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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:

Professional policing in the UK has been shaped by the strategic direction of the collage of policing who use evidence-based frameworks, long term strategic goals and national standards continue to redefine what is expected and required by a police officer in the modern day (Roberg, R. and Bonn, S., 2004). The essay will look to critically evaluate the role of the collage of policing within my own development and how it has structured me and my own goals within the police in my final year of probation. In the essay I will discuss the policing vision of 2025 and the collage of policing five-year plan and how these two have impacted on my personal growth. This essay will reflect upon a policing incident that I took part in and how factors outside of the police force structure my identity as a police officer throughout my final year. These elements provide a foundation for evaluating how policing is changing. 

To address any question concerning the College of Policing, it is first necessary to understand its purpose and organisational role. Established in 2012, the College of Policing serves as the professional body for policing in England and Wales, working in partnership with police officers, police staff, and volunteers across all forces. Its core function is to enhance the quality of policing by providing nationally consistent professional development, promoting evidence‑based practice, and supporting continuous learning. The College is also responsible for setting professional standards and ethical frameworks that underpin all areas of policing, ensuring that forces operate in accordance with nationally recognised expectations of competence, integrity, and accountability. As an independent organisation, separate from individual police forces, the College of Policing provides a unified, national approach to standards, training, and professionalisation across the policing landscape (College of Policing., 2021).
The College of Policing oversees all aspects of policing. Reflecting on my final year of probation, I undertook additional training that enabled me to deploy a device known as a stop stick, or more commonly, a “stinger” (Gibbs, M.D., 2002). The stop stick is a device used to puncture tires in situations where a vehicle fails to stop or during a police pursuit. As the stop stick involves the use of force, its deployment must be in accordance with the policies established by the College of Policing. During my training, it was emphasized that the College conducts various assessments to ensure the safe and appropriate use of the device. For safety reasons, the stop stick is not permitted to be used on vehicles without a proper seating position, as doing so could place bystanders or suspects in significant danger. This demonstrates that the College of Policing plays a strategic role in modern policing by evaluating and testing powers and policies before they are implemented across the force.

Thanks to the College of Policing’s rigorously tested standards, I was able to acquire new skills that enhanced my capabilities as a police officer. As a result of this training, I was deployed to a traffic pursuit managed by the Road Traffic Unit, involving a vehicle that failed to stop after being linked to an initial offense. My role in this pursuit involved employing pre-emptive tactics to safely bring the vehicle to a stop. Pre-emptive tactics may include methods such as T-pacing or “boxing in” a vehicle, as well as deploying a stop stick to puncture tires and slow or stop the vehicle (Alpert, G.P., 1997). In this instance, I used the stop stick. Thanks to the training provided by the College of Policing, I was able to identify a safe location, deploy the stop stick correctly, and puncture all four tires. Consequently, the vehicle slowed down, enabling officers to safely apprehend the suspects. 

This process highlights how the College of Policing conducts thorough research and testing before deploying new devices and tactics, ensuring their effectiveness and safety. Such initiatives help reduce risks to the public and support officers in executing their duties more efficiently. 

Reflecting on my professional development during my third year of probation, acquiring this skill has allowed me to take on greater responsibilities and handle situations involving high pressure. This is a positive development that improves my ability to operate effectively in stressful scenarios, which is crucial in the role of a police officer. However, a potential challenge of being trained to deploy the stop stick is that I may be requested to do so at any point during my duty, requiring me to manage my time effectively. I plan to improve my time management skills during shifts to accommodate this responsibility as I continue to develop professionally (Mancini, M. and Mancini, M., 2003).

During my three‑year probationary period, I have witnessed how policies and working practices within the police service have evolved in order to align more closely with the objectives set out in Policing Vision 2025. The vision aims to create a modern, skilled, and technologically enabled police service that collaborates effectively with partner agencies to safeguard communities (Wilson, 2025). Reflecting on my final year of probation, it is evident that organisational procedures have been adapted to meet these expectations, and in turn, I have also had to adjust my own approach to reflect the expectations of a contemporary police officer.

