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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:

Police officers within the UK play a critical role in the prevention and detection of criminal activities. Their primary responsibilities include, patrolling designated areas, responding to emergencies, and investigating criminal activities. Officers aim to enforce the law by arresting suspected criminals, collecting evidence, and building reports to aid the judicial process of charging an individual. The responsibilities of a modern-day police constable are much more complex than what it once was, with knowledge of policies and mandatory training, officers are taught from the beginning of their career that all decisions must be made in accordance with the National Decision Model and Code of Ethics. Further, Officers follow the National Policing Curriculum, which provides a framework to all forces, and ensures officers are trained in accordance, effectively maintaining public safety standards. The College of Policing (COP) oversees that officers are taught by these frameworks, and operates as a public body, like a professional standards and training organisation. THE COP’s primary aim is to set standards by ensuring staff receive consistent vigilant training. This essay aims to evaluate the role of the College of Policing regarding professionalism, discuss my personal progress to fulfil the role of a professional police officer, all while reflecting on changes within my role during my final year of probation. 


The COP is a professional body for individuals working within the 43 police forces in England and Wales, with its sole purpose to set standards in professional development, the COP provides an online service of training, skills and qualifications as well as holding in person events to network with colleagues and branches associated with law enforcement. The body was announced by the Home Secretary in 2011 and was established by the collaborative efforts of the Police Federation, National Police Chiefs Council (NPCC), Police Superintendents Association and the Home office (Police Federation., 2016); it was later officially launched in 2012. The non-profit organisation, is constantly reviewed, ensuring that the taught principles/ procedures are progressive and liberal, resulting in standards that warrant continuous professional development. 

The COP announced in 2020 that all new recruits in England and Wales are required to be educated to a degree level, effectively leaving applicants with three options upon applying: the Pre-join Policing Degree – requires a three-year knowledge-based degree in professional policing prior to joining the police, the Degree Holder Entry Programme – individuals that hold a degree in something other than policing will have to complete a two-year practice-based programme, or the Police Constable Degree Apprenticeship – a degree-level apprenticeship, meaning a degree in professional policing is completed alongside a working three-year probation (Wood., 2018). The policy was administered through the Policing Education Qualifications Framework (PEQF) and was promoted by the COP as a vision for a modern integrated educational curriculum that blends theoretical understanding into practical application (Wood &Tong., 2009). Meta-analysis of 51 studies found that to create the new training programmes, there were four important themes: learning styles, translating theory into mind, teaching methods and assessment, and collaborative learning and reflective (Belur, Agnew-Pauley & Tompson). Each of these elements contribute to professionalising policing through educating Constables and constructively fuelling the ambitions of the policing vision (Honess & Clarke., 2023). 

Moreover, efforts have been made to professionalise policing as the COP and NPCC have worked cooperatively to create a 5 Year Plan. This culture and inclusion strategy supports the Policing Visions of 2025 and 2030 and aims to make communities safer and stronger through building on public relations, focusing on critical areas of diversity, equality and inclusion (College of Policing., 2025).  The plan emphasizes not only integrating services to better public relations, but also to improve the use of digital marketing, which could in turn, favourably influence public relations. Furthermore, the strategy aims to deliver effective services that provide the best value for money (NPCC., 2025). The cause for change came about after reviewing Peter Neyroud’s review of Leadership and Training, in which he stated, “the police service needs to move from being a service which acts professionally to becoming a professional service” (Neyroud., 2011). 

When discussing the strengths of the COP regarding professionalising policing, it’s important to note how crucial it’s been in creating a structured framework. The COP has ensured the curriculum within the PEQF provides justifications for elements of police work that are essential like the role of community officers, community engagement and its impact, trust and confidence etc (Williams & Norman., 2023). These teachings are crucial within everyday policing, enabling officers to have the upmost knowledge on not just incident based procedures, but additionally the deeper roots of providing professional policing (e.g., being able to identify complex issues related with vulnerability), allowing for adaptable, broad-knowledged, ethical Officers. This has led to an increasing acceptance that academic education and life-long learning are critical to ensure police are equipped to deal with the changing dynamics of complex societies (Blakemore and Simpson., 2010), meaning the benefits to education within the profession cannot be underestimated when ensuring positive outcomes for the public. 


Despite the efforts that the COP have made to professionalise policing, recent cases of abuse and discrimination such as the case of Sarah Everard, a woman who was kidnapped, raped and murdered by a serving Metropolitan Police Service Officer have highlighted a need for a more focused transformation. This was supported by a moral and legal imperative to change, as stated in both the Casey Review 2023, which additionally stated that the police force is institutionally racist, misogynistic and homophobic, as well as in the Angiolini inquiry 2024. In addition to this, further criticisms of the COPs efforts to professionalise policing lie within the limitations of the PEQF. A qualitative study of 30 Professional Policing Degree students found that the teachings of the degree weren’t beneficial towards professionalising policing, with only 16% of recruits relating the police role to ‘helping’ and safeguarding vulnerable members of the community. Despite this statistic rising to 85% after 4 years of service, the core values of policing were evidently not gathered during the first year of education, despite being a critical aspect to the job role (Watkinson-Miley, Cox & Deshpande., 2021). From this, some may criticise that there are potential gaps in training that don’t account for real-world policing challenges; although researchers believe it’too early to prove this and can’t yet find if values associated with higher levels of education may bring improved policing (Brown., 2018). Furthermore, there are limitations within the structure of the PEQF, with its original aim of supporting professional training/ education for officers through the process of the recognition of prior experiential learning (RPEL) said not to be met as the work remains underdeveloped, causing challenges in implementation for continued professional policing (CPF) (Williams & Norman., 2023). This is supported as its been found the PEQF left students feeling inhibited and unable to put their knowledge into practice (Williams & Norman., 2023). To combat this, the PEQF need to find the right balance for developing the skills of officer and grounding the knowledge. 

