instance, the deployment of limited resources, the investigative process, or the complexity of decision making in the police.

It is important to note that evidence-based policing does not provide definitive answers (College of Policing 2022). It does however require police staff to regularly reflect on their practice, consider how the most recent research relates to their daily work and take lessons from their triumphs and failures. This strategy encourages officers and personnel to raise concerns, question established procedures and come up with novel ideas that serve the public interest. The author is following this recommended strategy and has been increasingly critically thinking in his final year of probation by regularly reflecting on scenarios and deciding upon how he could improve. 

In his final year of probation, the author has taken on more responsibility which has seen his role as a police officer change. Firstly, he is now able to respond to emergency calls because he attended the blue light training. The author has found this training crucial in developing his skills as a response driver as he is able to respond to calls where members of the public are in urgent need of police assistance. Secondly, the author volunteered to attend taser training. This was after a different incident to the one described above, where the author saw a different unit utilising tasers and saw how valuable they could be in dangerous situations. This has been incredibly valuable for the author, as from the author’s first year of probation now to his final year, he is now one of the most experienced officers on shift and can pass on his experiences to other student officers.
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Task 2

Relevant areas of the National Policing Curriculum: 
Communication Skills, social media, Communication Strategy 

It has been suggested that social media may foster openness, transparency and citizen involvement in public policing. However, there is more research needed to find out exactly how police staff use social media and incorporate it into their communication strategies, as well as how social media may encourage or discourage citizen engagement (Brainard and McNutt, 2014). This is significant since it is known that a variety of internal and external driving forces and counter forces will determine how new technology will affect the police environment (Chan and Newburn, 2003). This task will examine the use of social media by the police as a means of informing and engaging the public and how it can be used to promote police initiatives. This task will also discuss a policing incident that the author was involved in that required the use of social media. The author will evaluate the effectiveness of social media in helping with this incident. 

The early 1990s, when internet use began to take off in the Western world, served as the catalyst for e-democracy projects in the police (Chadwick and May, 2003). At this time, there was hope that the internet would resurrect democratic institutions. Early optimism was gradually replaced by a degree of pessimism that began to show that officials and services were hesitant to adopt the growing online tools and that citizen participation was low (Chadwick and May, 2003). However, since those early days, the spread of new online platforms has significantly changed the internet’s ability to foster dialogue and engagement between citizens and authorities (Bullock, 2017). These social media platforms, which place a strong emphasis on user-generate material, are established on the values of openness and transparency (Macnamara and Zerfass, 2012). They also, at least in theory, encourage user interaction and cooperation (Macnamara and Zerfass, 2012). Furthermore, there has been renewed optimism that social media platforms utilised by the police, including Facebook, Twitter, Snapchat, TikTok and Instagram will aid the local authorities to prevent crime and communicate with the public (Loader and Mercea, 2011). According to Ellison and Hardey (2014), “there is now serious future potential for the enhancement of online engagement because of the exceptional expansion of internet usage combined with the changing patterns of use – notably social networking”. 

The Police Foundation (2014) states that currently, there is no national strategy on how each police force can use social media; each force is entitled to establish their own tactics. However, they also state that all police forces’ services should use social media for three main reasons. The first is to provide information that can be easily shared. The second is to engage with local communities and build positive relationships. Finally, the third is for investigation and intelligence purposes. This gives all police forces in the UK a policy to follow when using social media.

The Policing Vision 2025 lists a few issues that highlight why policing needs to change (NPCC, 2017). At point 3.7, the report identifies that one of the reasons needed for change is that new technology and the expanding availability of information presents us with tremendous opportunities to enhance public safety. It creates new standards for the services offered by the police, their use, and our levels of openness (NPCC, 2017). Additionally, digitalisation has the ability to significantly speed up commercial operations, improve risk management and completely transform the criminal justice system. The Policing Vision 2025 states that this change can be brought about by enhancing data sharing and integration, to generate shared technological resolutions and facilitating the education transfer between agencies and forces. This will allow the police to cooperate more effectively to embed evidence-based practise, particularly those decided by associates like the College of Policing or academia (NPCC, 2017). Police forces need to be able to communicate effectively across all platforms (this includes any modern technologies and social media) and comprehend the many concerns of the public. In order to do this, the police will need a staff with strong investigative and forecasting skills.