One of the most significant areas of change has been the increased emphasis on multi‑agency collaboration. Maintaining professional relationships with external organisations—each undergoing their own internal changes—has become a core feature of modern policing. For example, during my first year of probation, domestic incidents required completion of a DASH (Domestic Abuse, Stalking and Harassment) risk assessment, which was then shared with relevant agencies to ensure appropriate safeguarding measures. At the time, the DASH process met all statutory and procedural requirements. However, due to evolving standards within social services and a national shift toward improved risk‑identification models, the DASH was replaced with the Domestic Abuse Risk Assessment (DARA) (Calam, 2017). This transition was essential in strengthening inter‑agency cooperation and ensuring that policing practice continued to reflect the shared aims of Policing Vision 2025.

Adapting to this new system required me to develop new skills, deepen my understanding of safeguarding processes, and adjust to the ongoing changes that characterise the role of a modern police officer. New forms, policies, and procedures are continuously introduced in response to partner‑agency requirements and shifting national priorities, meaning officers must remain flexible and committed to lifelong learning. Reflecting on this, I recognise the importance of maintaining an open mindset and the ability to adapt proactively to new expectations (Turner, Medina & Brown, 2019). This adaptability is essential, as modern policing demands officers who can respond quickly and effectively to organisational change.
However, frequent policy changes can also create challenges. Constant updates may lead to confusion or inconsistencies in operational knowledge, particularly when officers are required to switch rapidly between old and new processes. To maintain professional competence, I have identified the need to improve my own time‑management strategies to ensure I remain up to date with evolving requirements. Effective time management is vital within modern policing, as poor organisation can lead to increased workload pressures, stress, and potential burnout, factors that ultimately diminish an officer’s effectiveness and wellbeing. Strengthening these skills will support my continued development and ensure I meet the expectations of a professional, adaptive police officer within a rapidly evolving policing landscape.


To meet the expectations of a modern police officer, it has been essential for me to uphold and embed the policing Code of Ethics, particularly the principles of equality, fairness, and accountability, throughout my practice. These principles underpin professional decision‑making in contemporary policing, where officers are frequently required to make complex, high‑stakes decisions in rapidly evolving situations. By consistently applying the Code of Ethics (Miller, S., Blackler, Et al., 2006) alongside the National Decision Model (NDM), I have been able to ensure my decisions are lawful, ethical, proportionate, and transparent. The NDM is structured around six stages that guide officers toward fair and justified outcomes. Its importance became especially clear to me during a significant incident I attended involving a stabbing.

The first stage of the NDM involves gathering information and intelligence. Prior to arrival, I received key details from the control room, including the nature of the incident, relevant warning markers, and initial risk indicators. Upon reaching the scene, I identified a male with a stab wound to the leg, caused by his partner following a verbal altercation. The next stage requires officers to assess risk and develop a working strategy. In dynamic and high‑pressure environments, such as this, risk assessment must be adaptive. Immediate risks included the presence of a weapon, the potential for further harm to the victim, and risks to my own safety. The third stage—considering powers and policies—highlighted an important tension. Force policy prioritises preservation of life and limb before offender apprehension. However, in this situation the offender remained on scene and posed an immediate danger. To effectively safeguard both the victim and me, I determined that arresting the suspect first was necessary to remove the threat. This deviation from the standard sequence of actions was justified by the overarching requirement to mitigate risk and prevent further harm. The fourth stage concerns identifying options and contingencies. After securing the suspect, I focused on delivering appropriate first aid to the injured male. Considering the nature and location of the wound, I selected a field dressing as the most suitable option, as it provided effective control of the bleeding while awaiting further medical assistance. The final stage of the NDM involves reviewing the outcome. In this instance, the structured application of the NDM allowed me to safely arrest the offender while also providing effective life‑saving assistance to the victim. Reflecting on the incident, I recognise the positive impact of adhering to both the NDM and the Code of Ethics. Their consistent use not only supported an appropriate operational response but also strengthened my professional development (Halford, E., 2024). 