The role of a Police Officer has been in debate for some time, with the typical conception of the role being described as a crime-fighter and law-enforcer, social scientists have argued that police officers, particularly at a patrol level, spend relatively little of their time enforcing the law, but instead doing social service type work (Shearing & Jeffreys., 1977). Throughout history, the police role has been to prevent and combat anything that may threaten the safety of the community, ensure offenders are brought to justice, and participate in efforts to address the root causes of crime, which can be narrowed down to maintaining law and order. Modern day policing follows the same expectations (e.g., professionalism, accountability, community focus) but differs in application. Nowadays, it’s declared that the success of policing depends to a large extent on the implementation and use of up-to-date technology, proclaiming it as a ‘weapon against crime’ (Nogala., 1995). Advances in technology has additionally led to the use of data-driven policing, with the rise in the availability of data shifting policing from mostly reactionary police work, solving crime after it had occurred, towards a more pre-emptive policing (Brayne.S., 2017), identifying where crime occurs and where it’s likely to occur. 

Upon applying for the police, I developed my knowledge on the expectations of a police constable using the online teachings available by the COP. I further utilized the COP within my six months of training, to develop my understanding of powers and policies before being deployed into a functioning Officer role within the community. This helped to shape my learning within the early stages of my career, enabling me to develop my understanding of topic areas required to pass my training exams such as law and procedure, ethics and professional standards, policing skills, community engagement and problem solving, operational policing, safeguarding and vulnerability, digital policing and cybercrime etc.

Within my day-to-day role being a police constable, I’m constantly reflecting to the COP frameworks, allowing for a professional, ethical, and lawful service to be exemplified. To ensure community interactions are handled with professionalism, I always revert to the teachings within the National Decision Model (NDM). Consequent of the procedures taught by the COP, the NDM provides an appropriate framework that aligns to the code of ethics that acts as an ‘aide-memoire’ in aspects of decision making. Simply put, the model Is a six-step guide for officers to follow upon decision making, ensuring officers conduct the desired policing strategies, leaving little room for error. This in turn assists to build a positive workplace culture, as well as promoting professional conduct. The NDM suggests consideration for the following six areas: to gather information and intelligence, to assess threat and develop a working strategy, to consider powers and policy, to identify options, and finally to act and review the situation. I follow this framework for every case I am presented with, but particularly when presented with cases of a violent nature. When dealing with domestic violence cases, I’m vigilant in my application of the NDM as it’s crucial to identify threat, charge the offender appropriately, and identify and review the situation accordingly to prevent abuse from reoccurring. The NDM allows for the adaptability of procedure, meaning each case is handled to its own nature, yet still follows the appropriate guidelines. When reflecting on past training experiences of dealing with cases of a violent nature, I feel as though I didn’t utilize the NDM appropriately and often let outside influences like bias and my emotions take a leading role in how I approached the case. Within my final year of probation, I feel as though there has been an influx of personal development regarding my use of the NDM, as my experiences has proven that not all cases are as they identify upon arrival (e.g., people lie and play upon your emotions etc), therefore the use of the NDM has proven crucial in providing every person involved  has an ethical means of justice. 

My final year of probation has seen my role change dramatically. My self-confidence has grown drastically, and I’ve noticed an increased amount of responsibility handed to myself, for example, I’ve even gone on to tutoring one of my colleagues. This opportunity has enabled me a level of independence that has furthered my knowledge and allowed me to better understand the importance in acknowledging the teachings within the COP, as I am yet again reviewing the steps from an early training perspective. Further, I’ve found a better balance within my final year probation of operational policing with community engagement as I have built firm community relations, and now understand the importance of socialising within the community as well as following procedures. 

Reflecting on my probation, adapting to the level of responsibility was challenging at first, as I was not used to making such big decisions under the amount of pressure that was presented. I additionally struggled to match the pace of the job, as jumping from one case to another was something I had little experience with. I have overcome these challenges through the exposure to the job role and have learned to manage stress differently through the help of my colleagues. 

Despite these challenges, I’ve found my final year of probation to be extremely rewarding, as I’ve built strong relations with not only my colleagues but additionally the public. I have found by gaining public confidence, my success rate of cases has improved, positively impacting my professional growth. 

In summary, the evolution of policing in the UK has been strongly influenced by the COP, which serves as a key instigator for professionalising the police service through, national and ethical standards as well as evidence-based practices. The role of a modern-day police officer has been explained as the prevention and detection of criminal activities through decision making moulded by National Policing Curriculum. To fulfil a modern-day police officer role, I am constantly applying teachings by the COP to ensure appropriate, and ethical service is evidenced, particularly by referring to the NDM. Further, my final year of probation has seen my role as a police officer change dramatically regarding my independence and self-confidence, as my experiences have shaped me into a methodical officer, following step by step processes to achieve positive outcomes. 

