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Task 1

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

You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.

Critically reflect upon how your final year of probation has seen your role as a police officer change. 


Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.



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



ANSWER: The College of Policing (CoP) set standards in professional development, including codes of practice and regulations, to ensure consistency across the 43 forces in England and Wales. They also have a remit to set standards for the police service on training, development, skills and qualifications. Police Superintendents' Association of England and Wales, National Police Chiefs' Council and UNISON worked with the Home Office to create the College of Policing (Police Federation, n.d). The college of policing plays a vital role in ensuing that police forces in the UK are abiding by the standards and professionalism set out within their frameworks. All police training, professional development and expectations of professional standards are set of by the college of policing. During this essay I will look to critically evaluate the strategic role of the college of policing, along with providing examples and reflecting on my own personal experiences as a police officer in my final year of probation. This essay will focus on the impact of the Strategic policing requirement, Policing vision 2025, along with the college of policing’s 5-year strategy on modern day policing and in my role as probationary officer. 
The college of policing was founded in 2012 and aimed to improved professionalism within the UKs police forces through increased training, ensuring that officers receive personal development training, and that they receive training on developing ethical standards. This allows officers to deal with the increased challenges of modern day policing along with improving public confidence with the CoP being the governing body for all police forces and providing national frameworks for forces to use in order to ensure all police officers in the UK are trained to the same level and abide by the same code of ethics (Rogers and Smith, 2018).
The CoP has set missions and objectives in order to increase the professionalism of police officers and forces. Firstly, they set out standards required for officers to reach prior to completing their probationary period and during their initial training. This is called the policing educational qualifications framework and it sets out the educational requirements for new officers along with the personal development of existing officers (College of Policing, 2020).
Secondly the CoP has set out the ethical expectations of police officers which has been put together into a frameworks called the code of ethics. This is at the core of policing for officers especially in their decision-making processes. It provides overall standards expected of officers regarding their behaviour, integrity and promotion of professional standards across the forces in the UK. The CoP has also encouraged police forces to educate police officers and implement evidence based policing in order to adapt with the every changing demands of society. It relies on research and analysis of data to create strategies and help improve officers’ decision making processes (College of Policing, 2013).
The strategic policing requirement role is to inform police forces of the national threats and highlight the resources that police forces in the UK require in order to tackle them. The CoP provides frameworks to police forces in order to train officers in how to meet the need of these threats through training such as Public disorder training where there are three levels of training which officers can complete. On completion, they will be capable of managing threats such as riots which is vital in modern day policing. The college of policing provides other training such as counterterrorism and serious organised crime for police officers which enables forces to be equipped to tackle the potential threats in which the strategic policing requirement highlights (Home office,2023).
The policing vision 2025 highlights the future needs for policing in the UK. It includes the need to focus on efficiency and a community-based policing strategy (Hearty, 2016). For police forces to achieve this vision, the College of Policing has provided specific training packages for neighbourhood policing that train officers and allows them to be competent with policing communities. It strives to ensure that officers can engage effectively with diverse communities that they police. Secondly the CoP provides training for officers that wish to become leaders, by providing leadership training. This prepares officers for the future and aligns with the strategic goals of the policing vision 2025.
The Workforce Transformation strategy 2018 highlights the need for a diverse workforce that reflects today’s society. This means that it needs to be skilled and able to adapt with the changes in society. This is facilitated by recruitment and retention of officers from diverse backgrounds. Positive action is one way that forces can improve the diversity of their workforce. The College of Policing 5 year strategy aids this transformation strategy as it aims to promote and create a police for that represents the community it serves along with providing positive action schemes to help with the recruitment of those from under-represented groups. 
 The 5 year strategic plan highlights the need for officers to undertake continuous professional development throughout their career. This allows officers to keep up to date with legislation changes and new policies and maintain accountability and professionalism. In order to ensure that forces remain flexible and can adapt with the changes of society, the CoP ensure that officers are resilient and encourage innovations such as evidence based policing. Using research evidence to inform policing policy and practice is growing in importance at a strategic and operational level. Evidence-based approaches are of strategic importance in political, economic and social terms, and are seen to be crucial in the development of policing in the UK (FYFE et al. 2017).
During my final year as a probationary officer, the College of Policing has assisted me in ensuring that I am completing my probation as a competent officer that is able to fulfil the role of a police officer that can deal with the challenges of modern-day policing. I have ensured that I have continues to develop myself as an officer in line with the workforce transformation 2018 and 5 year working strategy by attending training days including diversity and anti-racism seminars. This has allowed me to keep up to date with competencies as well as remain informed with any changes around diversity and inclusion. In this way, The College of Policing has acted as a touchstone and point of reference for my professional growth and development.
