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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:

This essay will discuss a policing incident where I have had a significant role with a victim who wanted to make a report to police but was extremely reluctant and nervous. I will reflect on the communication skills I used through this interaction to build a rapport with the victim and the outcome of the investigation. This reflection will also consider how these skills have been shaped by the training and standards set by the College of Policing, particularly in the context of their role in professionalising the police force in the UK. Furthermore, I will critically evaluate the strategic frameworks, such as the Strategic Policing Requirement and Policing Vision 2025, which guide modern policing practices, and discuss how these have influenced my development as a professional police officer as I go into my final year of probation.
 

The policing incident I am going to discuss is an incident that has come to my attention when a female has attended a police station to attend a booked appointment, I have been tasked to complete this appointment. On review there was previous information that a female had attended a police station stating that she wanted to report an incident but did not state what. She was extremely nervous and not able to express her situation. Due to which the sergeant she spoke to at the front desk of the station has arranged for an appointment to be made to give her some time to gather her thoughts. When she attended the station for her appointment, she was visibly still nervous and anxious. Due to which I have consciously been tailoring my communication techniques as “Victims may be reluctant to report crimes due to the belief they will be shamed or disbelieved” (The American Law Institute, 2023). I have introduced myself and explained that being nervous is completely understandable and time constraints are not an issue. This empathetic interviewing approach has been shown to increase the willingness of victims to cooperate and improve the quality of their report (The American Law Institute, 2023). This would help to validate her feelings for being uncomfortable to feel that she isn’t being judged (Carrico, 2021). The female has disclosed historic sexual offences from an ex-partner, for this reason I have started the process for an achieved in best evidence interview to be taken place by completing a witness interview booklet. This contains an account from the victim and will lead onto the victim providing a full video recorded account of the incidents. Safeguarding advice and referrals have been completed to give the victim help and support going forward. To further safeguard the victim the offender was arrested, and bail conditions were imposed, whilst the investigation continued and the information and evidence around the report was provided to the crown prosecution service. 

The reason I have taken this approach can be in part due to the college of policing. The college of policing established in 2012 and their role is to act as a professional body for everyone working across policing, they use evidenced based learning to set standards that help forces and individuals to provide a better service for the public (college of policing, 2021). This enables them to set requirements for police forces to adhere to and provide training to a specific standard. This ensures officers can work in collaboration with their organisations and can continue their professional development throughout their careers across a variety of areas of policing (college of policing, 2020). This training involves gaining an understanding of communication techniques which has proved a valuable learned skill in this scenario to give the best level of service to a victim and offer support through a difficult time. 

The college of policing has had a major impact on strategic development of professional police forces since its introduction. It has developed and implemented initiatives such as the code of ethics and the police education qualifications framework. The college of policing code of ethics was introduced in 2014 and has nine key principles that the 43 forces across the UK had to adopt. These principles set out the standards of professional behaviour expected from officers and police staff. The principles that encompass the code of ethics are: 
Accountability ,Fairness, Honesty, Integrity, Leadership, Objectivity, Openness, Respect and Selflessness. These principles should be adhered to through every decision made as this will give the public confidence in police systems and if they feel these expectations have not been met, grounds for an inquest into an individual’s behaviour can be conducted (College of Policing, 2014). The college of policing organisation is constantly reviewing and making developments to strive towards a more professional police service. This is seen with their updates to the code of ethics in both 2023 and 2024 making it easier for all police staff to understand and follow creating a more reinforced standard of behaviour (College of Policing, 2024). The code of ethics coupled with their standards of behaviour encompass what a professional police officer is and is what all officers should adhere to. Their role in the case has shown to be effective as the communication skills and the empathetic approach I have used are as a result of the training and guidelines provided by the college of policing. 

The Strategic Policing Requirement was introduced in 2012 by the Home Office to police forces across England and Wales to provide a structure that would aim to allow police forces to effectively tackle national threats. It outlines what capabilities no matter the size that police forces must be capable of dealing with, so all forces play an active role in providing a synchronised approach to policing (Home Office, 2023). The national threats it requires forces to have capabilities to deal with has recently been updated to include violence against women and girls and reaffirms previous goals of Terroism, Serious and organised crime, a national cyber incident, child sexual abuse, public disorder and civil emergenices. 

