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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:

As a police officer who is in my final year of probation, I have had the opportunity to engage in various different policing incidents that have shaped my understanding of the complexities and challenges of modern-day law enforcement. One of these incidents, in which I played a significant role, involved a case of domestic violence that required a coordinated response to ensure the safety of the victim and hold the violent offender accountable for their actions.
The incident itself unfolded on a quite lively residential street in the late evening. A neighbour was quite distressed after hearing a large argument from the occupants next door, both shouting and screaming, and decided to call the police. Due to the nature of the call, I double-crewed, activating my emergency lights and sirens on the way to the address. On approach to the scene, myself and my colleague were extremely cautious, both fully aware of the dangers associated with domestic violence and its seriousness.
 
Upon entering the premises, I located a visibly distressed female who had sustained severe injuries during the altercation. It was crucial for me to establish a rapport with the victim to gain her trust and gather information. Meanwhile, another team focused on locating and apprehending the offender, who had fled the scene before our arrival due to his involvement.
 
The coordination between officers, communication with other emergency services, and adherence to established protocols were extremely paramount in ensuring the victim’s immediate safety and the subsequent pursuit of the offender. This incident highlighted the significance of effective teamwork, communication, and the need for well-coordinated responses to address the multifaceted nature of domestic violence cases. Without direct, clear, and concise communication between emergency services, there would be no way to relay critical information between them, such as; injuries to the victim, if it is safe for ambulance staff to aid the victim, what weapons, if any, have been used on the victim, and the location of the dangerous suspect. All this information is vital in helping the victim and all comes from clear coordination and communication between emergency services. This directly links into professionalisation of the police. My understanding of this goal early on during the incident it what sets apart police from normal members of the public. I have been trained in the importance of commutation between services which is something I directly look for at going into all types of police related calls.

Reflecting on this incident in the context of the strategic role of the College of Policing (College of Policing, 2024) in professionalising the police force in the UK, it becomes apparent that the college plays a pivotal role in shaping the training and development of officers to handle various complex situations, such as domestic violence. The college’s commitment to promoting a professional and ethical police service, directly aligns with the challenges encountered in this incident (College of Policing, 2024). 

I can see how the strategic initiatives of the College of Policing have influenced my approach to policing. The College's focus on professionalisation has emphasised the importance of effective communication, conflict resolution, and de-escalation techniques in handling volatile situations like the one I encountered. By integrating these skills into my practice, I was able to effectively manage the incident and ensure the safety of all involved.

Furthermore, my final year of probation has been a period of significant growth and development as a police officer. I have transitioned from a focus on learning and observation to taking on more responsibility and autonomy in handling situations like the one described above. This shift has been supported by the strategic policing requirements outlined in Policing Vision 2025 and the Workforce Transformation 2018, which emphasise the need for a skilled and adaptable police force capable of responding to evolving challenges.

In line with the College of Policing's five-year strategy, I have actively engaged in ongoing training and development opportunities to enhance my skills and knowledge as a modern professional police officer. This includes attending specialised courses on topics such as conflict management, domestic violence intervention, and cultural awareness to better serve diverse communities.
 
The College of Policing’s 5 Year Strategy emphasises the importance of continuous professional development and the adoption of evidence-based practices within policing (College of Policing, 2024).

I've witnessed firsthand the significant impact of the College of Policing on driving professionalisation within our force, aligned with strategic initiatives such as the Strategic Policing Requirement, Policing Vision 2025, Workforce Transformation 2018, and the College of Policing’s 5 Year Strategy.


The College serves as a crucial catalyst for implementing these strategic frameworks by providing comprehensive training, guidance, and resources tailored to the evolving needs of modern policing. 

Through its focus on leadership development, skills enhancement, and ethical standards, the College fosters a culture of professionalism and accountability among officers at all levels. This not only enhances our individual capabilities but also strengthens the overall integrity and effectiveness of the police service.

There are several different strengths to this strategy as well as limitations and challenges. In terms of strengths; the College of Policing's plan takes into account a number of important factors, including diversity, evidence-based methods, professional growth, and teamwork. This all-encompassing strategy guarantees a thorough response to the changing demands of law enforcement (College of Policing, 2024).


The plan places a strong emphasis on the value of involving stakeholders, such as policymakers, communities, and frontline cops. The College of Policing may make sure that its strategies are understood by people who are most directly impacted by policing practices by asking a variety of stakeholders for their opinions and feedback (College of Policing, 2024).


There are, however, a number of challenges that the plan faces. Despite the strategy's lofty goals and objectives, there may be obstacles to its successful execution, including a lack of funding, red tape, and opposition to changing the policing culture (Ransley & Mazerolle, 2009).

A wide range of metrics, and performance indicators are needed to assess the strategy's efficacy. However, it might be difficult to adequately analyse the strategy's outcomes due to the inherent complexity of quantifying the effectiveness of police actions. The efficiency of the plan can be greatly impacted by external factors like societal trends, economic situations, and political dynamics. For the College of Policing, adjusting to these outside factors while keeping a strategic focus is an ongoing issue (Boulton, et al., 2017).
 


 
The strategic Policing requirement, Policing Vision 2025, and Workforce Transformation 2018 underscore the need for a dynamic and adaptable police force. The College’s emphasis on evidence-based practices, community engagement, and ethical decision making aligns with the evolving landscape of modern policing  (Home Office, 2024).
 