An example which shows the extent to which police forces can use social media was in August 2011 when there was a surge of looting in cities such as London and Manchester (Crump, 2011). It was shortly reported that looting gangs were communicating with one another via the Blackberry messaging app (BBM) (Butcher, 2011). Other social media apps such as Facebook, Youtube, Twitter and Flickr served to deliver extremely localised information about what was happening. Police departments used Twitter in particular to issue public service announcements, mainly to dispel rumours of alleged occurrences and thereby comfort the public (Crump, 2011). Following the incidents, the public utilised Facebook and Twitter to plan clean-up efforts. The police made an appeal for photos and videos to supplement their own evidence, much of which was acquired from CCTV, and they used crowdsourcing to identify looters by publishing photos of them on Flickr (Crump, 2011). This here is a clear example of how social media can benefit the police.

Police services are under constant pressure to inspire openness, transparency and public involvement in police decision-making. Opening up constabulary services has a number of benefits, including mending rifts between the police and public (Scarman, 1981), incorporating business principles into decision-making (Loader, 1999) and giving citizens a way to express their preferences for the nature of crime control locally (McLaughlin, 2005). It follows that one of the main objectives of modern police communication tactics has been to create constabularies that are open, transparent and democratic. There are several reasons why encouraging citizen involvement in public policing is important. The police-community conference has historically been the most common type of consultative practise (Scarman, 1981). Despite being commonplace, numerous studies have shown that these meetings have not significantly improved police communication (Bullock, 2017). Few people attend these meetings, and those that do often tend to be white, middle-class and already part of the political establishment. Meetings typically serve as a forum for officers to disseminate information rather than to encourage discussion and dialogue between officers and citizens (Keith, 1988). In short, typical community involvement activities have not done much to advance the goals of more participation, accountability and transparency. 

Social media has been proposed as a means of avoiding the above issues and providing a mechanism through which constabularies could interact with the public and, in doing so, present themselves as open, participative and democratic (Fink and Zerfass, 2010). This involves moving police communication from physical meetings to the virtual world (Avery and Graham, 2013). In recent years, there has been a noticeable trend toward police constabularies using social media to interact with the public. The easiest way to understand this development is in the perspective of the global and UK-wide resurgence of community policing. Community policing techniques aim to promote communication between police and the general public. The goal of community policing is to encourage residents to assume individual and collective responsibility for crime control at the local level, in order to promote legitimacy, control crime and to harmonise policing and community priorities (Manning, 1991). Community policing teams in the US, Australia and Northern Europe have embraced the use of social media (The Police Foundation, 2014). At present, half of the roughly 2,000 official police Twitter accounts in the UK are community policing accounts (Bullock, 2017). Therefore, it is expected that community policing teams will use social media to connect with residents, spark debates and to address any of their issues. Social media is expected to offer an effective technical solution to a persistent problem in public safety: how to encourage dialogue between officers and the public.

Large scale analyses of social networking content have begun to show that police communication on social media is one-way, despite the optimism that social media will speed up dialogue and debate between citizens and officers (Brainard and McNutt 2010). Research suggests that police departments utilise social media more often to solicit aid, broadcast information about misconducts and incidents that are related to their work, and provide advice on how to prevent crimes, rather than encourage dialogue (Wright 2006). However, it is important to note that these uses of social media are still valuable to aid police officers when needed.

Currently, police departments use social media platforms to interact with the public and fight crime (Bertot et al., 2012). According to a former head of the FBI’s Public Affairs division, law enforcement must be present where people are, and if people are utilising social media sites, police must be active there as well (The FBI on Social Media, 2009). The public must be informed about police efforts and needs for law enforcement agencies to develop community participation and foster community trust (Bertot et al. 2010). However, there are concerns about how, and even whether, social media can be utilised to motivate residents to contribute to the decrease in crime in their local areas (Bertot et al 2010). 