In my early stages of policing, I initially found the NDM challenging, particularly under pressure when trying to recall each stage alongside multiple operational demands. However, with continual practice and reflection, the decision model has become an integral part of my thinking. Its repeated application has improved my confidence, enhanced my decision‑making, and contributed significantly to my development as a modern police officer. Furthermore, the ethical principles requiring officers to treat all individuals fairly reinforce consistency across similar incidents. By applying the same structured approach, officers become more proficient, ensuring professionalism, fairness, and improved outcomes for the public. Overall, the combination of the Code of Ethics and the NDM has been central to my progression, enabling me to operate safely, ethically, and confidently in demanding policing environments (Mizrahi, M., 2013). 

In conclusion, throughout the final year of my probation I have observed significant professional growth and the development of my operational skills, enabling me to meet the expectations of a modern police officer. Reflecting on this progression, the consistent application of key policing frameworks, most notably the Code of Ethics and the National Decision Model (NDM) has been central to shaping my practice. These established policies, created and maintained by the College of Policing, provide a robust and evidence‑based structure that guides ethical decision‑making and operational effectiveness. Their reliability and national endorsement have enabled me to exercise my powers with confidence, ensuring that my decisions are both justified and aligned with recognised professional standards.

Word count – 1897. 
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Task 2

Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
**You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened. ** 


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

Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing?
What are the benefits and risks of using social media?


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

ANSWER:


Over the past decades, social media has evolved from a simple tool into a platform used by billions daily to communicate worldwide. Platforms such as Instagram, X (formerly known as Twitter), and Facebook have transformed how individuals express themselves and share information. While social media offers numerous opportunities related to professional networking, social life, and supporting others in achieving their goals, it also presents various concerns. For the general public, social media raises issues related to mental health (Robinson, H. and Howard, A., 2025), highlighting its potential impact on psychological well-being. Additionally, there is a growing concern about young people's exposure to adult themes such as violence and suicide. For organizations like law enforcement agencies, social media poses risks including hacking and breaches of confidential data. As social media continues to expand, it becomes increasingly integral to the lives of billions. To stay current in the modern world, police forces and other organizations must adapt. However, the question remains: are social media platforms as effective as many believe? In 2008 the first police force in the United Kingdom started using social media and by 2011 every police force across Britain had access to at least one social media account (1library.net., 2015). There are a number of reasons why police forces would use social media accounts. One of these reasons being public communications. Instagram and X are a great way to communicate with the public as it allows police forces to communicate to a large group of people in matter of seconds, which allows social media to be an extremely useful tool for organisations such as police forces. 

(Worrall, J.L., 1999) emphasizes that police forces need to earn public trust and positive perceptions in order to achieve effective outcomes. Building such relationships can be challenging due to the nature of police work. Many individuals may never have direct contact with police yet still require confidence in law enforcement. One way this is achieved is through social media. During my experience in the police force, I have encountered people who have never interacted with the police (Justice, M., 2024). When speaking with them, they have often stated that they follow police social media accounts. The primary reason the public engages with police social media is for crime prevention advice. This aligns well with my role as a police constable. 

When responding to 999 or 101 calls, one of the principles I must follow is providing victims and witnesses with safety advice related to the incident they have experienced or observed. This approach facilitates more comprehensive community support. Reflecting on this, utilizing police social media as a tool for delivering crime prevention advice proves to be highly effective for me. Whether responding to high-stress emergency calls (Nisar, S.K., Rasheed, et al., 2018) or routine incidents, I must manage multiple priorities simultaneously. Providing accurate and appropriate safety advice can be challenging depending on the situation; therefore, referring individuals to police social media accounts helps me feel more confident during interactions with victims or witnesses. It also fosters stronger relationships within the community.

Using social media as a conduit for safety advice is a valuable resource that I plan to continue utilizing throughout my policing career. Additionally, there are no apparent drawbacks to directing the public to police social media; it allows officers to operate more effectively in high-pressure situations. The advice shared is dynamic, helping victims feel acknowledged and respected, which can improve the overall quality of reports and community trust.