 
The strategic Policing requirement was set out by the Home Secretary, its clear mission is to deliver on ‘the people priorities’, cutting crime, and providing safer streets that the public expects and deserves. The Strategic policing requirement (SPR), often plays a vital role in allowing the Home Secretary to set a specific direction, against the key threats to public safety and ensuring that all police officers, and forces have the appropriate capabilities to provide a robust, national response, overall ensuring common sense policing prevails (National Police Chiefs Council, 2018; Calam, 2017; Home Office, 2024).

Throughout my final year of probation, I have observed a transformation in my role as a police officer. The emphasis on community policing, problem solving, and collaboration with partner agencies has become more pronounced. The Workforce Transformation 2018 has encountered a shift towards a more diverse and skilled workforce, reflective of the communities we serve (National Police Chiefs Council, 2018). 

Workforce Transformation 2018 aims to modernise policing by improving efficiency, effectiveness, and employee well-being. This has translated into changes in organisational structures, processes, and leadership styles within my police force (Krachtt, 2018). During my probationary period, I've experienced a shift towards more agile and collaborative ways of working, with an emphasis on continuous improvement and employee engagement. While these changes have been positive overall, there have been some growing pains as officers adjust to new ways of operating and navigate potential resistance to change.

The gradual growth in autonomy and responsibility during the final year of probation is one noteworthy development. Probationary officers move from highly supervised jobs to more autonomous decision-making roles, according to Reiner (Reiner, 2019). This change calls for a deeper comprehension of departmental procedures, ethical standards, and legal frameworks.

To establish rapport and trust with the public, police personnel must possess strong interpersonal and communication skills. Skolnick’s research highlights the importance of communication in reducing the intensity of conflicts and promoting beneficial relationships. Officers hone their communication skills through real-world experiences in their last year of probation, learning useful verbal and nonverbal clues (Skolnick, 1993).
 
Technology integration has completely changed the way that police operate by providing new resources for community involvement, investigation, and crime prevention. Lum and Koper (Lum & Koper, 2017) pointed out that body-worn cameras are an example of the technologies, that have become essential to contemporary law enforcement. Probationary officers receive instruction and exposure to these technologies, enabling them to properly utilise them in their day-to-day responsibilities. 

One of the most significant changes I've noticed is the improvement in accountability and transparency. With body-worn cameras, our actions are recorded, providing an unbiased record of our interactions with the public. This has helped to address complaints and resolve disputes more effectively (Lum & Koper, 2017). 

However, in reflection of this, there are challenges that come with the widespread use of body-worn cameras. Privacy concerns, for both officers and civilians, need to be carefully addressed. There are also logistical issues, such as the storage and management of vast amounts of video data (Poirier, et al., 2023).

One major counterargument is that the College of Policing’s initiatives, while well-intentioned, often face significant practical and cultural barriers. The centralization of standards and qualifications can sometimes clash with the diverse needs and contexts of different police forces. Additionally, the emphasis on academic qualifications over practical experience may undervalue the skills and insights of long-serving officers, potentially leading to a loss of institutional knowledge (Neyroud, 2011).

Another criticism is the perceived lack of sufficient funding and resources to fully implement the college's ambitious plans. The success of initiatives like the PEQF and Workforce Transformation relies heavily on adequate investment, which is often constrained by broader economic and political factors (Bryant, et al., 2020). Without sufficient support, these initiatives risk becoming unfunded mandates, leading to frustration and disengagement among police staff.

These counter arguments show that there are gaps that need to be filled within the College’s approach to professionalising policing in the U.K. Although there are positive factors within their approach, there is always room for improvement.


For effective police in a society that is becoming more and more varied, cultural competence is essential. Research emphasises how important cultural sensitivity is to establishing legitimacy and trust in marginalised communities. Officers interact with a variety of demographics during their daily duties, developing their ability to handle cultural issues and sensitivities (Jennings & Ivkovich, 2019).

Officers are frequently exposed to a variety of moral and ethical issues. Researchers who highlight the significance of ethical decision-making frameworks in directing police behaviour include Skolnick. Probationary officers must maintain professional standards while juggling conflicting interests as they deal with ethical conundrums ranging from the use of force to confidentiality difficulties (Skolnick, 2011).

 

The ERA Cycle, developed by Jasper (Jasper, 2013), consists of three stages: experience, reflection, and action. This model helps in systematically analysing experiences to enhance learning and professional practice.

Reflection of this incident using the ERA Cycle Reflection Model (Jasper, 2013). My experience was that, during a late evening shift, a call reported a domestic disturbance. I found a distressed victim with injuries, while the offender had fled. My role involved reassuring the victim and gathering information, while my colleagues coordinated the search for the offender and provided medical assistance. 

Reflection: Key reflections include the emotional impact on the victim, the necessity of team coordination, the importance of following protocols, and the value of training provided by the College of Policing. My previous knowledge from training organised by the College of Police was vital in helping me understand what was necessary information from the victim and my commutation skills, which I have gathered from the college are what set me apart from a regular member of the public (College of Policing, 2024).