Above, this assignment has debated some of the many positives of police use of social media. However, social media interaction carries some risks.  Below we will begin to discuss some of the risks and challenges faced by police forces when using social media. If the proper evidence is not provided or the wrong amount of detail is exposed, mistakes may be made. Social media is by its very nature a fast-moving, changeable environment where any errors are instantly made public (The Police Foundation, 2014). For instance, the New York Police Department invited people to tweet images of themselves with police officers in April 2014 using a specific hashtag; unfortunately, images that painted the police in an adverse light dominated the response (Tran, 2014).

Public knowledge of police use of social media needs to be raised if the police are to effectively communicate information or interact with residents online. Due to the tool's opt-in nature, the police must ensure that the public are aware of and will follow their profiles (The Police Foundation, 2014). A police force will be able to enlighten the public and communicate more broadly with a big and diverse audience. Less than a fifth of UK respondents, according to a 2012 Accenture survey, were aware that the police are now using internet channels. Chances for social media interaction may be lost if members of the public do not "friend" or "follow" the police on Facebook or Twitter.

Social media is accessible to police personnel of all grades and degrees of expertise, which poses significant management issues (The Police Foundation, 2014). Police personnel who post on social media must do it in a tone and manner that are appropriate for the general public. There must be procedures in place to deal with situations where this is not the case. In 2012, HMIC conducted an investigation and produced a report on the inappropriate behaviour by the police. They found 357 examples of this inappropriate behaviour during a nine-month period. 71% of these incidents occurred on Twitter. This behaviour was classified by HMIC as: offensive language or behaviour (132 cases), comments on police protocol or procedure (119 instances), negativity toward work (70 instances), and extreme ideas about the government (36 times). The investigation also discovered that nine forces did not monitor staff usage of social media at all and that just nine forces had the ability to look for questionable behaviour on personal accounts. The research identified six forces that had not conducted any training or awareness-raising activities, and it advised that more training be provided to individuals who use social media (HMIC, 2012). 

Denef et al. (2013) states that social media can pose a threat to the police since it exposes them to ongoing public scrutiny and criticism as well as serving as a tool for criminals to organise themselves. The former threat mentioned by Denef et al. (2013) links closely to an incident the author has experienced. In the local area where the author is based, there had been a rise in complaints from the community about people not wearing seatbelts when driving. They were concerned because there had recently been a few serious road accidents where both drivers and passengers were seriously injured; these injuries could have been prevented, or far less severe, if these people had been wearing seatbelts. The author was involved in posting onto the social media platform Twitter. They wrote a post which included statistics about the number of fines issued over the past few years, to people not wearing seatbelts. However, this led to a negative reaction from many people. The post received numerous replies from both residents and people further afield; they were arguing that the police should have better things to do and more serious crimes to solve than pulling over people that are not wearing seatbelts. They were also accusing the police of using this to “steal” their money. This was highly frustrating for the author because they had been trying to support the community in raising public awareness in an issue that the public had brought to the police themselves. Upon reflection, whilst the use of fine statistics could have been a good deterrence for some members of the public, it was clear that many people were angered by this strategy. The author concluded that if they were to do something similar again, a better technique might be to include statistics about the number of injuries or deaths caused by road accidents, linked to the lack of wearing seatbelts.  This could work well as it takes the focus away from the sanction of a fine but draws the attention towards the risk of not wearing a seatbelt.

Social media offers the police new ways to interact with the public, receive and share intelligence, and conduct information gathering. These prospects do, however, come with difficulties that haven’t yet been entirely resolved. The development of systems and techniques that support integrating social media into regular work procedures and guarantee that lessons regarding what constitutes excellent practise are learned still has to be done. The public’s opinion of the police’s use of social media may require further studies in order to better understand what the public expects from a police social media account, how they perceive various tweets and posts, and how social media affects public confidence in the long run.
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Task 3

Relevant areas of the National Policing Curriculum:  
Leadership and Teamworking 

Those who work in law enforcement today are facing possibly one of the most turbulent periods in policing. On a broad scale, law enforcement institutions are under growing pressure to review their procedures whilst navigating a dynamic terrain in terms of culture, society and technology. Individually, new expectations about what it means to be a police officer and how they want to be led are being brought into the field. As a part of this, police leadership styles are steadily evolving along with the organisation, shifting from the authoritative style that has predominated the profession to a more inclusive strategy that aims to enable and empower rather than simply command (Golembiowski, 2022). There are several different types of leadership that can be used in the police force, some of which will be discussed throughout this task. 


