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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 landscape of professional policing in the UK is intricately shaped by various institutions and policies aimed at ensuring public safety and maintaining public safety. At the forefront of this endeavour stands the College of Policing, an institution tasked with the strategic mission of professionalising policing practices across the nation. Founded in 2012, the College of Policing serves as a pivotal hub for research, training, and standards development within the law enforcement community. Its strategic role in shaping the professional landscape of policing is paramount as it plays a crucial part in upholding the principals of accountability, legitimacy, and effectiveness within the UK’s policing framework. 

To understand the significance of the College of Policing, it is essential to delve into the broader context of professional policing in the UK. Professionalism in policing encompasses a multifaced approach that entails adherence to ethical standards, continuous training, and development, as well as the adoption of evidence-based practices to address evolving societal challenges (Reiner, 2010). The importance of professional policing cannot be overstated, particularly in a democratic society where law enforcement agencies serve as custodians of justice and guardians of individual rights (Holdaway, 2012). Moreover, professional policing not only enhances public trust and confidence in law enforcement institutions but also fosters collaboration and cooperation between the police and the communities they serve (Manning, 2019).

Strategic policing requirements encompass a multifaceted approach aimed at addressing the dynamic challenges facing law enforcement agencies. These requirements revolve around enhancing operational effectiveness, fostering community engagement, and promoting organisational resilience (Jones. T and Newburn, 2006). The College of Policing, as the leading institution responsible for setting standards and driving professionalisation within the UK policing sector, aligns its goals with these strategic policing requirements to ensure high quality policing services. 

The Policing Vision 2025, introduced by the College of Policing, outlines a forward-thinking roadmap for transforming policing practices to meet the evolving needs of society (College of Policing , 2016). This vision emphasises the importance of professionalization, innovation, and collaboration in shaping the future of policing. By setting ambitious goals such as increasing diversity within the police workforce, embracing technological advancements, and strengthening partnerships with communities, the Policing Vision 2025 underscores the College of Policing’s commitment to driving positive change and enhancing public trust in policing. 

One of the key initiatives under the Policing Vision 2025 is the Workplace Transformation Initiative, which seeks to modernise the working environment within police organisations (College of Policing , 2020). This initiative recognises the importance of investing in workforce wellbeing, leadership development, and organisational culture to improve operational performance and employee satisfaction. By promoting a supportive and inclusive workplace culture, the Workplace Transformation Initiative aims to attract, retain, and develop talented individuals within the policing profession, thereby contributing the overall professionalisation of the workforce. 

The significance of the Workplace Transformation Initiative lies within its potential to address longstanding challenges such ad stress, burnout, and low morale among police officers (Stevens, 2019). By prioritising the wellbeing and development of police personnel, this intuitive not only enhances individual resilience but also strengthens organisational capacity to adapt to change and effectively respond to emerging threats and challenges (Cordner, 2019). Moreover, by fostering a culture of continuous learning and improvement, the Workplace Transformation Initiative aligns with the College of Policing goal of professionalism and excellence within the policing profession. 


As a modern professional police officer in my final year of probation, I am entrusted with critical responsibilities and expected to meet a high standard of performance and conduct. The key responsibility and expectations outlined during this pivotal period have encompassed various aspects of policing, including operational effectiveness, professionalism, and community engagement. 

One of my primary responsibilities during my final year or probation is to demonstrate competence in executing operational duties effectively and efficiently (Fielding, 2018). This includes responding to emergencies, conducting thorough investigations and ensuring public safety. I am expected to apply my training and knowledge to handle diverse situations with professionalism and sound judgement.  

Additionally, I am required to adhere to ethical standards and uphold principles of integrity and accountability in my conduct (Holdaway, 2012). This involves maintaining transparency throughout any interactions with the public, colleagues and stakeholders, as well to adhering to departmental policies and procedures. 

Furthermore, community engagement and partnership building are integral aspects of my role as a modern professional police officer (Weisdburd, 2006). During my probationary period, I am expected to actively participate in initiatives aimed at fostering positive relationships with community members, addressing their concerns, and collaborating with local organisations to enhance public safety. 

To fulfil these expectations, I have engaged in various activities such as community patrols, neighbourhood meetings and outreach events. Additionally, working to fulfil my expectations may include leverage social media and other communication channels to facilitate dialogue and build trust with community members. 

While striving to meet these expectations, I have encountered challenges such as demands, navigating complex legal and ethical dilemmas, and effectively balancing enforcement with community-oriented policing approached (Manning, 2019). Moreover, adapting to the realities of policing on the ground and building rapport with diverse communities can pose significant challenges. However, success in fulfilling probationary expectations can be observed through my ability to demonstrate continuous improvement, adaptability, and resilience in the face of challenges (Stevens, 2019). By actively seeking feedback, participating in training opportunities, and reflecting on my experiences, I can enhance my skills and competency as a police officer. 