Word count = 2,200





















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 is an integral part of modern society and for many has become a part of their day-to-day routine. The term social media refers to a set of sites and tools that have been developed by modern media, forming popular apps such as Facebook, Instagram, etc. Despite the positive modern advances, social media has been ridiculed over concerns for safeguarding and misinforming the public. On the other hand, the popularity of these sites has provided new opportunities regarding data collection by state and private companies. This has proven useful to law enforcement in identifying what topic areas are of interest and concern to the public. Using social media, the police service has been able to further their community relations, recognising the importance of community engagement in stopping and solving criminal activity as well as improving public trust. This essay aims to critically evaluate personal experiences of social media in a policing context, while considering the force policies on social media for professional intel and engagement purposes, particularly focusing on Gwent Police service. Further this essay aims to discuss social media adopted by the police service, while reviewing the risks and benefits of its use. 

Gwent police, formed in 1967 is one of the four police forces in Wales. The force operates under the areas of Blaenau Gwent, Caerphilly, Monmouthshire, Newport and Torfaen. The force been known to utilize many social media platforms, each of which has their own set of community guidelines ensuring the ‘policy rationale’ of safeguarding is fulfilled. Furthermore, all social medias applied by Gwent Police ensure the safety of global conversation not only by age-restricting content, but further by promoting privacy (having passwords to accounts, keeping private information from public etc), ensuring authenticity (must label manipulated media such as AI, must include copyright trademark etc), and by covering hate speech, spam, illegal content etc. These guidelines ensure that police channels are within the appropriate guidelines that is recommended to promote safe media. 

The purpose of Gwent Police engaging within social media is to update communities about ongoing incidents, share appeals, post court results or good news stories, in hopes that it creates a safe space for communities to engage with law enforcement. This level of transparency aims to build positive relations between the police and public, in hopes of appropriate communications and effective crime prevention. 

To guarantee this is achieved to its highest degree, Officers are required to adhere to specific guidelines on the safe use of the internet and social media. The guidelines, published by The Association of Chief Police Officers, relate to all police forces in England, Wales, Northen Ireland, and Scotland; Its key principles: professional conduct online, privacy and security awareness, appropriate use of social media, understanding risks, legal compliance etc (Ministry of Defence Police., 2013). The guidelines are to be followed by officers when using social media both professionally, and personally, as risks associated with digital engagement could be detrimental to public confidence in policing. Findings from a study on Swedish Police Officers suggests that officers actively navigate the challenges of using social media, using careful judgement to maintain their roles of responsibility, even in the digital world (Rolandsson, B., 2019). Although the results are an effective strength in policy practice, its unsure as to whether the results would be the same across all police forces, yet it provides a general understanding that officers can identify the importance of professional discretion online. Moreover, force policy on social media is documented online under social media terms and conditions. 

The use of Facebook is crucial for Police Services as it’s the largest social media platform to date, with 2.196 billion active users monthly in 2019 (Trucks, E., 2019). Named as the ‘biggest shift since the industrial revolution’, it’s been recognized that if users of Facebook were to form a country, that country would have the third largest population globally, next to China and India (Saravanakumar, M et al., 2012). The global scale that these networks operate on create endless opportunities for Police, enabling possibilities for corporation growth through strategizing the digital use of branding, in hopes of expanding trust and cooperation from the public. Gwent police currently hold a combined following of 310,330 across their social platforms; 180k on Facebook, 88.7k on X, 25.3k on Instagram, 14.6k f on TikTok, and 1.73k on YouTube. With such an expansive following, ensuring the content that’s produced and posted is viable is essential in building a strong social presence, therefore numerous individuals are tasked with the role of overseeing such decisions. To do this, the Gwent Police Control Room are delegated to monitor the social media channels 24/7, ensuring that methodical frameworks are followed to warrant positive public interactions. Schemes such as the Social Media Management & Engagement Framework launched by The Police Digital Service, as well as Authorized Professional Practice guidance by the College of Policing are frameworks closely observed and mirrored by officers when online. The Social Media Desk (SMD) additionally follows this bodywork. Created in 2019 to engage with the high demand of inbound communications received over the Facebook and X (Twitter at the time), the desk replied to the excess comments, tags, mentions etc. The services were provided by trained FCS Operators, and the response to their efforts was strongly recognized, this is evident when we find that during the months following the SMDs one year anniversary as there was a recorded total of 191,034 communications (Francis, R., 2021). This statistic implies that the engagement across all platforms was wide-ranging, suggesting effective use of social media.

Imagery and information posted on Gwent Police social media varies from community policing updates, appeals for witnesses, public safety messaging, polls, and just general positive feedback and outcomes of cases. These posts have proven popular with engagement metrics suggesting that most public interactions were positive or neutral; 74.8% on Facebook, 74.5% on Twitter, 80.5% on Instagram. These statistics translate to 3 out of 4 interactions on Facebook and Twitter being either positive or neutral along with 4 out of 5 reactions for Instagram (Francis, R., 2021). 