The Policing vision for 2025 focuses on decisions that will determine how police forces use their resources to protect and support people. In 2016 they set out five priorities to tackle future challenges of police due to the rising nature of cyber offences. This was developed together by the Association of police and crime commissioners and the National Police Chiefs Council with consultation from the college of policing and the national crime agency. (NPCC, 2016). These priorities being local policing, Specialist capabilities, Police officer cyber training, Partnership with the college of policing and business support functions. All Chiefs constable and police crime commissioners agreed to be a part of the vision. 

The introduction of both The Strategic Requirement and Police vision 2025 having all police forces across the UK working in conjunction with the same goals would portray a positive image to the public and aid in instilling trust in the police. For civilians to have trust in the police force they would expect police officers to act with fairness and in a reliable manner (Brown and Hobbs, 2023). Using this framework will allow officers to uphold the professionalisation of the police service and provide a high level to service users when required. 
As I approach the end of my probationary period, I have reflected on how my role as a police officer has changed since beginning the role. The principles and training provided by the College of Policing have had an impact in shaping my professional development. I have been encouraged by their call for continuous learning, by putting myself in positions to  participate in professional development opportunities and enhance my skills and knowledge. Doing this has given me the opportunity to experience different roles and a variety of tasks that a response officer does not do on a day to day basis. This in turn has boosted my confidence in my role and the skills I have developed have made me an asset to the police service. 
The College of Policing’s frameworks and initiatives, such as the Police Education Qualifications Framework, have ensured that my training is rooted in evidence-based practices. This framework has provided the best opportunity for my professional growth. By adhering to these standards, I have been able to navigate complex situations with confidence and competence, improving my effectiveness as a police officer.
Engaging in continuous professional development has also allowed me to stay up to date with the latest advancements in policing techniques and technology. This ongoing education is vital for investigating the evolving nature of crime and public safety challenges. For instance, training on digital forensics and cybercrime has allowed me to obtain the information needed to investigate modern criminal activities through the different information gathering interfaces police forces have access to. This has improved my capability to protect the public and gather evidence against perpetrators of these crimes. Continuous professional development (CPD) is another cornerstone of the College of Policing’s strategy, ensuring that officers are equipped to handle the dynamic nature of modern policing (Copley, 2019). Engaging in CPD has allowed me to refine my skills, particularly in areas such as digital forensics and victim support, which are increasingly important in today's digital age. The emphasis on CPD reflects the broader trend in policing towards specialisation and the need for officers to be versatile in their skills (Cockcroft, 2019). This ongoing learning process has not only enhanced my ability to perform my duties effectively but has also instilled a deeper sense of commitment to the principles of professional policing. As I transition from my probationary period to becoming a fully-fledged officer, the skills and knowledge gained through CPD will continue to be invaluable in navigating the complexities of modern policing.
Conclusion
The strategic frameworks and initiatives within UK policing, including the Strategic Policing Requirement, Policing Vision 2025, Workforce Transformation 2018, and the College of Policing's 5 Year Strategy, have had a large impact in professionalising the police force and enhancing public confidence. The College of Policing has set evidence-based standards and provided comprehensive training, ensuring that officers can deliver a high level of service to civilians. This need for professional development is highlighted in the handling of sensitive cases, where empathetic interviewing and effective communication are crucial to providing a quality service to victims, as seen in my recent experience with a nervous victim reporting historic sexual offences.
The Strategic Policing Requirement ensures that all police forces, regardless of size, have the capabilities to tackle national threats cohesively, including terrorism, cyber incidents, and violence against women. Policing Vision 2025 further aligns police forces with common goals, focusing on local policing, specialist capabilities, digital transformation, and business support functions. This unified approach promotes consistency and collaboration, vital for addressing new challenges and maintaining public trust.
Reflecting on my journey as a probationary officer, the principles and continuous learning opportunities provided by the College of Policing have aided in shaping my professional development. The framework has enabled me to navigate complex situations with confidence, stay current with advancements in policing techniques, and effectively serve the public. As I conclude my probationary period, I recognize the significant impact of these initiatives have had on my growth and the broader professionalisation of the police service in the UK.
Word Count: 1861
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


  
	
Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing?
What are the benefits and risks of using social media?