The College of Policing plays a crucial strategic role in professionalising policing in the UK through its emphasis on evidence-based practice, continuous learning, and standardisation of training. One of its key functions is to establish and maintain professional standards for police officers, ensuring they adhere to ethical principles and best practices in their roles. Academic research highlights the importance of such standardisation in enhancing public trust and confidence (Bradford, 2018).

Throughout my final year of probation, I have actively engaged with the principles and standards set by the College of policing to fulfil my role and focused on learning foundational skills such as procedures, conducting interviews, gathering evidence and managing incidents, in alignment with the College’s training curriculum. As I progressed through my probationary period, my responsibilities expanded to include community engagement, problem solving, and proactive crime prevention strategies. 

An example illustrating my approach and responsibilities involves a community outreach initiative aimed at addressing youth antisocial behaviour in a local bus station. Drawing on the principles of problem-orientated policing advocated by the College (Clark, 2017), I collaborated with community support officers who had contact with local youth organisations and other stakeholders to identify underlying issues contributing to the problem. Through effective communication and partnership-building, we implemented targeted interventions such as youth diversion programs and increased police visibility in the area, to address the root causes of the behaviour and improve community safety. 

Furthermore, as part of my development as a professional police officer, I have actively pursued continuous learning opportunities, including advanced training courses offered by the College of Policing. For instance, I have completed a response driving course as well as a taser course, which equipped me with the skills to critically assess and evaluate incidents and apply them to my policing practices (Braga, 2015). By adhering to professional standards, engaging in continuous learning, and adopting evidence-based practices, I have endeavoured to fulfil my role as a professional police officer during my probationary period. 

The College of Policing’s five-year strategy outlines its vision for professional policing in the UK and sets out strategic objectives to achieve this vision. The strategy emphasises the importance of evidence-based policing, leadership development, collaboration, and innovation in shaping the future of policing (College of Policing , 2020).

One of the key implications of the strategy for professional policing is its focus on promoting a culture of continuous learning and development among police officers. Academic research highlights the significance of ongoing training and education in enhancing police effectiveness and adapting to changing societal needs (Cordner, 2017). By investing in the development of officer’s skills and knowledge, the strategy aims to ensure that the police force remains responsive to these evolving challenges and maintains public trust and confidence. 

Another implication of the strategy is its emphasis on strengthening partnerships and collaboration within the policing sector and with external stakeholders, such as community organisations, local authorities, and academia. Research suggests that collaborative approaches to policing, such as multi-agency task forces and problem-solving partnerships, can lead to more effective crime prevention and reduction outcomes (Eck, 1987). 

Furthermore, the strategy prioritises the adoption of innovative technologies and evidence-based practices to enhance operational efficiency and effectiveness. Academic literature supports the integration of technology and data-driven approaches in policing to improve resource allocation, crime analysis and decision-making processes (Koper, 2017). 

However, the effectiveness of the College of Policing strategy in achieving its objectives remain subject to critical evaluation. While the emphasis on evidence-based practice and collaboration aligns with best practices in policing, the implementation and impact of these strategies may vary across different police forces and context (Prenzler, 2013). Moreover, challenges such as resource constraints, organisational culture, and resistance to change may hinder the full realisation of the strategy’s goals (Sparrow, 2008). 

In conclusion, the strategic role of the College of Policing in professionalising policing in the UK is multifaceted and essential for shaping the future in law enforcement. Through establishing professional standards, promoting continuous learning and development, encouraging collaboration and innovation, the College plays a pivotal role in ensuring that police officers uphold ethical principles, maintain public trust and effectively address contemporary challenges in society ( (College of Policing , 2020) (Cordner, 2017) (Eck, 1987) ). 

Reflecting on my personal growth and development as modern professional police officer during my final year of probation, I have experienced significant advancements in various aspects of my role. Through structured training programs and practical experiences, I have acquired essential skills, deepened my understanding of professionalism and ethics, engaged meaningfully with the community, honed my problem solving abilities and embraced adaptability and innovation ( (Bradford, 2018) (Clark, 2017) (Koper, 2017) ).
 
As I continue to evolve in my career, I remain committed to upholding the principles and standards asset by the College of policing, contributing to the enhancement of public safety, and the promotion of trust and confidence in the police force. By continually learning, adapting to change, and collaborating with stakeholders, and being innovative in my approach to policing, I aim to fulfil my role as a modern professional police officer and make positive difference in the communities I serve. 
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TASK 2 
Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing?
What are the benefits and risks of using social media?
 