The use of social media in policing has several benefits, particularly its impact and improvements towards community relations. The ambitious national police agenda piloted by the Association of Chief Police Officers promoted the use of social media to engage groups previously uninvolved in discussion of local policing., therefore by using social networking services, the force aims to build trust between diverse groups in society, as well as aiming to humanise officers by painting them in a less villainous light, exampling the good work that they do in hopes to strengthen confidence in the police service. Previously, social media has highlighted the negative sides to policing such as the high reports of use-of force incidents. This in turn resulted in a decline in public cooperation with police, leading to the creation of public protest and digital activism (Intravia et al., 2017). To combat this, transparency on social media has been strongly adopted to benefit policing, as taking accountability and responding to criticism online has allowed for conversations to be held almost instantly, helping to avoid long term conflict between citizens and officers, instilling public confidence. Transparency online benefits police as it shows reflection, highlighting the effective analysis of situations while promoting suggestions on improvement. Onwards, another benefit is intelligence gathering. Social media has been utilized extensively by neighbourhood watch-style initiatives (Wood & Thompson., 2020), therefore through posting on these platforms to an inordinate audience, public tips and crowed sourced information can be received by direct messages, comment sections, tags etc. Online social networks have proven to be vast information sources, allowing the solving of criminal cases to be assisted by members of the public. Similarly, public awareness is an additional benefit of social media in policing as current incidents and recommendations can reach a wide audience through public reposts of police media. Gwent police strive to achieve public awareness through their social media by updating communities on ongoing incidents, sharing appeals, posting court results or good news stories, and by sharing upcoming events. From this, awareness of serious incidents can gain traction, particularly, missing persons, traffic incidents and crime prevention campaigns. Gwent Police recognize that each of their social media platforms has its individual strengths, therefore they utilize their medias in different ways to strategically benefit their use. For example, Gwent police have their highest following on Facebook, therefore they frequently post missing persons or wanted individuals on that platform; Instagram on the other hand is mostly utilized to showcase positive community events or to praise individuals within the force, highlighting contributions to creating a safer community through positive reinforcement. 

On the contrary, there are several notable risks present when discussing the use of social media in policing, e.g., data privacy concerns and issues surrounding safeguarding. This is apparent over all platforms, with many followers having public accounts displaying personal information, any disagreements in comment sections pose safeguarding risks as individuals home address’ and telephone numbers etc are public information. Moreover, when using social media, the risk of public backlash and misinformation lingers. Social media provides unprecedented capacities to monitor the police and expose, circulate, and mobilize perceived injustice (Walsh., 2018), leading to mass distrust towards to law enforcement. With the digital age making broad coverage on a post simple, police are subject to accusations day in day out. A study reviewing social media coverage on law enforcement analysed 480 posts over numerous years. Results found a consistently negative depiction of the police, lacking positive references (Lev-On., 2025); therefore, despite the positive posts police may upload online, there will always be individuals witnessing negative police portrayal. Another challenge of social media use is online abuse toward officers. A study investigating the online abuse received by women police officers in England and Wales found that these online spaces echo gender-based violence through misogynistic comments often dismissing female contributions and abilities, violent threats, and criticizing appearance (Watson., 2022). The effects of this abuse can cause deep routed self-esteem issues for officers, with social evaluation such as appearance-related comments linking closely with body image concerns (Fatt., 2023). These risk variables are somewhat controlled by risk managements such as filtered comment sections, data protection & privacy legislations, and trained communication departments to handle public backlash etc.

Regarding my personal experience with social media in policing, I've been involved in one social media post shared on the Gwent police Instagram and Facebook. The video entailed thermal imaging of myself, followed by an audio snippet of my radio communications surrounding an incident where a suspect in connection with an investigation into thefts in Rhymney ran from officers. The post collated numerous points of views from different officers, showcasing the effectiveness of crisis response, highlighting the swift and coordinated response of all police sectors involved, e.g., community policing, intelligence, operational support, and specialized units such as NPAS and the dog support unit. The post gained reasonable traction on Instagram, with 18.5k views, suggesting around 73% of followers viewed the post. Similarly, the post gained a significant number of views on Facebook, totalling to 124k views, exceeding the accounts number of followers. While this was good coverage to example the hardworking, and professional efforts from law enforcement, the post faced as much praise as it did criticism and online abuse. This abuse was combatted by filtering violent and offensive comments, all while protecting the human right that is freedom of speech. 

Upon initially viewing the post, I felt that leaving the comment section open and leaving room for debates upon police performance was foolish and offensive. When reviewing the post many months later, I feel dissimilar to my past opinions, as I now recognise the importance of discussion and free speech, as allowing public discourse helps express public opinions and in turn can allow for transparency within policing. 

Being involved in police media has evolved my views on social media, as I now understand the importance of its use in informing and engaging with the community and promoting policy initiatives. Being praised for behind-the-scenes content online has not only positively influenced me but has further instilled confidence in the community, exampling the extensive efforts the police service carries out to ensure crime prevention. 