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




ANSWER:

This essay will discuss the importance that social media has in modern policing and how it is used. At this time technology is being relied upon more and more and it is now a necessary tool for police forces. There are specific policies and guidelines that are developed by forces which dictate how it can be used. Police forces are now using a range of social media platforms and their reason for doing this will also be discussed. There will be an overarching theme that the police use these platforms for their own benefit as there are a variety of factors that make social media platforms an ideal way to communicate with the public. However, there is also risk associated with using social media meaning that it is vital that information is handled correctly, and the benefits outweigh these challenges. It will evaluate a personal experience of using social media in an operational role. 

Gwent police have set out clear guidelines of why they use social media and what is expected of people using these platforms that engage with them. This has been done to enhance community engagement. Their website shows that the main purpose for their online presence is to create an accessible channel for everyone giving people the opportunity to engage with the police force (Gwent Police, n.d). It provides a platform where victims of crime can make reports through other channels that are monitored other than 101 or 999 but are designed for non-emergency reports. They expect any uses of this platform to be respectful and reserve the right to block or remove comments that do not follow these guidelines as well as keeping data should a further investigation be required. They currently operate on a number of different platforms such as Facebook, Instagram, X, YouTube, Tik Tok and LinkedIn. Police forces across the world continue to develop their online presence to enable them to engage with the community, share information and provide transparency which again enables the service to develop their relationship with the community. These guidelines link in with the code of ethics as the force would expect the use of these platforms to be done with integrity, it allows fairness for everyone to be able to report crime and gain access to support and lastly openness to build a rapport with the community (College of policing, 2024)[1].

 
With continuing growth of technology and the continuing reduction in viewer rates on the news and newspapers social media is proving an effective almost necessary tool for police forces to be taking advantage of. As social media is so widely available and accessible it allows police forces to gain new perspectives from an otherwise untapped point of view, where without this form of communication they may not have engaged. This is supported by Chief Inspector Blakeman who stated, “social media is a chance for me to engage with potentially younger people who don’t normally come to resident meetings” (The Police Foundation, 2014). This also allows communities to have more contact with the police which encourages the communication between civilians and police forces. It has been shown that seeing police officers more regularly and having positive contact increases the public's perception of fairness and community engagement. This in turn is associated with more positive opinions on the effectiveness of the police service (Bradford, Jackson and Stanko, 2009). This shows that if used effectively it can be used to build trust with the public. 
Another benefit of social media is the speed of which it can reach a large audience. It is easy to make a post that is public for all to see and which people can share and interact with further widening the reach a single post has. Due to this ease and the accessibility, it provides it is an effective way of providing information both slow time and in a matter of emergencies. It can also be used as a crime prevention and investigation tool by gathering intelligence and appealing for information from the community. Information may highlight issues that are taking place such as anti-social behaviour issues that require policing. Also, as a part of this information it allows forces to be given suggestions on an open platform where communities are able to discuss topics. 

Due to these benefits social media is a tool that is often used in the role of a police officer and can be used for a variety of reasons such as locating a missing person, appealing for CCTV or dash camera footage, identification of witnesses and offenders and lastly general information such as road closure. A time when I have used social media is when appealing for witnesses and CCTV footage. An incident was reported by a teenage female where she had fireworks thrown at her by three males in balaclavas which has caused her to have a minor injury to her arm. Due to the males masking their identity and there being no other witnesses known to the victim the suspects were unable to be identified initially which would have allowed for a more efficient investigation as it would allow me to speed up the investigation and safeguard the victim further. With a lack of CCTV and witnesses identified from completing house to house enquiries I used social media for a post to be made requesting information in relation to this incident. A brief overview of the circumstances of the investigation was given, a date and approximate time and a description of the three males. Following this a response was received from a house a number of streets away that had CCTV footage showing one of the males taking off his balaclava which enabled identification of the suspect. following this the male was interviewed where a referral to the Youth Offending Service was made due to the subject's age. This positive result highlighted the use of social media when conducting investigations as without the media appeal this information would not have come to light and one of the offenders being dealt with. The witness was very happy to have provided this information with the police and have contributed to the investigation. This also showed the victim that police take reports of crime seriously and will investigate crimes to their full reasonable extent. It has been shown that these positive outcomes can significantly improve both the victims and witness’ perception and satisfaction with the police (Myhill and Quinton, 2011). It showed me that although extensive enquiries were completed in the local area that this is an option that should always be considered when conducting an investigation as its outreach is far greater than what can be completed on foot by officers. It has aligned with Gwent Police and their guidelines of social media as it has provided me an opportunity to engage with the community and act in accordance with data protection laws as no personal details were required to be shared throughout this process. 