The primary purpose of a police force's social media presence is to facilitate incident reporting (Bullock, K., 2018). When individuals think of social media, they often imagine a feed of posts made by the account owner in this case, the police force. However, a police social media account can also serve as a means for reporting incidents instead of calling 999 or 101. Messages can be sent directly to the police's Instagram or X inbox. This approach offers several advantages over traditional 999 or 101 calls. Firstly, it appeals to younger generations, who have grown up with technology and may feel more comfortable communicating via social media than speaking on the phone. This can lead to improved crime recording statistics, as more incidents are likely to be reported (Washington, K.M., 2020). 

Additionally, this supports my earlier point regarding crime prevention and safety advice. For example, when handling cases such as domestic abuse, gathering evidence can often be challenging, sometimes resulting in no further action being taken. Providing safety advice during such cases is crucial. In some situations, perpetrators may prevent victims from making phone calls or sending texts, but they may still have access to social media. This allows victims of domestic abuse to potentially contact the police discreetly if necessary, facilitating safer and more accessible communication. This method supports my efforts to safeguard domestic abuse victims to the best of my ability.


Upon reflection on my role and the use of social media as a means of reporting crime, I recognize certain challenges. When a report is made to the police, it is recorded as an active log to which an officer is dispatched. Before attending the location to address the matter and meet the victim, I must review the log to understand the details and ensure I have the appropriate resources. When a report is received via 999 or 101, the log is manually updated, facilitating clarity, as follow-up questions are asked by the call taker, helping me to better understand the situation I will be dealing with. However, when an incident is reported through social media, it is up to the victim to update the log through their report, without follow-up questions. This makes it more difficult for me to prepare for attendance, as the circumstances are often unclear. 

To improve this process, I plan to contact the victim prior to my attendance to gather complete details and determine the correct resources needed to respond effectively. This approach aims to enhance the quality of my policing and for a more effective initial response (Dunnett, S., Leigh, J., and Jackson, L., 2019). 

There are some potential drawbacks to contacting the victim before attending. When an incident is reported to the police, it is assigned a priority level: emergencies require attendance within 15 minutes; priority incidents are expected to be responded to within one hour; and routine cases have an 8-hour response time (Orr, R., et al., 2020). If I contact the victim to take an initial report and prepare before attending, there is a risk I may miss the dispatch time. Additionally, reaching out to the victim early could affect their trust, as they may need to re-explain the incident. 

Considering the advantages and disadvantages of social media reporting, it appears that, to best support the victim, contacting them prior to attendance is beneficial, even if it means slightly exceeding dispatch timeframes. I will take this insight into account for future incidents, aiming to be a more effective officer.

Another use that the police force has for social media is promoting the work that police officers have been conducting. As previously stated, it is very important for the public and the police to maintain a positive relationship in order for law enforcement to perform effectively. One-way police forces achieve this is through highlighting good work, which allows the community to be informed about activities carried out in their area. For example, when a warrant is executed resulting in the arrest of a drug dealer, this can be promoted as proactive police work, demonstrating to the community that efforts are being made to address local issues such as drug dealing (Hu, X. and Lovrich, N.P., 2019). This approach appears to be highly effective, as it enables communities to learn about policing activities and reassures residents that they live in a safe environment and can reach out to the police when needed. 

However, this strategy also presents certain risks to police forces, particularly regarding managing public expectations. By predominantly sharing and emphasizing successful and positive outcomes on social media, there is a risk that victims and the public may come to expect only favourable results. I have personally encountered this issue in my policing career (Bratton, W.J., 1999). To address this, I have had to adapt my interactions with victims and witnesses to better manage their expectations. I have learned that effectively managing expectations fosters a greater sense of respect and helps individuals understand the necessary processes involved in achieving positive results. This approach contributes to a more professional relationship between officers and those they serve and has proven to be a valuable tool in my practice.

Social media is also utilized by police to request public assistance. When it comes to the role of a response constable, the use of social media is limited. However, there are two primary reasons a response officer might post on social media: in cases involving a missing person and to inform the public about an incident. If a missing person is deemed high-risk or has been missing for an extended period, officers can seek permission to create a post across all social media platforms to notify the public that the individual is missing. The objective of these social media posts is to encourage the public to respond, providing the police with information that can be acted upon. 