To conclude, social media has become an essential tool for modern policing, presenting opportunities to engage with members of the public, elevate transparency, and promote significant community policies and values. These platforms allow for effective discussions, strengthening public confidence. However, utilizing social media for police purposes comes with risks, e.g., safeguarding challenges, public backlash, misinformation, and abuse. Despite measures being taken to minimise the harm these risks pose like trained communication departments, inevitably these virtual communities will always pose a threat. From my experience surrounding police social media, I understand how social media can strengthen operational effectiveness through positive reinforcement and praise, as well as how it can strengthen community relations. This can only be achieved if both the benefits and risks of having a social platform are accounted for, so that the appropriate approach can be adapted to sustain public confidence and engagement. 

Word count = 2177



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:

This essay will recall on a policing incident I recently attended, where I played a significant leadership role. Law enforcements were made aware of the incident after reports of a heavily intoxicated male attempting to break into houses was received by police dispatch in the early morning. The male's aggressiveness escalated when he was approached by officers therefore, as I was first officer to attend the incident, I felt it was my duty to take an appropriate leadership role not only for my own safety, but additionally for my colleague's safety, and the general public's safety. I have chosen this incident to discuss within my essay as it was a recent incident, allowing for a more accurate recall of events, as well as allowing for a better personal reflection of decisions and thought processes throughout. The main aims of this essay are to: reflect on my personal leadership style, evaluate on the flexibility in my leadership style, analyse how I adapted my leadership approach to operational demands, and finally to link my actions to pre-existing leadership models in policing. 

Dispatch first made officers aware of the incident around 7:45am, ranking the incident as an emergency. Upon attending the scene, approximately 5 minutes after receiving it, it became clear that the male was visibly distressed, holding a brick (weapon), heavily intoxicated, and injured, therefore using teachings of the National Decision Model (NDM), I assessed the threat and created a quick strategy and working plan. As the man was reasonably coherent and injured, I didn’t want to initially use force to detain him, therefore I kept at a distance, approaching with caution. I additionally did this as I wanted to decrease the risk of harm, especially as there were limited numbers of officers in the surrounding areas. With no backup, and presented with a somewhat violent individual, I used tactical communication techniques such as manipulating the conversation off the effects that would follow (arrest), instead focusing on trying to win him over calmly, saying phrases such as “let's talk after you put that down” and “come take a seat in my car lets chat”. After trying to build a positive rapport with the suspect, it was clear he was heavily under the influence of drugs; he was acting irrationally and refusing to hand himself over. From this point on he began to get progressively more aggressive, leading to him running away. After chasing the male, I caught him attempting to break into another house; this is when I decided to get hands-on with the suspect as he was putting the public at risk. When doing so, the male was extremely hot to touch, sweating profusely, had staggered breathing, and was increasingly violent – all signs of acute behavioural disturbance (ABD). After gathering this informal diagnosis, my priority of the offender being taken to custody quickly changed to concern for his well-being, therefore, to appropriately situate the individual in a safe position, I handcuffed him while he sat upright to allow for deep breaths. Due to the size of the male and the extent of his aggressiveness, I requested for further officer assistance as well as an ambulance (they were 2 hours wait). I made the decision to speak with the Inspector to get authorisation to convey the male in a police van to hospital. While travelling, officers proceeded to hold to male down, while I stayed at the head of the male, directing my colleagues on where to restrain him to ensure the upmost safety of everyone involved; this continued until we arrived at the hospital where he was sedated by nurses. 


Within policing, the importance of leadership is immense as command and control helps provide direction, protection, as well as a sense of safety and security for those inside and outside the organization (Herrington et al., 2015). Yet due to the multifaced, unpredictable crimes that law enforcement pursue, officers must have flexibility in leadership styles to ensure appropriate decision-making takes place, and ethical procedures are followed per incident. Regarding the incident at hand that I attended, I took a leadership role, adapting to the ever-changing situation, doing what I deemed necessary based on the circumstances. For example, I firstly decided to speak to the offender to try and reason with him, in hopes of avoiding conflict. When this did not prove successful, and the offender ran with a weapon in hand, I used a hands-on approach to de-escalate the situation, as he posed a threat to himself, the public, and myself & my colleague. Further, I exampled flexibility in leadership when identifying the signs of ABD present in the male and switching my priorities, changing the leading objective of taking the male to custody, to instead taking him to hospital. Additionally, when calling an ambulance and hearing the extent of the wait styles times, I exampled flexibility leadership style as I evaluated the urgency of the offender's attendance at hospital, and requested for a police van and backup to ensure the male made it in good time. These examples evidence the importance of adapting to the changing social situations as sometimes change is necessary to reduce operational risks, community tension, victim needs, and physical harm etc. As a result of adapting to each challenge that arose within this case, my Sergeant praised me for handling the situation with professionalism, despite the dangers that were presented to myself. My flexible leadership style has been identified many times in the past, from Inspectors, Sergeants, Victims of crime and even from the public. Common feedback I receive after attending mental health calls is that I’m quick to recognize and to sympathise with Individual struggles, helping to build positive rapports. Daniel Golemans Theory of Leadership Styles is a theory in which i have taken inspiration from within my leadership procedures. Goleman believes that there are six leadership styles, that each at their core, aim to promote emotional intelligence within leadership; these styles being: Authoriative, Affiliative, Democratic, Coaching, Pacesetting, and Commanding. I utilised an Authorative leadership style throughout the incident, especially when using tactical coms to try and dissuade the male from possessing the weapon, trying to provide a clear direction that the interaction could go. Further I exampled a Coaching leadership style in my scenario, particularly when I realised the male was injured and suffering with ABD. I did this by changing my authorative tone towards the male to both authorative and sympathetic, as it was clear the male needed support, therefore I chose to put his needs first, before he faced justice. I further exampled teachings of Goleman's theory when I requested backup from officers in surrounding areas, as well as when I put in a request with the Inspector; this is democratic leadership as it encourgaged team participation and diverse opinions, effectively ensuring the situation was handled professionally. This style closely links with coaching leadership, as Goleman suggests that the coaching style of leadership can have a positive effect on the organisational climate of the same magnitude as the effects produced by democratic leadership (Hunt & Fitzgerald., 2018). 

