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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 shall look to provide a critical analysis of the strategic role played by the College of Policing in professionalising policing in the U.K. The essay shall look at a brief history of U.K. policing, before looking at how the College of Policing was introduced, and its current goals. The essay shall look at positive and negatives aspects of how the College of Policing has affected Policing since its introduction, and how it could adapt to the changes in modern crime.  The essay will also briefly explore how my role as a police officer has changed since entering the final year of my probation, and how my view on policing has changed since.

Policing in the U.K. dates back hundreds of years, and the first official police force was formed in London in 1829 by Sir Rober Peel; The Metropolitan Police Service (Archives, 2009). Rober Peel’s nine principles of policing, or the Peelian Principles as they are commonly referred, stated the importance of engaging with the community, preventing crime, and how police officers conducted themselves ethically (Home Office, 2012). Almost 200 years have passed since the foundation of that first police force, and crime has been rapidly changing with the constant advancement in technology (sfmedia, 2021).

This is where the College of Policing, founded in 2012 (Home Office, 2012) was introduced. The college has been central in moving police forces within the U.K. towards being more professional and accountable organisations through initiatives such as the Workforce Transformation 2018 and the Policing Vision 2025 (Winchester, 2020). These strategies aim to adapt police forces to the challenges of the 21st century, including ever advancing crime in areas such as cybercrime and terrorism, as well as an increase in levels of violent crime (Loveday, 2017). By outlining clear objectives for the future and investing into the learning and development of police officers, the College of Policing continues to assist in raising standards and professionalism of police forces across the country, as well as providing a higher level of learning for officers both new and old  (Williams, Norman and Rowe, 2019).

The Policing Vision 2025 was launched in 2016. The vision focussed on several key areas of policing, including digital policing, leadership development, community engagement, and workforce diversity (Jarman, 2021).  The goal of the vision is to build public trust in the police as well as enhancing the efficiency and improving the outcomes of police forces (Ibid). The findings of Ronzi (2020) coincide with the Workforce Transformation 2018 initiative stating the importance of developing the skills and wellbeing of police officers by providing them with continuous training and support. The aim of the initiative is to ensure police forces are adaptable and effective in dealing with modern day crime.

The College of Policing also has a 5-year strategy which aims to improve education and training of all police officers by providing high quality professional development. By researching, setting standards, and facilitating the exchange of knowledge, the College attempts to ensure that police forces across the U.K. have the highest standards of professionalism and deliver an effective service Williams, Norman and Rowe (2019).


The strategic role of the College of Policing can be found within the current Corporate strategy 2022 – 2026. The strategy outlines the role of the College of Policing in developing the police system in the UK. This strategy was developed to accomplish the goals set out within the fundamental review that was carried out on the organisation in 2022. The fundamental review outlines three organisational goals; To boost professionalism, improve leadership and drive consistency, whereas the Corporate Strategy sets out how these goals will be accomplished (College of Policing, 2022).

‘Building trust and a fair culture’ is one of the aims found in the College of Policing’s Corporate Strategy (College of Policing, 2022). Both trust and a fair culture are important elements to consider as part of an effective police service so that the public can both have faith in the police carrying out their roles correctly and be assured that wrongdoing is held to account. A distrust in police has been a rising issue in UK policing, especially since the outbreak of Covid-19 which marked a notable increase in distrust (Boulton, 2024). This was likely due to officers being trained in the current legislation at the time and then taking action without considering the wider implications of doing so, or without considering the reasons as to why offending in regards to social restrictions at the time were so prominent. Goldsmith (2005) found that a lack of public trust leads to difficulties in effectively policiung. It was also noted by Goldsmith (2005) that this is not just an issue faced in the UK but is rather a global issue with the profession. Some countries are now struggling to police effectively due to the lack of trust in the service, and policing by consent, as is the method in the UK, is difficult or impossible once public trust falls to a low enough level (Goldsmith, 2005). 

When evaluating the College of Policing's strategic impact on UK police forces, it's crucial to assess both positive and negative effects. The College has notably improved training standards, particularly through the introduction of the Policing Education Qualifications Framework (PEQF), whereas previously, Police Constables underwent a two-year Initial Police Learning and Development Programme (IPLDP) without receiving a formal qualification (Strong, 2019). With the PEQF's implementation in 2016, officers now achieve a degree-level qualification after a six-month training period, remaining in probation until course completion (Ibid.) This streamlined approach accelerates officer deployment, enhances academic rigor, and increases frontline availability and additionally fostering a deeper understanding of legal and policy frameworks essential for effective policing (Wood, 2018).

