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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 will critically evaluate the strategic role of the College of Policing in professional policing in the UK, along with this I will show what I have done and how I am working towards fulfilling the role of a modern professional in policing. I will then reflect upon how my final year of probation has seen me change since year one.
The College of Policing plays a vital role in shaping and changing the future of policing in the United Kingdom. The College of Policing has made it their mission to support all police forces in maintaining high standards of service and professionalism across the UK. They were established in 2012 and were tasked with setting high standards, providing leadership development, and ensuring that policing was evidence-based, accountable, and reflective of community needs. This essay will critically analyse these parts, referencing key documents that have made this possible such as, the Policing Vision 2025, the Policing Requirement, Workforce Transformation 2018, and the College of Policing’s five-year strategy, along with other relevant references.
The College of Policing serves as the central body responsible for setting professional standards across policing in the UK. One of its key roles is in developing and maintaining national standards, ensuring a consistent approach to policing throughout the country. This aligns with the Policing Vision 2025, which emphasises the need for police forces to be skilled, diverse, and resilient (College of Policing, 2016). The College of Policing’s leadership development programs have also been central to this, preparing officers for future leadership roles and ensuring that leadership is accountable and aligned with public expectations (College of Policing, 2020).
The College of Policing’s Workforce Transformation agenda (2018) outlines how it aims to ensure policing stays adaptable to the constantly changing demands of the public. One of the main focuses of this strategy has been to address the need for a more diverse and adaptable workforce, as well as improving workforce skills through constant professional development. The transformation agenda also includes initiatives to ensure the recruitment, retention, and career development of officers in all sections or levels of their career. These are vital, given the increasing complexity of policing, as seen in the rise of crimes enabled by the internet, the rise of terrorism, and public order challenges (College of Policing, 2018). This is in line with the Policing Vision 2025, which highlights the need to build a workforce that can respond to new threats while reflecting society’s diversity (Karp, 2019).
A College of Policing’s core function is to promote evidence-based policing. This involves using research and data to inform policing practice policies and decision-making. The College of Policing facilitates a culture of learning through its “What Works” Centre, which shows research on effective policing techniques and interventions. Evidence-based policing aligns with the Policing Requirement, which calls for continuous improvement and innovation in policing to meet the demands of modern society (College of Policing, 2018). This strategy helps ensure that policing is not only effective and responsive, but also efficient and accountable (Eck & Maguire, 2000).
The College of Policing plays a significant role in setting national policing priorities and ensuring that other police forces around the United Kingdom work together in order to achieve the shared objectives. Through leadership and influence, the College of Policing ensures that police forces across the United Kingdom share best practices and learn from each other after difficult and basic incidents that happen. They also work closely with other public service sectors, local authorities and community groups to ensure that policing practices and policies are aligned with the much wider society goals. This co-operative approach is crucial in working towards and achieving the Policing Vision 2025 goal of ensuring policing is integrated with other services such as health, social services, other rescue agencies, and community safety (College of Policing, 2016).
The Policing Vision 2025 outlines priorities for policing in the United Kingdom, and the College of Policing are central and a huge part of the realisation of this vision. Ensuring that policing is user-focused, highly responsive to the community and their needs, and adaptable to the evolving landscapes of crime and public safety (College of Policing, 2016). The strategies in place with the College of Policing align with this vision, as it seeks to deliver solutions to the daily challenges policing faces, such as the transformation crime has taken into the digital world, budget constraints for equipment and other officers needed, and the growing demand for specialised skills in areas like counter-terrorism and mental health (Bennett, 2020).
Despite the clear strategic direction, the College of Policing has faced challenges in its entry to policing. A primary criticism is the lack of uptake on the College of Policing guidance across all forces. Whilst some police forces have quickly implemented the standards set by the College of Policing, others have been slower to implement them due to constraints on resourcing or more localised priorities set by each force (Wright, 2019). This inconsistency in implementing the strategies can undermine the College of Policing aims of professionalism and a cohesive policing system.
Some of the strategies, especially those outlined in the Workforce Transformation agenda, are subject to the financial constraints faced by police forces across the United Kingdom. The measures over the past decade have resulted in reductions in police officer numbers, which poses a challenge to the College of Policing goal of building a diverse and skilled workforce (Boulton, 2018). While steps have been taken to mitigate this through recruitment drives and officer retention initiatives, the workforce environment still presents a significant barrier to long-term transformation of police forces.
The College of Policing has made considerable strides in addressing emerging challenges such as cybercrime, terrorism, and mental health issues. However, each day there is still a rapidly changing nature of crime and technology, and as such, requires police forces and the College of Policing to remain adaptive. Digital crime, in particular, will require constant training and strategies to ensure police officers are up to date and able to deal with the challenges caused by this (College of Policing, 2024).
As a police officer currently serving my final year of probation within a local police force, I am committed and fulfilling the duties and responsibilities outlined in multiple of the key documents and strategic plans previously spoken about. These include the College of Policing’s Competency and Values framework (2015), Policing Vision 2025, the Workforce Transformation 2018, the Policing Requirement, and the College of Policing’s five-year strategy. I continuously work to ensure that I am aligned with these strategic goals.