[bookmark: _Int_zLaNBO8q]Over my three years of probation, there has been a lot of trial and error regarding the strategies I have utilized. This has resulted in a gradual development of preferred interventions, with different strategies for different operational scenarios. For example, clear communication is a strategy that some may think is obvious in this line of work, but initially, under pressure, I was unable to execute this strategy effectively. Police officers rely upon interpersonal communication in nearly every aspect of their daily duties (Sheer., 2021), therefore from experiencing this throughout my probation, I now understand the cruciality of clear communication as a leadership style, as if information is not conveyed effectively between emergency personnel the objective often becomes incomprehensible, therefore to manage these situations such as critical incidents, it’s an powerful tool. I use clear communication as a leadership style every shift, whether that be over the radio, within my paperwork, or just general conversation, yet initially, I did not feel confident in doing so as I was not familiar with the various platforms of communicating, the manner in which I had to speak, and the broad audience to which i had to converse with. Within the scenario I attended, I utilized clear communication as a leadership strategy throughout. From explaining the initial plan to my colleague, to discussing a working strategy once at the scene, it was clearly discussed how to approach the situation. Once in handcuffs, I made sure to be clear and precise over the radio, as well as when speaking to the inspector. It was especially crucial I conducted clear communication when talking to the inspector, as how i explained the situation was pivotal in determining the health outcome for the offender. A study involving meta-analysis found that there were two major factors to improve communication in crises. Based on 15 key publications, results showed that obtaining decentralised communication structures and shared mental models can benefit the extent of communications (Hine & Bragias., 2020). Another leadership strategy i have developed is my emotional intelligence. Upon joining the force, I had not experienced any event that damaged my well-being particularly strong, therefore i struggled relating and understanding those who were struggling. After some time in the force and having my well-being be challenged on numerous occasions after attending critical incidents, I feel as though I can sympathise with other Officers, Victims, Offenders etc regarding the impacts of trauma. My own personal experiences have greatly altered my trauma-informed engagement, allowing me to understand that engagement requires a high level of sensitivity due to the effects on an individual's physical & emotional well-being, safety, trust, and ability to engage with others. An article discussing trauma-informed policing found that adopting these practices can lead to improved trust, reduced re-traumatisation, and better mental health outcomes (Birch., 2024).

There are several leadership models in policing. Each of which are tailored to the everchanging demands of society, as well as being unique to the officer that obtains them. The College of Policing's Leadership Review is an initiative focused on developing leadership skills through ten recommendations, including, embedding the code of ethics (CoE) in selection processes, introducing career flexibility, and reviewing police powers in some roles (CoP., 2015). The Competency and Values Framework (CVF) is an additional model that links in with the leadership review, defining new and relevant competencies which strongly uphold the principles of the CoE and is incorporated into national selection processes. These models are of relevance to my approach in policing as they serve as a basis for appropriate leadership policing, with its values of respect & empathy, courage, and public service forming a guideline for professionalism (CoP., 2024), which I follow closely. Within the previous scenario I maintained the values of the leadership review and the CVF, when reflecting to the CoE while building a plan on how to ethically approach the situation with the male, considering his injuries, and the fact he was under the influence. Despite the positive influence on leadership these models promote, there are some limitations in their effectiveness. For example, they both are rather generic, lacking role-specific guidance particularly in frontline positions. Further, the models run the risk of a ‘tick-box approach’, meaning officers may use it to meet criteria rather than genuinely developing leadership qualities. Finally, both the models rely strongly on self-reflection, which for some is easier to do than for others (not all individuals are equally skilled at critical self-assessment). 

To conclude, the incident tested my leadership skills significantly as the offender's violent nature, along with the outstanding injuries he had, created issues surrounding how to approach the situation. Due to the offender being extremely unpredictable, I was constantly strategically rethinking my actions, ensuring that when I did approach him, the ethics of the male's wellbeing was considered, and all parties were safe. Having this flexibility in leadership is critical to ensuring that the best possible outcome is achieved. After reflecting on this incident and my past experiences, it’s clear that I often lead difficult conversations and situations with a sensitive front face, turning my sympathetic tone on/ off dependant on the circumstances. This is a tactic that Goleman describes as ‘Coaching’ within his Theory of Leadership Styles; a theory that believes emotional intelligence is vital in policing as it enhances interpersonal skills, self-awareness and emotion control. The theory intersects into real life policing, as it comprises multiple different leadership styles, suggesting there is an approach for all officers to follow to maintain emotional intelligence throughout policing. In future, I hope to develop my leadership style by further refining my ability to shift strategies in response to progressing challenges, aiming to maintain professionalism and compassion throughout my approach.  
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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 National Policing Curriculum (NPC) is a framework designed by the College of Policing that provides a standardized approach to police training and education in England and Wales. Under this curriculum, core duties and ethical standards are processed to ensure the professional development of officers. Within the framework, three core steps are followed to determine officers are thoroughly trained, those being coaching, mentoring, and assessment. Coaching and mentoring as components of the NPC provide support for officers at various stages of their careers, whereas assessment establishes officers are qualified to meet and maintain professional conduct standards. This essay aims to critically reflect on how coaching, mentoring, and assessment shaped my personal development throughout my three-year probationary period, touching on personal experiences, definitions and theories, workplace learning experiences and their feedback processes, as well as future goals. 