The author will reflect on an event that they attended as part of their official policing duties in this task to critically evaluate and evidence their flexibility in leadership style. One of the most well-known theoretical models that encourages people to reflect on the experiences they had when experiencing a particular circumstance or event is the Gibbs Reflective Cycle (The University of Edinburgh, 2020). Using this, people can become conscious of their behaviours and analyse the positive and negative effects of an event, realising what they need to change as a result of their own experience (The University of Edinburgh, 2020). There are six steps in the model. The first three steps are concerned with what took place during the experience that is being studied. In the very first stage, the experience must be described. During the second stage, any feelings, behaviour and thoughts about the incident are discussed. The third stage requires the author to evaluate the event objectively. The final three steps of the Gibbs Reflective Cycle address how the person might enhance their knowledge for similar scenarios they may experience in the future. Once the author has all the information, the author must analyse the situation in the fourth step by considering any potential causes or solutions (Centre for Academic Development, 2022). The aim of this step is to inform the person reflecting of all their options in case they run into a similar issue again in the future. The firth step requires the author to draw conclusions by considering what they have learned from the experience (Centre for Academic Development, 2022). The final step is to create an action plan by considering the necessary adjustments required in the instance of facing a similar circumstance again (The University of Edinburgh, 2020). The author will use this model to critically evaluate their leadership style in an incident that they experienced whilst on probation.

The author, who is now one of the most experienced on shift, was on mobile patrol with a student officer of one year. Whilst on mobile patrol, the author and other officer received an immediate response call that involved a male who had been aggressively banging on the door of their next-door neighbour whilst shouting and swearing at the neighbour to come outside. The call had come from said next-door neighbour, who stated they were unsure as to why their neighbour was doing this. On route to the incident, the author asked the other officer to communicate with the control room to attempt to find out as much information as possible about the offender and reporting person. The author felt that by encouraging the other officer to take the lead on this task, he would hopefully be motivating the officer to take a more active role in the incident and offer more intellectual stimulation for this officer. This style of leadership shows the author took a more transformational leadership approach. A “people-centred approach” that focuses on inspiring, empowering and motivating one’s team is at the centre of transformational leadership (Fritsvold, 2022). Following this strategy, a leader encourages innovation and creativity in the pursuit of the organisation’s goals whilst working with those in their team to commit to a shared vision and set of objectives. 

At this stage of the incident, whilst still on route, the author was also questioning the other officer by asking them to consider different scenarios and how they could react. The author would respond by either agreeing or disagreeing with the officer for each scenario. If the author disagreed with a particular response, they told the student officer why they disagreed and how they would approach the matter differently. Here, the author was employing role-modelling strategies. A leader who sets a good example and is active out in the field have the potential to encourage their subordinates to follow by their lead. Some leaders might find this more advantageous compared to the transformational style. This is because it can enable leaders to influence the behaviour of other people whereas transformational leaders rely too heavily on the use of inspiration to motivate (Miller, 2022). Furthermore, by discussing together potential scenarios and agreeing together on how to respond to those differing situations, it also shows a participative leadership style. Similarly to a transformational style of leadership, a positive of participative leadership is that it has the potential to motivate subordinates as they are actively encouraged to take part in making decisions; this in turn can improve job satisfaction as they feel included and as though their opinions are valued (Western Governors University, 2021).

When the author and the other officer arrived at the scene, the offender was still outside the next-door neighbour’s property. The author began to question the offender in a calm manner to model good practice to the other officer when trying to defuse a potentially aggressive situation. The offender appeared calm and was responding to the questions, so the author allowed the other officer to take over the discussion and questioning. This again demonstrates both a transformational and participative leadership style; by allowing the other officer to take over the lead and be actively involved in the situation, the author hoped it would allow the other officer to feel included and a sense of purpose, thus inspiring motivation.