The College of Policing’s Competency and Values Framework (2015) outlines the competencies and values that every officer should demonstrate throughout their career. During my probation, I have consistently worked to uphold the core competencies such as professionalism, communication, and problem-solving. My role involves ensuring I provide and receive a high level of communication with colleagues and community members, which is critical for maintaining public trust and confidence. I have applied these competencies in various real-world scenarios, including investigation of crime, assisting and conducting intelligence-led operations, and also engaging with the public (Williams & Houghton, 2017).
I have often sought feedback from senior officers and peers as well as engaged in regular training provided by the College of Policing and other agencies to ensure I develop and improve my professional skills. As noted in the College of Policing’s Competency and Values Framework (2015), it is crucial for officers to adopt a reflective and self-improving attitude, and I continue to use and embrace this ethos in my day-to-day work.
Policing Vision 2025 provides a map for where policing should be in the future, highlighting the importance of a modern, proactive, and flexible workforce. A main objective for this vision is the integration of technology, collaborative working, and innovation. In line with this, I have participated in various technology-focused initiatives within my local police force, including using digital platforms for workload and casefile management, and more recently the use of facial recognition to assist and identify the detection of offenders that have been captured on CCTV or that refuse to provide their details when suspected to have been involved in an offence. Facial recognition can be used in a number of ways, including to prevent and detect crime, find wanted criminals, safeguard vulnerable people, and to protect people from harm (Met Police, 2025).
The Workforce Transformation 2018 highlights the need for leadership, development, and operational excellence within the policing workforce. In response, I have taken steps to ensure that I am continuously developing my leadership capabilities by assisting police officers with less service, or police officers with more service that are unsure about incidents I am more knowledgeable in. This development contributes to my personal growth and achievement of an agile workforce that has been envisioned by the Workforce Transformation Strategy. A project by the Open University’s Centre for Policing Research highlights the significance of leadership in driving and fostering an adaptable workforce (Open University, 2019).
Furthermore, the Policing Requirement 2018 stresses the importance of police officers collaboratively working together and in teams. I have previously contributed to multi-agency collaboration by participating in incidents that have required the fire service, ambulance service, and other emergency service agencies, which demonstrates my participation with the strategy for shared responsibilities.
Since starting my career as a police officer in 2022, I have witnessed significant changes in the role, which have been shaped by society’s expectations, advances in technology, and strategic priorities set by my police force and the College of Policing.
The integration of technology has become more notable as I now rely heavily on digital tools that I access on a daily basis. These have allowed me to keep on track with crime management, intelligence sharing, and investigative procedures, with more and more being added each day. For instance, the use of my mobile device now gives me access to crime data and crime occurrence information when I respond to an incident. This was a strategic change and was highlighted by the Policing Vision 2025, the incorporation of technology is essential to modern policing, enabling officers to stay ahead of emerging crimes (Home Office, 2016).
Collaborative working has become a defining feature of the modern police role, particularly in addressing complex social issues such as mental health. The need for multi-agency cooperation has increased, as highlighted by Bath, R. (2021), who notes that effective partnerships between police, health professionals, and local authorities are essential for delivering comprehensive public services. Since joining the police, I have participated in joint initiatives with health professionals and local authorities, demonstrating a shift toward more efficient and appropriate public service. This approach aligns with the Workforce Transformation Strategy 2018, which emphasizes the importance of integrated working to enhance service delivery and responsiveness. Furthermore, His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (2023) underscores the significance of collaboration in improving police responses to individuals with mental health problems, highlighting the positive impact of joint training and shared resources.
In conclusion, the College of Policing plays a crucial role in shaping the future of policing in the United Kingdom, driving a vision for an effective and professional police service. Its work in setting standards, developing leadership, evidence-based policing, and workforce transformations is essential for the continuous improvement of policing. However, as discussed, there are challenges that will still need to be addressed and faced, such as the resource constraints, the need for consistent updates and implementation of policies across police forces whilst still adhering to local police forces’ initiatives. The College of Policing’s ability to adapt to challenges and manage these effectively will determine strategic success in policing.
Furthermore, as I enter the final stages of my probation with my local police force, I am actively working to align my practice each day with the strategic goals laid out by the College of Policing. Through a focus on professionalism, collaboration, and leadership, I am committed to fulfilling the role of a modern-day professional police officer. I will do this by continuing to develop my skills and adapting to the ever-changing needs of the police service.
Finally, the role of a police officer has drastically changed since 2022, particularly in the areas of technology use, collaborative working, and community engagement. These changes align with broader strategic goals in policing, which demonstrates a more adaptable, community-focused, and technologically advanced force.
In conclusion and reflecting on my journey so far, it is clear that the College of Policing plays a vital role in shaping a modern, professional police service. Throughout my probation, I have embraced the standards and strategies outlined by the College, ensuring my practice reflects professionalism, leadership, and adaptability. I have witnessed first-hand how policing has evolved, particularly with the integration of technology and collaborative working. As I near the end of my probation, I remain committed to developing my skills, upholding the values of the profession, and contributing to a policing service that meets the ever-changing needs of our communities.
(2164 Words)
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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:

In this essay, I will critically evaluate the use of social media as a means of informing and engaging with the community and promoting policy initiatives. In order to complete this, I will consider the role of police forces in using social media for professional information and engagement. I will state and review social media platforms that are used by policing. I will then state the benefits and risks of using social media.
Social media has transformed how police forces engage with the public, particularly in high risk incidents such as missing person investigations involving individuals who have threatened to harm themselves or others. The use of platforms like Facebook, Twitter, and Instagram enables Police forces to disseminate information rapidly, gather intelligence, and engage with the community in real time (Ferguson & Soave, 2021). In an incident I handled, a person had reportedly made threats to harm themselves prior to leaving an address. Social media played a vital role in locating and ensuring their safety, highlighting its effectiveness in crisis situations.
This essay critically examines how police officers respond to such incidents and utilize social media to assist in investigations. It will explore the risks and benefits associated with social media use in policing, including concerns about data privacy, misinformation, and the possibility for public backlash. Additionally, the essay will consider police forces' policies on the use of these platforms and how these policies shape their approach to utilizing social media. For instance, the Independent Office for Police Conduct (IOPC) has emphasized the need for professionalism and adherence to ethical standards when officers engage with social media (IOPC, 2021).
When a high-risk missing person is reported to the police, the officer attending the scene has multiple priorities. The first priority is to assess the level of risk involved in the case to ensure that immediate actions are taken to locate the individual and safeguard their wellbeing. Police officers must evaluate whether the person is at immediate risk of harm, both to themselves or others. This assessment typically involves gathering information from family, friends, and relevant professionals, such as mental health services, to understand the context and severity of the situation.
After the initial risk assessment, the officer will initiate the search and investigation. This could include physically searching locations where the individual is likely to attend or be found, speaking with witnesses, and patrolling local areas. In some cases, when the missing person’s whereabouts remain unclear, police will continue searching until the person is found. As per the guidelines set by the College of Policing, if the person is graded as high risk, (high risk is defined by the College of Policing (2024) as “The risk of serious harm to the subject or the public is assessed as very likely”) the officer attending the case is not permitted to attend to any other calls or abandon the search. “In more serious cases, an IO (Investigation Officer) is allocated whose sole or primary role is to investigate this incident” (College of Policing, 2024).
Social media can significantly impact this search and investigation process. A key responsibility of the officer is to engage with the public and request assistance in locating the missing person. Social media offers a fast and effective means of reaching a large audience, potentially alerting individuals who may have seen the person or possess relevant information.
Social media offers police forces a variety of tools to inform, engage, and collaborate with the public. In high-risk missing person cases, platforms such as X, Facebook, and Instagram are often used to spread critical information and mobilize the community. The use of social media allows police to communicate directly with the public and tap into an expanded network of individuals who may assist in locating the missing person.
One of the primary uses of social media in missing person cases is issuing public appeals for information. Through detailed posts, police can share descriptions, photographs, and last known locations of the missing person. Social media's speed and viral nature make it a powerful tool in spreading these appeals quickly. Posts can be shared, retweeted, or re-shared by users, allowing the appeal to reach a wide and diverse audience in a short amount of time. This can significantly increase the chances of relevant tips or sightings being reported (Manning, 2018).
Social media appeals are especially effective when the missing person is known to frequent specific areas or is associated with certain demographics. In such cases, the appeal can target those particular groups, increasing the likelihood of useful tips, information, or sightings. For instance, Ferguson and Soave (2020) found that tweets featuring images and location-specific hashtags garnered higher engagement, suggesting that tailored appeals can enhance public response. Similarly, Solymosi et al. (2020) observed that tweets asking the question “have you seen…?” and explicitly requesting retweets significantly increased engagement, indicating that clear calls to action can mobilize the community effectively.
Social media allows police forces to provide timely updates on the progress of an investigation. Officers can share critical information as it emerges, such as the person being found, new developments in the investigation, or changes in the search area. This real time communication builds transparency and manages public expectations, which ultimately helps to maintain public trust in the policing process (Turner, 2018). Additionally, real time updates help clarify any potential misunderstandings, reducing the spread of misinformation or panic.
Further, engaging with the public through social media comments and messages can provide valuable information. Officers can directly interact with community members who may have seen the missing person or have knowledge about their whereabouts. This fosters a sense of collaboration and enhances community involvement in the investigation.