Coaching and mentoring as approaches are used to enhance employee skills, knowledge and performance, targeting specific skills and goals. Though similar, they are not identical. Coaching aims to produce optimal improvement by focusing on achieving goals but sometimes can also have an impact on individual personal attributes such as social interaction or confidence (Hayden., 2024). Coaching is usually carried out by a trained professional over a short period of time, therefore its extremely task orientated. 
Mentoring on other hand provides guidance for overall development, focusing on a relationship-oriented approach, often carried out by an experienced peer or leader; therefore, the approach is more long-term. The process has been said to include modelling, as the mentor must be able to model the messages and suggestions being taught to the teacher (Gay., 1995). Mentoring as an approach has been praised, as effective mentoring relationships have been proven to provide learning opportunities for both participants, encouraging joint sharing and learning (Jones., 2018). 

Regarding Assessment, the College of Policing promotes reflective practice as part of the Professional Development Review (PDR) process, encouraging officers to continually assess their performance against the Competency and Values Framework (CVF). This self-assessment is a form of self-coaching and allows users to reflect on achievements, identify areas for improvement, and set future goals. In accordance with Police Regulation 2003, regular reviews are necessary for all police officers, yet in 2017 it was found by the HMICFRS that only 10 forces have a PDR completion rate above 80% (Ordon et al., 2019). Further, another assessment used in probation is gateway assessments. These assessments are essentially milestones that officers must pass to progress in their careers, generally involving evaluations of performance, knowledge, practical skills, interviews, and written assessments. This essay itself is a gateways assessment as such, especially as the types of assessments vary depending on the entry route. 

A model that supports both coaching and mentoring is the GROW model; a popular framework from the 80’s. The model, inspired by the foundations within the ‘Inner Game Theory’, suggests that there are four stages of development within coaching and mentoring, those being Goals, Reality, Options, and a Will/ way forward. Further, Kolb’s experimental Learning Cycle supports both coaching and mentoring, but aligns more directly with the coaching process. The four-stage process, Experience, Reflective Observation, Abstract Conceptualisation, and Active Experimentation, allows for structured learning and performance improvement; a process where knowledge is created form experience (Kolb., 1984). An example of this in a policing context is when hands on experience such as making arrests can be reflected on with supervisors of tutors, allowing for reflective observation of experience. From this, abstract conceptualisation can take place, meaning officers can identify learning points and can then experiment with their understandings and apply them to future incidents. 

During my probationary period, I have experienced coaching and mentoring every day. An example that is of significance to my development as an officer is the mentoring/ coaching I received during my 12-week tutorship phase with PC Hard. This tutorship aligned with the principles of mentoring as it provided me with guidance, support, and shared knowledge, yet it’s important to note that the structured nature of the timeframe and its focus on developing specific skills falls under coaching techniques. The mentoring I received helped me gain confidence significantly, particularly in a social context; the positive reinforcement from being praised for completing tasks correctly helped boost my self-esteem. Further, after every incident, my tutor and I would review what went well to help reiterate what good policing looks like, as well as discussing what we thought I could improve on. This self-reflection and tutor feedback used both coaching and mentoring techniques to benefit the development of my leadership style and communication skills, as well as to broaden my knowledge and skillset. Critically reflecting on this experience, a limitation to the tutorship was that adapting from being double crewed to independent felt like a big jump. I often relied on the appraisal from my tutor to give me confidence, therefore after being single crewed, it took a while to build back up my independence and confidence.

Moreover, after my tutorship, being crewed with numerous different officers and being mentored by them severely broadened by knowledge. This long-term relationship with a group of separate individuals has allowed me to learn multiple policing styles. The individual differences between officers such as their age, number of years of service, different backgrounds, has benefited me as each officer has their unique experiences to share along with their individual areas of strength. Using my colleague’s individual knowledge and policing styles along with having their constant guidance and support to aid my development as a police officer has particularly supported growth in my resilience; I’m now able to easily adjust to change. 

Regarding my personal, professional, and organisational goals throughout my probation period, coaching and mentoring played a key role in achieving them. Entering the service with limited operational experience, I lacked confidence in high pressure situations – often second guessing myself in fear of getting thing wrong. Throughout structured conversations with my tutor constable throughout my tutorship period, we were able to identify specific developmental areas such as effective communication under stress and created clear objectives to overcome them. 