2000 words (+/- 10%: include your actual word count at the end of each section) 




ANSWER:

Social media has become an integral tool for police officers to inform, engage and promote policy initiatives within their communities. In today’s digital age where a significant portion of the population is active on various social media platforms, law enforcement agencies recognise the importance of utilising these platforms to enhance communication and build relationships with the public. The use of social media by police officers is not only a means of disseminating information but also a way to humanise the force, increase transparency and gather intelligence (Albrechtslund, 2008). Many police departments have established specific policies and guidelines regarding the professional use of social media to ensure accountability, maintain public trust, and protect sensitive information (Bogomolov, 2014).

Social media platforms offer police a direct and immediate channel to communicate with the community, enabling them to share important updates and crime prevention tips (Moor, 2010). By engaging with the public on platforms such as Twitter, Facebook, an Instagram, police departments can foster a sense of community policing, where the public become active partners in maintaining public safety (Chambers, 2013). Moreover, social media provides an avenue for police forces to counteract misinformation, address public concerns and showcase their efforts in addressing various community issues (Katz, 2002). 

South Wales Police Force has implemented a comprehensive policy governing the professional use of social media by its officers. This policy outlines guidelines for responsible and ethical use, emphasising the importance of upholding departmental values, protecting confidential information, and maintaining positive community relations. Academic literature supports the necessity for such policies to ensure accountability and trust in police community interactions (Chambers, 2013) (Katz, 2002). By adhering to these guidelines, police officers can effectively utilise social media as a tool for informing, engaging and promoting policy initiatives within the community while mitigating potential risks associated with its use (Stieglitz, 2013). 


Within the police force, the aforementioned social media platforms are commonly used for communication, engagement and outreach efforts (Bogomolov, 2014). These platforms also offer diverse features such as community forums which enable the police force to engage/communicate directly with the public (Chambers, 2013).

The choice of specific social media platforms is strategic and influenced by several factors. Facebook, for instance, is favoured for its extensive data base and diverse content formats. Therefore, it is well suited to community engagement, public relations and sharing multimedia content such as videos and photographs - such photos could be of missing people or CCTV clips of wanted offenders (Stieglitz, 2013). Instagram, on the other hand, offers a more visually engaging platform which is better suited to storytelling and showcasing community initiatives (Rogers, 2017). 

It is clear that social media serves as a powerful tool for community outreach and information dissemination within policing context, facilitating direct communication between law enforcement agencies and the public (Moor, 2010). 

In the context of South Wales Police, social media plays a crucial role in promoting departmental policy initiatives and garnering public support. By utilising platforms across all social media, the police force can raise awareness about key policies related to crime prevention, community safety and public service delivery (Bogomolov, 2014). For example, campaigns targeting specific issues such as domestic violence, hate crimes or drug misuse can be effectively promoted through targeted social media messaging, reaching diverse demographics and engaging stakeholders (Stieglitz, 2013). 

Positive experiences and success stories related to social media engagement in the UK highlight the effectiveness of these platforms in enhancing police community relations and achieving meaningful outcomes. For instance, initiatives such as the Greater Manchester Police’s Twitter engagement during the Manchester Areana bombing in 2017 demonstrated the importance of social media in disseminating critical information, coordinating response efforts and providing reassurance to the public (Rogers, 2017). 

However, the use of social media in policing, while beneficial, also presents potential risks and challenges that must be addressed to maintain professionalism and uphold public trust. There are three key concerns associated with social media use in policing include privacy issues, the spread of misinformation and the impact on public perception. 

Police departments must be vigilant in protecting individuals’ privacy rights when using social media for investigative purposes or disseminating information. There is a risk of inadvertently sharing sensitive or confidential information, compromising ongoing investigations, or violating individuals’ privacy rights (Stieglitz, 2013). Additionally, the collection and storage of personal data from social media platforms raises concerns about data security and potential misuse (Bogomolov, 2014).

Additionally, the fast-paced nature of social media can contribute to the rapid spread of misinformation, rumours and false narratives, which may undermine public trust in law enforcement (Rogers, 2017). Police departments risk being misrepresented or misinterpreted on social media platforms, leading to confusion, panic, or distrust among community members (Katz, 2002). Moreover, malicious actors may exploit social media to disseminate false information or incite violence against law enforcement agencies. 

The manner in which police departments engage with the public on social media can influence public perception and attitudes towards law enforcement. Negative interactions, insensitive messaging, or perceived biases may erode trust and confidence in police departments, exacerbating tensions between law enforcement and communities (Chambers, 2013). 

To mitigate these risks and maintain professionalism, police forces implemented various strategies and protocols. This included the establishment of clear guidelines and protocols for social media use, outlining permissible behaviours, privacy considerations and expectations for professionals (Smyth, 2017). Officers receive training on responsible social media usage, including the importance of verifying information before sharing and respecting individuals’ privacy rights. 