In addition, by ensuring I use the code of ethics model at the forefront of my decision making, I have been able to demonstrate that I act with fairness and integrity. For example, whilst dealing with a domestic abuse incident, I ensured that I dealt with the victim with respect and that the suspect was dealt with fairly in custody and provided their rights and entitlements. I then ensured that everything that was disclosed to me was recorded effectively, reflecting the professional standards set out by the college of policing. (Wood, 2020)
I have used evidence-based policing in order to be adaptable as a modern day police officer. Whilst attending a burglary, I have used a force initiative called ‘We Don’t Buy Crime.’ Which is used as a preventive deterrent for criminals. This is seen as best practice providing members of the community with prevention packs to assist in decreasing the chance of them being victims in the future which ties in with the 5 year transformation plan as it improves efficiency for the force and as an officer as the prevention decreases the demand on response officers. 
During my probation, working in line with the priorities of the policing vision 2025 has allowed me to improve engagement with communities. For example, I have completed operations that require foot patrol through communities that are particularly anti-police and contain hard to reach groups. This is with the aim to increase and gain the trust of these communities. Whilst conducting foot patrol in these areas and building relationships with the residents it led to an increased influx of intelligence which assists with evidence based policing and allows the force to have a better understanding of the needs to the communities it serves. This approach is crucial in building towards a sustainable and developing police force.( Caputo and McIntyre 2015).
Ensuring that I have provided time for personal and professional development throughout my probation has allowed me to progress in areas such as leadership. I completed a day’s training which allows me to be confident and efficient when in charge of small groups as well as appreciating what skills and values I need as a leader which is set out by the College of Policing. This aligns with the College’s 5 year strategy and workforce transformation plan to maintain and learn new skills throughout my career, as well as developing the force by undertaking the training to become a leader of the future. Whilst completing my final year of probation, my role as a police officer has changed greatly. Firstly, there has been an increased responsibility placed on me as I am now the most experience officer on shift, this means that I have been more complex investigations to manage and have a lot less support in making decisions whilst at calls as I am less closely supervised then when I first started ( Sklansky 2014 ). Due to being the most experienced officer on my shift, I often help with leading my shift at calls with decision making. This shows natural career progression which aligns with leadership and development which is promoted by the College of Policing and allows me to confidently lead my shift due to the training I have received when required to do so and ensuring that my decision making Is ethical and accountable, in line with the code of ethics. 
I have encountered issues throughout my probation with there often not being the resourcing available to partake in the community engagement required in the Policing Vision 2025. This is due to the operational demands being high. As a result, I have had to be responding to calls rather than being involved in the prevention and building community relations. This is difficult however ensuring that I still abide by the code of ethics provided by the College of Policing, I can be certain that I am always acting professionally, even when there are operational difficulties such as an increase in demand and a lack of resources. During my final year of probation, I have attended a number of incidents where I have been required to use operational flexibility. For example whilst attending a road traffic collision I have had to take control of the scene and due to being the first officer there I also had to take control of the management of the scene from then on by ensuring that I communicated effectively, used my problem solving and leadership skills in order to deal with the call effectively. The training that I have used during the initial 6 months of training along with completing the competencies throughout my probation, the college of policing has equipped me with the skills to deal with dynamic calls. 
On reflection, as I approach the final months of last year of probation, it is evident to me that my role has evolved from that of an absolute novice to a more independent officer who is more confident in approach and decision making. Being able to marry my practical experiences of the job with the guidance from the College of Policing has allowed me to grow both personally and professionally and allowed me to progress on the firm foundations that the professional code establishes.
The many and varied scenes I have experienced as a probationary officer have reinforced the importance of continuous professional development in providing me with the confidence to deal with the myriad of scenarios I have encountered. Engaging in reflective practice and CPD activities during this time has ensured that I am not only meeting the current demands of my role but also preparing for future challenges in policing, and I will welcome and value any ongoing opportunities for CPD throughout my career.
In conclusion, The College of Policing plays a crucial strategic role in the professionalisation of policing in the UK. It does this by providing a clear framework for the development of officers who are competent, ethical, and adaptable – individuals who are capable of meeting the demands of modern policing. The College’s alignment with key strategies such as the Strategic Policing Requirement, Policing Vision 2025, and the Workforce Transformation 2018 ensures that as well as developing individual officers, the police service as a whole is able to evolve as required by local and national demands.
As the end of my probationary period nears, I believe my experiences reflect the significant role that professional development, community engagement, and ethical leadership play in meeting the demands placed on a modern police officer. My role has evolved from that of a supervised novice to a confident and flexible officer, who strives to contribute to the strategic goals of UK policing.
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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: 