In cases requiring extensive geographical coverage, social media can also be used to coordinate volunteer search efforts. Volunteers may be able to assist by searching specific areas that have been identified as relevant to the investigation. By engaging the community through social media, police forces can request help, directing the public to specific locations in an organised manner. This collaboration can help extend the police’s resources and cover a broader area. However, it is crucial that such efforts be carefully managed to prevent public interference with law enforcement or individuals searching in unsafe areas. Clear communication and guidance on how to contribute to the search are essential for public safety and for the integrity of the investigation.
Police forces have clear policies regarding the use of social media, designed to ensure that officers use these platforms in a professional and responsible manner. These policies address issues such as professionalism, data protection, and public engagement, all of which are crucial in the context of high-risk missing person cases.
Police forces must be cautious when sharing information on social media, particularly in high-risk cases where personal details of the missing person may be involved. Sensitive information, such as medical history or personal circumstances, must be handled carefully to protect the privacy of individuals and comply with data protection regulations, such as the Data Protection Act 2018 (UK Government, 2018). Officers are trained to avoid sharing unnecessary personal details and ensure that posts do not violate an individual’s right to privacy.
For instance, Gwent Police’s social media policy emphasizes the use of official channels for communication. Officers are advised to only use official accounts to disseminate information, avoiding personal social media profiles, which could lead to a lack of control and professionalism in handling sensitive data (Gwent Police, 2020). This ensures that posts are consistent with operational protocols and protect the integrity of the investigation.
In addition to using social media for official communication, officers are trained in how to engage responsibly with the public. Gwent Police's policy highlights the need for professionalism and transparency in online interactions. Officers are expected to manage online communications in a respectful and factual manner, responding to inquiries and comments while avoiding personal conversations that could lead to misunderstandings or conflicts. By maintaining a professional tone, police forces can uphold public trust while fostering collaboration (Manning, 2018).
Social media facilitates direct, real-time communication between police forces and the public, which helps increase engagement in policing efforts. It allows police to solicit assistance, share updates, and build a rapport with the community. Platforms like Facebook and Instagram make it easy to engage with a large and diverse audience, fostering a sense of involvement and cooperation between police and the public (Manning, 2018). This interaction can be particularly valuable during missing person cases when community members can be instrumental in locating the individual.
The broad reach of social media allows police to disseminate crucial information to a vast number of people quickly. This is especially beneficial in urgent cases like missing persons, where time is often critical. Posts can be shared across platforms and among large networks of people, creating a viral effect that increases the likelihood of the missing person being located. Unlike traditional media, which may take longer to broadcast information, social media provides a rapid and widespread distribution channel (Turner, 2018).
Social media offers a cost-effective means of reaching the community, particularly in cases where resources may be limited. In high risk missing person cases, social media can be used to disseminate information quickly and to a broad audience without the costs associated with traditional media channels, such as print advertisements or TV ads. This is crucial when police forces need to make the most of limited resources and reach as many people as possible in the shortest possible time (Manning, 2018).
One of the primary risks associated with social media is the spread of misinformation. False or speculative posts can cause confusion, limit inquiries in investigations, and generate unnecessary distress for the missing person’s family. Misinformation can also harm the police investigation itself by diverting attention or resources to incorrect paths. To mitigate these risks, police forces must establish guidelines for verifying and sharing information and monitor social media platforms for false claims (Smith, 2019).
The exposure of personal information on social media can lead to privacy breaches, especially when sensitive details about the missing person are shared. Police officers must carefully balance the need to inform the public with their responsibility to protect individuals’ privacy. The Data Protection Act 2018 requires that officers avoid sharing personal or medical information unless absolutely necessary, to prevent potential harm to the individual or their family (UK Government, 2018).
While public involvement in a missing person investigation can be valuable, it can also lead to interference with the police’s work. Untrained individuals attempting to conduct their own searches may obstruct police efforts or put themselves in dangerous situations. Public engagement must therefore be carefully managed, with clear instructions on how the public can contribute to the investigation without disrupting police efforts.
Social media has become an invaluable tool for police forces in high-risk missing person investigations, offering a means of rapidly disseminating information, engaging with the public, and coordinating search efforts. However, its use must be balanced with caution to mitigate risks such as misinformation, privacy concerns, and public interference. By adhering to clear policies, such as those outlined by Gwent Police, officers can maximise the benefits of social media while safeguarding the integrity of the investigation and protecting the rights of individuals involved. Social media, when used responsibly and professionally, enhances the ability of police forces to engage with the community, foster collaboration, and ensure the success of high-risk investigations. This essay has shown the benefits and risks present when police forces use social media to assist with investigations. However, this essay shows mostly the benefits that it has when dealing with high risk and high profile investigations.