South Wales Police Force’s approach to using social media in policing is informed by a body of literature highlighting both benefits and risks associated with this practice. Despite the potential risks, research in the UK has shown that social media platforms offer police effective opportunities to enhance community engagement and improve public relations (Smyth, 2017). For example, a study by Weaver and Lageson (2018) found that police tweets on social media positively influence public perceptions of the police, leading to increased trust and confidence. By actively engaging with the community on platforms such as Twitter and Facebook, South Wales police can foster dialogue, address public concerns and build stronger relationships with members of the public (Chambers, 2013). 

However, the use of social media in policing also poses risks that must be managed effectively. Privacy concerns, misinformation and public perception are key areas pf concern. Studies have highlighted the potential for privacy violations and the unintentional disclosure of sensitive information through the use of social media channels (Smith, 2020). Moreover, the rapid spread of misinformation and rumours of social media platforms can undermine public trust and confidence in policing (Rogers, 2017). Police forces must therefore implement robust policies, training programs and monitoring mechanisms to mitigate these risks and maintain professionalism in their social media interactions (Barnes, 2020). 

By integrating relevant literature on the benefits and risks of social media use in policing, forces can develop informed strategies and approaches to leverage the advantages of social media while mitigating potential drawbacks. Through proactive engagement, transparency, and collaboration with academic partners, the force can enhance community relations, improve public perceptions and effectively communicate with the public in the digital age. 

In a recent policing incident, I encountered a case involving a domestic violence situation where I played a significant role in responding to the incident. The offender, a repeat perpetrator of domestic abuse, was apprehended following a report from the victim, who sought assistance through a domestic violence helpline. As a responding officer, I provided immediate support to the victim, ensured their safety and facilitated their access to necessary recourses such as independent domestic violence advisors. Throughout the process, I also engaged with the offender, emphasising the seriousness of the offence and referring them to intervention programs aimed at addressing underlying issues contributing to their behaviours. 

In this incident, social media played a crucial role in several aspects of our response. Firstly, the force utilised platforms such as Facebook to disseminate public awareness regarding domestic violence prevention, signs of abuse and available support service (Albrechtslund, 2008). These posts not only reached a wide audience but also provided victims with essential information on seeking help discreetly. Additionally, social media served as a platform for community engagement allowing us to address concerns, clarify misconceptions and reassure the public of our commitment to tackling domestic violence effectively (Katz, 2002). 

However, one of the main challenges I faced was maintaining confidentiality and privacy while addressing the sensitive nature of the situation on social media platforms. In alignment with South Wales Police Force policy, I ensured that any information shared on social media adhered to strict guidelines regarding the protection of victim confidentiality and privacy rights (Smith, 2020). 

Despite the challenges, social media was an effective tool for communication and outreach during the incident. By posting information about the available support services, legal resources and safety precautions on platforms, I was able to reach individuals who may be experiencing domestic abuse and provide them with valuable assistance and resources (Albrechtslund, 2008). 

Reflecting on the experience, I found social media to be instrumental in raising awareness about domestic abuse, connecting victims with support services, and fostering a sense of community support and solidarity. However, it also reinforced the importance of maintaining confidentiality, sensitivity, and professionalism in using social media as a tool for addressing sensitive issues such as domestic violence (Barnes, 2020). Moving forward, I will continue to leverage social media responsibly, in accordance with departmental policies and best practices, to effectively communicate and provide support to those in need. 

In conclusion, social media has become an integral tool for police officers to inform, engage, and promote policy initiatives within their communities. In today’s digital age, where a significant portion of the population is active on various social media platforms, it is crucial that police forces recognise the importance of utilising these platforms to enhance communication and build relationships with the public. The use of social media by police officers is not only a means of disseminating information but also a way to humanise the force, increase transparency and gather intelligence (Albrechtslund, 2008). Many police departments have established specific policies and guidelines regarding the professional use of social media to ensure accountability, maintain public trust and protect sensitive information (Bogomolov, 2014). 

The use of social media by police officers plays a crucial role in modern professional policing, facilitating communication, engagement, and collaboration with the community. However, its effective use requires adherence to established policing, ethical considerations, and continuous evaluation of the impact on police- community relations. By leveraging social media responsibly, police can enhance transparency, build trust and promote safer 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:

Leadership in policing is an intricate and multifaceted responsibility, demanding the ability to adapt swiftly to diverse and dynamic situations. Effective leadership within professional policing not only upholds public safety and trust but also navigates the complex interplay of justice, community relations, and internal team dynamics. Flexibility in leadership is paramount, enabling officers to respond adeptly to the unpredictable nature of criminal incidents, the needs of victims and the evolving landscape of societal expectations. 

One incident that vividly illustrates the necessity of adaptable leadership involved a high-stake negotiation with a suspect who had barricaded themselves into a room. As the officer in charge, I initially employed a directive leadership style by focussing on immediate command and control to secure the area and ensure the safety of member of the public. However, as the situation evolved, requiring prolonged negotiation and psychological insight, I shifted to a more transformational and supportive leadership approach. In the following paragraphs, I detail why this flexibility was crucial in de-escalating the situation and ultimately securing a peaceful resolution without resorting to force. 