Action: My future actions for effective learning will include engaging in further training on domestic violence, improving communication skills, strengthening community engagement, and integrating evidence-based practices. These steps align with the strategic goals of the College of Policing, the Policing Vision 2025, and Workforce Transformation 2018.

In conclusion, the incident involving domestic violence was a poignant reminder of the challenges faced by police officers on a daily basis during their day-to-day job. It showcased the importance of effective training, teamwork, and adherence to established protocols in order to safeguard all persons involved, as well as to bring the offender to justice. The strategic role of the College of Policing in professionalising policing in the UK is evident in its commitment to continuous improvement and the development of officers no matter the length of service.
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1

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:


As a serving police officer in the United Kingdom, I have witnessed firsthand the evolving landscape of modern-day communication and engagement within the local community through the lens of social media. During this essay, I will critically evaluate the different uses of social media as a tool for informing and engaging with the local community, and promoting different policy initiatives, while considering the policies and practices that my force implements and enforces.

The use of different social media platforms by policing agencies has become increasingly prevalent in recent years of policing. Many different platforms, such as Facebook, Instagram, TikTok, Twitter, and YouTube, offer many different opportunities for various different police forces to disseminate information extremely quickly, interact with the public, and exhibit their work, creating a positive image of the police force within the local community (The Police Foundation, 2014). Each platform attracts a distinct demographic. Police departments choose platforms based on where their target audience is most active. For example, Facebook might be used for broad community outreach, while Instagram might target younger demographics (Dong, et al., 2022).

My force policy on the use of social media for professional information and engagement purposes strictly emphasises the direct importance of maintaining a level of professionalism, while also adhering to legal and ethical guidelines, and generally safeguarding various types of sensitive information, such as a person’s name, date of birth, address, or mobile phone number, to name a few examples.


As a police officer in the UK, I've experienced firsthand how the tools and technologies at our disposal can make a critical difference in the outcomes of our operations. One such incident stands out to me, vividly highlighting both the potential and pitfalls of using social media in policing. It involved a high-risk missing person.

The incident began when we received a call about a missing teenager. The individual, a 15-year-old girl, had a history of mental health issues and had disappeared after leaving a note that raised concerns for her safety. Given the content of her message, she was classified as high-risk, necessitating an immediate and comprehensive search effort.

In the past, such searches heavily relied on physical resources and traditional media channels. However, recognising the influence and reach of social media, we decided to use it in our efforts to locate her. We created a detailed post that included her photograph, a description of her appearance, what she was last seen wearing, and, crucially, a plea to the public for any information on her whereabouts. This post was shared across our official police department's social media accounts, including Facebook, Twitter, and Instagram.

The response was overwhelming. Within minutes, the post was shared hundreds of times, rapidly expanding our reach far beyond our immediate geographic area. People from various communities expressed their concerns, offered support, and promised to keep an eye out for the female. The viral nature of social media meant that within an hour, our appeal had reached thousands of people.

Amidst this widespread engagement, we received a direct message from a woman who believed she had seen the missing girl at a local shopping centre. This tip was invaluable and directed our physical search efforts more precisely. We dispatched officers to the location, and after a tense few hours, we found her sitting alone in a quiet corner of the shopping centre. She was safe, but visibly distressed. Our immediate intervention, facilitated by the timely tip-off via social media, undoubtedly played a crucial role in her safety.

Reflecting on the incident through Driscoll’s “What?” model provides a structured approach to critically analysing the experience. Driscoll's model involves three stages: "What?", "So What?", and "Now What?" (Driscoll, 2007).

The initial stage of Driscoll's model involves describing the event. In this case, a 15-year-old girl, classified as high risk due to her mental health issues and a concerning note, went missing. As a police officer in the UK, I and my team decided to utilise social media to aid in her search. We disseminated her photograph, description, and last known whereabouts across our official social media channels. The post quickly went viral, receiving extensive engagement and ultimately leading to a credible tip that directed us to her location in a shopping centre, where she was found safe but distressed.

The second stage prompts an analysis of the event’s significance. Social media’s role in this incident was pivotal. The rapid dissemination and vast reach allowed us to engage the community directly, resulting in timely and actionable information. The successful recovery of the missing girl highlighted social media's potential as a powerful tool in emergency situations.

However, the process was not without challenges. The high volume of responses included both useful and irrelevant information, requiring significant effort to manage and sift through. The potential for misinformation and malicious reports posed additional risks, complicating our search efforts. Privacy concerns also became apparent once the missing girl was found; managing her personal information post-recovery was crucial to protecting her well-being and privacy.

The final stage involves considering future actions based on the experience. Moving forward, the lessons learned from this incident will inform our approach to using social media in similar situations. Firstly, establishing a dedicated person to monitor and filter social media responses can help manage the influx of information more effectively. This person can quickly distinguish between credible leads and irrelevant or false reports, thereby streamlining our search efforts.

Clear guidelines must be in place to handle the privacy of individuals involved in such cases. While public appeals are necessary, careful consideration is needed regarding the information shared and the follow-up communications post-recovery to protect the individuals’ dignity and mental health (Hu & Lovrich, 2019).

Finally, community engagement and awareness should be enhanced. Educating the public on the responsible use of social media during such incidents can mitigate the spread of misinformation and encourage more accurate reporting. Building a network of trusted community contacts can also provide a more reliable source of information during emergencies.