Policing has evolved over the recent years. An example of this is the use of social media platforms in order to engage with communities and promote force policies. Social media has been increasingly used in the development of modern day policing with over 67% of the nations population having access to social media, police forces have began to utilise this as a way to communicate with communities (Browning, 2019).
With social media now becoming one of the primary ways that information is decimated to the public, this essay will look to critically evaluate my person experiences of using social media in my role as a police officer. Specifically looking at how Facebook, Twitter and Instagram are used by police forces and the policies that need to be abided by when doing so. I will evaluate how effective social media is as well as reflecting on my own personal experiences. 
The force policy follows the standards set out by the college of policing when engaging with social media and using it for professional purposes it is essential that the information provided to the public is transparent, that there is consideration for operational security and that the information informs the public but does not disclose any confidential or sensitive information that could jeopardise any investigations or lead to the identification of victims. 
The code of ethics produced by the College of Policing governs forces and officers conduct when using social media for both professional and community engagement. (College of Policing, 2024). 
For any posts that are going onto the forces official pages it mainly needs to go through cooperate communications where they use a secure log in with two factor authentication to post the information provided by officers. The college of policing sets out guidance when social media is used for a policing purpose, the posts need to be credible ensuring that the information is both accurate, honest and transparent in what is written. There is also the obligation for the posts to be responded to wherever possible by officers. In my force the co-operate communications department will respond to the public on all official social media accounts belonging to the force. 
There is a responsibility of the officer that the post is ethical and that the information released on social media would be suitable to be released by the press and does not contain any sensitive information, discriminate or appear to discriminate anyone, be breaching any copyright information or undermine the operational activities of the force. Lastly the policy states that it needs to be personable, in order to encourage community engagement and reflect the forces values and the officers that and staff that work in it (College of Policing, 2013).
The force policy also ensures that all social media interactions and posts comply with the following legislation APP Engagement and Communications Equality Act 2010 Sexual Offences Act 2003 Copyright, Designs and Patents Act 1988 Contempt of Court Act 1981 Children and Young Persons Act 1933 (West Yorkshire Police, 2021).
Difficulties can arise when using social media as a means of community engagement, for example, speculation can occur and misinformation can be spread incredibly quickly. Returning to the example of the Road traffic collision (RTC) where there was a Facebook post created in order to inform the public of road closures. Where the public were able to comment on the posts it only took for one member of the public to speculate and comment that the male involved had died at the scene which was misinformation however this speculation quickly spread across social media. Due to data protection laws, the force and officers are not able to comment and say that this was not the case as that information was not ascertained until the next day where I was involved in requesting a social media appeal to ask for any witnesses of the crash where more details were provided in the post regarding the level of injuries of the victim involved. This highlights the negative side to using social media as a police force. (Carter, Hoy and DeSimone, 2020), states how social media posts from forces can also lead to the public posting information which identifies the victim of crime. This was highlighted to me during the Facebook post regarding the RTC where members of the public had commented on the road closure post with speculations of the victims name. This can cause distress to family members, so although it is a time effective and cost effective way of engaging with communities and providing information, mis information can be spread quickly too. Managing negative public feedback on posts can also be an issue for police forces, as ensuring that the user is professional and adhering to the code of ethics at all times is essential along ensuring that there is impartiality. 
Also in my experience there has been issues with ensuring that the social media platforms are monitored effectively which can be resource intensive. In my force there are dedicated social media teams who monitor the social media desk. Force policy states that there social media platforms need to be monitored in order to ensure that vital information is not missed and officers in charge of the posts should reply back in line with the code of ethics as it can improve public confidence an community engagement. However the public posts are not monitored 24/7 which can leave times where information provided by the public is not always acted upon immediately or they are awaiting a reply on the post which inevitably reduces public confidence (South Wales Police, n.d).