Critically analysing this incident reveals several leadership strategies that I have honed over my time within the police force. The ability to transition between leadership styles – from transactional to transformational, or from autocratic to participative – proved essential in managing the different phases of the operation. This adaptability aligns with the leadership models commonly used in policing, such as the Situational Leadership Theory, which advocates for varying leadership styles based on the specific circumstance’s and needs of the team and situation (Hersey, 2013).

The incident in question occurred late one evening when our unit was called to respond to a report of a man barricaded in a residential apartment, reportedly armed with a victim inside. This high-stake scenario demanded immediate, decisive action and a clear leadership strategy to ensure the safety of all involved. 

Upon arrival, the situation was chaotic, with bystanders anxious and police units attempting to establish a perimeter. My initial role as the first officer at the scene was to quickly assess the situation and implement an immediate containment strategy to secure the area and protect members of the publics from any potential harm. This required a directive leadership approach, characterised by clear, authorities and rapid decisions making, as described by Hersey, Blanchard, and Johnson (2013) in their discussion of Situational Leadership Theory. 

The first critical decision involved coordinating with the Armed Response unit and positioning officers to cover all potential exits. Recognising the urgency, I took charge of communication with the suspect, aiming to establish a line of dialogue. Initially, the suspect was highly agitated and uncooperative, which necessitated a firm but calm approach to prevent further escalation. This phase of the operation required what can be described as a transactional leadership style, where clear goals and consequences were communicated to the suspect to manage his behaviour (Bass, 2006). 

As the situation progressed, it became apparent that the suspect was experiencing a severe psychological crisis, which shifted the nature of our engagement. Understanding that a purely authoritative stance might exacerbate the tension, I transitioned to a more transformational leadership style, aiming to build trust and demonstrate empathy (Northouse, 2018). This shift was guided by the principles of Adaptive Leadership, which emphasises the importance of diagnosing the situation and adapting leadership strategies to meet evolving needs (Heifetz, 2009). 

I employed active listening techniques and provided reassurances to the suspect, expressing genuine concern for his well-being and that of the victim. This approach gradually reduced his agitation and opened the door to negotiation. Throughout this phase, my leadership was characterised by patience and emotional intelligence, key components of transformational leadership that focus on inspiring and motivating individuals through understanding and support (Goleman, 2013).

After several hours of negotiation, the suspect began to respond more positively, indicating a willingness to discuss terms to surrender. At this juncture, I coordinated with a certified force negotiator to finalise terms, ensuring that all safety measures were in place. The successful resolution of the incident, with the hostage released unharmed and the suspect taken into custody, underscored the effectiveness of the adaptive and flexible leadership approach.

The rational for these strategic shifts was grounded in the understanding that separate phases of the incident required different leadership styles to effectively manage the risks and achieve a peaceful resolution. Initially, the high-risk nature of the incident demanded a directive approach to establish control and ensure safety. As the immediate threat level stabilised and the focus shifted to negotiation, a more transformational and adaptive leadership style became necessary to address the psychological dimensions of the crisis and facilitate a non-violent outcome. 



This incident provided a robust context for evaluating the effectiveness of different leadership styles and their impact on the resolution of the crisis. Through a detailed analysis, the initial response to the incident required a directive leadership approach, focusing on immediate control and safety. This style, characterised by authoritative commands and rapid decision making was essential in the high pressure environment to prevent the suspect from causing harm or escaping (Hersey, 2013). 

The directive strategy was effective in quickly securing the perimeter and protecting any bystanders, ensuring a safe operational environment for both the officers and victim. The clarity of orders were crucial and clear; direct instructions minimised confusion among the officers, allowing for swift coordination and execution of tasks. This approach had limited adaptability to the evolving psychological state of the suspect. The rigid nature of directive leadership could exacerbate stress and agitation in individuals experiencing a crisis (Northouse, 2018).

This directive approach initially helped the team of officers establish a controlled environment. However, as the situation stabilised, some officers felt restricted by their lack of input in the decision making processes. This is important to take into consideration, as the perpetuation of this outcome could lead to diminished morale and decreased motivation over time, as suggested by transformational leadership theories that emphasise the importance of empowerment and involvement (Goleman, 2013). Therefore, as the incident progressed and the need for an alternative leadership style emerged, I took the initiative to integrate other officers into this decision-making process. By involving the force negotiator and mental health professionals, this adaptive leadership style fostered collaboration and leveraged the diverse expertise within the team. This inclusivity improved overall team cohesion and morale, aligning with the principles of adaptive leadership (Heifetz, 2009). Moreover, transitioning to this leadership approach allowed for the development of trust and rapport with the suspect, and helped deescalate the situation by reducing the suspect’s anxiety and hostility.