Although there was a positive result on this occasion and there are a tremendous number of benefits from using social media there are a number of risks and challenges that cannot be underestimated for and not accounted for when using social media platforms. The spread of misinformation can be a concern for forces using social media platforms as research shows the ease of access and use means the rapid speed in which this information can be spread makes it difficult in correcting the false information (Muhammed and Matthew, 2022). Misinformation is information that is fake or misleading which is spread by users who are unaware; However, there is disinformation where somebody will purposely create fake information and deliberately spread this material (BBC Bitesize, n.d). Online trolls and media outlets will look to exploit this for their own popularity. 
The running of these social media pages also require staff to manage the accounts effectively as the platforms are operational on a 24/7 basis. Due to the unique role employees would be required to be familiar with law and skilled in digital communications. This means the running of accounts would require a great deal of resourcing. Although this is now at a time where funding for police in England and Wales has been confirmed for £17,613 million which is an increase from the year before it still requires financial consideration. As there are multiple considerations to consider due to salaries, training, pensions, technology and security measures.  
Social media accounts also create another security risk which could be maliciously used against the police. It has previously been completed before where two teenagers were arrested following the metropolitan police twitter account being hacked and a number of messages posted to the public (BBC, 2019). Their account at this time having over 1.2 million followers, this is concerning due to the amount of people this could reach and the data that would have been available to the hackers following personal information that would be provided following reporting crimes. This would also cause a negative perception of police from the public.

For effective use of police resources it must be considered who their target audience is and how to best reach them. Previous research has collected data on the users of the online users who had visited online police websites. This has shown that the younger generation that the online communication were useful and responses from those over 65 showed these services infrequently accessed (Ruddell and Jones, 2013). Showing this must be factored in when trying to engage with different communities and will not be suitable for the entire community. 
 
Conclusion

Police have now used social media for many years as a tool to aid in engaging with communities, the detection and prevention of crime and helping to build strong and positive perceptions within the community. They attempt to do this with set guidelines they aspire to follow at all times and expect other users of the service to also adhere by. Failing which they have the right to stop people using the service to ensure that they provide a safe space for communities. The benefits social media has for police officers can be unmatched in how quick information can be shared assisting in enquiries for missing people, investigations and other general information. This has been shown from my own personal experience when investigating an incident and a member of the public was able to provide evidence that would have otherwise been unseen. However, the risks of social media need to be considered because of how fast the information can spread, the use of misinformation and disinformation must be closely monitored. Especially as people will look to exploit weaknesses in police security. To combat this trained staff are required which operate 24/7 which can place a large financial cost on police forces. The desired community for information to be shared with must be considered as the older community rarely use this format, they could feel disconnected and unsupported if this was the only tool used to engage with communities. Overall social media has become a tool that officers must utilise to their advantage and is an essential part of engaging with the community and listening to their concerns. 
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Task 3

Relevant areas of the National Policing Curriculum:  
Leadership and Teamworking 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

Being an effective leader in policing is crucial given the amount of risk and dynamic nature of the situations that police officers must deal with on a daily basis, various leadership styles have been created over time. Research shows that the concept of regulatory fit suggests that each individual will react differently to a leader and will be affected by how their attitudes align (Benjamin and Flynn, 2006). This also means it is vital that leaders are able to demonstrate flexibility in their leadership style and strategies across a variety of operational situations where challenges are ever changing. This essay will critically evaluate my personal experience with different leadership styles and the application of leader strategies across different scenarios with the ability to adapt to the changing conditions. By exploring common leadership models in policing and reflecting on incidents this essay aims to provide an overarching understanding of the importance and role flexible leadership plays in achieving effective police outcomes. 


Leadership in policing often draws on several already established models to use as guidance when making decisions. Some of the most prevalent models are transformational, transactional, and situational leadership models. 