The College of Policing also provides learning packages to police officers and staff through the ‘College Learn’ portal, a digital portal accessible at any time to those with an account. This is not simply limited to those officers under the PEQF program but is available to all staff and officers regardless of their length of service or rank. This portal provides numerous crucial lessons that are available to officers to enhance their development, but also includes several mandatory training packages to ensure that all those working for the police are trained to the same minimum standard. Failure to complete these basic training packages is usually flagged to senior management to ensure that all police officers and staff are within compliance, allowing steps to be taken promptly to rectify any shortcomings. (Ibid.)

Having said this, there are some criticisms to consider. It has been argued that the College of Policing acts in a bureaucratic manner, with rigid training structures, complex administrative processes and limited engagement with frontline officers and that it has failed to respond swiftly to the changes required in policing (Holdaway, 2017). There has also been concerns raised about how effective the PCDA and DHEP programs truly are in preparing new officers to face the realities of day-to-day policing, and whether a drive for all police officers to hold a degree or similarly levelled qualification is really an interest of the general public. Current studies also do not indicate that degree level education has any positive impact on modern day policing (Brown, 2018), and that “the value of HE [higher education] appears in its symbolic cultural capital rather than in the substantive knowledge and skills graduate officers could bring to the organisation” (Hallenberg and Cockcroft, 2017). It can be argued that time spent completing academic work could be better spent developing the practical skills of officers (Bradford and Pynes, 1999).

As I encroach upon the final months of my probationary period, I have become conscious of the overwhelming lack of experience surrounding me. There is a wealth of experience to be found within policing, however that experience does not tend to remain in a frontline, response-based role. The majority of officers seek to flee the burden of response policing as soon as possible, and it is often seen as a right of passage whereby surviving the workload and constant demand for a few years grants access into more specialist roles that are viewed as having an easier time (Nix et al., 2017). The lack of experience has been apparent to me when there are no supervisors to directly oversee the team that I work on for short periods. These periods often mean that I will act as a Sergeant, with officers seeking my advice and guidance despite my own short length of service.

As I entered my final year of probation, the introduction of a new Sergeant has affected my role in a different way than I expected. This particular Sergeant has many years as a police officer, however joined prior to the introduction of the College of Policing and has spent the vast majority of their career as a traffic officer. Due to the overwhelming changes that have happened in the 20 years since they were last in my position, their experience of the nuances in modern day response policing is limited. This lack of knowledge in the current climate means that they will often seek advice from the officers of which they are in charge, and I have found it a challenge to advise someone about what I would consider at this point the basics of policing. There has also been a decrease in the number of officers that are currently working with me, further limiting the knowledge base that immediately surrounds me. This has meant that more decisions are made by me without guidance, which has improved my critical thinking in situations where I previously may have not given much thought. For example, safeguarding vulnerable people is of the utmost priority (Shannon, 2021), and how to best carry out this safeguarding in a proportionate and efficient manner has become second nature to me now that I have less supervision. 

During a serious sexual assault incident involving a young female, my regular Sergeant was absent, leaving me and a less experienced officer to respond. The officer was unfamiliar with the necessary paperwork and evidence gathering procedures, which are infrequent in our area. I guided them through conducting forensic inquiries and completing required administrative tasks whilst also coordinating with another police force, as the offender resided in their jurisdiction and faced a threat of harm. This collaboration ensured no evidence was lost and all parties, including the arrested suspect, were safeguarded. Despite initial resistance from the other force, I facilitated the prompt arrest of the suspect, who was found with evidence on his phone crucial to the investigation. Acting impartially, I prioritized thorough evidence collection and swift resolution, aiming to uphold public confidence in the police's commitment to due process in the U.K. criminal justice system.

One of the biggest changes of recent times is the increase in cyber-crime due to advancements in technology, and the demand that it places on police forces (Loveday, 2017). However, those same advancements in technology could, if utilised correctly, have a profound effect on the efficiency of police forces across the country. The sudden growth of artificial intelligence in the last few years could become useful to police officers to more effectively detect crime, as well as complete mundane administrative tasks Ramos, Pérez-López and Abreu (2020). The College of Policing could remain relevant by embracing this technology and training officers in its use and limitations.