In policing, leadership models provide essential frameworks that guide officers in effectively responding to various operational situations. During this incident, several leadership models informed the practical actions taken, illustrating the integration of theory and practice. Firstly, the Situational Leadership Theory developed by Hersey and Blanchard posits that effective leadership depends on the leader’s ability to adapt their style to the maturity and competence of their team members and the demands of the situation (Hersey, 2013). During the critical incident, delivering unambiguous instructions to officers to establish a secure perimeter, and reflecting the high-directive, low-supportive style suited for low maturity situations where immediate action is required (Hersey, 2013). Situational Leadership theory, states that leaders must adapt their style based on the maturity of their team members and the demands of the situation. The theory categorises leadership styles into four types : directing, coaching, supporting and delegating (Hersey, 2013). 

The practical application mirrored the Situational Leadership theory’s emphasis on adapting leadership style to the situational context. Initially, the high-task, low- relationship approach was necessary for control. As the situation evolved, the need for a high- support style to address the suspects psychological distress demonstrated flexibility advocated by the theory. 

Similar concepts are put forward in Transformational Leadership Theory. This model, articulated by Bass and Riggio, focuses on inspiring and motivating followers through vision, communication and empathy. Transformational leaders seek to engage their team’s emotions and values, fostering higher levels of commitment and performance (Bass, 2006). This was evident during the prolonged negotiation phase of the incident I was involved with, as I employed transformational leadership principles to build trust and rapport with the suspect. This involved active listening and empathy, demonstrating genuine concern for the suspect’s well-being, aiming to de-escalate the situation by addressing his emotional and psychological needs (Northouse, 2018). 

The Transactional Leadership theory emphasises structured tasks and clear goals. Transactional leadership involves the use of rewards and penalties to manage team performance. It is effective in ensuring compliance and achieving short-term objectives (Burns, 1978). In the initial stages of the incident, transactional leadership principles were crucial in managing the suspect’s behaviour. By clearly communicating the consequences of non-compliance and the benefits of cooperation, I established a clear framework for the suspect’s actions. This structured approach helped maintain order and provided the suspect with a clear understanding of the situation’s parameters (Burns, 1978).

Heiftez, Grashow and Linsky’s, model of adaptive leadership highlights the importance of leaders' ability to respond to complex, changing environments by adjusting their strategies and encouraging innovation and problem solving within their teams (Heifetz, 2009). Adaptive leadership principles guided the overall strategy as the incident demanded real-time strategy adjustments. Continuously assessing the situation and adapting our approach based on the suspect’s responses and changes in his behaviour was of paramount importance. This flexibility is central to adaptive leadership, which emphasises the need for ongoing learning and adjustment in complex environments (Heifetz, 2009).

In addition to this, the above incident not only underscores the importance of adaptive and flexible leadership in policing but also presents several future implications for professional policing leadership development and practice. For example, whilst looking at the adaptive leadership as proposed by Heifetz, Grashow and Linksy (2009), police training programs should incorporate adaptive leadership scenarios. This can involve scenario-based learning and training with real time problem solving to better decision-making skills. Similarly, in Bass and Riggio’s (2006) model of Transformational Leadership it is crucial to integrate mental health professionals into teams more routinely, ensuring psychological support is available during critical incidents. This approach can help de-escalate situations more effectively and provide holistic support to all involved.

The incident involving the barricaded suspect effectively demonstrated the critical importance of flexible and adaptive leadership within policing. By applying a range of leadership models, it was possible to navigate the evolving dynamics of the situation and achieve a peaceful resolution. This conclusion highlights the key points discussed, underscoring the theoretical and practical implications of adaptive leadership strategies. The incident highlighted the necessity for leaders within professional policing to possess a diverse toolkit of strategies. By integrating situational, Transformational, Transactional and adaptive leadership models, I was able to respond effectively to the dynamic demands of the situation. This flexibility not only ensured immediate safety but also fostered a collaborative and empathetic approach, ultimately achieving a peaceful resolution. 
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically reflect upon your three-year probation:

How have you benefited from mentoring and coaching? 
How has it helped you to meet personal, professional and organisational goals?
How has it aided you to learn, develop and perform in the workplace?

Consider relevant coaching and mentoring definitions along with current coaching and mentoring theories used in policing.

How do you provide and receive feedback?

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



ANSWER:

The probationary period for a police officer serves a foundational phase in their career, characterised by intensive learning, adaptation, and the cultivation of professional identity. Over three years, probationary officers confront a spectrum of challenges and opportunities that significantly shape their trajectory in professional policing. This essay provides a critical reflection on my probationary experience within professional policing, focusing on the transformative influence of mentoring and coaching on my personal, professional and organisational development. 