Policing relies on public confidence in the UK, if there is incorrect information posted in which is not rectified quickly, public trust can decrease, and the public may think it the force being non transparent. 
During my time as a police officer I have used Facebook in order to engage with communities and assist with locating missing people. By requesting that our co-operate communications team put out a post regarding the missing person, it reached a number of people in the community very quickly and allowed the missing person to be located from information provided by a member of the public. This shows the positive side of social media. In order to request this post I had to obtain consent from the missing persons next or Kin along with a recent photograph in order to abide by force policy. Facebook is an effective way of engaging with communities especially younger members of the public with a study showing that one in five participants had used social media in order to access information with 5.4 percent of these participants using the Facebook. Overall the study showed that younger people used social media in order to obtain information and engage with police forces the most with participants over the age of 65 years not accessing the platforms. Overall the analysis of results shows that the younger participants that use social media platform had an increased confidence in the police (Ruddell and Jones, 2013).
Instagram is another social media platform that as a police officer I have used, this allows for photos and videos to be posted. It lacks the ability for long worded posts but is a great way to update the public on places that are being patrolled by officers. Instagram primarily is used by younger communities so is a quick and effective way to allow question and answers via polls and stories along with updates from departments such as the dog sections.  
I have also used Twitter in order to engage with communities. Whilst conducting a house search for a wanted male, I discovered a cannabis grow. Communities like to see the good work that the police are doing. I have completed specific training on a platform called Orleo which allows me to post on local neighbourhood policing team platforms. I took an image of the cannabis grow, and posted it on the twitter page in line with force policy I ensured that it was written with the correct Welsh translation and enough information to be transparent as to what area it was found but without breaching any GDPR about the specific location of the property or those involved. The feedback on the post was positive with members of the community retweeting the post. Twitter is mainly used by the police force for real-time updates, emergency alerts, and brief public engagement (Denef, Bayerl and Kaptein, 2013). 
During the riots in 2011, the metropolitan police and Greater Manchester Police (GMP) both used twitter accounts to engage with the public. They both used it in different ways though in regards to their communication technique which shows the power of the way a social media post is written and the effect it has on public perception. GMP used an expressive approach which reduced the distance between the police and citizens however the Metropolitan Police followed an instrumental approach when posting which maintained the distance between officers and the public. This highlights the impact on the way that the way a post is written can have a big impact on public perception and community engagement
States how the Association of Chief Police Officers is promoting the increased use of social media by police forces as a way to improve engagement with younger members of the community and use it to promote priorities and force policies (Crump, 2011). During my probation, social media platforms such as Facebook has provided a platform to promote initiatives such as the fatal five. Images and captions are posted daily during the campaign to inform the public. During that week I was tasked with increasing my patrols on the road and working with partner emergency services such as the fire service to complete seatbelt campaigns in order to educate and clamp down on drivers not wearing them. Here social media platforms is a cost effective way for the force to engage and inform the public efficiently. There is the risk with posting campaigns on social media platforms only that it will only reach communities that are using the platforms and therefore there needs to be other means on engagement for communities that will not have this information readily available. After the campaign I ensured that the accurate data showing the number of people that had received tickets and educational courses during the campaign. This post was created by our cooperate communications department and posted on the main page. It reached a number of people due to the number of like and shares by the post along with the public commenting on the good work that officers had done in this time to keep the roads safer. It highlights that officers are being proactive and this improves public confidence. 
Balancing transparency with operational security, managing public perception, maintaining professionalism, and ensuring adequate resource allocation are all critical challenges in adhering to a police force’s social media policy. These difficulties highlight the need for a strategic, well-coordinated approach to social media use in policing. By implementing proactive communication strategies, clear guidelines, and adequate support systems, police forces can effectively navigate these challenges while maintaining public trust and operational effectiveness.
Forces have shown how there is an overall growth in the engagement with communities via social media channels as data shows that there is an increase in the number of overall views, shares and likes on the social media platforms such as Facebook, Instagram and Twitter. This has an overall increase in the people that are reached (Gwent Police, n.d).
To conclude, social media has many benefits when delivering information to communities and promoting force policies, however it poses its own risks through allowing misinformation to be posted sometimes through human error in which has an impact on public perception. There also needs to be large consideration for the fact there are still many members of the communities that we serve that do not have access to social media platforms therefore it should be used a tool but not as the sole way of engaging with communities. 
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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:

Flexible leadership involves being able to adapt their style in ways that are best in that situation. Suggests that flexible leaders can diagnose the situation and adapt their behaviour accordingly  (Yukl and Mahsud, 2010). 
Leadership in policing needs to be flexible especially when in operational situations as they are often dynamic and police officers are in positions where they are required to use adaptive leadership styles in order to respond to these situations. During this essay I will critically evaluate leadership styles, providing examples where I have adopted flexibility in order to cope with the demands of being a response officer. There are a number of leadership strategies and models that I will look to evidence and evaluate throughout this essay. These include situational, transactional, transformational, autocratic, democratic, Collaborative and Servant Leadership (Bwalya, 2023).
Leaders must be flexible in policing as they deal with a range of diverse incidents which require different leadership styles. The operational necessity and demand could range from a routine incident to a crisis where leaders must respond effectively. The unpredictable nature of policing requires police officers to be able to lead members of the public, other multi agencies and other police officers their shift. Successful leaders in policing will rely on having the skills to be able to shift between leadership models and adapt to the situation that they are dealing with. 
Northouse (2018) states, flexibility within leadership is essential for meeting the needs of changes in the demands of a task. Factors effecting this can be team dynamics and available resources. Policing requires the use of different leadership styles in particular due to the constant changes in the complexity of situations that they are required to lead in in order to ensure that there is both well being of officers and meaning operational demands. 
Policing involves a large range of incidents for example it could be a routine call where there is little pressure place on the officer to a critical incident where it increased risk. This requires officers to have a flexible leadership approach. A directive leadership style would be used when a leader is required to make a decision under pressure and there is minimal time for officers to consult others (Muczyk and Reimann, 1987). Whilst completing my probationary period, an example of this would be attending a road traffic collision where the road needed to be closed and the scene managed. I had to take control of the situation in order to ensure public safety and preserve the scene so I gave clear instructions to the community support officers I was leading at the scene as well as other police officers. This was effective as it allowed for the scene to be managed efficiently. On the other hand, for incidents that are more long term, slower decision making requirements, such as community policing issues, a participatory or delegative style allows officers to gain greater autonomy and it enables assistance with decision making (Zulfikar and Rahman, 2019). 
Participative leadership, is a model where the leader involves other team members in the decsiosn making process and is closely linked to collaborative leadership (Vroom & Jago, 1988).
During my probation, I was required to adopt this approach when called to a local primary school to help the Headteacher and staff to safeguard a pupil who repeatedly ran off the school site and onto a busy traffic roundabout nearby. The school seemed at a loss at what to do to successfully resolve the situation, and were looking to me as representative of the Police Force, to help them. Once the initial concern for the safety of the child was resolved, I needed to work with the school staff, education specialists, social services, the child’s parent and colleagues from other shifts to design an agreed and consistent approach to understanding the needs of the child, the triggers for him wanting to abscond from school, and an agreed approach for flagging up concerns between all parties. I ensured all parties had input into the issue, each providing their own specialist knowledge and experience and suggestions for building an effective framework for the management of this child’s behavioural needs. This participatory approach allowed all to have ownership of the plan, and for the pupil’s needs to be at the forefront of decision making. Through effective delegation across the shifts involved in finding a long term solution to avoid repeat crises of this nature, the demand for emergency response calls from the school abated.
Heifetz and Linsky (2002) suggests that when leaders are required to take control in high pressured environments such as policing, being able to adapt their leadership style to the incidents is essential as there is a requirement to both take charge in critical situations, along with ensuring that they are able to motivate and empower their teams during situations where there is less pressure on making decisions quickly.  
Leaders also need to be able to provide support to their officers’ needs depending on their experience. The Hersey and Blanchard's (1996) situational leadership model suggests that flexibility in leadership skills allows for this. During my probation I have had to use this model during both high pressured situations for example, whilst attending a domestic incident with a number of officers, I was the most experienced and therefore had to take control of the situation, although it was dynamic as it was an emergency graded call, I was able to delegate tasks to the other officers on my team whilst at the scene, knowing what their capabilities and experience was before hand. To illustrate how I did this, I ensured that the officer that was taser trained along with myself entered the property first. The less experienced officers were told to wait until we had the suspect detained to enter. I then asked them to conduct a search for the suspect’s phone knowing that was in their capability. I ensured that I provided clear direction and supported the newer officers at the scene. I used the delegative leadership style in order to ensure that everyone in the team felt confident in the task that they needed to complete and had the capabilities to do so. 