One of the various key benefits of using different social media platforms in modern day policing is its ability to facilitate direct communication with the local community. This is done by utilising platforms such as Facebook, Twitter, and Instagram, using them to provide the local community with real-time updates on various different incidents, share crime prevention tips, give the local community positive engagement if a large presence of police is in one particular area, which can help aid with the speculation of members of the public and growing fear within the local community, and respond to different crime inquiries from the general public (The Police Foundation, 2014). This is a direct form of engagement that helps to build trust, and transparency between the local police force and the local communities that they serve (Denef, et al., 2012).


There are numerous benefits to the use of social media by local law enforcement. Studies show that a police presence on social media sites increases trust and community involvement. Police departments can share information, respond to complaints, and foster goodwill with the community by interacting with residents online (Strom, 2017).

Thanks to social media, police agencies may quickly reach a large audience with vital information, including safety advice, crime updates, and emergency notifications. Public safety and emergency response can benefit from this rapid communication (Chambliss & Michalowski, 2017).


However, as it goes without saying, the use of social media in policing also comes with significant risks and challenges. One of the primary concerns is the potential for harmful misinformation to spread rapidly on these various platforms. False rumours, inaccurate information can greatly undermine public trust in the local police force, which ultimately can lead to confusion during critical incidents. Therefore, it is often essential for police forces to verify information before sharing it on social media to quickly correct any inaccuracies that could have been circulated on these platforms (Williams, et al., 2021). 

Police officers' usage of social media platforms gives rise to privacy problems, especially with regard to the gathering and processing of personal information. Inappropriate handling of private data can result in violations of individuals' rights to privacy and a decline in public confidence (Crawford & Goold, 2016).

When it comes to preserving professional conduct online, preventing bias in online contacts, and guaranteeing the equitable and legal use of social media data in investigations, police officers' use of social media can create ethical challenges (Cartwright & Shaw, 2020).

The public's opinion of law enforcement may be adversely affected by the dissemination of false information on social media platforms. Police officers that disseminate inaccurate or misleading information risk undermining public confidence and credibility and facing criticism from the public (Waldron, et al., 2017).

Using social media for law enforcement may present legal difficulties with regard to data privacy, the validity of the evidence, and constitutional rights. Legal conflicts and abuses of civil freedoms may arise from an inability to handle these legal intricacies (Stuart, et al., 2020).

Another risk associated with the use of social media is the potential for privacy breaches and general data misuse. Different police forces must ensure that they handle sensitive information responsibly and comply with data protection regulations. Additionally, there is a risk of online harassment and abuse directed towards police officers and staff. Robust policies and procedures should be in place to address cyberbullying and safeguard the well-being of all policing staff and officers who use social media to better serve their local communities, however, as with regular day policing, this cannot always be guaranteed and comes at personal risk (Stuart, et al., 2020).


Jeanis, Muniz, and Molbert (Jeanis, et al., 2021) highlight the dual functions of social media in law enforcement: gathering intelligence for investigations and engaging with the community for crime prevention and information dissemination. The article emphasises the importance of responsible and ethical use of social media by law enforcement, acknowledging challenges such as privacy concerns and misinformation. Overall, the article underscores the transformative effect of social media on policing practices and suggests its continued significance in shaping the future of law enforcement. 

Reflecting on this shows social media as a positive tool in local police agencies at providing vital information to the local community, but also shows that social media use must be used with careful consideration as privacy concerns and misinformation can be extremely detrimental to police agencies reputation. 


When it comes to intelligence gathering, platforms like Twitter, Facebook, and Instagram are gold mines of information. I'm constantly monitoring these channels for any posts or updates that could be relevant to ongoing investigations. Whether it's identifying potential suspects through their social media activity or gathering evidence of criminal behaviour, social media has become an indispensable tool in our toolkit (Miller, 2024).


There are several different policy frameworks set out by law enforcement agencies for the use of social media. Clear and thorough procedures controlling social media use are necessary for police departments to use it effectively. These guidelines ought to cover a range of topics, such as public engagement, privacy concerns, content production, and distribution procedures. According to research, effective police social media policies include things like training for officers, protocols for handling sensitive information, tone and language guidelines, and mechanisms for monitoring and moderation (Greenwood & Jenkins, 2019).

Despite the advantages of social media use, police departments must deal with a number of difficulties and moral dilemmas while interacting with people online. One issue is the possibility of false information and rumours spreading, which can erode public confidence and engender fear in times of emergency (Larsson, et al., 2016). Furthermore, police rules need to address ethical concerns raised by privacy infringement, monitoring, and the improper use of social media data (Schneider, 2016). Police departments' ethical social media activities must be based on the fundamental values of transparency, accountability, and respect for individuals' rights (Rainford & Fitzgerald, 2017).



In conclusion, the use of social media has become an integral part of policing within the United Kingdom, it greatly offers opportunities for information sharing, community engagement, and policy promotion. However, it is essential for police forces to approach social media use critically and responsibly, while simultaneously taking into account the potential benefits and risks involved. By adhering to established policies and guidelines, law enforcement agencies can harness the power of social media to their benefit, enhance public safety, and strengthen the relationship between law enforcement agencies and the communities that they serve.
Words: 2064


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:


As a police officer, who is based within the United Kingdom, I have encountered a diverse array of operational situations that demand adaptable leadership styles to effectively manage a large variety of high tension, dangerous situations. During this essay, I will critically evaluate my own flexibility in leadership styles and analyse the strategies I have personally developed to navigate various operational scenarios. Drawing upon academic research, relevant case studies, and commonly used policing leadership models, I will demonstrate how I have applied different leadership styles to reflect changing circumstances within high-risk, dynamic situations.