Transformational leadership in policing has an emphasis on the inspiration and motivation of employees but also looks to engage officers by instilling a sense of purpose to encourage performance. Leaders using strategy aim to do this by motivating officers to innovate and develop strong relationships with fellow team members. This model has been shown to be effective in driving cultural change and improving morale (Bass and Riggio, 2006). It is characterised by it’s ability to inspire and motivate employees to achieve higher levels of performance and to engage in continuous improvement. Transformational leaders in policing try to foster a vision in line with force goals, encourage innovation, and develop strong relationships with their team members. This model is particularly effective in driving cultural change and improving morale within police forces (Bass & Riggio, 2006).
An example of this from research completed by Caillier (2014) found that transformational leadership positively correlates with job satisfaction of those working in public services. Transformational leadership has also been found to promote a proactive culture and work together as a team to solve complex problems (Benevene, Buonomo and West,2020). This is particularly important in policing as there are a host of community policing initiatives where officers are encouraged to engage with the community they serve and understand their needs and work collaboratively to address these concerns. It has also been shown to be effective in promoting ethical behaviour and accountability in policing and reducing misconduct as leaders can have an influence on this behaviour (Park and Hassan, 2018). By setting high standards and modelling the behaviour they expect this will build trust with the public ensuring that the police forces operate with integrity. 