The Transformational leadership model can be effective in policing as it looks to provide inspiration and increase moral development of the team by the leadership. Transformational leading can be both directive or participative and is usually adopted by more females than males (Bass, 1999). It also looks to drive for change. An example when I have used this leadership style is when there was a change in policy that required that high visibility tac vests were worn by all response officers. Knowing that there are less experienced officers on the shift, I often have to step up when the sergeant is not on shift, therefore leading by example and ensuring that my uniform is correct before requiring the same of others is just one of the ways that I have used transformational leadership. It sets the standard for the less experienced officers and shows that they are being led by example. This allowed a successful adaptation to the change in policy because I set the expectation through modelling the required approach to uniform, demonstrating transformational leadership from within the team rather than what would have been a more confrontational, directive leadership approach in this instance, and allowed for the maintenance of team morale and a constructive working environment whilst ensuring the change was achieved.

During my probation, I was deployed to support a national critical incident in another police force area, and it provided the opportunity for me to employ and experience a variety of leadership styles which obviously were adapted because of new and changing operational demands. A WWII bomb had been unearthed in the garden of a city-centre home on the south coast of England, and reinforcements from forces across the UK were called up to support the management of the large, cordoned area, the evacuation of local residents, and the removal and disposal of the device by the British Navy bomb disposal experts. This meant that at times I was employing directional leadership by giving clear instructions and expectations to members of the public about movement in the vicinity of the cordon, but also demonstrating an empathetic approach to the situation that the residents were finding themselves in, and seeking their support in collaborating to solve problems, such as the need to retrieve family pets, for instance. On deployment, we were advised that the situation may be tense, due to the fact that relations with the community surrounding the area where the bomb was uncovered had been damaged by a mass shooting that had occurred two years previously. Confidence and trust in the police was low as a result, so it was important to recognise that whilst a directive approach might be necessary at times to ensure public safety, it could also spark tensions. It was essential that I was able to adapt my approach but recognising that working to build collaborative approaches would be necessary to achieve the aim of keeping the public safe. This was difficult as at times it felt that the public was seeking more information than was possible to provide, due to the dynamic nature of the scene and the fact that the armed forces were leading on decisions for when and how the bomb would be disposed of. I was also working within a new team of people, under the direction of a new sergeant, who himself was being directed by lead officers from different forces. The need for clear communication of roles and responsibilities was key in ensuring we were able to discharge our duties effectively, as team dynamics changed in response to the situation on the ground. 
On reflection, demonstrating my willingness to lead on aspects of this sensitive work despite being the least experienced officer in the team that was deployed ensured I was able to maximise the opportunity to employ a variety of leadership approaches according to the needs of the situation, and to observe the methods and styles of leadership employed by senior leaders from across a range of forces and services in managing what was an enormous national critical incident. 

In conclusion, the experiences outlined above show that I have experienced many different scenarios that have called upon me to employ a range of leadership styles, and this, coupled with reflective practice has allowed me to become more confident in adopting flexible approaches that best suit and respond to the often dynamic scenarios that I encounter in policing. I have become more confident in adopting directive approaches when necessary, and recognise that as all leadership styles have their strengths and limitations, it is important to be unafraid to be adaptive and to select the most appropriate style from the range of leadership styles available. There is no ‘one size fits all’ to leadership, and the best leaders are responsive and adaptive to the needs of their teams and their environments. As my confidence in leading situations has grown, alongside my experience of an ever-widening set of situations, colleagues have begun to ask me for advice and guidance with certain aspects of their own work, an aspect of leadership that I did not envisage happening so early in my career. I am happy to pass on the knowledge and experience of leadership I have acquired, as I realise that this is in the best interest of the development of the force as a whole, and echoes those leaders who have been generous in sharing their expertise with me. Without doubt, effective leadership in policing requires the ability to adapt to changing circumstances, team needs, and operational challenges. Flexibility in leadership is a critical skill for modern policing, in order to ensure that leaders can meet diverse challenges and support their teams effectively.