However, after the other officer asked only two questions, the author quickly noticed that the tone in voice and mannerisms of the offender quickly changed to become more aggressive and threatening towards both the officers and when speaking about his next-door neighbours. The other officer also noticed this and began to raise their voice at the offender whilst simultaneously becoming more agitated when questioning the offender. The situation escalated very quickly, to the point where the offender pulled out a knife from the inside of his jacket and began shouting aggressively again. At this point, the author realised that the threat level had increased significantly as they were not aware the offender had had a knife on him and had not had the opportunity to search him prior. Here, the author immediately took control of the situation by directing the other officer to halt their questioning so the author could take the lead again. The author directed the other officer to keep a safe distance from the offender whilst the author took over by using the three-step appeal. This is a strategy used by officers to ensure offenders comply. First, offenders are asked to follow instructions, if this fails the officers will change their tone and tell the offender to comply. The final step is to act; this means to take action and might involve the officers using force. 

The author had felt an adrenaline rush at this time due to the increased threat level but knew the best thing to do was to remain calm as that had been working previously with the offender. The author was calm but firm and asked the offender to drop the knife. The offender stopped shouting, but still held on to the knife. The author repeated his request for the offender to drop the knife, but this time rather than asking, directly told him to follow his instruction. The offender still held onto the knife, but his arms fell to his side. The author could sense the offender was less irate and beginning to comply. The author warned that if the offender did not drop the knife now and keep his hands visible, he would be forced to take action and use force to remove the knife from the offender’s possession. At this point, the offender dropped the knife to the floor and held his hands up in the air, visible to the officers. The author instructed the other officer to go and immediately handcuff the offender and search him to check for any other weapons. The offender was then put into the police vehicle. 

The author in the final stages of the incident described above, demonstrates an ability to take an authoritative leadership role. Authoritative leadership adheres rigorously to the rules, prefers order, and occasionally takes a military-style approach (Miller, 2022). In these groups, the team is completely under the leader’s control, and members are expected to do nothing more than follow orders and obey without making any suggestions or contributing ideas (Golembiowski, 2022). There are several benefits to the authoritative style of leadership. Firstly, it shortens the time required for decision-making. Authoritative leaders frequently take the initiative to make choices on their own. The do not talk to anyone else in their team for advice. When dealing with an emergency scenario as above, this can be helpful. An authoritative leader makes the choice so the team can start to work immediately, as opposed to being forced to suggest and push ideas through various levels of people that some of the other leadership styles urge.

A second advantage of using an authoritative leadership style is that increased productivity may result from it (Miller, 2022). Everyone in the team is able to focus on the work that they are assigned when tasks and actions are clearly communicated to them. There is no need to consider the directions or how to finish a task. The is particularly beneficial in police work when dealing with emergency situations because it reduces the risk of the situation becoming more unpredictable, which results in improved performance (Golembiowski, 2022). 

A third and final advantage of using an authoritative leadership style is that it produces clarity in a chain of command. There are rarely any doubts about who is in command when an authoritarian leadership style is being employed (Miller, 2022). This lessens the possibility of one employee trying to suggest one way for a team to function, whilst others are suggesting an alternative idea. Because the model is rigid, it produces clear instructions and clarity that allow for a more effective performance. Unless instructed to do so, subordinates cannot accept a leadership position. 

However, there are some disadvantages to the authoritative style of leadership that are important to consider. Firstly, it limits the ability of the team members to contribute (Miller, 2022). Authoritative leaders arguably stifles group decision making and prevents others from being able to contribute to ideas. This in turn could lead to some team members feeling betrayed by the lack of consideration given to their expertise during the decision-making process. This drawback might really detract from the group’s effectiveness when the leader exhibits a general lack of innovation and therefore can lead to members becoming unmotivated and uninspired. This is quite the opposite to what transformational leaders try to encourage (Golembiowski, 2022). This links closely to a second negative of authoritative leadership as it reduces or potentially eliminates the amount of group input. This in turn might harm the group’s morale because when people believe or are aware that their contributions to the team are having a good effect, many people tend to perform better at work (Miller, 2022). A result of this is that they could start to feel unsatisfied in their work.