This essay has critically examined the strategic impact played by the College of Policing in professionalising law enforcement in the U.K., beginning with an overview of policing history, highlighting the foundational principles set by Sir Robert Peel in 1829. The College of Policing, established in 2012, continues to play a central role in the development of professional and accountable police officers throughout the U.K. through initiatives such as the Workforce Transformation 2018 and Policing Vision 2025. These efforts aim to adapt to the changes in modern day crime as it evolves alongside technological advancements.

The College of Policing’s Corporate Strategy 2022-2026 outlines goals to increase professionalism, improve leadership, and ensure a level of consistency in policing. There are however, despite numerous successes, criticisms to be had. These include a overly bureaucratic practices as well as the slow response to changes in policing. Challenges have also been raised regarding the practicality and relevance of a degree-level qualification on modern day policing.

This essay also reflects on personal experiences as a probationary police officer with an emphasis on the evolving role and the challenges faces in real-world policing. The importance of adapting to technological advancements and the subsequent changes in available technology has also been highlighted, including the use of artificial intelligence to enhance operational efficiency.











Task 2

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


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

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


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




ANSWER:


Social media has played a fundamental role in the way that information is disseminated, and how individuals and communities interact with each other Lerman and Ghosh (2010). This has presented both opportunities and challenges for police forces across the globe, with the majority of the population they serve frequently using the technology (The Global Statistics, 2023). This essay critically evaluates the impact that social media has on modern day policing, particularly in terms of informing and engaging with the community. By examining both the benefits and drawbacks of this technology, this essay seeks to provide a nuanced understanding of its impact on policing practices. During the essay, we shall briefly explore the history of social media as well as the history of U.K. police using it. Through a critical evaluation of my own experiences with social media in a policing context, the essay will outline how social media has both been a a useful tool and a burden for frontline officers. The essay will also discuss the ethical concerns around the use of social media, and the risks that it can have when used inappropriately. Ultimately, this analysis seeks to provide an insight into how police forces can utilise social media to benefit public relations, community engagement and public safety.

Social media continues to grow in popularity since its advent in the late 20th century. It is arguable as to what exactly defines social media, however, it is commonly seen as any platform whereby users can create profiles and interact with each other, posting pictures and other text-based posts to be either publicly viewed, or viewed within a defined subset of users. The first ‘true’ social media platform is commonly cited as a website known as ‘sixdegrees.com,’ which was released in 1997 (Jones, 2022). In the following years, social media exploded in popularity with the creation of websites such as MySpace, LinkedIn, and Facebook. By the year 2000, there was estimated to be less than 500 million users of social media worldwide (Dodge & Kitchin, 2001). By 2024, this number had risen to over 5 billion users, or approximately two thirds of the world’s population (Statista, n.d.). The relevance of social media in policing is apparent just from these statistics alone, as the quantity of users make it both a massive facilitator to cyber-related offences, and an easy means for police forces to engage with numerous members of the public.

Police forces across the U.K. began to experiment with the use of social media in 2008, but this use was largely by individual users, usually without the official guidance of their respective police forces (Crump, 2011.). It was not until 2010 that studies were undertaken on behalf of the The National Policing Improvement Agency (NPIA) that sought to ascertain how effective the use of social media was in engaging with the public, and how the risks surrounding its use could be managed, especially with regards giving junior members of the service access to publicise information in such a readily available format (Ibid.). The Association of Chief Police Officers (ACPO) published guidelines to all police forces within England, Wales and Northern Ireland in 2013 (ACPO, 2013).


Currently, the preferred social media platforms in use by police forces in the U.K. are Twitter, and to a lesser extent, Facebook (Ibid.) The use of these social media platforms is backed by the ACPO, however, there is nothing to state that other social media platforms cannot be used. ‘Snapchat’ is another social media platform that has proven itself useful in recent years, especially when looking at missing people. This particular social media platform has a built-in maps function that a large portion of users choose to activate, especially younger users who tend to more frequently be reported. This has been used to track the location of missing people, and to assist in finding them promptly so that they can be safeguarded and returned as necessary, reducing the frontline demand on officers (Nable, Davis and Davis, 2024).
 