(1933 Words)
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Task 3

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


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

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




ANSWER:

Leadership within policing play an essential role in ensuring that operational situations are managed effectively, safely, and efficiently. A police officer, particularly in the UK, must be able to adapt and change and be flexible to leadership strategies in order to address the diverse range of operational challenges that arise, from managing an emergency response to engaging with communities for public safety. Effective leadership is not static and must adapt to various circumstances, challenges, and stakeholders. In this essay, I will critically analyse and evaluate leadership strategies that a police officer working in a police force within the United Kingdom (UK) would develop to manage a range of operational situations. I will explore leadership models that are commonly used in UK policing, such as Transformational Leadership (Cockcroft T, 2014), Transactional Leadership (College of Policing, 2023), and finally Situational Leadership (College of Policing, 2023).

The leadership models applied within UK policing are crucial in shaping decisions made by police officers and influencing the outcomes of operational situations. Each of the models listed above play a unique role in responding to different operational scenarios.

Transformational leadership focuses on inspiring, motivating and developing subordinates to transcend their self-interests and work towards a collective vision. This approach emphasises high levels of engagement, moral responsibility, and the ability to foster innovation. In policing transformational leadership is increasingly seen as a means to build community trust and promote long term engagement between officers and local residents (Miller, 2020). This model is particularly beneficial in community-based policing where the leader seeks to empower officers to serve the community effectively and proactively. For example, when managing public protests or community incidents, a transformational leader would focus on de-escalating tensions and prioritising communication. Instead of enforcing control through power, they would work to resolve conflicts through understanding and collaboration. 

Transactional leadership, characterised by its focus on maintaining order through rewards and punishments, adherence to structured procedures, and ensuring accountability, is particularly effective in high risk, high staked environments where operational clarity and adherence to protocols are vital. In critical operational situations such as responding to a terrorist threat, hostage situation, or major crime scene, transactional leadership ensures that officers remain focused on the task at hand, and clear roles and responsibilities are established. This approach is supported by research indicating that transactional leadership can enhance organisational commitment among police officers by providing clear expectations and a structured environment (Membredo, 2022). Furthermore, the emphasis on compliance with established procedures and accountability mechanisms inherent in transactional leadership is crucial in maintaining order and discipline during high-pressure situations (Vito et al., 2014).​ This leadership style can also be seen as reactive, where it is employed when adherence to rules, procedures, and quick decision-making is paramount (College of Policing, 2023). During such events, officers may not have the time to engage in the participatory processes that transformational leadership advocates. Instead, they must quickly follow orders and ensure the safety of everyone involved. Transactional leadership provides the clarity needed in such urgent situations.

Situational Leadership suggests that effective leaders adjust their leadership style based on the situation and the competence or readiness of their team members. In policing, situational leadership is particularly valuable, as officers often work in high-pressure environments where flexibility is key. A police officer might undertake an authoritative style when dealing with a critical incident, but a more participative style when leading a community engagement initiative. Research indicates that situational leadership allows leaders to adapt their approach to the maturity level of their team members, enhancing effectiveness in diverse scenarios (Northouse, 2016). This adaptability is crucial in policing, where the nature of incidents can vary significantly, requiring different leadership responses.

The adaptability inherent in the situational leadership model is essential for officers as they encounter various operational environments. The ability to assess the readiness and capability of their peers and colleagues, as well as the urgency of the situation, allows them to apply the most effective leadership style at any given time (Northouse, 2018). An effective police officer must understand the importance of adapting leadership strategies to the nature of the situation at hand. Different operational contexts, ranging from emergency response to community-based policing, require distinct approaches to leadership. 

When responding to an emergency such as a domestic incident, high risk missing person and kidnapping or suicidal persons, clear and efficient decision making is essential. In such high stress environments, transactional leadership is the most effective model, as it ensures clarity, order, and quick execution of tasks. A police officer in charged of an emergency response must prioritise speed and accuracy, directing their team to follow procedures and without deviation. The use of transactional leadership in these scenarios can be seen in the application of strict protocols. The senior officer must issue clear directives, control resources, and ensure that all officers present understand their specific roles and responsibilities. This approach minimises confusion and increases the chances of a successful resolution (Levin & O’Donnell, 2017). 

Additionally, a strong presence of situational leadership is required here. While transactional leadership is key for following procedures, situational leadership allows the officer to adapt depending on the context. For instance, if an officer is dealing with a high-risk missing person, their leadership may initially be more directive, but once the situation stabilises, it may shift towards a more supportive role, ensuring that officers are able to manage the emotional and psychological impact (Yukl, 2013). 

Public protests and community incidents require a different leadership approach compared to incidents of high risk. In these situations, the need for transformational leadership becomes paramount. Effective police leaders must engage with persons and colleagues, listen to their concerns and communicate in a way that is understanding and de-escalates tension. This style is critical when the objective is for officers to maintain public order and not to provoke tension within the situation. This style builds relationships, understands grievances, and facilitates dialogue. Transformational leaders can foster trust and confidence and create a cooperative environment between the police and community (College of Policing, 2020).

