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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:

In this essay, I critically examine the strategic role of the College of Policing in professionalising UK policing, having regard to my last year of probation. I consider my performance of the duties of a modern police officer and analyse how my job has changed over time. I consider the need for strategic policing, and how the introduction of the Policing Education Qualifications Framework has impacted the role of a police officer. I use the Gibbs Reflective Cycle (The University of Edinburgh, 2024) to reflect throughout this essay.

I am approaching the end of my probation, having gained deeper insights into the role of a modern police officer and the wider strategic direction of policing in the UK. The role of the College of Policing (COP) is fundamental to professionalising policing. The home secretary announced the creation of the professional body in December 2011. The COP is a key element in the wider police reform programme. It improves leadership and encourages professionalism through offering guidance and training. (College of Policing, 2023). Their mission is to safeguard the public and promote professionalism in policing which in turn, improves the standards for excellence in policing. It also encourages officers to incorporate greater discretion and judgement in performing their duties. (GOV UK, 2016). They have succeeded in doing so by setting standards in development, including codes of practice and regulations. (Police federation, 2016) 

I have assumed more responsibility in my last year of probation, including overseeing complex investigations;- conducting further training; and implementing strategic policing in real-world situations. The COP strategy focuses on building trust and a fair culture within policing (College of Policing, “Corporate Strategy 2022 to 2026”). Due to the mentoring from the COP and organised learning, I am more confident in my ability to use professional standards and moral judgement when carrying out my duties. In particular, their focus on building trust has aided me when building rapport with vulnerable victims of domestic violence. 

I frequently encounter incidents of domestic violence. I am often faced with the challenge of building rapport, and trust with vulnerable victims. According to the charity Safe Lives (2022) the police receive, on average, a report of domestic violence every 30 seconds in England and Wales. I have had several interactions with a female victim of domestic abuse. Prior to my involvement with the victim, she had not engaged with police. On speaking with her, it became apparent that she had previously lacked trust towards officers, and she felt she was not supported enough to proceed with pressing charges;- As a result, she was stuck in a cycle of continuous abuse from her partner. 

On reflection, the guidance by the COP provided me with the tools and the knowledge to best safeguard and support the victim. Using the victim’s code, I was able to keep the victim informed in accordance with the appropriate time scales. The victim’s code sets out the entitlements of victims and the corresponding duties of agencies throughout the entire criminal justice process. Victims of domestic violence are categorised as victims of the most serious crime and as such, they are entitled to an enhanced service. (College of Policing, “Victim Safety and Support,” 2015). I was able to fully support and engage with the victim. As a result, she proceeded with prosecuting her perpetrator. The COP Victim’s code standards ensure that future victims of domestic violence, receive a higher standard of support which can lead to future generations gaining confidence and trust towards the police. 

Additionally, my role as a police officer has changed in light of national plans that emphasise professionalising policing in the UK. This included completing the Policing Education Qualifications Framework (PEQF). A key factor to ensuring the public has trust and confidence in policing, is the professionalism displayed by police officers. Professionalism was identified as a major consideration, instrumental to the introduction of the PEQF (Jones and Miller, 2020) The PEQF is a national framework for professional training and qualifications of police officers. The PEQF forms part of the workforce transformation which supports the National Police Chiefs’ Council and the Association of Police Crime Commissioners policing vision 2025. (Strong, 2019). The purpose of the PEQF is to emphasise that today’s policing is more complex and diverse than ever, and professionalising police officers will encourage better rapport with the public. The PEQF is one of the four key NPCC workforce transformation priorities, and it helps achieve the COP’s goal to provide consistent national education and accreditation levels for policing roles, displaying a high level of training which they believe will reassure the public. The PEQF framework enables officers to gain a better understanding of evidence-based policing, as well as reflective practice and blended learning. (Strong, 2019)

At the start of my probation, my main goal was to acquire fundamental policing skills. However, studying alongside my policing role allowed me to start seeing policing as a component of a larger strategic framework, which aimed to boost public confidence. This significantly influenced the performance of my duties as a police officer. In an article by Tangen et al (2023), it states that policing has been considered a ‘professional role’ since 1829. As the founder of modern policing, Sir Robert Peel said ‘the police are the public and the public are the police’ (Uduwerage-Perera, 2023), The significance of Robert Peel’s statement is palpable, recognising always that the power of the police to fulfil their functions and duties is dependent on public approval of their existence, actions and behaviour, and on their ability to secure and maintain public respect. Whereas opinions of the police service are and have always been controversial, it begs the question, does a higher standard of education reflect a police officer’s capabilities when serving the public?