The incident described above shows the author demonstrated flexibility when dealing with a situation. A mixed strategy approach was used as several different styles of leadership were employed to tackle the fluctuating situation. This is sometimes known as situational leadership. Utilising this model of leadership allows the leader to analyse the demands of the circumstance the team is in and tactically change leadership style to suit a changing scenario. This is especially necessary in a police job, where incidents are often dynamic and different tactics may need to be employed. It is an incredibly important skill of a police officer to be able to read situations quickly, be flexible and adapt. Upon reflection of the situation above, it is clear the author possesses these skills and was able to take charge of a changing situation when needed. However, since the incident the author has done some further reflection. At the beginning of the incident, when the author was questioning the offender, the offender had calmed down and was complying with the author. At the stage when the author instructed the other officer to take over, neither officer had determined whether the offender had a weapon on him. In hindsight, whilst the author had the offender calm initially, it would have been more beneficial in this situation to remain having the author in charge of the questioning as it appears the change in lead officer is what caused the offenders attitude to quickly change. The author could have had the offender at least searched and potentially handcuffed before allowing the other officer to take lead in the questioning. 

In conclusion, upon reflection of the incident described in this task the author has learnt a few things about their ability to lead and adapt. The author evidently is able to be flexible in their leadership style. This is of great benefit to a leader in the police force because of the everchanging nature of their job. People are unpredictable and therefore in order to successfully work with all people, it is vital that police officers are able to adapt and encourage their team to follow suit. However, the author has learnt from this scenario that there were things they could have done differently, should they be faced with a similar scenario again. As the officers in the incident described above had not determined whether the offender had a weapon before they changed strategy, it was risky changing tactics when they had the offender calmed down initially. It is crucial that in future, the author considers the severity of a call before engaging in different leadership styles.
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment

The aim of this task is to critically reflect upon the author’s three-year probation by exploring several different aspects involved in the author’s first three years as a police officer. Firstly, this assignment will discuss different theories and models related to coaching and mentoring in policing, and how the author has benefited from these techniques. Secondly, the author will consider how these coaching and mentoring strategies have helped them to achieve varying goals. Simultaneously, the author will investigate how this has helped them to learn, develop and perform in the workplace. 

Firstly, it is important to explain what the difference between training and coaching is. Often, the terms coaching and training are used interchangeably, however, there are subtle differences between the two. Training is given in a more formal context and is organised to fulfil the needs of the group. Typically, there are four types of training (Whitmore 1992). The first type of training is known as formal training. Here, the trainer lays out in detail the knowledge and abilities that must be acquired and that can be transferred to the workplace. It can take place in the workplace. The second style of training is known as informal training. Informal training tends to be unstructured and usually happens randomly, often without anyone realising it. This can be done, for instance, by watching or asking a co-worker how to accomplish something. Buddies are often assigned to trainees during buddy training, a third type of training that usually takes place during the first few weeks of employment. A buddy is a co-worker who may offer assistance, provide support and will respond to any questions. Computer-based training is the fourth and final type of training. This kind of training can be incorporated into formal training or used independently as a training resource. It works well when there is a lot of material that staff need to know and can be delivered by using software applications or emails. It is also beneficial to use when there are many employees or when these employees are spread out geographically.

Whitmore (1992) defined coaching as the process of maximising an individual's performance through releasing their full potential. According to Du Toit and Reissner (2012), coaching is the process of enhancing a client's sensitivity and awareness for both themselves and others. Coaching is a method that facilitates learning and growth with the goal of raising performance in a particular practise area (Lord et al. 2008). Put simply, coaching is a practise that focuses on the “here and now” rather than the future or the past and seeks to improve performance (Hudson, 1999). There are many different and distinct models of coaching, in this instance we are not thinking about the coach as the specialist or expert, but rather as a facilitator of learning. Helping someone learn and teaching them are two very different things. Fundamentally, coaching is about assisting the person being coached to learn how to ameliorate their skills and do better on their own. Coaching is more hands on and more active than training (Hudson, 1999). It does not need extensive or formal training. It frequently happens in the workplace, either in small groups of employees or even on a one-to-one basis. This makes coaching easily tailored to the specific needs of particular staff members. 