On reflection, one instance that comes to mind clearly was a hostage situation in a residential neighbourhood. My team and I were entrusted with making sure the hostages and the community at large were safe and secure. During this period, I was the most experienced officer working within the team, causing the majority of them to turn to me for guidance.


The incident unfolded when a scared resident called in a distress call, telling us that someone with a large arrangement of weapons had locked himself inside a house and was holding a number of people hostage, including children. As soon as myself and my colleagues arrived on the scene, it was clear that a quick decision was needed because the situation was very dangerous.

After doing a situation assessment, I realised that someone needed to take control of the situation to deal with the current threat and reduce the possibility of harm coming to the people involved. I used my education and experience to help me develop a flexible leadership style that changed as the situation did.

I started out using a directive leadership style, giving my team members precise directions on how to set up a safe area, get neighbours in the area out of harm's way, and obtain information on the suspect and hostages. This strategy was essential for guaranteeing a coordinated reaction and keeping command of the situation in the face of chaos and unpredictability. Muczyk and Reinmann (Muczyk & Reinmann, 1987) research highlights that Directive leadership is characterized by a strong hierarchical structure, with a focus on efficiency, discipline, and adherence to protocols. This leadership style emphasises obedience to authority and swift action when dealing with law enforcement tasks.

But as the standoff dragged on and talks with the suspect became more difficult, I realised I needed to change my leadership style to one that was more collaborative and participatory. I had frank discussions with psychological specialists, hostage negotiators, and other relevant parties to develop a plan that put everyone's safety and wellbeing first.

I encouraged a sense of ownership and dedication to the cause among my team members by empowering them to share their knowledge and skills by utilising the concepts of transformational leadership, which is described as involving, inspiring and motivating subordinates to achieve higher levels of performance and personal growth. Using this style focus on creating a shared vision of the organisation's goals and values, encouraging innovation, and fostering a culture of collaboration and empowerment (Alqatawenh, 2019). By embracing this leadership style, we were able to quickly modify our strategy in response to the evolving circumstances by promoting candid communication and teamwork.

In addition, I used situational leadership strategies to adjust my style of leadership to the changing demands of the group and the working environment. For example, in times of high stress, I took a more directorial position to offer direction and clarity, but in less stressful times, I promoted team members' initiative and autonomy. I did this as the situation developed and changed. I personally felt that the newer and less experienced officers needed a more directional instructions, however more experienced officers I encouraged to speak forward regarding their thoughts and ideas.

I never lost sight of the significance of emotional intelligence in effective leadership during the entire incident, especially when there is a lot of pressure and anxiety present. Using empathy and attentive listening, I was able to establish a relationship with the suspect and defuse a potentially dangerous scenario without using physical force. Pandey (Pandey, 2023) highlights the importance of emotional intelligence and the benefits it can have on any given situation, especially involving those that require some form of leadership. All of this information was thought about by myself during the incident and I believe it ultimately why I was able to be effective.

After giving this incident some thought, I see how crucial it is to continuously improve and modify my leadership techniques in order to satisfy the demands of various operating scenarios (McCarthy & Garavan, 2020).

In dynamic and unpredictable situations, such as responding to emergencies or managing high-risk incidents, I have applied a situational leadership approach to assess the readiness and capabilities of my team members. Situation leadership in the context of my job as a police officer, involves adapting leadership styles based on the specific circumstances and needs of the situation, task, or individual officers present. Using this approach, I assess the competency and readiness of my team members and adjust my leadership style accordingly (Ralph, 2016).  By accurately diagnosing the situation and adjusting my leadership style to provide clear direction, support, or autonomy as needed, I have ensured effective decision-making and coordinated action (Hersey & Blanchard, 2017).

For instance, when leading a response to a major incident, I recognised the importance of providing clear instructions and guidance to ensure the safety and effectiveness of my team. Without this there would be a significantly greater risk of safety for my colleagues and the persons whom we serve. Myself and colleagues needed to understand that the situation needed to be taken control of, I needed to reinforce that with my colleagues to ensure this was achieved. As the situation evolved, I remained flexible in my approach, delegating tasks to experienced officers while providing support and encouragement to those facing unfamiliar challenges.


When it comes to flexibility in leadership style, it is crucial for police officers as they navigate complex, and dynamic operational environments. One of the most commonly used leadership models in policing is the situational leadership theory proposed by Hersey and Blanchard (Hersey & Blanchard, 2017), which suggests that effective leadership hinges on adapting one’s style to the readiness level of subordinates. This model has been crucial in guiding my personal experience and approach to leadership, as it strictly emphasises the importance of adjusting leadership behaviours based on the specific requirements of that particular given scenario. 