Those who oppose the introduction of the PEQF argue that policing should be a matter of common sense, and an ability to communicate and understand the law. For instance, Peel’s original hiring policy stated that only “working class” persons should be hired as police officers. Many would argue that “working class” persons are representatives of those without, a higher standard of education but who are still equipped to serve as police officers. However, policing today’s society presents new challenges, and the PEQF reflects this. The framework not only supports the knowledge, skills and expectations of today’s police officers,- it also highlights the changes and reform work that has been conducted due to historic events which epitomise the failings and lack of trust and confidence in policing over the years.  (Tangen et al, 2023)
The PEQF is welcomed by many and, it is important to acknowledge the benefits for police officers carrying out their role. Studies suggest that by professionalising the service and collaborating with the COP, training of new and existing officers has improved. It has also identified positive as well as negative characteristics of graduate officers, to encourage better attitudes towards diversity issues, skills improvement and civic engagement. Many say that implementing the PEQF has enhanced the recognition of policing as a profession, comparing policing to nursing and paramedicine. (Parker-Mcleod, 2020). 

An article by Jennifer Brown (2018) discusses the need for higher education within the police, and how it helps officers and builds public confidence. In the USA, for example, it was suggested that raising educational standards was a way to adapt to the needs of a complex society. As a result, funding was offered to universities to encourage enforcement officers in the US to achieve a higher education. Although, this was initially rejected by the UK, a review was conducted and found that the demands on policing in the 21st century called for a radical shift towards higher education, which eventually rolled out in the form of PEQF. 

Studies have found that longer serving officers always believed policing to be a profession, and a lifetime commitment. Comparatively, they view the role as a skill, which is perfected by gaining on the job knowledge and viewing policing as craft work. There was no place for higher education as they performed their duties professionally, showing commitment to the code of ethics.- and the Peelian principles. The study by Karen Lumsden found that officers questioned the legitimacy of the PEQF agenda as it challenged their view of themselves as professionals. (Lumsden, 2017)

At first, I had trouble adjusting to the professionalisation of policing. However, on reflection, I am completing my probation with a better understanding of the professionalisation of policing, especially having worked alongside longer serving officers. Although many agree that the PEQF is beneficial, there are opposing opinions from high ranking, long serving officers, arguing whether there is a necessity for officers to return to higher education. Concerns have been raised that by implementing the PEQF, specifically the PCDA route, it would reduce the rate at which front-line police officers are recruited/retained. Also, some have expressed that the PEQF is another attack on officers, in consideration of the lack of funding and cuts in recent years, as well as declining police retention numbers. (Andrews, 2024). Paul Williamson, the chair of Cumbria Police Federation argues that police officers ‘absolutely do not need a degree’, having regard to that statement that police officers have been professionals since 1829. (Honess and Clarke, 2023). Furthermore, many argue that if the PEQF is to be successful as a reform for policing,- it needs to recognise that the police not only serve and protect, but they also coerce and restrict. Dominic Wood (2018) discusses that the PEQF must reflect this and give officers the understanding that good policing is built upon reasoning and sound judgements. 

On the other hand, Honess and Clarke (2023) argue that a collaborative partnership between education and the police force induces better trained officers, leading to better skilled more effective police organisations. For example, the PEQF requires officers to complete an operational competency portfolio. This ensures that officers can apply educational classroom-based knowledge, to their operational role to be confirmed in rank. They argue that incorporating reflective practices both academically and operationally will become second nature to officers, giving them a better understanding leading to them becoming fully competent police officers. 

The COP has been instrumental in transforming professional policing. The policing vision 2025 (PV 2025) and workforce transformation 2018 (WT 2018) has also encouraged growth in UK police forces. The PV 2025 outlines a ten-year policing plan. Its aim is to influence the use of policing resources;- aid with decision making in safeguarding; and deliver a dependable, efficient and cost-effective police service. The vision sets out to inspire officers, as well as the Police Crime Commissioners, Chief Constables and the wider public. The vision highlights the complexities of the communities we serve, and the importance of a more sophisticated response to modern day challenges, from sexual exploitation to cybercrime. (College of Policing, “Policing Vision 2025”)

The PV 2025 was first published in 2016, setting out a decade long plan for policing. It includes a variety of plans, including local policing teams tailored to society’s complex and diverse needs. (Kent Police, 2024). These tactics support inclusion and diversity, which I have seen first-hand through a commitment to protect ‘Neighbourhood Policing’ in South Wales. Since 2011, South Wales Police have delivered almost £0.5billion to communities in South Wales and they have committed to continuing to prioritise neighbourhood policing. (South Wales Police, 2021) Embedded within the vision, is a recognition of the need for workforce transformation. This ensures that police officers can adapt to the changing demands,- by supporting a professional approach. Policies have outlined changes to recruitment, the value of skills and ability and increased emphasis on education and the requirement of PEQF for new recruits, which is set to increase professional leadership, and management capabilities with the police force. (Martin, 2021)

The PV 2025 is fundamental for policing at all levels, it emphasises that policing needs to be accountable and responsive to the public through the Police Crime Commissioners. The vision complements larger initiatives to enhance transformational changes and boost public trust. As well as implementing plans for neighbourhood policing, the vision aims to focus on making policing more representative of its communities (NPCC, 2016). By professionalising the police, the goal is that recruitment will improve, and the police will gain professional status similar to the traditional professions, such as medicine and law. Professionalisation is viewed as increasing the diversity of the police workforce, which is in line with the PV 2025. (Lumsden, 2017)