Police officers face a lot of pressure and criticism. Stories of police misbehaviour are frequently reported in the media, along with other problems involving racism and the use of force. Numerous police officers have completely left the field because of the higher level of scrutiny. Other police officers have been alienated in certain ways as a result of this stress, and many more suffer from mental health issues as a result. This is intolerable, and we must create answers that do not follow a one-size-fits-all model. There needs to be a systematic and evidence-based strategy to enhancing employee satisfaction in the police force (Goleman, 1998). Fortunately, there is currently a proven strategy for helping staff members manage stress while excelling in their work and professions; coaching is the technique (Auerback, 2005). Researchers believe that coaching may be the best strategy for assisting employees in managing their stress and surviving these trying times. Coaching could be used to assist in many areas, including enhancing emotional intelligence, reaching other types of goals, and professional growth and development. These are all examples as to how coaching could benefit the police force; some of these benefits will be discussed in more detail below.

Firstly, a huge benefit of coaching is that it is flexible. Coaching offers the chance for regular check-ins and individualised interventions whilst also allowing the individual to choose their own paths for progress. This is not similar to mentoring which will be discussed shortly. Goals and actions can be monitored and re-evaluated during each session, allowing for redesign and flexibility in response to situation changes, which are common in the policing environment. This is beneficial in the long run because it allows the person being coached to determine actions and changes that work best for them.  

Secondly, coaching can lead to the development of skills and knowledge. Coaching offers the ideal chance for police officers to enhance their abilities in leading a team, feeling confident in themselves, building positive working relationships and motivating themselves and their team. Through consistent use of coaching sessions, one can monitor and direct developmental pathways, inspire people and identify prospective growth areas. This links closely to the beliefs of Magny who states that coaching is a very effective way in helping employees manage stress (2021). This is vital for those who work in the police force because of the incredibly high pressure and criticism they face, as mentioned above. 

Another benefit of coaching is that it develops self-awareness, as suggested by Magny (2021). Magny determined that coaching encourages people to be aware of skills and weaknesses, and how these relate to their position within the team, thus helping them build self-awareness (2021). Long-term, this can be advantageous for people because it will enable them to become more autonomous.

Mentoring is a technique that the author has experienced which has enabled them to grow, learn and develop their performance in the workplace. Being a mentor or helping to enable and support the development of another person, is referred to as mentoring (Kamarudin et al., 2020). Because the mentor needs to be able to emulate the advice and messages being given at first, modelling is part of the mentor process (Gay, 1995). In the police, mentoring refers to a relationship in which a more seasoned co-worker serves as a trusted advisor and mentor and uses their larger expertise to help professional growth of a member of staff (Magny, 2021). The mentee typically initiates the mentoring connection, which is private between the pair. The mentee determines the agenda and when they need advice, direction or support. Career and personal growth are the main areas of focus for mentoring. Personal difficulties can be discussed more productively than they can during coaching sessions, which place more of an emphasis on work performance. Organisational and personal goals can both be attempted to be achieve through the use of mentoring. According to Ganser (2006), mentoring has remained a key technique for enhancing staff development and management abilities. As a result, mentoring is a dynamic relationship that fosters creativity, professional development and problem-solving expertise. According to Nonaka and Nishiguchi (2001), mentorship relationships in the workplace should be encouraged to promote the transmission of inferred knowledge. The process of mentoring is collaborative.

Mentors typically play a certain professional function in the company, and they have a wealth of information that can be beneficial to the mentee (Thipatdee). There are four critical skills that a mentor requires to establish a working mentoring relationship. Firstly, a mentor needs to be encouraging and inspiring to build confidence and motivation in a mentee. Secondly, the mentor must be able to build trust with their mentee through honesty, spending appropriate time together and following through with any promises. A third skill a mentor must possess is the ability to listen to ensure their mentee feels heard and respected (Ganser, 2006). Finally, a mentor must determine the goals of the mentee and set out plans to help them achieve those goals. One model that is used in policing is the GROW Model (Goal, Reality, Options, Wrap up) (Thipatdee, 2019). The goal establishes what the target is and requires objectives to be set. Reality determines what the current situation is through the use of self-assessment and feedback mechanisms. Options involves suggesting different strategies to achieve the goals. Finally, during the wrap up, what will be done is determined and any actions or support required is decided upon. 