Transactional leadership focuses more on the supervision, organisation of subordinates ensuring the performance of the group they manage. This leadership style will set out clear goals to promote compliance through rewards and punishment. This model is often used in policing to maintain discipline and ensure that usual procedures are being adhered to keep standards high (Yuki, 2013). For this reason it is viewed as a more rigid strategy. The rigidity of this approach can be particularly effective in environments where strict attention is paid to protocols as it is crucial for safety and risk management. For example, in changing high risk situations such as tactical operations or emergency responses, a transactional leadership approach ensures that officers follow policing procedures to mitigate risks and protect lives. This style aims to offer clarity and structure to prevent errors to ensure that actions are aligned with force policies.
However, research shows that it has its limitations especially if it's the only leadership style used, this is due to the fear of punishment which will not motivate workers and they will start to foster a compliance based culture (Eeden, Cilliers and Deventer, 2008). This can result in a workforce that does the minimum requirements to avoid facing any penalties and is not inspired to exceed expectations minimising the development and quality of tasks being completed to their full potential. As officers are faced to be less inclined to take initiative action which is essential for officers when attempting to tackle community policing.  
Situational Leadership focuses on the need for leaders to adapt their style according to the specific circumstances they are faced with, this also considers the competence and commitment of their team and their individual needs. Developed by Hersey and Blanchard, this model states that there is no single best style of leadership. Instead, effective leaders must be flexible, applying the right leadership approach based on the situation at hand and the ability of level of their subordinates to tackle (Hersey, Blanchard & Johnson, 2013). In policing, this adaptability is crucial given the wide range of scenarios that officers encounter, from routine patrols to high-pressure crisis situations.
The Situational Leadership model categorises leadership styles into four types: directing, coaching, supporting, and delegating. Each style corresponds to different levels of subordinate readiness. An example in a high-risk situation a directing style may be necessary to ensure the safety of those involved. So clear instructions are given, and there is little room for discussion. On the other hand, in a low risk setting such as a community policing initiative where officers are engaging with the public and building relationships, a supporting or coaching style might be more appropriate, motivating officers to take initiative and make decisions based on their understanding of community needs to solve these problems.
The relevance of situational leadership in policing cannot be overstated. Officers in positions of leadership must constantly assess not only the task at hand but also the readiness and capabilities of their team members is crucial to effective leadership (Vito, Higgins and Denney, 2014). This model is particularly beneficial in crisis management, where leaders must rapidly assess the situation and determine the best course of action. A leader who only adheres to one style may fail to access the situation and the variety of internal and environmental factors that may affect the most effective plan, leading to ineffective decision-making and poor team performance (Thompson & Vecchio, 2009).
An experience I had during an operational situation took place on a busy evening in the town centre of our covered area. I have attended whilst crewed with a colleague who was less experienced in his service. We attended a call for a female who was struggling with her mental health. This has been an opportunity for me to support my colleague as they had recently completed their initial probation period and were now an independent officer. Due to this they have had little experience in dealing with these situations. So I have begun using leadership techniques from hearing the initial call, adopting a coaching style and speaking to my colleague about what he thinks we should do and why. This gave him the opportunity to test his knowledge and ask questions on the scenario with the limited information we had at that time. I have made him aware that I will let him lead the call and I will act in a supporting role should my assistance be required. During this call other experienced officers have contacted me stating they will be in the area and I have explained on how we were planning on dealing with the incident so they did not take over dealing with the incident and disrupt the opportunity it would give my colleague to develop. However, prior to them arriving a member of the public approached me and disclosed that a fight was taking place around the corner. This has changed the dynamic of the situation and I have then instructed my colleague to stay with the female and used my police radio to inform my colleagues who were coming into the area to come towards my current location. Other colleagues have then announced they were also making their way to this location. There has been a male unconscious where I have begun first aid and an intoxicated female has been stating she knows who started the fight and I have asked her to remain at the scene. The first of two colleagues have arrived and I have tasked one to talk with the female and the other to move the crowd back from the unconscious male. This has enabled us to identify an offender who has been arrested. Another two colleagues have then arrived at the same time as an ambulance and following handing the care of the male over to ambulance I have asked these colleagues to canvas for witnesses where another offender has been identified from a witness and identified. This has provided me with some time to contact my colleague with the female and gain an understanding of what he was going to do with the female and as he was unsure I have gone through what has been said and as there was no immediate risk we have the concluded that he was going to take her to a place of safety with a family member and arrange a voluntary assessment. 
Throughout this incident I believe I have used more of the situational leadership strategy which would have been developed throughout my time as a response police officer as we often deal with scenarios where there are a number of variable factors that are changing which affects the risk of the situation. As initially I have been acting in a supporting role trying to encourage his thought process on dealing with the incident and discussing different options. I have had to be adaptable when responding to this incident due to the sudden change of circumstances. I have adapted a directing approach telling other officers where they were required to go which also required me to delegate responsibilities for officers. This was essential for dealing with the incident effectively and efficiently as all officers then knew what was expected of them and they would not need to take time to process what needed to be completed. When practicable I have been able to recontact my colleague again showing I am acting in a supportive model. As they have been unsure on how to best handle the situation, I have then transitioned into a coaching style enabling my colleague to develop and understand the reasoning behind making decisions for the female's care. It has been important for me to be purposeful in my actions which is especially important when with less experienced officers as they will be taking in a lot of information which they will look to utilise for themselves so it is important they can model their action on future incidents with best practice experience. This is supported by research completed by Van Maanen (1973) which has been coined as “occupational socialisation” where less experienced officers learn from the action and decision of experienced officers. Having this adaptability is vital in managing a range of different scenarios enabling me to think on my feet and adapt to resolve the issue being faced.  
In conclusion, leadership in policing is multifaceted and demands a versatile approach to effectively address the varying challenges that officers face daily. Transformational, transactional, and situational leadership models underscores the need for flexibility and adaptability in leadership strategies. Transformational leadership focuses on motivation, ethical behaviour, and cultural change. It also plays a key role in fostering proactive and engaged teams, particularly in community policing contexts. Transactional leadership, while essential for maintaining discipline and ensuring compliance, has its limitations when relied upon exclusively, as it can hinder creativity and initiative. Situational leadership, therefore, provides a balanced and dynamic approach, enabling leaders to adapt their strategies to suit the readiness and competence of their subordinates and the specific demands of a situation. Through my own experiences in operational scenarios, the importance of adapting leadership styles to the scenario and individuals involved has been highlighted. Reflecting on the research-supported principles that effective leadership in policing is the ability to be both directive and supportive. So the effectiveness of a leader is not determined by rigid adherence to a single style but by the ability to apply different strategies to achieve the best outcomes, ensuring both the safety of the community and the development of officers.
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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:
This essay will critically reflect on the role that mentoring and coaching have played during my three-year probationary period as a Police Constable within the Police Education Qualifications Framework. It will discuss how structured guidance has been used during my probation and how it has supported my personal, professional and organisational development. Highlighting the way in which mentoring and coaching have aided in my learning and performance within the workplace. This has ensured not only individual improvements but also for the overall performance of the force. This reflection explores theories and frameworks used in modern policing, in relation to mentoring and coaching and discusses the crucial role of feedback in maintaining high standards of practice and continuous development. Also why the ability to give and receive feedback effectively is essential for ensuring officer safety and professional competence. By officers being able to provide constructive feedback to colleagues, officers help uphold the integrity of the force and create a culture of accountability and professionalism.
Coaching and mentoring are often misunderstood and frequently used interchangeably, as they share common goals of personal and professional development. However, they are distinct concepts from each other, both serving a unique role within personal development (Garvey, Stokes, & Megginson, 2017). According to Garvey et al (2017), coaching is a formal, structured, and goal-oriented process that helps individuals meet specific milestones within a set timeframe. The relationship between a coach and an individual focuses directly on developing performance and is generally broken down into short-term goals, aimed at achieving a particular outcome. Mentoring takes a more holistic and relationship-based approach, where it tends to be less formal. It is a longer-term strategy aimed at developing personal and professional growth. Mentors often serve as role models who guide individuals based on their own experience (Megginson & Clutterbuck, 2004). The mentor helps to integrate individuals into the organisational culture, build confidence, and provide ongoing support.
Both, mentoring and coaching utilise a variety of techniques to assist in development, as research shows that "there is no one right way to coach," so approaches must be adapted to meet individual needs and circumstances (Whitmore, 2010). My tutor/coach used the G.R.O.W. coaching model during my initial 10-week probationary period which I have used on many occasions since. This model, which stands for Goal, Reality, Options, and Will, was important in setting specific goals and providing structured feedback. By reviewing what was going well, identifying areas for improvement, and planning on how to make improvements in my performance. With this we were able to develop a clear path toward achieving both personal and professional objectives. The G.R.O.W. model has benefitted me by helping me identify the skills and knowledge to continue improving. 
While coaching helped me achieve short-term, focused goals, mentoring has had a broader and more long-lasting impact on my professional growth. When I joined my shift, I had worked closely with my first sergeant, who from my research utilised a transformational leadership style to mentor me. The support and knowledge I gained from this relationship was key in building my confidence and guiding me through both the professional and personal nuances of policing. The mentor shared insights from their own experience which helped me navigate the unwritten rules of the profession and offered valuable advice on work-life balance and integrating me fully into the organisation’s culture. This encouragement pushed me to test myself, try new approaches, and continually develop my skills.
Using Gibbs’ Reflection Cycle (The University of Edinburgh, 2020), I can clearly see how coaching enabled me to achieve personal goals. For example, public order training had always been an area of interest, yet I had not requested to join the course. So, when I attended a call where there was a large group gathering, more experienced officers were implementing public order tactics from their training. I felt under skilled as I struggled to follow the tactical discussions and processes. Looking back at this situation, I realised that public order training was essential to my development and the techniques experienced officers were implementing were extremely beneficial. This has motivated me to apply for and complete the course. Since then, I have felt far more confident in similar scenarios where large groups gather. As if I hadn't learned tools such as the G.R.O.W model from the coaching I received I may not have reflected as heavily on the scenario. This has pushed me to meet personal development targets.
Mentoring has provided me with numerous valuable insights. Early in my career, as I experienced adrenaline spikes during calls, which caused me to rush through incidents in an attempt to resolve them quickly. This caused me to feel overwhelmed and under pressure. After identifying this as a concern, I spoke to my sergeant, who provided me with guidance on slowing down and assessing situations more thoroughly. They shared their own experiences, advising that when there is no immediate threat, taking more time to gather all the information leads to better outcomes and a more professional service. This mentoring experience has profoundly shaped my approach, helping me manage situations and how I approach incidents with greater composure.
Through both coaching and mentoring, I have been able to achieve personal goals, such as developing better situational awareness and self-control. But, also professional goals, including courses that add to my continuing development. These experiences have also contributed to the achievement of organisational goals, enhancing my overall performance within the police force. Coaching and mentoring have proven essential not just in the early stages of my career but throughout my entire probationary period.
When I think back on how mentoring has helped me with my ongoing professional development (CPD), I realise that our relationship went beyond just academic study. They had thoughtful discussions that helped me assess choices I made under pressure, such as how I resolved disputes or carried out investigations. Through mentoring, I was able to see the importance of reflective practice, especially when it came to applying the National Decision Model which is crucial to policing but did not come easily to me. Professionals learn from both formal schooling and real-world experiences gained in the workplace, as Schön (1992) points out. This demonstrates that both are necessary for a thorough development. I was inspired by this mentorship relationship to continuously grow and learn from my everyday encounters.
Mentoring also encouraged me to set long-term goals, in areas such as leadership and communication as I have become more experienced, which are vital for career progression. My mentor provided emotional support and helped me manage the stresses that come with frontline policing, promoting resilience and well-being. For instance, regular discussions about stress management techniques and work-life balance have equipped me with practical strategies to handle the demanding nature of the job effectively.
Coaching has assisted me in meeting particular competency requirements, especially in areas like decision-making and problem-solving. As an illustration, I completed a competency framework during my probation that required me to retain or expand a skill set annually. Using these skill sets in real-world situations enabled me to have coaching sessions concentrated on helping me develop in areas required. Throughout this process, the G.R.O.W. model helped me by guiding me in setting specific targets that would boost my confidence and performance.
But mentoring and coaching weren't without their difficulties. Finding a way to balance work responsibilities with the time required for coaching and reflection was one of the biggest challenges. Because police work moves quickly, it can be difficult to find the time to participate in these procedures. I overcame this by setting aside dedicated time each week for reflection, recognising that these activities were essential for my development. Often the operational needs of the job and the development focus of coaching and mentoring were misaligned. Nevertheless, by working with my coach and mentor, we identified short term objectives that aligned with my immediate responsibilities to make the most out of each situation. 
In coaching as well as mentoring, feedback is essential. By analysing my performance, I was able to identify areas for improvement and create potential for growth. Effective feedback guarantees that officers are fulfilling performance criteria as well as continuously improving their skill set and adjusting, which is crucial given how constantly changing the role is. According to research, evaluating one's strengths and shortcomings might help one make improvements to one's performance and professional abilities (Hattie and Timperley, 2007). 
In my experience, providing feedback involves a structured approach where I focus on delivering constructive and specific comments. For instance, after a particularly challenging incident, I provide feedback to colleagues by highlighting what was handled well and identifying areas for improvement to have a well-rounded assessment of the role. I like when feedback is completed close to the incident and is still relevant and if focussed on addressing specific behaviours rather than personal attributes. This approach has been shown to maintain a positive and supportive environment and allows for an open conversation (London,2003). My goal is always to strive for learning so feedback can be an opportunity to develop rather than criticise an officer. 