Mentoring and coaching are pivotal in the professional development of police officers during probation, offering structured guidance that fosters growth and enhances competencies. Research by Jones (2013) emphasises the importance of these relationships in facilitating the transition from academic learning to practical learning. My mentor provided invaluable insights and support, enabling me to navigate complex situations and develop a nuanced understanding of police work. This aligns with the perspectives of Clatterbuck and Megginson (2005), who highlight the transformative power of effective mentoring in professional settings. 

Throughout my probation, the support and guidance received through mentoring and coaching were instrumental in honing my skills, fostering resilience, and building confidence. These interactions not only enhanced my problem-solving abilities and critical thinking skills but also instilled a deeper sense of ethical responsibility and community engagement. Smith et al (2018) discuss the role of mentoring in developing essential policing skills and improving decision making processes, reinforcing the significance of these relationships in professional growth. 

Moreover, the organisational impact of mentoring and coaching extends beyond individual development, contributing to the broader goals of police forces. Effective mentoring programs promote a culture of continuous learning and accountability, essential for maintaining public trust and operational efficiency. Fletcher and Ragins (2007) argue that mentoring supports organisational objectives by fostering a competent and cohesive workforce, which is critical in the veer evolving landscape of professional policing.

Mentoring and coaching are both pivotal processes in the workplace, particularly in professional policing, where the development of skills, knowledge and ethical grounding is essential. Understanding the nuances and distinct of mentoring and coaching is critical for leveraging these tools effectively for personal and organisational growth. 

Mentoring is a developmental partnership where a more experienced or knowledgeable person (the mentor) provides guidance, support and advice to a less experienced person (the mentee). This relationship often focuses on long- term career development and personal growth. In policing, mentoring helps new officers navigate the complexities of their roles, develop professional identities, and integrate into the organisational culture. According to Clutterbuck and Megginson (2005), mentoring involves a more holistic approach, addressing the mentee’s personal and professional development comprehensively. 

Coaching, on the other hand, is typically more task-orientated and short-term. It focuses on enhancing specific skills and performance outcomes through structured guidance and feedback. Coaching in the workplace involves settings clear, actionable goals and working systematically to achieve them. Whitmore (2017), describes coaching as a process that unlocks an individual’s potential to maximise their performance, often used to address specific job-related competencies and immediate challenges.
Therefore, while both mentoring and coaching aim to foster development, they differ in several key aspects. Mentoring relationships are generally long-term and encompass a broad range of personal and professional issues, while coaching is usually short term, focusing on specific tasks and performance improvements (Garvey, 2014). Mentoring also involves a more personal, less formal relationship that often includes emotional support and career advice. In contrast, coaching is more formal, structured, and performance-driven, concentrating on achieving a specific outcome (Kram, 1983). In addition to this, motoring tends to be a more developmental, aiming at the overall growth and future potential of the mentee. Coaching however, is more remedial, focusing on improving immediate skills and competencies required for current job performance (Ehrich, 2004).
Several mentoring theories have influenced my experiences and are particularly relevant in the context of policing. Kram (1983) identifies four phases in a mentoring relationship: initiation, cultivation, separation, and redefinition. This theory is applicable in policing as it outlines the evolution of the mentor-mentee relationship, highlighting how initial guidance and support gradually shift towards the mentee’s independence and eventual redefinition of the relationship as peers.
The social exchange theory, proposed by Blau (1964), suggests that mentoring relationships are based on the reciprocal exchange of resources, including knowledge, support and recognition. In policing, this reciprocity helps build trust and mutual respect, essential for effective mentorship. 
In addition, the transformational leadership theory by Bass (1985), describes transformational leaders as those who inspire and motive followers to exceed their own self-interests for the sake of the organisation. Mentoring in policing often embodies this theory, where mentors function as transformational leaders, inspiring mentees to develop professionally and ethically. 
Knowles (1980) emphasis the self-directed nature of the adult learning theory, which is highly relevant in mentoring. Effective mentors in policing understand that adult learners (mentees) bring prior experiences and knowledge to the relationship, which should be acknowledged and built upon. 

Mentoring and coaching have become cornerstone practices in my professional development, offering extensive benefits for individuals, like me and organisations alike. For a probationary officer, these processes are particularly transformative, providing critical support and guidance during a formative period. Mentoring and coaching have significantly enhanced my personal development by fostering essential skills and attributes. Through structured mentorship, I have gained a deeper self-awareness, improved interpersonal skills, and heightened emotional intelligence, all of which are crucial in policing. According to Goleman (1995), emotional intelligence is key to effective leadership and conflict resolution; skills that are indispensable in professional policing. 

Mentoring has also provided a safe space for reflective practice, allowing me to critically assess my experiences and learn from them. This reflective practice aligns with Schons (1983) concept of the reflective practitioner, where continuous reflection is integral to professional growth. By engaging in regular discussions with my mentor, I have been able to identify strengths and areas for improvement, setting the stage for ongoing personal development. 