On reflection, my final year of probation has seen my role as a police officer change to align with national policing strategies. By guaranteeing that police have the information and abilities needed to perform their duties, the COP and the introduction of the PEQF has been instrumental in professionalising policing. My growth as an officer has been largely influenced by the emphasis towards workforce transformation and higher education. Although the academic components of professionalisation were difficult for me at first, I am now confident that structured learning improves public trust and decision-making. I understand that going forward, I must keep improving my abilities, participate in strategic policing projects, and adjust to new difficulties. 
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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 is a powerful tool used by the police to disseminate important information to the public. In this essay, I reflect on my experience using social media as a means of sharing information and engaging with the community. I use the Gibbs Model of reflection (The University of Edinburgh, 2024) to reflect. 

The term ‘social media’ refers to websites and applications that enable communication, content sharing and community-based input and interactions. (Lutkevich, 2021). Social media is often used as a tool to share information and connect  (University of South Florida, 2024). In a policing context, South Wales Police (SWP) use social media as a means to engage with communities, and it is said that their social media platforms provide invaluable insights concerning appeals for information. (South Wales Police, 2024). 

A study by Kepios found that at the start of January 2025, there were 5.23 billion social media users around the world, equating to 63.9 percent of the total global population (Data Reportal, 2024). This accentuates the potential global impact of social media, and the capability for information to reach a much wider audience when it is shared via social media. Unlike conventional media channels, social media encourages dialogue through comments, likes, shares and direct messages, meaning information and communication with the public is more dynamic, and impactful. (Sash & Company, 2024)

SWP uses a variety of social media platforms, including Facebook, Twitter/X and Instagram. SWP emphasises the significance of social media to inform the public about incidents in local areas as well as to provide crime prevention advice. They also emphasise the importance of maintaining professionalism, by monitoring comments to protect the integrity of investigations (South Wales Police, 2024). Over the past ten years, police departments worldwide have made investments in using social media as a platform for public involvement, and policies have been developed to aid and train officers in this process. Specifically, within British Police Forces, an analysis conducted in August 2011 distinguished between two types of approaches when utilising social media as a form of communication between the police and the public. The two types of approaches are the instrumental approach and the expressive approach. The instrumental approach is where, the police have sought to keep control and support a safe distance from the public. The expressive approach is where the police make a concerted effort to close the gap with the public. The study concludes that although an expressive approach necessitates an elevated level of upkeep it typically results in better engagement, and a rise in followers. (Fernandez et al, 2017)

Considering the expressive approach, it’s important to acknowledge the reaction of the public to police presence on social media. A survey by Cartwright and Shaw (2020) reveals that the opinion of the police of those people who follow their local police force on social media, mainly Facebook, changed. Overall, 86% of the survey’s participants said that the Facebook account of their local Police force had a positive impact on their perception of the police. Effective use of social media can improve the public’s general attitude towards the police whilst also fostering community interactions and trust in the police. (Hu et al., 2018). Additionally, if police departments provide content on social media that speaks to the public interests, they will gain more followers resulting in the messages being delivered to a wider audience. 

As a response officer, I do not often manage the use of social media and its policies. However, social media has proven vital for me in gathering information in relation to investigations of missing person cases. Some forces use social media to contact missing persons to confirm that they are safe, however this is prone to challenges and limitations. For example,  in these circumstances, regulation of investigatory powers (RIPA) (Home Office, 2023) must be considered and how the use of social media must be from a verified account (NPCC, “Use of Social Media to Contact Missing Persons”, 2024). During missing person investigations, prompt action from the police is vital,- This includes interviewing family and friends,- and identifying search parameters based on last sightings of the missing person. As well as the use of social media for publicity, and using information and intelligence gathered to return the missing person safely.

Although the use of social media to gather information is effective, there are a number of disadvantages. One issue being that missing person investigations can quickly progress into murder investigations,- Examples of high-profile cases where social media served as a key function to the missing person investigations include Tia Sharp’s disappearance and subsequent murder and the Madeline McCann case. In Tia’s case, the use of social media was carefully considered and heavily monitored by trained officers which resulted in high-cost implications. On average, missing persons investigations cost UK police forces between ££1,325.44 and £2,415.80 for low to medium risk cases. In Madeline’s case, the use of social media created a narrative that depersonalised the victim in the investigation (Ciobotaru, 2022).