On the other hand, receiving feedback requires you to be honest and open to accepting helpful criticism. I actively sought out feedback from my coaches and mentors during my probationary time since I knew that their experience would be very helpful for my development. For instance, I would go over my sergeant's and my peers' feedback after the fact. This kind of feedback would include recommendations for development as well as praise for successful methods. Taking criticism positively and seeing it as a tool for personal growth rather than a personal jab. After giving this input some thought, I would modify my approach to situations as needed, which greatly improved my ability to make decisions and solve problems.
One specific experience that highlights the impact of feedback involved a difficult domestic scenario. Following the incident, my mentor provided me with feedback on my performance, noting both my effective communication and areas where I could improve on getting more information that will be of use in the future. This feedback has subsequently changed my approach to similar situations. By reflecting on the mentor’s observations and using their suggestions, I have improved on asking questions that will enable me to be more efficient in this situation as I would not have to recontact the victim, leading to more effective and efficient management of the investigation. 
In conclusion, during my probation mentoring and coaching have been crucial in helping me grow both personally and professionally. With the help of coaching and the G.R.O.W. model in particular, I was able to establish clear objectives and acquire specialised competencies. With its more comprehensive and individualised approach, mentoring helped me better integrate into the organisational culture, boosted my confidence, and gave me priceless insights into handling the demands of frontline police.
This progress has been made possible by the feedback process, which has allowed me to modify my methods in response to helpful criticism. Effective feedback-giving and -receiving allowed me to keep improving and bringing my performance up to the high standards required of policing. This has resulted in me having greater situational awareness, enhanced decision-making skills, and improved stress management which were all clear results of this input.
Coaching and mentoring is something I will continue to use to my advantage due to the value it has brought to my development. The effectiveness of mentoring and coaching procedures will require preserving an environment that is open, encouraging. These procedures will improve each person's growth as well as the efficiency and cohesiveness of the police force as a whole.
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