A transformational leader in such a scenario would prioritise human engagement, acting as a bridge between authorities and the public. This is especially important in community policing environments where long term relationships with the community are integral. By focusing shared goals, transformational leadership encourages an environment of mutual response and cooperation. However, situational leadership is also relevant in this context. An officer might begin by using a participative leadership approach but may need to shift to a more directive style if the situation escalates. A leader must be able to read the emotional tone of the situation and adapt their style accordingly. For instance, in a volatile situation they might need to take a firmer stance to ensure the safety of both them and the public. 

Domestic violence situations require a highly sensitive and empathetic approach. Situational leadership becomes particularly important in these situations as an officer must assess the emotional and psychological readiness of both the victim and the perpetrator to determine the most effective course of action. In such cases, a directive leadership approach may be necessary when the situation poses immediate danger, such as when a perpetrator is actively violent. However, a more supportive leadership style is needed when dealing with victims, especially when offering emotional support and ensuring their safety and wellbeing. The officers ability to switch between leadership styles based on the individual needs of those involved is central to successful intervention. Furthermore, transformational leadership can be used to encourage long term safety and empowerment of victims by providing them with support, resources, and access to justice (Corvo, 2016). This is hugely important within policing and leadership.

In community policing, where the focus is on building trust and collaboration within the community and public confidence, democratic leadership is highly effective. Officers working in community policing roles must adopt a more participative style, encouraging open dialogue, mutual problem solving, and shared decision making. In this context, the officer does not simply dictate order but involves the community in the process of crime prevention and public safety. In a community setting, transformational leadership also plays a role in inspiring officers to adopt innovative, proactive approaches to solving community problems. When officers tailor their leadership style to the needs of their team, they can provide the right level of guidance and support, leading to more effective and efficient operations (College of Policing, 2011).

The other benefits of having the ability to adapt leadership styles within policing is evident in real world examples. One of the notable cases is the response to the Manchester Arena bombing in 2017. Senior officers demonstrated very clear and quick responsiveness in order to show situational leadership by assessing the situation, coordinating with multiple agencies, and providing clear directives to ensure public safety. Their ability to adapt their leadership style based on the evolving circumstances was crucial in managing the incident effectively (HMICFRS, 2016). 

The leadership shift seen in UK policing is also reflective of the broader societal changes, where issues of mental health, racial equality, and public accountability are now at the forefront. Officers who have adapted to these changes by becoming more participative and emotionally intelligent in their leadership are better equipped to navigate these complex issues, thereby enhancing the effectiveness of the police force. Social leadership changes are extensively spoken about within an article released by the College of Policing (2023) which that states; “The recent failings in police culture and performance demand a fundamentally new approach in the way we equip the whole police workforce wit leadership skills and knowledge.”

Moreover, the integration of diversity and inclusion initiatives within policing further demands a shift in leadership. Officers who previously led through a top-down approach are now encouraged to adopt a more empathetic and emotionally intelligent leadership style, which fosters a culture of inclusivity. According to the National Policing Improvement Agency (2017), leaders within the police force must respond to these changes by actively promoting diversity and encouraging an environment where all officers feel valued and understood.

Throughout my policing career, I have actively utilised transformational, transactional, and situational leadership strategies to manage operational challenges effectively. In community engagements, I adopted transformational leadership to gain trust, support colleagues, and de-escalate tensions which  has allowed us to work together to bring an incident to a close. In incidents, such as emergency responses or major crime scenes, I relied on transactional leadership to ensure clear communication, adherence to powers and policies, and rapid, decisive action. Moreover, situational leadership proved vital in adapting my approach based on the competence and emotional needs of colleagues and the public; for example, shifting between directive and supportive styles during domestic violence incidents. By integrating these models, I ensured operational effectiveness while promoting resilience, emotional intelligence, and community trust, aligning my practice with evolving policing expectations around inclusivity and public confidence (College of Policing, 2023).

Effective leadership is a vital skill in policing and police officers must continuously develop and refine their leadership strategies to manage the variety of operational situations they encounter. Transformational, transactional, and situational leadership models all provide essential frameworks for officers to navigate through complex and often high-pressure situations and challenges that they face. The key to effective leadership lies in the ability to assess the needs of the situation and adapt one’s leadership style accordingly. Officers must be able to shift from a directive, transactional style in high-stakes situations to a more collaborative, transformational approach within community-based policing.