Word count 1974






























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: Over the last three years of my probation I have experienced both mentoring and
coaching in order to increase my knowledge and allow me to develop my skills in
order to become a substantive officer. During this essay I will critically reflect upon
how coaching and mentoring has assisted me in achieving personal goals along with
organisational goals
Mentoring and coaching play a vital role in the progression of professionals within
policing. Clutterbuck (2004), states that mentoring occurs when there is a
relationship to improve the development of a less experienced individual that needs
to improve their skills by a more experienced individual who will guide them by
sharing their knowledge and supporting them. Mentoring has been seen as a
success by officers and also is said to have prepared them to be mentors in the
future as they refer back to when they were mentored. (Policing Insight, 2024). Coaches share their skills and knowledge so the less experienced officers work improves this lasts for a short period and involves specific skills and goal orientated tasks (Whitmore, 2017). Both processes have been vital during my probationary period and assisted with me reaching my goals. Using the Gibbs model of reflection (I will reflect on my last 3 years of probation and
how coaching and mentoring has assisted me. During the first 6 months of my
probationary period. I attended the training school where I was taught the
fundamental legislation and values required by a police officer including the code of
ethics which has been produced by the college of policing (College of Policing, 2024). I was
assigned a supervisor and teacher who would assist me with teaching the legislation
and assisting me in passing my initial training exams. Here the coaching was six
months long and I had a goal of passing the exams in order to be able to go out onto
patrol. Coaches are often leaders, which in the training school was the case as for 6
months I was coached and led by the same person. He helped me by ascertaining
firstly what my goals were along with my learning styles as this would assist me to
develop and reach my goals. Goleman (2000) suggests that coaching assists
individuals in identifying their strengths and weaknesses as well as setting clear
goals for any performance improvements. During the 6 months I received one-to-one
sessions with my tutor which were vital in order for me to ascertain anywhere that I
was under performing and what I needed to do in order to improve.
All of the teaching that I received during my six months of the training school was
goal specific in order to be able to become a response police officer. The coaching
that I received allowed me to achieve the skills required to pass the assessments
both academically and practically to enable me to pass out from the training school.
Coaching offers flexibility and the time to build in check points in order to ensure that
you are on target to achieve your goals. Throughout my initial training the exams
were these checkpoints and allowed intervention if and when it was needed by my
coach.