On the one hand, social media can rapidly spread information about a missing person, increasing awareness whereas on the other hand, misinformation can be spread through conspiracy theories from online true crime fanatics. TikTok is a relatively new form of social media, providing a significant space for content sharing regarding missing persons. TikTok has previously distanced itself from outbreaks of disorder, however the BBC have identified episodes in recent months, including in the Nicola Bulley case, where disproportionate engagements on TikTok have led to harmful behaviour (Spring, 2023). Nicola Bulley was reported as a high-risk missing person. The missing person case of Gabby Petito in the USA also caused debate about whether TikTok had hindered or helped the investigation. During the investigation, the hashtag #gabbypetito attracted nearly a billion views on TikTok. Although initially, in both cases, there was no evidence of any third-party involvement, ‘true crime’ TikTok responded with a flood of content and fuelled a false narrative, in particular regarding Nicola Bulley’s disappearance. Media outlets in the UK began reporting on how TikTok had hindered police investigations, which was ironic given those same media outlets had relied heavily on the same TikTok content to generate their stories. This demonstrates the danger of social media and how the false spreading of information through social media platforms such as TikTok can also lead to headlines in news outlets, which may be presented as credible information;- causing fear and attributing to concerns in the communities. Eventually, the content shared about Nicola Bulley’s case led to thousands of content creators and media outlets attending the police scene, which resulted in crimes being committed with persons being fined for Public Order offences, and having their devices seized for investigations (Gies, 2019). Inevitably, this was a distraction for the police, potentially slowing down their investigation and causing unnecessary distress for the family of the victim. 

Interactions with the public when dealing with missing persons have the potential to escalate into large high-risk incidents, such as the Nicola Bulley case. My experience of using social media,- involved a high-risk missing person that was struggling with his mental health. On previous missing person incidents, I had not utilised social media due to a lack of training and being unsure of the proper channels to conduct social media posts. However, during this incident, I collaborated with a senior member of my team who aided me in requesting social media posts to be conducted. 

I was able to share information about the missing person via SWP social media pages, which gained attraction from members of the public sharing the post to local hubs on Facebook. This enabled us to collate latest sightings of the male as well as vital information from an associate. This associate said that the male had a snapchat maps location activated, and he was able to track that location, and pinpoint where he was last active. As a result, I was able to set up a search perimeter, meaning we had a better chance of finding the missing person quickly. On doing so, I was able to use ‘WHAT3WORDS’ as an exact pinpoint for the dog units and police helicopters to search for the male (what3words, 2022). This resulted in the male being sectioned under section 136 of the Mental Health Act in order to receive proper support for his mental health (Mind, 2017).

After my experience, I am confident that social media could be used as a tool to increase openness and foster public confidence. I was also surprised by the cooperation of the public, and associates of the missing person in using their own social media to assist us in the search for their friend. As a result of this incident, I now ensure to check for any social media accounts the missing person may hold especially ones with tracking devices such as Snapchat. I discussed this incident with my supervisor, and we both agreed on the effectiveness of this. I also voiced my concerns about the lack of training we receive on the advantages of using social media. Since, I have used social media to ask for posts to be made about road traffic collisions, identifying suspects in crimes and wanted individuals. Many of these posts have yielded useful information.



There are also benefits to police forces using social media, to share positive actions taken, such as significant arrests, community engagement events and everyday operations and stories of officers as it has been shown to humanise the police badge. Studies suggest that by doing so, it breeds increased trust and promotes familiarity with police officers (Dawkins, 2023). Further studies conducted on Arkansas police departments concluded that more frequent communication via social media would result in better engagement with the public. The study shows that frequent social media posting improves law enforcement’s relationship with the community and aids in the investigations conducted by police departments (Beshears, 2016). According to research on the effect of social media on police community interactions, police departments use of social media boosts public satisfaction, efficacy and perceived legitimacy. This data strongly suggests that social media can help a police force to interact more with the community, which could help achieve the goals of community policing and emphasises the advantages of utilising police departments social media. (Williams and Fedorowicz, 2019). 

In conclusion, the ambivalent and ambiguous role of social media in the dissemination of police communications is clear from the discussion. Social media can positively impact public trust,- and engagement and the using of social media has shown to improve police-community relations. Whereas using social media to aid with investigations has significant disadvantages, resulting in further police involvement and offences being committed,- such as the widespread of misinformation,- for headlines and TikTok content. With the advancement of technology and the ageing of the technological generation, social media will unavoidably become more significant and helpful to the police. My own experiences with social media have been positive, improving the police relationship with the community and helping to bring justice and support to victims and the families of missing persons. To protect the organisation and relationships between the police and the public when using social media, the police must continue to adapt and advance with technology and avoid becoming complacent with social media use. Additionally, the police must monitor their officers use of social media to ensure that it is being used appropriately and, ongoing training and up to date guidelines, policies and procedures will assist with this. 
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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:


This essay will critically evaluate my flexibility in leadership, providing evidence of how I have adapted my approach to a policing incident. It also examines the leadership strategies I have developed to manage a range of operational challenges. The ability to lead, motivate and inspire others to accomplish shared objectives and propel organisational success is known as effective leadership. (McCann, 2024) Effective leadership requires adaptability and the ability to apply different leadership styles. (GBS Cooperate Training, 2015)  By reflecting on real-world experiences and relevant leadership theories, this analysis will highlight my ability to lead dynamically, ensuring both team efficiency and organisational success. I will reflect throughout using the Gibbs Model of Reflection (The University of Edinburgh, 2024).