Coaching, with its focus on goal setting and performance enhancement, has been instrumental in helping me achieve both personal and professional goals. Through coaching sessions, I have developed specific skills such as effective communication, decision making and time management. These sessions have also provided a structured approach to setting and achieving career milestones, fostering a proactive attitude towards career progression.

Research by Grant (2017) indicates that coaching enhances goal attainment by providing clarity, motivation, and accountability. His has been evident in my journey, where coaching has helped translate my aspirations into actionable plans, leading to tangible outcomes such as successful completion of complex assignments and improved performance evaluations. 

The benefits of mentoring and coaching extend beyond individual development, significantly impacting organisational dynamics and effectiveness. In policing, where teamwork, trust and competence are vital, mentoring and coaching contribute to a cohesive and proficient workforce. Mentoring and coaching improve individual performance, which cumulatively enhance organisational efficiency. According to Eby et al (2013), mentored employees demonstrate higher job performance and greater organisational commitment. This has been reflected in my own experiences, where improved skills and confidence have translated into better service delivery and problem-solving capabilities.

Mentoring and coaching have played a crucial part in my personal growth and development during my three-year probationary period as a police officer. By fostering a deeper understanding of my strengths and areas for improvement I have facilitated my personal growth. One key aspect of this growth has been the development of self-awareness. According to Goleman (1995),  self-awareness is a fundamental component of emotional intelligence, which is essential for effective leadership and interpersonal interactions. Through regular feedback from mentors I have gained insights into my behaviour, attitude and emotional responses, allowing me to manage them more effectively in high pressure situations.

Additionally, mentoring has helped me develop critical thinking and problem-solving skills. My mentor encouraged me to approach challenges analytically and consider multiple perspectives before making decisions. This approach aligns with Schons (1983), concept of reflective practitioners, where continuous reflection on experiences enhances professional competence. By engaging in reflective practice, I have become more adept at identifying and addressing issues proactively, leading to better outcomes in my policing duties. 

One specific instance where mentoring was invaluable involved a complex community policing initiative. The project required coordinating with various community stakeholders to address a rise in local crime rates. Initially, I struggled with balancing the diverse interests and expectations of the community members. My mentor provided guidance on effective communication strategies and conflict resolution techniques, which were critical in navigating these challenges. Research by Allen and Eby (2003) suggests that mentored individuals are better equipped to handle complex interpersonal dynamics, which was evident in my experience. With my mentor’s support, I successfully led the initiative, resulting in improved community relations and a reduction in crime rates.

Another significant challenge was managing the stress and emotional toll of responding to traumatic incidents. Policing can be mentally and emotionally taxing, and early in my career I found it difficult to cope with the aftermath of such events. My coach introduced me to stress management techniques, including mindfulness and resilience training, which has helped me maintain emotional stability and perform my duties effectively. According to a study by Grant et al (2009), coaching can significantly enhance wellbeing and resilience, enabling individuals to cope better with occupational stressors.

The long-term impact of mentoring and coaching on my personal development has been profound. Firstly, these processes have instilled a growth mindset where continuous learning and self-improvement are prioritised. Dweck (2006) defines a growth mindset as the belief that abilities can be developed through dedication and hard work, which has become a cornerstone in my approach to professional development.

Mentoring has also helped me develop a robust ethical framework, which is essential for maintaining integrity and public trust in policing. By engaging in discussions about ethical dilemmas and reflecting on real life scenarios, I have cultivated a strong sense of moral responsibility. This ethical grounding aligns with the principles of transformational leadership, as described by Bass (1985) where leaders inspire and motivate others through their integrity and ethical conduct.

Furthermore, the skills and competencies gained through mentoring and coaching have positioned me for future leadership roles within the police force. The ability to think critically, communicate effectively and manage stress are invaluable assets that will continue to support my career advancement. Research by Clutterbuck (2004) highlights that mentoring is crucial for leadership development and succession planning, ensuring that organisations have capable leaders for the future.

The probationary period for a police officer is a critical time for professional and personal development, and the roles of mentoring and coaching should not be understated in this context. Both mentoring and coaching have provided structured guidance, fostering self-awareness, critical-thinking and resilience, which are essential for effective policing. Theories such as Schons (1983) reflective practice and Goleman’s (1995) emotional intelligence underscore the importance of continuous learning and emotional management, both of which have been significantly enhanced through the implementation of these supportive relationships. In conclusion, the experiences and academic perspectives discussed in this essay highlight the indispensable nature of mentoring and coaching in the professional policing environment. These developmental tools have been instrumental in shaping my personal and professional identity, equipping me with the skills and mindset necessary for a successful career in professional policing.
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