An experience I have had personally using this, is a situation where I encountered a group of teenagers arguing in a park, I utilised a situational leadership approach. Initially, I gave a supportive and empathetic tone to establish rapport and defuse any tension. However, as the situation progressed, I identified the instigator and addressed them assertively while trying to provide guidance and encouragement to the rest of the group. Through adaptability and active communication, I successfully diffused the conflict peacefully and ensured everyone's safety. Reflecting on this incident has showed me the importance of situational leadership and how effective it can be in a multitude of incidents.



Effective leadership in police necessitates not just a flexible style of leadership but also the application of particular techniques that are adapted to the particular circumstances. Transformational leadership is one such tactic that concentrates on encouraging and inspiring subordinates to accomplish shared objectives (Bass, 1985). 


Effective leadership in law enforcement requires the capacity to adjust and modify a leader's approach in response to changing conditions. The transition from command-and-control, hierarchical leadership styles to more collaborative and decentralised approaches in response to shifting organisational needs and societal expectations is one example of this (Aarset & Glomseth, 2019). This research shows the importance of having flexibility within my leadership style, as without this I would not adjust and modify my own personal leadership styles which is vital for police in dealing with a wide range of incidents.

Ford, Boles, Plamondon, and White (Ford, et al., 1999) documented an initiative for Community Policing using a transformational leadership style. They stated how local law enforcement officers implemented a community policing effort that aimed to improve relations between law enforcement and local residents within the local community. Law enforcement officers were able to arouse team members' excitement and dedication by outlining a compelling vision for the programme and highlighting the significance of cooperation and community engagement. As a result, the programme was successfully carried out, and there were noticeable gains in community collaboration and trust between the local law enforcement and the members of the communities to which they serve (Bass, 1985).


Leadership within policing plays a critical role in shaping organisational culture, driving performance, and fostering community trust. Various leadership models are commonly employed in law enforcement agencies to guide the behaviour and decision-making of police leaders and officers. There are three main leadership models that have been adopted by the police are the situational leadership model, the transactional leadership model, and the transformational leadership model (Aarset & Glomseth, 2019). 

Transformation leadership
One of the most prevalent leadership models in policing is the transformational leadership model. Transformational leadership emphasises inspiring and motivating followers to achieve common goals through vision, charisma, and empowerment (Northouse, 2018). Within law enforcement, transformational leaders seek to instil a sense of purpose and commitment among officers, fostering innovation, collaboration, and personal growth.

Transactional leadership
The next leadership model that is used widely in the field of policing is the transactional leadership model. In policing settings, the transactional leadership model is very frequently seen. In order to inspire subordinates and accomplish organisational goals, transactional leadership emphasises the trade of rewards and penalties (Bass & Riggio, 2005). Transactional leaders in law enforcement rely on protocols, policies, and rewards that have been set forth to uphold discipline, guarantee adherence, and handle poor performance.

The positives of this model are that transparent communication of standards and expectations by transactional leaders lessens uncertainty and improves responsibility.
They set up systems for performance evaluation and monitoring, allowing for prompt feedback and remedial action. Officers are motivated to attain desired results by transactional leaders who match incentives and rewards with company objectives (Bass & Riggio, 2005).


There are also some negatives of the model. A few of these being, officer creativity and innovation may be inhibited by the emphasis on rewards and penalties, creating a culture that values conformity above everything else.
The transactional leadership model may disregard long-term strategic priorities or community needs in favour of short-term objectives and results (Bass & Riggio, 2005).

Situational leadership:
Another relevant leadership model in policing is the situational leadership model, which emphasises the importance of adapting leadership style to the readiness and development level of followers (Hersey & Blanchard, 2018). Situational leaders assess the situation and adjust their approach accordingly, whether it involves providing direction, support, or delegation, to maximize effectiveness.

The strengths of this model are that situational leaders exhibit adaptability in their leadership approach, adjusting to changing conditions and their team's requirements.
They place a high priority on the empowerment and skill-building of their officers, encouraging their independence. Situational leaders maximize effectiveness in a variety of circumstances by adapting their style of leadership to the aptitude and preparedness of their followers (Hersey & Blanchard, 2018).

As with all leadership models, it also comes with some weaknesses. It can be difficult to consistently apply situational leadership since it demands complex judgement and assessment of both situational and human aspects. It takes a lot of time and resources to adapt leadership to the demands of each situation, which could put a strain on organisational capability. Clarity and decisiveness may be compromised by situational leadership's introduction of ambiguity or uncertainty, especially in quickly changing or high-stakes scenarios (Hersey & Blanchard, 2018).


From my own experience, I have seen firsthand how traditional top-down leadership structures are giving way to more decentralised models that put the needs of frontline workers' autonomy and empowerment first. This change has been sparked by the realisation that creativity and agility are crucial when dealing with modern policing issues like terrorism and cybercrime. Creativity in policing in the UK is vital for problem-solving, community engagement, crime prevention, resource optimisation, adaptability, and conflict resolution. It enables officers to develop innovative solutions, build trust with communities, address evolving challenges, maximise resources, and resolve conflicts effectively (Staines, 2011). This shows research shoes the importance in creativity in modern day policing. 

Reflecting on my experiences, I have recognised the need to adapt my leadership style in response to changing circumstances, whether driven by external factors or internal dynamics within the organization. By remaining agile and receptive to feedback, I have been able to cultivate a culture of continuous improvement and resilience within my team (Yukl, 2013).