As a police officer, high leadership standards are vital to uphold the policing Code of Ethics. (College of Policing, “Ethical Policing Principles”, 2024) The leadership standards for policing have been developed as part of the National Centre for Police Leadership. The guidance sets out leadership standards at five organisational stages, with stage one highlighting leadership performance and standards for police constables. The guidance sets out 15 benchmarks on enabling professional leadership, from acting in the public interest, upholding the highest standards of professional behaviour, building and maintaining confidence with colleagues and upholding the code of ethics. (College of Policing, “Leadership Standards”, 2023) Research on leadership is complicated, and opinions on the best behaviours and styles vary across all organisations. Difficulties of linking leadership with organisational outcomes are particularly pronounced for the police, since common police performances are measured using conventional police performance indicators. However, examples of leadership styles that may have more detrimental effects within law enforcement include transactional and transformational leadership styles, which are common leadership styles. (Campbell, 2011)

Transactional leadership is a leadership style that uses rewards and punishments to motivate and direct individuals. This approach to leadership emphasises the importance of structure, organisation, supervision and outcomes. Unlike transformational leaders who are interested in supporting status quo, this style of leadership tries to sell their ideas and vision to followers, while transactional leaders tell group members what to do and when to do it. (Cherry, 2022). Although there are many styles of leadership, according to Durnford (2023), A transformational leadership style is the most effective leadership style in policing, as it encompasses assorted styles of leadership within and effectively creates an empowering workplace environment. Police culture pays a lot of attention to the structural aspect of police forces and has shown to nurture forceful and assertive leaders. Yet, in recent decades this culture has raised questions about its efficiency. The more assertive approach such as the transactional style of leadership has been questioned whether it jeopardizes and undermines new styles of leadership within today’s society. In contrast, the transformational management model may now become necessary for all police organisations and, potentially, be able to assume the burden of decision making in respect of all the ever-changing roles and tasks of the police. Effective police leadership is becoming increasingly important in today's changing environment, as are its adaptable qualities and skills. Theorists and practitioners of European policing believe that transformational leadership is the best approach to managing the police during periods of transition. (Smirnov79 et al., 2019)

The ability to deal with high-pressure situations is vital for police officers, transformational leadership is effective in doing so as it inspires a people centred approach that empowers members of a team, considering everyone ‘s unique needs, skills and motivations. (Fritsvold, 2022). Considering the advantages of transformational leadership, I am able to reflect on my ability to adapt to a more transformational style of leadership and understand the benefits and disadvantages of adapting to this style of leadership. 

I encountered a situation that required a shift in leadership style to adapt to evolving circumstances. I attended an incident because of an assistance call from firearm units, the firearm officers were conducting a search of a property believed to be occupied by a male armed with a firearm. The unit required further officers to manage crowd control in a very anti police area. The first two officers on scene were still in their probation and were out of their depth in managing an irate crowd that was escalating in numbers. My initial course of action was to be democratic and cooperative with the crowd, using a variety of communication methods. I ensured that my style of communication encouraged participation, feedback and collaboration from the crowd. I continued to use a democratic leadership style to promote openness, honesty and clarity. (Linked In, 2023). By utilising a democratic leadership style, I felt I was demonstrating a fair and respectful style of policing, knowing this area had a negative perception of the police I aimed to avoid the “us versus them” narrative knowing it negatively impacts on public safety, and reduces communities’ willingness to cooperate with the police. In addition to harming public cooperation, the narrative of us versus them presents a source of chronic occupational stress for officers. Studies have examined that occupational stress shapes officer’s well-being and has demonstrated officers’ slower reaction times and directly impacts their abilities to perform their duties. Research also indicated that when officers are less psychologically distressed, they report a stronger endorsement of democratic styles of policing. (Burke, 2020)

As the incident went on, tensions quickly increased, necessitating a change in leadership. I initially opted for a democratic leadership style, and utilised previous police training by following the five-step appeal. The five-step appeal allows officers to appropriately deal with resistance and involves giving individuals every chance to comply with their requests. It’s also part of officer’s safety training, and officers are aware of key words which highlights the need for further action. (College of Policing, “Conflict Management Skills”, 2020)

Following this, I adapted my leadership style to one that was more forceful and authoritative to preserve officer and public safety. I instantly communicated with the new officers and give clear and direct instructions. One officer stated she was feeling overwhelmed and began showing signs of stress. Stress and conflict are universal experiences, and their management is crucial for fast paced high pressure situations. The psychological effects of stress such as headaches, tense muscles and exhaustion, can impair a person’s capacity to perform well in high stakes or interpersonal interactions, making constructive conflict resolution more challenging. (Bhandari, 2024)