There are some negatives to consider when looking at social media in a policing context. Although the ease of communicating with police forces in the U.K. through social media platforms benefits the public in that they have even more ways of engaging with their respective forces, the informality of the process can encourage the reporting of incidents that are not serious and would otherwise likely not be reported (Azis, 2022)
Malicious communications are one such incident type that hugely drives demand for frontline police officers (Boulton et al., 2016). These incidents are often very minor, do not meet the threshold for crimes, and would likely not have been reported had it not been for social media being so readily accessible. Often, the police are used to ‘one-up’ someone in an argument online when it would be more appropriate to use the specific social media platform’s ability to ignore or block the offending user from contacting them. Explaining to the reporting person and victim of these non-crime related incidents that they do not meet the criteria for police involvement then does not paint police services in a good light, as the public view the police as being uninterested in dealing with their reports (Rosenbaum and Lawrence, 2017). This negative image of the police may not develop so readily had social media not been used to report crimes, as statistics have shown many the reports would never have been made had it not been for social media relations with the police.
 
Social media has played a significant impact in my role, as a large majority of incidents I have attended have some aspect of social media involvement. Most of these incidents are relating to complaints of malicious communications and harassment. This has been helpful in my role in that it has prompted further learning in these areas, which has helped me in appropriately dealing with these reports. Social media has also been useful in my role for offences of which I am investigating where there are many unknown people involved. One incident I have overseen for around seven months involved a large fight that occurred on a high street. This incident saw three males assaulting around 20 different people, who then dispersed prior to the arrival of police. The three suspect males were arrested and released following an interview. A day after the incident, I requested that a social media post be made outlining the incident, appealing for witnesses and further victims. Many people came forward, and with their involvement, enough evidence was obtained for the Crown Prosecution Service to charge the three offending males. Without the use of social media, it would have been significantly more difficult, if not impossible to track down all those involved, and any outcome would have been significantly delayed. Although this aspect of social media has been of benefit to me

There are some risks to consider in relation to social media. One significant risk to the police service is how it could be brought into disrepute by irresponsible use. All posts from police services onto social media should be checked by a media team prior to publication to mitigate this risk, and only select users should be given access to use social media (Waddington, 2019). Social media also has its risks when officers use it in their personal lives. There is a risk that officers could be identified, and targeted by members of the public, putting them at risk of harm and exploitation. This risk is also placed upon the family and friends of those police officers that may be identified, and they could also be targeted by members of the public for their perceived association. There are also issues relating to confidentiality and the unauthorised disclosure of personal information, and any data, including photographs being shared without authority could constitute a criminal offence (NPIRT, 2018).

In addition, the integration of social media into policing has had a significant impact in the dynamics of community engagement and crime prevention. Police use platforms such as Twitter and Facebook not only for public service announcements and safety alerts, but also to garner a sense of community. By using social media, police can publicise information about local events, road closures and safety tips, increasing their visibility and accessibility in the community (Bullock, Garland and Coupar, 2020). This constant online presence helps to build a level of trust and transparency between the police and the public, which is beneficial for effective law enforcement. One example of this is live updates during emergencies or public events which allow for real-time communication that ensures the public stays informed and can respond appropriately to developing situations.

Social media not only improves relationships with the public but has also become an important tool in crime detection and intelligence gathering. Platforms such as Facebook and Twitter are often used to gather information during investigations, with police departments posting appeals for witnesses or information about ongoing investigations. This method has proven successful in solving crimes that would otherwise remain unsolved due to a lack of lines of enquiry (Brunty & Helenek, 2012). In addition to this, profiles and interactions on social media can provide valuable insights into the behaviour pattern of criminals and their respective networks, allowing investigators to analyse social media activity to identify suspects, track movements and gather evidence that can be admitted in court (Fortin, Delle Donne and Knop, 2020). However, this approach raises significant ethical and privacy concerns, so it is important that police adhere to strict guidelines and legal standards, ensuring that the rights and privacy of individuals are respected when utilising this form of investigation (Fortin et al., 2023).

Despite the numerous benefits, the use of social media in policing is not without its problems. One major issue is the potential spread of misinformation and fake news, which can undermine police efforts and cause public panic (Goldsmith, 2013). False information can spread quickly on social media, making it difficult for police to control reporting and provide accurate information. In addition, the rise of social media has opened new opportunities for criminals to exploit, such as online fraud, cyberbullying and other digital crimes that require law enforcement to constantly adapt to new technologies and tactics (Ibid.) This requires ongoing training and resources to equip police officers with the skills they need to combat these evolving threats. Additionally, as social media is always online, police forces must be alert and responsive at all times, which places additional strain on the service (Uduma et al., 2020).

In summary, while social media has revolutionized many aspects of policing, it also presents unique challenges that must be carefully managed. The potential for increased community engagement, crime prevention and investigative opportunities is significant, but it requires a balanced approach that takes into account ethical implications and resource constraints. As social media evolves, so must the strategies and guidelines for its use in law enforcement to ensure that it serves the interests of both the police and the public.