In conclusion, police officers must have a flexible leadership style in order to effectively traverse the varied operational contexts they encounter. I have successfully managed a variety of operational circumstances by utilising leadership paradigms like transformational and situational leadership and putting certain methods into practice that are suited to the needs of the circumstances. Moreover, enhancing organisational effectiveness and producing favourable results in policing depend on a leader's capacity to adjust and modify their approach in response to evolving situations.
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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:


As I reflect on my three-year probation as a police officer in the UK, I cannot help but acknowledge the profound impact that mentoring and coaching have had on my personal and professional development. These invaluable support systems have not only aided me in meeting my personal, professional, and organizational goals but have also facilitated my learning, growth, and performance in the workplace.

Coaching and mentoring have been extremely important in helping me grow as a police officer during my probation. My operational skills and decision-making abilities have improved greatly because of coaching, which is described as a collaborative process aimed at enabling learning, skill development, and performance improvement (Cox & Clutterbuck, 2014). Conversely, mentoring entails an experienced person offering advice, counsel, and insight to a less experienced coworker (Lane & Clutterbuck, 2004). My probationary experience has been greatly enhanced by coaching and mentoring, which have given me vital assistance and direction as I negotiated the challenges of police.

In order to cultivate the abilities, self-confidence, and experience required for efficient policing, mentoring and coaching are essential parts of professional development programmes in law enforcement organisations (Milner, 2018). A more seasoned person (mentor) and a less seasoned person (mentee) establish a long-term, nurturing relationship with the goal of offering opportunities for career development, support, and direction (Kram, 1985). Conversely, coaching is centred around brief, goal-oriented support from a coach to improve particular abilities or deal with performance problems (Passmore, et al., 2013).

During my probationary period, I have gained a great deal from both official and informal mentorship contacts during my probationary time. I have received a great deal of assistance in navigating the difficulties of the police job from my assigned mentor, an experienced officer with years of experience. My mentor has given me great guidance on a variety of police topics during our frequent meetings, from how to handle difficult circumstances in the field to how to create efficient community outreach tactics.
Furthermore, coaching sessions have been quite helpful in addressing my areas of weakness and developing my professional skills. For instance, I got tutoring on conflict resolution methods, which was very useful, while handling tense situations at work. Additionally, coaching sessions have increased my ability to prioritise activities and make better decisions, which has enhanced my performance and productivity at work.

The advantages of coaching and mentoring transcend beyond personal growth to include more general corporate objectives. Police departments may develop a qualified and competent staff that can uphold the highest standards of service delivery and public trust by investing in the professional development of probationary officers (National Police Chiefs' Council, 2017). Additionally, coaching and mentoring help organisations retain brilliant employees by making officers feel appreciated and encouraged (Goddard & Truscott, 2010).

Throughout my probationary period, I have been fortunate to have experienced mentors and coaches who have selflessly invested their time, expertise, and wisdom in my development. Their guidance has been instrumental in helping me navigate the complexities of police work, from understanding procedural protocols to honing my communication and conflict resolution skills. Moreover, their unwavering support has instilled confidence in me, enabling me to tackle challenging situations with resilience and determination.

One of the most significant benefits of mentoring and coaching has been their role in helping me meet personal, professional, and organisational goals. Through regular feedback sessions and goal-setting exercises, my mentors and coaches have helped me identify areas for improvement and develop action plans to address them. Whether it's improving my decision-making abilities during high-pressure situations or enhancing my rapport-building skills with community members, their guidance has been instrumental in helping me achieve measurable progress.


The GROW model is one of the main coaching and mentoring ideas that have been used in law enforcement. The GROW model, created by Sir John Whitmore in 1992, is a methodical framework for defining objectives and addressing issues. My mentors and coaches have utilised this four-stage (goal, reality, options, and will) paradigm to support my professional and personal growth. I have been able to commit to taking concrete measures towards change, evaluate my existing situation, examine different possibilities, and create clear targets thanks to GROW coaching sessions (Whitmore, 1992). The model itself begins with setting clear and specific goals, that are aligned with individual or organisational objectives. As a police officer, the emphasis on goal-setting within the GROW model has been particularly beneficial. Clear objectives provide a sense of direction and purpose, helping to focus efforts on tasks that contribute to the overall mission of maintaining public safety and upholding the law (Whitmore, 1992).

Furthermore, the GROW model's reality stage pushes people to take an unbiased look at their existing circumstances. This element is crucial to policing because it helps officers become more self-aware and helps them see their strengths, limitations, and areas for growth. Officers can better comprehend the difficulties they encounter and devise solutions by accepting the realities of their work (Passmore, et al., 2016).


Lastly, the GROW model's Will stage places a strong emphasis on accountability and commitment. At this point, people are encouraged to own their objectives and make a commitment to taking particular steps towards achieving them. One cannot stress the value of individual accountability in police. The GROW model gives officers the ability to take proactive measures to accomplish their goals and carry out their community-serving responsibilities by instilling in them a feeling of accountability and resolve (Passmore, et al., 2016).

The GROW model has drawbacks in spite of all of its advantages. Its linear and sequential structure, which could oversimplify the complexity of leadership and personal development, is one possible disadvantage (Passmore, et al., 2016). Rigid adherence to a predetermined framework may hinder flexibility and inhibit innovation in the fast-paced and unpredictable world of law enforcement.