As I was able to recognise high levels of stress within the new officers, I quickly realised I had to establish a suitable leadership style that would motivate and not disable other officers. Heifetz and Laurie state a leader must be able to attend to three fundamental tasks in order to help maintain a productive level of tension. Firstly, a leader must create a holding environment to enable people to regulate the right amount of pressure, using a pressure cooker as an analogy for being able to release pressure in high intensity situations. Secondly, a leader is responsible for direction, protection and managing conflict. And thirdly a leader must have strong presence and be able to regulate distress which is argued to be the most challenging task. (Heifetz and Laurie, 2001) Recognising a strong presence in a police officer is important when considering effective leadership, leaderships styles such as transformational and transactional styles as forementioned all include the ability to foster relationships with others and uphold morals. A leader can supervise, direct and influence other behaviours and inspire individuals or groups of people to achieve a common goal. It’s argued that good police officers are born with many different skills that they develop throughout the course of their careers, both soft and hard skills. Soft skills include character traits, frequently referred to as people skills. Whereas hard skills are specialised information or abilities that are developed though formal education and training. (Modise, 2023). During this incident, I felt I was able to initially lean in on my soft skills and use people skills to communicate effectively with officers and members of the public, by having a softer approach with them I was able to gain trust and develop a good working relationship. However, as tensions escalated, I recognised I was the more experienced officer at scene, and I leant in on my hard skills and knowledge to develop a working strategy on how best to deal with the situation. By doing so, I felt I was able to demonstrate knowledge, and leadership by portraying confidence and a strong presence which meant the incident was dealt with safely and efficiently.

A strong presence in police officers fosters the code of ethics, by displaying authority, trust and confidence, all of which are essential for effective leadership. (College of Policing, “Ethical Policing Principles”, 2024). Studies suggest that the demonstration of high morals and ethical behaviour in police officers’ personalities, has seen to promote positive conduct in other officers and promotes strong leadership throughout teams. Ethical characteristics when focusing on leadership has been found to predict follower’s perceptions of leader effectiveness, job satisfaction and dedication and negative attitudes towards workplace misconduct. Ultimately leading to better working relationships between officers and their supervisors, research argues that authentic leadership behaviour is related to officers feeling psychologically empowered in their role. Ethical leaders are also considered role models for followers, through their own behaviour, communication and use of reinforcement. (Porter et al., 2015)

I first had faith in my capacity to manage the crisis through a participative strategy, thinking that enlisting the community via democratic leadership style would help to defuse the situation. Nevertheless, as things became increasingly tense, I began to wonder if my first strategy was too forgiving. Although I knew it was necessary, the shift to a more command-driven leadership style felt sudden. An officer’s authority is important when considering high pressure incidents such as public order. Public order may be one example of a complicated problem considering the many factors that can establish a public order incident. The aftermath is also important, ensuring an investigation follows a sound and legitimate process. Although police officers can deal with complicated and complex incidents, it's important to recognise what style of leadership is effective when dealing with complex situations. In this type of situation, leadership is more accurately associated with an individual’s authority. Although there are benefits in deploying an authoritative type of leadership, a leader-centric leadership can be counter-productive when dealing with complexity or large-scale incidents. This study argues that complex problems still require leadership, but not authority driven leadership, Complex problems involve multiple interacting systems, which is best handled when following a transformational leadership style. (Herrington and Colvin, 2015)

Firstly, in accordance with the principles of transformational leadership, my democratic method was suitable for involving and reassuring other officers. But when hostilities increased, I adopted a more transactional strategy that highlighted my authority and strong presence that was needed to guarantee order and prompt action. I also considered the National Decision Model throughout my changes in leadership style. (College Of Policing, 2024). Using the National Decision Model I was able to defend my change in strategy by pointing to growing tensions and using information and intelligence available to make effective decisions. Additionally, mission command principles, commonly used in high-risk situations, they emphasise the significance of achieving a clear goal while providing strategies in preserving operational efficacy while adapting quickly to changes. (Williams and Stasio, 2020). 

This event reaffirmed the value of adaptability in leadership, where circumstances quickly changed. Although my original democratic approach encouraged participation and teamwork, I discovered that successful leaders need to be ready to change tactics in response to operational demands. I also realised that to preserve team cohesiveness and trust, it was necessary to display a strong presence , to lean in on personal characteristics such as the soft and hard skills as forementioned, and to also display ethical and professional standards. To increase my efficacy of leadership in the future, I’ll work on developing my leadership skills by enhancing scenario-based training and improving communications and situational awareness. By carrying out these actions, I will improve my capacity to use adaptable leadership techniques, guaranteeing that I can handle a variety of policing situations with efficiency, team trust and by displaying strong ethical leadership. 
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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:

Throughout this essay, I critically examine my three years of probation as a student police officer utilising the Gibbs' reflective cycle (The University of Edinburgh, 2024) paying particular attention to the ways in which coaching and mentoring has shaped my growth. I'll analyse how these procedures have aided me in achieving my objectives on a personal, professional, and organisational level. I will also investigate significant coaching and mentoring ideas applied in law enforcement; and evaluate how feedback has influenced my performance and learning.