As the author nears the end of their three-year probation, they reflect upon the way in which coaches and mentors have helped them in work. When the author first joined the police, they had very basic IT skills. This was something that initially the author found caused them some anxiety. The author was very grateful for their sergeant, who quickly realised that the author became visibly concerned when asked to complete a task on the computer. When the sergeant raised this with the author, the author expressed his professional goal was to improve his IT skills. The sergeant spent one-on-one time with the author going through slowly all the niche police computer systems and softwares. The sergeant agreed to meeting the author once every set of shifts and set clear agendas of skills to discuss in those meetings. Additionally, the sergeant told the author that his door was always open, should he have any questions. The author felt comforted in this support and the sergeant would regularly provide verbal feedback to the author to improve his skills further. The author very quickly after working closely with the sergeant, was able to competently use the softwares. This massively boosted the author’s confidence and moral whilst also drastically improved his performance in work as the author became confident and quick when using the computer. This agrees with Magny’s idea that coaching can improve self-confidence and job satisfaction if employed appropriately (2021). This is a clear example of how coaching helped the author achieve one of their professional goals.


Another skill the author feels he has improved upon over the past three years are their interpersonal skills and emotional intelligence. The vast bulk of an officer’s duties involve customer service, which involves dealing with people who often are having a bad day (Magny, 2021). If an officer lacks this essential ability and never learns it, the result may be a negative interaction with the public and a decline in community trust. A personal goal of the author was to improve their interpersonal skills when dealing with members of the public that had made the calls; a huge benefit of this is that these skills are transferable into the personal life of the author as well. During their first year of probation, the author formed a close working relationship with another more experienced officer on their shift. This officer worked with the author during his tutorship and acted as somebody who could teach and guide the author. They would regularly attend calls together, which the author particularly enjoyed because they felt this officer was an excellent role model. This was because the other officer had an incredibly calm manner in which they spoke to both victims and offenders, which seemed to work well in all scenarios. This officer often told the author that he felt when dealing with incidents, a calm and measured approach works better than being loud and irate. After attending numerous calls with this officer, the author quickly saw how effective this skill was and began to utilise it himself regularly. As the author reaches the end of his probation, he still uses this skill both in work and in his personal life. This is a clear example of how a mentor in the workplace can help employees reach their personal goals and learn in the workplace.

South Wales Police have several policing priorities. These priorities collectively aim for the force to excel in comprehending and meeting the needs of each and every one of their communities in order to build a positive working relationship between people and the police (NPCC, 2017). This organisational goal to improve public confidence in the police is a difficult one to tackle, but the author’s sector has been actively trying to contribute to this through improving communication with victims (NPCC, 2017). People are usually updated verbally via the phone or occasionally have written feedback that is sent via text message. These updates to the victims contribute to building positive relationships and trust in the police because it gives them the sense they have been heard and their problems are being dealt with. When all new officers join the author’s station, their sergeant ensures they are mentored with making these difficult phone calls. Initially, the sergeant insists that they all listen to him make these phone calls, to model good practice. Then, the sergeant will sit in with them whilst the officers make their first few phone calls and provide feedback verbally on the call whilst also being a support that is present in case the officer needs help. The author found this hugely beneficial in learning how to make those sometimes challenging phone calls when discussing sensitive issues. This is a clear indication of how mentoring in the workplace can develop employees and enable them to contribute towards organisational goals. 


Overall, there are clear differences between mentoring and coaching. Briefly, mentoring tends to be more informal, and consultations occur as and when the mentee and mentor deem appropriate, whereas coaching leans towards being more structured. Furthermore, coaching is usually only used in the short term and concentrates on specific areas however mentoring typically involves a longer-term relationship and aims to develop the person on a wider scale. It is clear that both of these techniques have enabled the author to improve in their role as a police officer that is reaching the end of their three-year probation. It is important to note that this is not just from the few examples stated above, but for many different skills that the author has developed throughout their time working in the force. Coaches and mentors provided the author with insightful feedback which he could then learn from and adapt his skills. Both coaching and mentoring has enabled the author to learn, develop and perform better in the workplace.
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