Task 3

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


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

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




ANSWER:

Introduction

Policing in the U.K is a complex and multifaceted topic, and the ability to adapt leadership styles is crucial to success. This essay shall critically reflect upon a domestic incident I managed within the third year of my service that required adaptation in my leadership skills. During this essay, I will critically evaluate my flexibility in leadership style, and analyse the strategies I utilised in this incident. This essay will look various styles of leadership, and how they each have their own advantaged and disadvantages when considered in a policing context. By reflecting on this incident and comparing different leadership styles, this essay aims to outline the importance of a leader’s flexibility when dealing with dynamic situations.

Incident Overview

In the third year of my service as a police officer, I was called to a domestic disturbance as is not unusual for any given shift. The offender in this incident was well known to me, and a repeat perpetrator of domestic violence. The victim in this instance was his teenage son and his son’s friend, who he had held hostage inside the home address whilst brandishing a knife. The offender made several threats to harm these children unless police left him alone. 

This incident was a test of my leadership abilities as I was the first officer on scene alongside a student officer that had just finished their initial mentoring period who was partnered with me for the day.


Initial Leadership Approach

As we arrived on the scene, I utilised a directive style leadership approach. Due to the urgent and volatile nature of the situation, it was of utmost importance to gain control of the situation from the outset. I instructed the student officer with me to take a defensive position that allowed observation of the rear exit of the building as well as a good view through the windows. This approach aligned with the autocratic style of leadership, which can be beneficial in stressful, high stakes situations where decision making needs to be fast and effective (Duncan, LaFrance and Ginter, 2003). Use of this model facilitated the relief of stress from the student officer as the complexity of the situation required more experienced guidance. Directive leadership, characterised by direct commands, and a focus on swift task completion was essential in de-escalation of the threat that was presented to not only use, but the children within the house. The risk of not gaining a prompt level of control in this incident was that any violence presented towards the children would be difficult to prevent due to the distance and obstacles between police and the offender.

Shift in Leadership Strategy

I was able to gain control of the scene as a result of the initial leadership approach taken; The children were rescued by other officers whilst the offender was taken into custody. It became apparent to me that as the incident was no longer critical, a different leadership approach may now be beneficial to address the offenders’ underlying issues. I set the goal of addressing the root cause of his behaviour and finding solutions to minimise the risk of future offending. A transformational leadership style aligned with these objectives (Deluga and Souza, 1991), and the student officer and I liaised with several partner agencies, including social services and mental health professionals, as well as charities who were able to support the victims.

Application of Flexible Leadership

The ability to adapt leadership styles in this dynamic incident was fundamental to a safe and positive resolution (Clarke, 2013). The autocratic model of leadership was useful in ensuring the immediate safety of all involved (Ibid.), whilst the transformational style of leadership facilitated engaging with the offender to understand their behaviour and address the psychological and social issues that led up to the offence (Ibid.). This level of flexibility in leadership styles not only helped to resolve the immediate crisis but was also able to begin the groundwork for preventing any further incidents. With the offender referred to mental health services, he was more likely to be rehabilitated rather than becoming a continuous offender, and a safety plan was able to be developed for the victims and their family. The importance of having a comprehensive and flexible leadership style was highlighted during this incident.

Critical Analysis of Leadership Strategies

The incident emphasised the need to use a dynamic approach towards leadership in policing. Although using a directive strategy was useful in managing of the immediate threat and initial situation, its limitations were apparent in dealing with the underlying issues. By taking a transformational approach to leadership, a more sustainable solution to the root cause of the offender’s behaviour could be addressed, underscoring the importance of taking an adaptive approach to leadership (Chapman and Wolthuis, 2020).

One of the strategies implemented involved the use of a multidisciplinary collaboration, where various agencies were able to engage with the purpose of addressing all aspects of the problem for not only immediate safety, but for long-term support. This holistic style approach is an essential part of modern-day policing, as issues are complex in nature and extend beyond the capabilities of just law enforcement (Peak and Glensor, 1996).

Challenges and Reflections

Although a flexible approach in leadership was effective in resolving this incident, it is not without its own challenges. There was careful consideration required when balancing immediate threat management and providing positive outcomes in the longer term. It is also necessary to ensure that all team members are also aligned with the same approach so that its effectiveness is not hampered. 