My growth as a police officer has been greatly influenced by coaching and mentorship during my 3-year probation period. My ability as a police officer was improved by the instruction and direction I received from my mentors and coaches as I became operational. This included having the opportunity to watch, enquire, and receive feedback from my allocated tutor. For those who have just received training, starting a career is a critical time. The mentoring newly appointed officers receive can be detrimental on both their short-term experience, and their long-term professional development which can be achieved through good mentorship. (Tyler and McKenzie, 2011) Rhodes and Beneicke (2002) state that although there are no definite definitions for mentoring and coaching, and context around the matter should be considered. Coaching can be described as unlocking a person’s potential to maximise their own performance, it’s considered to be a process that enables learning and development to occur and thus performance to improve. Whereas a mentor is a more experienced individual willing to share their knowledge with someone less experienced, in a relationship of mutual trust. A mentor’s primary function is to be a transitional figure in an individual’s development.

During my initial mentoring period, I had the chance to collaborate directly with experienced officers who have offered advice, encouragement, and criticism. Mentoring can allow a person to receive knowledge from a broader perspective, gain confidence which results in increased motivation and enhances resilience under duress. (Perry, 2023) Mentoring can also be defined as an intense, interpersonal exchange between an experienced senior colleague and a less experienced one. This process of receiving career and psychosocial support from experienced officers has shown to enhance the skills of new officers as well as their continuous organisational commitment. (Farnese et al., 2016) A further study conducted by Paoline and Gau (2024) also state that the advantages of mentoring lead to greater organisational commitment from newly appointed officers. A greater organisational commitment has also shown higher levels of aspirations among officers. Mentorship and advancement in policing is a critical component of retention among officers, and of organisational stability overall. Paths towards promotion and mentorship can also influence a constant supply of people wanting to move up the ranks or work towards joining specialist units within the police. 

Coaching and mentoring have been especially helpful to me as I've moved from academic study to real-world application. The College of Policing (2024) state the benefits of coaching can develop an officer’s career, and helps officers work effectively with others and improves self-confidence leaving officers feeling empowered. I mostly relied on my tutor constable during the early months of my probation, who offered me real-time feedback and guidance when dealing with incidents. The importance of feedback and guidance post dealing with incidents has been demonstrated to enhance new officers' development. Interpersonal skills competencies from mentors, combined with an understanding of how to prepare and present corrective feedback are also fundamentals for successful mentoring relationships. A feedback theory used by the FBI during the mentorship process has shown to positively influence new recruits. The cycle of effective feedback (CEF) provides a mentor with a sequence of steps to follow to provide feedback to newly recruited officers. The 5 elements include, understanding recruits and their responses to feedback, presenting the corrective feedback to recruits based on this understanding, reflecting on the feedback exchanged, enacting problem-solving steps to acquire the desired behaviour, and engaging in follow-up assessments to evaluate desired outcomes. When new officers and mentors are shown to utilise the CEF it increased their chances that they will be more open to corrective feedback later in their careers and provides a positive link to their personal and professional growth and development throughout their careers. (McDermott et al., 2012)

I gained confidence in my skills because of my mentor's organised tutoring and reinforcement. Sometimes it was difficult to get feedback, especially on areas that I felt needed work. I eventually adopted a growth mentality and realised that constructive criticism was a chance to improve my abilities. Constructive feedback is a type of feedback that focuses on finding areas for improvement in someone’s behaviour or performance, this form of feedback is important as it provides a method of facilitating development. (Virtual College, 2022) Receiving feedback was an important part of my mentorship process. Hay (1995) theorised the mentoring life cycle as a four-stage process. The first stage is the development of interpersonal rapport and trust. The second stage is establishing oneself, during which the mentor will work to boost the mentee's self-esteem and set their objectives; According to McKimm, Jollie, and Hatter (2007), the final stage is the process's conclusion, where the relationship ends naturally because the mentee has finished the training or support needs. Stage 3 calls for the mentor to push the mentee to go deeper in the learning stage, helping them to identify problems and reflect to grow and develop further. I strongly believe that receiving feedback was a crucial element to the mentorship process, as forementioned during stage two of the cycle my mentor gave me the boost and self-esteem which meant I felt confident in my abilities and began setting goals for my future career. 

Strong mentorship during my probation inspired me to set clear, achievable goals that aligned with continuous professional development. The use of continuous professional development is crucial for police officers as it helps them stay up to date with the latest developments in legislation, law enforcement and enhances their skills and knowledge. (CPD Online College, 2023). As my relationship with my mentor came to a natural end, and my tutorship period ended continuous professional development become even more important. College of Policing (2020) state that continuous professional development enables an individual in collaboration with their organisation to maintain, develop and gain recognition for existing and new professional skills, knowledge and competence. Considering the importance of continuous professional development, I ensured that after my mentoring period ended, I continued to seek advice and guidance on how best to develop professionally, and personally within my role as a police officer. 