After completing my initial 6 months in the training school, I then started my tutorship
phase of my probation. Here I was mentored by my tutor who was a more
experienced officer on shift. She provided me with support and guidance and helped
me achieve my evidence matrix goals in order to achieve independent patrol status.
She provided me with feedback after attending calls and helped me develop
personally by showing me how to manage the operational stresses of becoming a
student police officer along with becoming confident in using force policies. Through
conversations, my mentor helped me prepare for calls that I was apprehensive about
attending. This gave me confidence in being able to apply the theory that I had learnt
during the coaching phase in initial training into practice during my tutorship phase.
My mentor’s experience was invaluable, as she was able to recount personal
experiences of attending similar calls and we used this to plan a broad template for
approaching such scenarios. The ability to learn by example was invaluable in this
sense.
Throughout my tutorship, my mentor provided me with constructive feedback which allowed me to reflect on situations and understand where I needed to improve. Kolb’s (1984) experiential learning theory suggests learning is a cyclical process of experience, reflection, conceptualization, and experimentation. Throughout my twelve weeks of tutorship, I used a reflection table to record the call I had attended, my actions and how I felt I managed it. My mentor would also put her feedback in there so I could read how she thought I was performing which greatly improved my confidence and made me aware of where I needed some more support.
Throughout my probation, I have increased my skills by attending courses such as a taser course. Here I was coached over four days by specialist taser officers who focused on my skills such as conflict management and managing risk effectively. This coaching really helped me develop as an officer as I can now confidently manage conflict and am situationally aware when attending calls. During this course the coaches set out performance benchmarks which were essential for me to meet in order to continue with the course and be able to pass it. For the taser course it was a qualification shoot, I received constant feedback and evaluation from the coaches throughout the course which enables me to improve my confidence and skills when using the taser. The overall coaching has helped me to develop as an officer and gaining the skill of carrying a taser means I am ending my probation with enhanced skills that can keep my colleagues and the public safe.
More recently, I have received developmental mentoring which is career focused as I am coming towards the end of my probation, this mentoring style focus’ more on my long term career progression and what I would like to do in the future. I aspire to become a dog handler in the police force and there is a large amount of professional development that you need to do before you can join. I contacted the dog handlers and they have helped me set goals regarding increasing my knowledge around handling the dogs correctly and increasing my academic knowledge in order to reach my goal of passing the assessment days. The support I have received has allowed me to gain new skills quickly due to my mentor being a really experienced dog handler. If I continue to develop in this area and earn a position on the section it will contribute to organisational goals as females are underrepresented on the department. There are many strengths to this mentoring method as I find that my mentor is very motivational and has been a great role model throughout ensuring that I have received the support I need as by focusing on my goal of passing the assessment day it has encouraged me to think proactively about career progression.
There are many theories regarding coaching and mentoring that are used in the police. I will looks into two below that have had an impact on my mentoring and coaching throughout my probation and allowed me to feel like I am developing and being supported. Firstly, Huff et al. (2013) developed a five step model for coaches to follow in order to make purposeful changes in their professional lives.
(1) Groundwork where coaches use skills including active listening and open questioning rather than outlining specific actions.
(2) Assessment and feedback  Here, coaches can be an integral part in emphasising the difference between how a client is perceived by peers/colleagues, and pinpoint blind spots in their views.
(3) Goal setting .This is the method of moving from an informed perspective to establishing a SMART target. (Specific Measurable, Achievable, Realistic, Timebound.)
(4) Action planning aims to support the design of a specific way forward or agreed actions that, if followed, should lead to successful goal achievement. A system of accountability is also important in this section, with regular check-in points.
(5) Ongoing assessment and support involves measuring progress over time , addressing any challenges and building motivation through encouragement and retaining focus of the coached person. This also involves anticipating how the person being coached can sustain the progress and, hopefully, build on this over time to ensure continued development.(Mavrogordato and Canon, 2009).
This method was particularly helpful in allowing me to understand and create an effective action plan to manage my challenging workload as a new response officer, my sergeant would meet with me once a month and encourage me to put forward approaches for prioritising and closing investigations. Without this support I would have felt overwhelmed by the volume of cases and would not have been certain of the best way of dealing with achieving an effective reduction in the overall number. I was able to outline my concerns about how to prioritise effectively and manage the call demand of my role. At times my sergeant moved between mentoring and coaching because as an experienced response officer he was able to draw on his own methods of managing case work as well as encouraging me to come up with my own solutions. Regular check ins have provided on going assessment of my achievements and support when encountering new cases. The confidence I have gained will help ensure my development continues.
By employing mentoring along side coaching in this way my sergeant has been able to provide me with psychological support which aligns with Kram (1985) model describes as a mentoring technique.

Feedback is an essential element of coaching and mentoring, as it allows for development through reflective practice. The Johari Window model (Luft & Ingham, 1955), which stresses open discussion to increase self-awareness was used as the framework for providing and receiving feedback in a variety of forms, I received feedback through regular performance appraisals, informal conversations with my mentor, and structured coaching sessions. This feedback was usually constructive, noting what was a strength and what needed development. Sadler (1989) insisted that to be deemed effective, feedback must be timely, specific, and actionable, allowing the individual to make real improvements. Following my deployment to the national critical WWII bomb incident previously mentioned, I received detailed feedback from the lead sergeant on my leadership style, specifically in managing stress under pressure. This allowed me to gain confidence in my ability to be flexible in my approach in future operations, leading to improved performance.
Providing feedback was also part of my development during this probationary period. During a debrief, I provided feedback to a senior colleague about their approach to placing a transgender prisoner in custody, and the need to respect their preferred pronouns. By offering solutions and focusing on the behaviour rather than criticism, I contributed to a culture of continuous improvement not just for that individual, but for the force as a whole. I strive to give feedback in a constructive, non-judgmental way, ensuring that it covers professional behaviours rather than personal attributes. This has helped nurture open communications with peers and supervisors, allowing mutual learning.

Reflecting on my three-year probation, it is clear that mentoring and coaching have been an integral part of my development as a modern police officer. They have helped me set and achieve personal, professional, and organizational goals, while providing me with the tools to perform effectively in the workplace. By adhering to principles like the five step model and engaging in structured feedback, I have been able to continually learn and improve. In future, it will be my aim to apply these principles in as I become a mentor and coach to new recruits to our force, enabling the cycle of development to flourish within the policing profession.
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