One risk associated with these posts is that the information received from the public is not verified. Typically, police gather information through the 3x5x2 system (Watson, C., 2017), which involves three questions with multiple-choice answers to assess reliability. However, responses received via social media are untested, which presents a risk. If unverified information is passed to the police and acted upon, it could lead officers in incorrect directions. This risk underscores the importance of carefully assessing and validating information before acting on it, as it could divert police efforts away from the actual location of the missing person. 

In similar situations, I have found it crucial to accurately evaluate the information received and determine which details to follow and which to disregard. In hindsight, seeking assistance in such cases would be beneficial. Collaborating with others would allow for twice as much information to be reviewed, supporting a more thorough investigation and increasing the likelihood of positive outcomes (Shumate, R.P. and Crowther, R.F., 1966).

Whenever I handle a road traffic collision (RTC), a common issue is members of the public waiting for officers to clear the scene. One effective method of communication in such situations is posting on social media, which allows the public to be informed of the RTC quickly. This enables individuals to plan their journeys, accordingly, helping to reduce congestion on the roads and alleviate pressure on officers managing traffic. Overall, this approach offers a constructive way to engage with the public.

The use of social media by police forces has demonstrated progress in how investigations are conducted and has provided additional reassurance to victims and witnesses. This represents a positive development and a step in the right direction. However, in my role, it is important that I adapt my policing approach to align with public expectations. Given that the public can now engage with police and contribute to investigations, I have had to modify how I manage intelligence and conduct investigations (Juvet, T.M., et al., 2021).

Word count = 1880. 




























Task 3

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


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

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

ANSWER:

Leadership in policing manifests in various forms; every incident attended by a police officer requires effective leadership. Additionally, higher-ranking officers must employ appropriate leadership styles to manage and guide their subordinate colleagues. As a police officer with less than three years of service, I frequently adapt different leadership approaches (Nanjundeswaraswamy, T.S, et al., 2014) to effectively address incidents. Each situation demands a dynamic leadership style, as no two incidents are identical. Developing the ability to select and refine appropriate leadership strategies is essential for effectively managing future incidents. This skill has been progressively cultivated throughout my three-year probationary period, primarily through leading by example, observing the practices of more experienced colleagues, and reflecting on my experiences working (Woods, P., 2021) alongside various officers during incident responses. The democratic leadership style has gained prominence, as it is well-known for motivating officers and encouraging professional development. This approach fosters trust within communities and within the organization. Understanding different leadership styles is therefore essential for police officers, as leadership is not limited to higher-ranking personnel but is vital for response officers as well. This essay examines key leadership styles that I, as a response officer, must employ when attending incidents and that I may encounter from sergeants and upper ranks. 

In policing, unless attending an incident with a high-ranking officer, there is no designated supervisor present. All officers are trained uniformly and share the common goal of resolving incidents effectively; however, officers may hold differing opinions, and each contributes to the incident response. To achieve these objectives, a democratic leadership style is often employed. This leadership approach encourages open dialogue among all team members, allowing everyone to voice their opinions. This fosters idea-sharing and helps the team collaboratively reach conclusions regarding the incident. 

There are advantages and disadvantages to using democratic leadership. The benefits include improved team morale and strengthen working relationships, as officers gain insight into how their colleagues approach different situations. Additionally, this style can lead to better decision-making (Syamsidar, S., et al., 2021). Policing is frequently subject to public scrutiny, and accountability for incident outcomes is essential. Involving the team in decision-making can facilitate greater justification and understanding of those outcomes, leading to more transparent processes. 

However, democratic leadership can be time-consuming, as gathering input from all team members may delay decision-making. In high-pressure situations requiring split-second decisions, this approach may not be practical. Therefore, while democratic leadership offers valuable benefits, it is not always suitable in the fast-paced context of policing incidents.

An incident I attended recently required the application of democratic leadership. I responded to an incident involving a male with ADHD and autism who was experiencing an episode in which he was unable to control his actions. The individual was damaging property at his residence and assaulting his parents. Given the circumstances, emergency response was necessary, and limited communication occurred en route, as the control room provided continuous updates. Upon arrival, two officers had the male restrained and held down; however, due to his larger stature, additional officers were required to ensure his safety and the safety of everyone involved (Klahm, C.F. and Tillyer, R., 2010). 