Furthermore, the GROW model may undervalue the significance of other elements like situational awareness, interpersonal skills, and emotional intelligence in effective leadership because it relies heavily on goal-setting as the main driving force behind coaching (Stober & Grant, 2006). Officers in law enforcement frequently have to handle intricate interpersonal dynamics and make snap decisions under duress, which calls for a more comprehensive approach to leadership development.

Transformational coaching has also been a significant strategy in my probationary experience. Through the development of a feeling of purpose, empowerment, and self-belief, transformational coaching aims to inspire people to realise their greatest potential (Grant, 2019). This strategy has been welcomed by my mentors, who have given me the freedom to take charge of my own education and development, given me faith in my skills, and motivated me to always aim for excellence in my work as a police officer.

The foundation of transformational coaching is in the ideas of transformational leadership, which emphasises inspiring and encouraging people to realise their greatest potential (Grant, 2019). By encouraging a sense of purpose, self-belief, and personal development, this coaching method aims to empower people (Grant, 2019). As a police officer, I have personally witnessed the life-changing potential of coaching, which extends beyond the improvement of skills to include comprehensive personal and professional development.

The focus that transformational coaching places on developing rapport and trust between the coach and the person being coached, is one of its main advantages (Sammut, 2014). Building a solid coaching relationship helps improve communication, coherence, and mutual support among officers in the policing context, where teamwork and collaboration are critical (Turnnidge & Côté, 2017). I now have a better grasp of my leadership style, shortcomings, and capabilities because to transformational coaching, which helps me build stronger bonds with coworkers and handle difficult circumstances.



Additionally, transformational coaching promotes introspection and ongoing development (Hawkins & Smith, 2010). This coaching technique gives officers the ability to recognise their areas of growth and take proactive measures towards their personal and professional development by encouraging introspection and self-awareness. Consequently, transformational coaching has improved my abilities to solve problems and to be flexible and resilient in the face of difficulty.

Moreover, transformational coaching encourages a creative and innovative culture (Umidi, 2005). This coaching technique can promote a culture of continuous learning inside police organisations and generate good change by encouraging individuals to think beyond the box and challenge established standards. As a police officer, I've been motivated to investigate fresh strategies for taking on challenging problems and enhancing community service delivery.


Transformational coaching has many benefits, but it also has drawbacks. The time- and resource-intensive nature of this coaching approach is one possible drawback (Bakhshandeh, 2023). Finding the time for in-depth coaching sessions can be difficult in the hectic and demanding world of law enforcement, especially when there are conflicting operational responsibilities. Furthermore, both the coach and the mentor must be willing to participate completely in the process for transformational coaching to be successful (Susanto & Sawitri, 2022). Any party's resistance or doubt has the potential to reduce the impact of coaching interventions and impede the achievement of intended results.


I should also mention that a major component of my probationary experience has been reflective practice. Schön (Schön, 1983) described reflective practice as critically analysing one's experiences and activities in order to gain knowledge and enhance performance in the future. This has been further evidence by Thompson and Thompson (Thompson & Thompson, 2023) who stated that an essential aspect of reflective practise is being self-critical and reflecting on previous experiences. 

Frequent debriefings with my mentors and supervisors have given me the chance to reflect on the interactions, choices, and reactions I made in response to the different scenarios I encountered while on duty. My comprehension of policing principles has been strengthened, my situational awareness has improved, and my ability to make sound decisions in challenging situations has improved thanks to these thoughtful conversations (Weiner, 2023).

The ability of reflective practice to foster ongoing learning and development is one of its main advantages (Schön, 1983). I have been able to see patterns, trends, and places where I may grow as a police officer by often reflecting on my experiences on the field. I've been able to improve my knowledge, hone my abilities, and modify my strategy to better serve the needs of the community thanks to this self-evaluation process.

Reflective practice has many advantages, but it also has drawbacks. The time and work needed to participate in reflective activities is one possible drawback. It might be difficult to find time for introspection in the face of conflicting priorities in the hectic and demanding world of law enforcement. In addition, the act of contemplation has the potential to reveal painful realities or expose vulnerabilities, which can be challenging to face (Christopher, 2015).


According to modern coaching and mentoring ideas in law enforcement, feedback is essential to the process of learning and growth. Officers can reflect on their actions, pinpoint areas for improvement, and establish goals for future development through feedback mechanisms like performance assessments and debriefing sessions (Wankel & Blessinger, 2012). I actively seek out input from peers and superiors as a probationary officer in order to assess my performance and make continual progress.

Similarly, I am committed to providing my coworkers with constructive criticism since I understand how crucial responsibility and support from one another are to accomplishing company goals. Police departments can establish a climate that is supportive of professional development and innovation by cultivating a culture of feedback and ongoing learning (Davis & Meyer, 2017).

In summary, my three-year probationary period as a UK police officer has been a life-changing experience moulded by connections with mentors and coaches. With the help and encouragement of seasoned mentors and coaches, I've gained the abilities, know-how, and self-assurance required to succeed in the field of law enforcement. I'm still dedicated to lifetime learning and constant development, and I'll use the knowledge I gained from my probationary period to contribute significantly to my community and organisation going forward.

Words: 1963
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