My tutor often applied the GROW model to aid my development, helping me to set goals, examine my capabilities, consider all approaches, and to finalize a working plan. A goal which I decided to set and carry out was making an arrest independently; this was both a personal confidence milestone and a professional expectation. With support from my tutor, and feedback from supervisors, I was able to successful achieve this, and to reflect on areas of refinement. To duly execute the arrest, I followed proper protocols, making sure I identified an offence, saw a necessity for arrest under the IDCOPPLAN, cautioned the offender, and finally relayed the necessity for arrest to the offender, all while handcuffing them. 

Onwards, upon spending time with my tutor, I was able to identify long-term career goals, such as specialising in roads policing. My tutors past career as a traffic officer allowed for informal discussions on his experiences. These discussions were highly valuable in shaping my personal development plan, as my mentors' insights into the professional pathway and the skills required for the role really boosted my desire to build a good resume on dealing with traffic incidents as a police constable. Since working with my mentor, its encouraged to be vigilant when dealing with traffic offences and as issuing tickets so that I will present myself as the ideal candidate for the position in future. This has not only improved my personal growth but also aligned with organisational goals of professionalisation and continuous improvement. 

At an organisational level, coaching helped me embody core policing values such as public service, accountability, etc. Throughout my coaching, reflection sessions allowed me to evaluate my actions and how they contributed to the wider objectives of the force (e.g., ethical decision making and victim-focused service etc). These discussions generally reflected back to real-life incidents, especially cases of abuse, were clear communication and sensitivity was vital. 

Overall, receiving coaching and mentoring enabled me to fulfil both theory and practice. Helping me to meet desired expectations, while identifying clear long-term career goals to help boost my development. 

Coaching and mentoring positively enhanced my ability to learn, develop, and perform in the workplace throughout my probation. The experiential nature of policing meant that much of my growth developed from situations where structured reflection helped to transfer my experience into a learning curve. The support and constructive challenge offered by my mentors and coaches guided me through the course of learning that is frontline policing. 

Mentoring has been pivotal to my development by normalising uncertainty and promoting resilience. Hearing my colleague's experiences with career stuggles, whether that be within the early stages of their career or currently, and how they became pro-active enough to overcome them really inspired me to commit to overcoming every challenge that I faced. It gave me a sense of motivation to push past feelings of self-doubt, reminding me that there is ‘light at the end of the tunnel’, and there is always a resolution. It helped me reinforce the message that nothing truly comes easy, there will always be bumps in the journey, but learning from failure leads to success. 

Moreover, during my probation, much of my workplace learning and development was influenced by Albert Banduras Social Learning Theory (1977). The theory is said to be perhaps the most influential theory of learning and development, suggesting we learn from others in a social context (Nabavi & Bijandi., 2011). In a policing context, the theory's belief of learning through observation, imitation, and modelling is extremely important, as coaching and mentoring allows for intense observation, therefore must be carried out appropriately. By shadowing my tutor and assessing how he engaged with the public helped to shape my personal behaviour and decision making. For instance, I recall attending an incident where a male was physically assaulted in a random attack, and as a result was extremely visibly shaken. My tutor demonstrated calm reassurance, active listening, and empathy. It was at this incident I understood the importance of these qualities, recognising them as just as valuable as procedural correctness. Since then, I have developed my own approach to this, refining my tone of voice and body language to communicate more clearly when having stressful encounters with victims, members of the public, etc. 

Overall, there have been numerous developmental tools that have aided my learning in a policing context, many of which have had long-term impacts on my performance and continued professional development (CPD). The most notable skills that coaching and mentoring have enhanced are my adaptability, decision-making, and confidence.
Feedback as a tool was central to my development during my probation. Giving and receiving feedback was crucial to identifying strengths, mistakes, and patterns in my actions, which in turn helped improve operational performance. Much of the feedback I received came from informal conversations with my tutor; he was mindful of how we discussed my performance, ensuring that he motivated me instead of putting me down (despite me making mistakes). An example of this is the feedback I received after my first interview. My tutor praised me on the accuracy of my curated interview questions but made sure to advise me on the speed of which I conducted the interview (it was too fast). I have been mindful of this ever since receiving the feedback. 

After learning the importance of effective feedback, I utilized it as a tool, using the SBI model (Situation-behaviour-impact) as a framework to give constructive criticism to colleagues, helping to develop professionalism. Further, structured feedback was part of my PDR, aligning to the CVF, to guide my performance and build the next steps in my career. 

Initially, receiving feedback, especially negative, was challenging. This was something i built on with my tutor, understanding that feedback is a critical step in the path of success, making me realise it is an opportunity rather than a threat. 

In summary, coaching, mentoring, and assessment positively supported my development throughout my three-year probationary period. The impact that consistent learning and understanding of theory and practice has had on my growth as a police constable is immense, allowing me to meet goals which once seemed impossible to achieve. These tools for development have opened a pathway for motivated policing, as identifying future career goals has boosted my motivation to excel as an officer. The lessons taught under these tools will remain engrained into my memory, and I will continue to use them within future roles, whether that be as a mentor myself or simply around my colleagues. Reflecting on my probation, it’s clear that continuous development is not just beneficial but essential in policing, where evolving demands, public expectations, and professional standards require officers to grow, adapt, and learn throughout their careers. 
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