In conclusion as policing continues to evolve, particularly with an emphasis on community engagement, the ability to adapt leadership strategies will remain a critical component of success in managing operational situations. Leaders in the police force must recognise the value of inclusivity, emotional intelligence, and effective communication in fostering positive relationships with the public and colleagues. Embracing these qualities will not only enhance the day-to-day functioning of teams but also lead to stronger community trust, better outcomes in policing, and greater overall public safety. Furthermore, as issues such as mental health, diversity, and social justice remain at the forefront of societal concerns, officers must be prepared to shift their leadership approach to be more empathetic, understanding, and proactive in tackling these challenges. With these evolving demands, effective leadership will be essential in shaping the future of policing in the UK.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

The three-year probationary period for a new police officer in the UK is a crucial phase that shapes their development, learning, and eventual integration into the police force. During this period, officers are expected to meet both personal and professional goals while adapting to the operational demands and values of the police service. In achieving this, mentoring and coaching play vital roles. These processes not only aid in the learning and development of the officer but also contribute to their performance in the workplace. This essay critically reflects on how mentoring and coaching during the probationary period benefits police officers, helping them meet personal, professional, and organisational goals. It explores how these practices support officers in learning, development, and performance, underpinned by relevant definitions, theories, and practical examples from contemporary policing.
Mentoring is a relationship in which an experienced and skilled individual provides guidance, support, and advice to a less experienced individual, with the primary aim of personal and professional development (UK Foundation Program, 2024). In the context of policing, mentoring typically involves a seasoned officer or supervisor supporting a probationary officer in adapting to the demands of their role, understanding departmental culture, and overcoming the challenges of the profession. Mentoring is often focused on long term professional growth and involves the sharing of knowledge, experiences, and advice. Research suggests that mentoring within policing can significantly enhance emotional competence, resilience, and the ability to deal with operational stressors (Gaston, 2022).
Coaching, on the other hand, is a process that focuses more on goal setting, performance enhancement, and specific skill development. A coach helps the individual to identify goals, develop a plan of action, and provides feedback and support as they work towards achieving these goals (Whitmore, 2017). In policing, coaching can help probationary officers refine their skills in areas such as decision-making, communication, and problem-solving. It is typically short-term, and task focused, often aligned with immediate needs in operational scenarios. Recent research has highlighted that coaching/mentoring also promotes self-regulation and critical thinking, vital skills for modern policing practices (Passmore, 2021). The probationary period in the UK police service serves as a testing ground for officers, where they are assessed not only on their ability to perform operational tasks but also on their ability to fit within the police culture and effectively work within teams. Mentoring and coaching are integral to this period, as they provide structured support to the officer's development and address the challenges faced during their transition from training to full-time operational duty.
Mentoring provides probationary officers with the opportunity for personal and professional growth. Experienced mentors can offer invaluable insights into the daily realities of policing that cannot be learned in training alone. By working closely with their mentor, probationary officers are able to gain a deeper understanding of the gravity of police work, such as ethical dilemmas, managing stress, and making difficult decisions in high-pressure situations. This type of guidance fosters resilience and emotional intelligence, which are crucial for police officers (College of Policing, 2024). Allen and Eby (2010) argue that successful mentoring relationships contribute to improved job satisfaction and organisational commitment, outcomes that are essential for the retention and success of new police officers. A mentor also serves as a role model, offering advice on how to build confidence, manage relationships with colleagues, and navigate career progression within the police force. This support is particularly beneficial in developing the officer's sense of identity within the policing profession, allowing them to align personal values with the core principles of policing.
Mentoring aids probationary officers in adapting to the organisational culture of the police force. The cultural aspect of policing can be challenging for new officers, as they must adjust to the norms, values, and informal codes of conduct that exist within their police station or unit. A mentor helps to provide clarity and insight into these cultural aspects, offering guidance on how to navigate workplace dynamics, manage relationships with colleagues and senior officers, and integrate into the team (Thomas & Johnson, 2018). Wenger (1998) supports this, suggesting that professional identity and community belonging are cultivated through participation and learning within communities of practice, which mentoring directly facilitates.
One of the most significant aspects of policing is dealing with the constant ethical challenges and stressors that arise from the job. Police officers are constantly faced with difficult and risky situations and decisions that should they not be mentored through, learning how to appropriately and strategically deal with the incidents will prove to be difficult. Police officers frequently face situations where they must make decisions that carry significant moral and legal consequences. A mentor can help probationary officers navigate these situations by sharing their own experiences and providing a safe space for reflection and discussion.
While mentoring focuses on broader personal and professional development, coaching is more focused on enhancing specific aspects of performance. In the probationary period, coaching is often directed towards developing key policing skills such as decision-making, communication, and problem-solving (Hawkins & Smith, 2020). These are critical areas for a probationary officer, as they directly impact their ability to perform effectively in operational scenarios. For example, a coach might help an officer refine their approach to managing a crowd during a public event or provide feedback on how to improve communication with members of the public during an investigation. This targeted approach ensures that probationary officers are able to meet both the day to day demands of the role and the expectations of their supervisors. It also allows them to meet the organisation’s day-to-day targets. Research by Parsloe and Leedham (2016) highlights that effective coaching practices directly correlate with improvements in operational performance and service delivery, indicating its significance within probation periods.