Initially, I assisted in securing the male and, during this process, consulted colleagues to determine the best course of action to resolve the situation. Each officer presented different options and perspectives. Some believed that arresting the male would be appropriate to remove him from the residence for his family's safety; however, given his autism and ADHD, he was unlikely to grasp the consequences of his actions, making this option unsuitable. Additionally, due to his age, he was covered under a social services care plan (Stevens, M., et al., 2018), and this possibility was discussed. Nevertheless, some officers considered this approach too time-consuming, especially considering the male had already been subjected to restraint and assault. 

I instructed an officer to contact social services to facilitate a quicker response, allowing us to explore alternative options efficiently. Because officers are limited in the powers they can exercise independently, engaging social services was the most appropriate course of action. They provided an officer with a safety plan, which was followed until the incident was successfully resolved. 

Upon reflection, employing this leadership style was effective, as the situation was resolved efficiently. This approach facilitated open communication among officers, which contributed to the successful resolution of the incident. It also fostered teamwork, which will benefit officers in future operations. However, there were some limitations to using a democratic leadership style given the nature of the situation; it may not have been the most appropriate choice. A more suitable approach might have been transactional leadership (Tavanti, M., 2008), where one officer assumes leadership and assigns specific roles to others, for example, one officer to restrain, another to contact social services, and a third to explore alternative resolutions. This method could have saved time and led to a more streamlined outcome. Upon reflection, adopting a transactional leadership approach and taking charge of the situation would have been more appropriate. Moving forward, I plan to utilize this leadership style when circumstances require officers to use physical force on a subject. I recognize that I need to become more comfortable with assuming command rather than seeking input or asking others for guidance. The advantage of transactional leadership is that it provides a clear structure, promoting efficiency. However, a potential drawback is that it may limit creativity, which could restrict innovative solutions. Additionally, perceptions of leadership may vary among officers, as the designated leader might change depending on the situation (Khan, N., 2017).


Upon reflection of my probation period, I initially felt uncomfortable with the transactional leadership style. Taking charge was not a role I had previously assumed, and I recognized that developing this skill was essential for my continued success as a police officer. As a kinesthetic learner, I found that the most effective method for me to acquire this skill was through actively taking charge in specific roles. 

A notable incident that contributed to developing my leadership abilities was when I responded to a stabbing. I was the first officer on scene and needed additional support. I took the initiative to step up and manage the situation by requesting further units and an ambulance to arrive promptly. I then managed the offender and the victim, coordinating their care and ensuring safety. 

Furthermore, upon the arrival of other units, I assigned roles based on priority, such as removing the offender from the scene and managing the crowd and witnesses. During this time, I also provided first aid to the victim (Mysliva, O., et al., 2021). When ambulance personnel arrived, I conveyed the relevant information I had gathered to assist with their care.

This incident significantly enhanced my leadership skills by placing me in charge of a high-risk situation. Upon reflection, I believe I am now more confident in taking charge in similar scenarios, thanks to the experience gained from this incident.

A commonly utilized leadership style in policing is autocratic leadership. Autocratic leadership occurs when one individual holds authority and directs actions, with decisions implemented accordingly (Bhatti, N., 2012). This approach is typically employed by higher-ranking officers, who have the final authority over the tasks assigned to police constables. The advantages of this leadership style include rapid decision-making and effective progress monitoring. However, its drawbacks involve potential employee feelings of being overlooked, as their opinions and emotions may not be considered, and there is a risk of abuse of authority by the leader. This is not a leadership approach I personally intend to adopt, as it does not align with my policing philosophy. 

When working alongside higher-ranking officers who utilize this style, it can have certain benefits. For constables, calls handled under this approach tend to be less stressful, since directives are clear and must be followed; higher-ranking officers often respond to more serious incidents, such as fatal road traffic collisions. On the other hand, a potential disadvantage is that less experienced sergeants might rely heavily on this style, assuming they know best, which can lead to errors or misjudgements. 