On reflection of this incident, it is clear that some level of focus should be placed on training and development of leadership styles in policing. The ability for officers to not only recognise when a change in strategy is necessary, but to implement it effectively, should not be understated.

Autocratic Leadership

Autocratic leadership is a leadership style characterised by a single person being at the centre of decision making for subordinates and giving direct orders to achieve the desired result (Online, 2018). This leadership style can prove to be very effective in a crisis where quick decisions need to be made, such as during terrorist attacks, civil unrest or other critical events. Due to the hierarchical structure and the frequent need to give clear orders and execute them quickly in order to maintain security and order, leaders in policing tend to use autocratic methods (Denton, 2020). 

The 2011 London riots were one such incident that required an autocratic approach, as police forces had to mobilise quickly, act strategically, and respond to widespread unrest. Although an autocratic leadership style can have its advantages in a fast-paced environment, there are also negative aspects that should be considered. The stifling of innovation and a decline in morale due to the autocratic approach can lead to alienation between frontline officers and their respective leaders (Ibid.) The rigid approach used in this method can discourage frontline officers from voicing their concerns or providing potentially valuable input, leading to a lack of grassroots information and problem solving.

There is also a danger that a certain dependency develops between officers and their leaders because autonomous decision-making is suppressed. Morale within the force can be negatively affected by autocratic leaders if officers feel undervalued or marginalised because they are discouraged from participating in the decision-making process (Trevelyan, 2001).



Laissez-Faire Leadership

Laissez-Faire leadership is viewed as the opposite of autocratic. This style of leadership is characterised by a hands-off approach, allowing officers to make decisions with minimal supervision. Although in some aspects of policing this style of leadership can have numerous benefits, such as developing a culture of experience, driving motivation, and efficiency through autonomy, it does have some drawbacks. This method is often best placed in teams where officers already possess a high level of knowledge and skill, rather than with those that are less experienced (Online, 2018).

The drawbacks of a laissez-faire style of leadership are often criticised, especially in organisations that have a hierarchical ranking structure like the police and military (Fosse et al., 2019). A lack of direction from leadership can result in confusion in the force, as well as having inconsistent results (Ibid.). Officers who are less experience and thus require more guidance will struggle under this leadership style, which can have negative implications on performance and morale. An absence of active leadership can also lead to poor accountability and a lack of team cohesion, which elevates the risk of misconduct and deflection from established procedures. These issues can undermine both the integrity and effectiveness of a police force (Kamara et al., 2024).

Furthermore, the laissez-faire approach is often ill-suited to the dynamics and unpredictability of policing. High-pressure situations often require quick decisive action that is unified, and a lack of clear leadership direction may be detrimental to this. There is also a risk that some officers may overshadow their peers, and in turn act as micro-managers, further confusing the chain of command and leading to inefficiencies and a lack of personal development Herrington and Colvin (2015).


Democratic Leadership

Democratic leadership is in many ways a blend of both autocratic and laissez-faire styles of leadership (Colangelo, 2000) and in a policing context it places emphasis on officers participating in the decision-making process, which can have a positive effect in fostering a more motivated workforce. This leadership style encourages officers to communicate openly and collaborate to find solutions and make decisions, which can increase their level of job satisfaction and morale (Ibid.). This method ensures that a diverse range of knowledge and perspectives are incorporated into the decision-making process, enabling a supervisor to take a more informed approach (Kezar, 2000). Community policing is one area of policing that can benefit from this style of leadership, as officers who are frequently and directly involved in the community have a better insight into the ways which policies and interventions can be tailored to specific community needs.

However, democratic leadership is not without its own negatives. The fact that this leadership style is more inclusive may also mean it is generally a slower process. This can be detrimental in critical of other urgent incidents where decisions are required to be formulated quickly to prevent further risk or escalation. Balancing a comprehensive input from all those involved in an incident as well as the need for prompt decision-making is a challenge often faced by democratic leaders (Aramovich and Blankenship, 2020). Not only this, but this method of policing also relies heavily on the willingness of subordinates to participate, and the ability of leaders to manage the diversity of inputs they receive (Ibid.). 

Despite these challenges, there are substantial long-term benefits to be had from democratic leadership in policing. This style of leadership can foster higher levels of trust and cohesion within a team, as officers feel that they are able to voice their opinions and be heard and valued (Gardner et al., 1996). It also promotes continuous professional development, as officers are encouraged to critically think and contribute to strategic direction (Ibid.). There are also benefits to the community that officers serve with this style of leadership, as a collaborative team is more likely to be attuned to and responsive to the needs of the public.