Coaching during the probationary period is an effective way that the organisation can assist officers in setting and achieving personal and professional goals. A coach works closely with the probationary officer to identify areas for development and then helps to set achievable, measurable goals. This process aligns the officer’s immediate tasks with their long-term career aspirations, ensuring that they remain motivated and focused throughout their probation period. For instance, a probationary officer might set a goal to improve their statement writing skills, or crime occurrence skills, and through coaching, receive the necessary feedback and support to achieve these goals. This process not only boosts the officer’s performance but also contributes to their overall job satisfaction. According to Grant (2014), goal-focused coaching significantly enhances individuals’ self-efficiency and commitment to professional development objectives.
A significant component of coaching in policing is reflective practice. Officers are encouraged to reflect on their actions, decisions, and interactions in order to learn and improve. This reflective process, supported by a coach, enables probationary officers to identify strengths and weaknesses in their performance, helping them to develop more effective strategies for handling future situations. The opportunity to learn from both successes and mistakes ensures that officers develop a well-rounded skillset and a deeper understanding of their own professional development (College of Policing, 2023).
The benefits of mentoring and coaching go beyond individual development; they also help probationary officers align their personal and professional goals with the strategic objectives of the police force. In the context of policing, personal goals might include improving specific operational skills or building stronger interpersonal relationships, while professional goals often focus on meeting performance targets or demonstrating leadership potential. Clutterbuck (2005) suggests that the alignment of individual aspirations with organisational objectives through structured mentoring and coaching initiatives significantly strengthens overall organisational cohesion.
Through the mentoring process, probationary officers gain insight into the different career paths available within the police force and how they can contribute to the organisation’s mission whilst also improving and gaining their own evidence for career progression in the future. For example, a mentor may discuss opportunities and assist with further training information for a promotion, while also helping the officer to align their goals with the values of the police service, such as integrity, accountability, and public service (College of Policing, 2024). This alignment ensures that probationary officers are not only focused on their personal growth but are also contributing to the success of the police force as a whole, which is also an important step for career progression with assistance from a mentor.
Coaching, meanwhile, provides a more structured and targeted approach to achieving specific goals. By working with a coach, probationary officers are able to focus on improving their operational performance in a way that directly aligns with the performance expectations of the force. Whether it is improving efficiency in investigations, managing stress effectively, or building leadership skills, coaching helps officers stay on track to meet both their own goals and those of the organisation (Hawkins & Smith, 2020).
Mentoring and coaching are instrumental in fostering continuous learning and development within the probationary period. As probationary officers face a wide variety of challenges in their day-to-day roles, the support of a mentor or coach enables them to learn from real-world experiences, refine their skills, and improve their decision-making abilities. The ability to reflect on experiences and apply lessons learned is crucial for long-term professional growth. Schön’s (1983) concept of the ‘reflective practitioner’ shows the importance of continual reflection in professional settings, particularly in complex environments such as policing.
Furthermore, mentoring and coaching improve overall workplace performance by ensuring that probationary officers are well equipped to handle the demands of the job. By building both technical and emotional skills, these processes help officers perform more confidently and competently in operational situations. The guidance provided through mentoring and coaching ensures that officers can meet the rigorous demands of policing, from managing crime scenes to engaging with the community, and ultimately enhances their effectiveness as members of the police force.
In police forces within the UK, officers providing feedback to each other is an essential aspect of fostering professional development and ensuring effective performance. Feedback can be both formal and informal, delivered through various channels such as performance reviews with supervising officers, one to one meeting with colleagues, or peer assessments. Officers play a key role in giving feedback to one another, contributing to a culture of accountability and continuous improvement. For instance, the College of Policing's "Beyond 360°" feedback tool enables officers to receive input from multiple sources, enhancing self-awareness and supporting ongoing development.
One effective method is through regular performance meetings, where officers can discuss strengths, areas for improvement, and development goals. These reviews, often structured by the police force, serve as a formal process to assess an officer’s contribution to the force (Police Federation, 2023). When giving feedback in this way, it should be clear, specific, and focused on actionable improvements. Additionally, informal feedback allows officers to give real-time input, fostering an open environment of trust and collaboration within teams. Hattie and Timperley (2007) emphasise that high quality feedback is critical to the learning process, supporting both immediate improvements and long-term growth.
Peer feedback is also a crucial tool for development. Encouraging officers to share insights on each other’s performances in areas like communication and decision making helps to build a supportive network, which in turn enhances the overall effectiveness of the team. According to the College of Policing (2022), peer review can identify potential areas for training and development, leading to improved morale and stronger team dynamics.
The three-year probationary period for a police officer in the UK is a critical phase in their career, one that requires them to adapt quickly to the demands of policing. Mentoring and coaching are vital tools in supporting probationary officers through this transition. By providing guidance, support, and feedback, mentoring helps officers navigate the complex culture of the police service, while coaching helps them refine specific skills and improve performance. Together, these processes ensure that probationary officers meet their personal, professional, and organisational goals, and that they develop the necessary skills to succeed in the challenging environment of policing. Through continuous learning and reflection, officers are not only prepared for immediate operational challenges but are also positioned for long-term career growth and success within the police service.
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