Recognising the importance of CPD, I ensured I continued to seek opportunities for development. During my probation, I enjoyed and felt confident when dealing with high pressure situations. I was introduced to the public support unit (PSU) team by my mentor, PSU cover a wide range of events and operations, including protests, festivals, sporting events and disorder where there is a reasonable risk to public order and safety. (College of Policing, “Public Order Public Safety”, 2013). I set a goal to join the PSU team within my probation, knowing by joining PSU I would be open to more opportunities and training which aligned with my career goal of eventually becoming a tactical support officer. Studies were conducted to explain police oﬃcers’ job satisfaction with the dimensions of goal-setting theories. It was argued that the nature of the work itself, especially challenging goals, was related to employees’ job satisfaction. In addition to speciﬁc goals and feedback, the present study suggests that participation in goal setting aﬀects police oﬃcers’ job satisfaction positively. (Demirkol, 2020)

A study conducted by Chief Superintendent Irene Curtis (2015) discusses the theory of goal setting and posit that goals could be used anywhere that an individual or group has some control over the outcomes, that with commitment and the ability to attain a goal, there is a positive, linear relationship between goal difficulty and task performance, specifically when utilising goal setting theories such as the Locke and Latham theory. The Locke and Latham theory is known to shape our understanding of motivation and performance by setting goals using the SMART acronym, which stands for goals that are specific, measurable, attainable, relevant and timely. (Bitesize Learning, 2024). Although studies show a linear relationship between goal difficulty and task performance, Locke (1969) argue that an individual’s job satisfaction can be predicted and explained in the short range by taking account of his specific goals. According to this perspective, people do not remain satisfied indefinitely. Most people’s current objectives include a short-term final target or end goal, which if accomplished motivates them to set new future goals. Additionally, Locke (1970) defines job satisfaction as a pleasurable or positive emotional state, because of one’s assessment of one’s job or work experiences. He also argues that job satisfaction should be regarded primarily as a product of performance. Judge and Klinger (2009) also argued that mentally challenging goals and opportunities for personal growth can be used to improve employees job satisfaction. (Nalla et al. 2013)


By following goal setting theories such as Locke’s theory, I believe I was able to give myself clear direction to reach my goal, starting by allowing senior officers on the public order support unit teams to observe my skills and commitment to the public order sector directly. I've been able to learn new skills such as first aid, de-escalation techniques, crowd control tactics, and enhance my physical strength and endurance. I now feel better qualified for the position of tactical support officer because of my training.

As I progressed, more informal mentoring relationships developed. Now, nearing the end of my probation, I have also begun mentoring newer officers, offering guidance based on my experiences. This reciprocal process has further reinforced my learning and deepened my understanding of leadership within policing. The reciprocal process is the sharing of knowledge, expertise, skills and experiences by senior officers with those less experienced. Reciprocal mentoring is a two-way process and both the mentor, and the mentee will gain from the experience. (West Yorkshire NHS., N.D) It has been a fulfilling experience to mentor new officers, but it has also increased my awareness of the responsibility that comes with leading people. I had many advantages from sharing my mentoring experiences with newer officers. The advantages of being a mentor not only builds self-esteem, but it also allows mentors to gain experience in leadership and communication. A study conducted among mentors found that 43% have continued to find that mentoring helps them learn, grow, and develop the ability to lead and inspire. (Holmes, 2024)

My progress has been greatly aided by mentoring and coaching, which offer both official and informal learning opportunities. To assist me grow in key areas, my tutor constable employed a systematic coaching methodology that was in line with the GROW methodology which is frequently employed in law enforcement. The use of the GROW method encourages space for coaches to understand their own problems and reflect on their options, the framework includes the goal, reality, options and a way forward. The GROW process allows individuals to talk through issues and options and set goals to keep moving forward in a positive way. (Griffiths, 2018)

From an organisational standpoint, coaching and mentoring have aided in achieving the more general objectives of the policing vision 2025, which place a strong focus on leadership, professional development, and evidence-based policing. (College of Policing, “Policing Vision 2025”, 2025). My performance has improved because of my participation in organised learning and reflection, which has ultimately increased my personal and professional confidence and service delivery. The usefulness of coaching and mentoring in improving officer competence, confidence, and resilience has been well-documented in the field of policing (Fletcher and Mullen, 2019) My experience supports these conclusions because I was able to enhance operational skills through formal coaching and receive career guidance and emotional support through mentorship. Getting feedback has been essential to my growth. 

When I think back on my three years of probation, I can see how important coaching and mentorship has been to my personal and professional development. While mentoring has given me emotional support and career assistance, coaching has helped me practice my operational abilities. My personal goals of gaining resilience and confidence, my professional goals of working towards becoming a tactical support officer, and my organisational goals of aligning with the policing vision 2025 have all been made possible by these processes. Even though my experience with mentoring differed when receiving feedback. I actively sought advice, which improved my learning. Since going through this process and educating others I’ve enhanced my leadership skills and giving feedback to less experienced officers has further supported my own growth. Moving forward, I will take part in ongoing professional development, by enhancing my coaching abilities, using structured feedback methods and engaging in regular reflection. I will continue to grow as a professional police officer by implementing these actions. 
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