Conclusion

This essay has explored a critical incident I managed in my third year of policing involving a domestic related incident whereby two teenagers were held captive in their home by an offender with a knife.  As the first officer on scene, I was able to employ a directive, autocratic leadership style to gain control of the dynamic situation and ensure that it did not escalate. This approach facilitated discussion with the offender whilst steps were taken to extract the victims. Once the situation had stabilised, I was able to transition into a transformational style of leadership that resulted in the safe arrest of the offender and addressed the root cause of his behaviour. This essay has critically assessed these leadership styles, and how they can have their own advantages and disadvantages in a policing context. The analysis of the incident I attended, and the different styles of leadership highlights the importance of maintaining a dynamic leadership style in policing, using each method of leadership where it’s advantages can be maximised whilst minimising the disadvantages.



































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:

Policing within the U.K. has gone through significant transformation since its conception, and more emphasis has been placed on how important mentoring and coaching is in the development of new recruits (Taylor, 2020)). As someone in their final year of probation in a U.K. police force, I have been able to reflect upon the impact that mentoring and coaching have had on both my personal and professional goals, as well as how it has impacted the wider organisation. This essay shall look at the differences between coaching and mentoring, critically reflect upon my experience in those relationships, and explore how coaching and mentoring aids in learning, developing and performing in the workplace. This essay will also explore some of the challenges that are faced in a mentor-mentee relationship and how this can affect development and learning. This essay shall use the term mentee to describe someone that is being either mentored or coached.

In the context of policing, both coaching and mentoring are used to support individuals in their career and personal development (Taylor, 2020). However, coaching and mentoring differ in their focus in the relationship. Coaches aim to work with an individual, or a group of individuals to help them achieve personal objectives, as well as improve their performance or resolve any work-based performance issues. In policing, coaches can be looked at as those that initially train an officer, or their direct line manager once they are operational. A mentor differs from a coach in that they seek to nurture the development of an officer and provide guidance and advice over a longer period (Ibid.). The relationship between mentors and their mentee is often more personal than that which they would share with their coach, and a mentor often seeks to share their own experience and knowledge to help the mentee develop (Ibid.). Both roles are focussed on development, however a coach is more like a teacher aiding to learn new skills, and a mentor is more like a guide or trusted advisor.
Mentoring and coaching has been fundamental to my success so far as a police officer. This process began from my first day as a police officer, where a trainer with vast experience in the role I was going to be working was able to answer the many questions I had about what was to come. Transitioning into a new role is a difficult process and having an experienced colleague to guide me though the challenges that it involved was crucial in making it as stress free as possible (Seay, 2009). This was primarily in the form of coaching for my first six months as a police officer, as this is the time when all police officers are based away from the public in a training school.

After the initial six-month period is when mentoring played a significant role in how I continued to develop the skills I had learned in my initial training. After completing the training school, I was placed into a frontline role with an experienced colleague to teach me how to safely and effectively carry out my job, as is usually the case for all new police officers for the first twelve weeks (College of Policing, 2023). This focussed support from someone that has so much experience in that role was invaluable in assisting me to navigate the variety and complexities of tasks required to be carried out. At the time, I was excited to complete my 12 weeks mentoring and be allowed to complete my role alone, however I now realise how important that initial period was in setting realistic goals and managing my workload, as well as how it shaped me as an officer going forward. On reflection, and having spoken to numerous other officers, I realise how beneficial it was do me mentored by someone with a very similar personality to myself (Menges, 2015).

In my first three years as a police officer, I was able to experience the contrasting styles of two sergeants, both of which were able to impart different values in my learning and development. My first sergeant, who managed me for one and a half years, adopted an approach which saw him assign me a large variety of tasks, but would then provide support and queries with all challenges throughout my involvement. This method was able to facilitate a good level of understanding in the fundamentals of policing. Crucially, he was able to identify both my strengths and weaknesses, enabling him to identify areas where my competence was lacking so that steps could be taken to improve. This targeted development style was instrumental in improving my performance and competency in all aspects of my role.

Conversely, my current sergeant utilises a more specialised approach, which has been advantageous in some regards, but also has some drawbacks. While a focus on more complex tasks aligns with my current strengths and future aspirations, it has also inadvertently prevented my growth in a wider range of duties. Although specialisation of this nature is beneficial for my immediate team’s efficiency, it raises concerns about the potential for a narrowed skills set and development. There is also an element of reliance in my proficiency in specific areas due to my Sergeant having somewhat outdated knowledge; This reliance has suggested a potential imbalance in our professional relationship. While this specialised approach has aided in optimising team performance, it highlights the need for a balances approach that maintains and progresses skills in a wide range of areas to foster well-rounded development (Kaiser and White, 2008).
Mentoring and Coaching are engrained into modern day policing within the U.K. and there are many differing theories and models that look at how to best support new officers in their role. One of the more popular coaching theories used in policing is the Goal, Reality, Options, and Will (GROW) model (griffiths, 2018). This model of coaching places great importance on the setting of goals and assessment of the current reality, looking at available options and committing to acting to achieve them (Ibid). I have been able to use the GROW model in my coaching sessions with my sergeants, clarifying my objectives, analysing the challenges that I am facing at the time, working together to discuss potential solutions, and outlining the steps needed to succeed with my goals.

Although similar to coaching in many regards, mentoring focuses on nurturing new recruits to learn new skills and gain insights into their role, rather than placing heavy emphasis on setting and achieving of goals. There are numerous theories that discuss mentoring both in a policing context and otherwise. Mentors in the police force often act as role models that are there to provide guidance, support, and informative feedback to help their mentees learn and develop (Barton Cunningham and Eberle, 1993). A successful mentor should look to develop a relationship with their mentee that emphasises trust, respect, and mutual understanding (Ibid). A mentor is there to act as a guide and to facilitate the learning journey of their mentee (Ibid.). I have been able to observe and learn from my mentor’s experiences for a period longer than initially planned, which has allowed me to gain invaluable knowledge in the challenges and opportunities within the police force as well as develop my own skills and competency vital to success within my role. 

Providing and receiving feedback is a core element of both coaching and mentoring, and I have found that effective communication is a key part of the process. I actively seek feedback from both my mentor and coach, looking to understand their perspective and insights, as well as receiving suggestions on ways that I could improve my performance. When giving my own feedback to those that I now mentor, I aim to be as concise as possible, keeping information specific, constructive, and actionable with a focus on strengths and areas of improvement. I make sure that feedback is given in a timely manner, and that it is also delivered in a respectful and supportive way. Although feedback should be delivered in a respectful manner, criticism is also important when provided in a constructive manner (Duffy, 2013).

Although both mentoring and coaching are beneficial practices within U.K. policing, there are several challenges that merit critical analysis. Inconsistency in the quality of the mentoring and coaching provided can arise from the different styles and experience of mentors and coaches (Hawkins, 2008). As an example, a mentor who has vast experience in their field may not be able to provide the same level of developmental support as one that has less experience in the field, but with more experience as a mentor. This discrepancy in experience can have an impact on the mentee’s growth and learning. Additionally, a successful relationship between mentor and mentee relies on a level of personal compatibility between both parties (Ibid.). A mismatch in the personalities and working styles of mentor and mentee can hinder the success of the working relationship (Menges, 2015). This highlights the importance of careful selection to match a mentor and mentee appropriately (Ibid.). Finally, there also exists the risk of dependency that a mentee may develop on their mentor or coach ((Hurd and Zimmerman, 2010). This dependency can hinder a mentee in developing their ability to make independent decisions and develop a level of self-sufficiency (Ibid.) It is crucial that this is considered as part of the working relationship so that a balance can be struck between guidance and the fostering of autonomy.

This essay has explored the critical, though differing roles, played by both coaching and mentoring in U.K. policing, has reflected on my final year of probation, and how my role has changed. Coaches help their mentees to achieve personal objectives and improve performance, whereas mentors seek to provide long-term guidance and the sharing of personal experience to help foster development. My personal experience has illustrated the importance of these practices. We have explored my initial training period and how the experience of knowledgeable coaches helped to transition into a new role. We have also reflected on my experience with two different sergeants, and how the variance in their styles impacted my professional growth in different ways. There are some points of criticism to be had for both coaching and mentoring; An inconsistency in quality, the potential for conflicts of interest, and the risk of dependency can have a negative impact on a mentees development, which underscores the importance of careful pairing of mentors and mentees. The use of the GROW model, which places an emphasis on goal setting, assessing reality, exploration of options, and commitment to action has been discussed. The points outlined in this essay indicate the importance of coaching and mentoring in a policing context and highlights some downfalls of the process as well as areas that require thoughtful navigation.
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