Reflecting on this leadership model, I recognize that it has contributed to the development of other skills, such as following orders and attentive listening. It is important for me to understand this leadership approach if I aim to pursue autocratic leadership and advance within the ranks (Davis, C., 2020). 

Police forces across Britain tend to adopt the leadership style of Bureaucratic Leadership (Kane, J. and Patapan, H., 2009). This leadership approach is characterized by a clear set of rules and procedures. For example, Gwent Police has established guidelines that all officers are expected to follow, such as maintaining honesty and acting with integrity. Additionally, officers are required to challenge and report any inappropriate behaviour. These rules are maintained through a defined chain of command and organizational hierarchy, which includes ranks from police constable and sergeant up to the chief constable, the highest rank within British police forces. The established chain of command and accompanying rules facilitate the effective management of daily policing activities.

In my role within this Bureaucratic Leadership framework, I am responsible for adhering to the rules set by senior officers. Furthermore, I have a duty to uphold these standards and to communicate and enforce them with officers who follow me. An advantage of Bureaucratic Leadership is its consistency—by maintaining a structured system, it minimizes room for discretion and ensures that all participants are aware of expectations and performance standards (Matjie, M., 2023). However, a potential drawback is the limited scope for innovation; the rigid rules and organizational structure can hinder the introduction of new ideas and changes within the organization.

Upon reflection on this leadership style, my role within the organization is straightforward. Due to my current lower rank, I am expected to follow established rules and comply with orders. There is little room for deviation in this regard, as any mistakes could jeopardize my position as a police officer. Should I attain a higher rank in the future, my responsibilities within the organization will evolve to include enforcing regulations and maintaining higher standards among my team (Wu, Y. and Crocco, O., 2019).

In conclusion, leadership styles within policing are situational, and all officers should be equipped with a variety of leadership strategies to ensure success during incidents and effective team management. Each incident may require a different approach. Democratic leadership has proven to be a valuable asset in policing, particularly because many incidents involve multiple officers working together. However, autocratic and bureaucratic leadership styles also play important roles in situations where immediate decision-making is necessary without group discussion. Reflecting on my probation period, I have seen significant growth in my leadership skills. I have become more confident in utilizing various leadership styles and intend to continue developing these skills as I aim to advance within the police force (Day, D.V., 2011).
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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:

Upon joining the police force, I completed six months of initial training at Training School, where I learned the core legislation, procedures, and powers granted to serving police officers such as the National decision model this model outlines the process a police officer must undertake to make a formal decision and powers such as section 1 of the police and criminal evidence act 1984 or more commonly known as stop and search. This included both classroom‑based learning and practical scenarios designed to prepare recruits for operational duties (Shohel, M.M.C., Et Al., 2020). After graduating, I began a 10‑week tutorship period with an experienced tutor constable. This stage required me to demonstrate that I could apply police powers lawfully, make sound decisions, and conduct myself professionally in real‑world situations. By the end of tutorship, most officers, including myself, are around eight months into their service. Following this, all new officers enter a three‑year probationary period. Probation allows officers to gain confidence and experience, while also giving the organisation the ability to identify individuals who may not meet the required standards. Throughout this time, officers are assessed on their competence, ethics, professionalism, and ability to carry out their duties effectively. This essay will outline my experiences during these three years of probation, the training and mentorship I received, and how these elements have prepared me for the responsibilities of a police officer.

During the initial six‑month training period, police recruits are placed in a classroom environment where they are taught the core legislation, procedures, and powers required for frontline policing. During my own training, I was part of a cohort of fifteen officers supported by two experienced mentors who guided us through the curriculum set by the College of Policing. The College of Policing, an independent body that governs training and professional standards across England and Wales, establishes the academic and practical requirements that all officers must meet before progressing into operational duties. These standards ensure consistency, fairness, and professionalism across every force in the country. A significant part of this training involves developing a strong understanding of key legislation. This knowledge is assessed through two formal examinations: one at the three‑month point and another at the end of the programme. Alongside these written assessments, I was also required to complete several practical exercises designed to test my ability to apply police powers correctly and proportionately. These practical tasks included conducting stop and searches, issuing traffic offence reports, and participating in scenario‑based assessments that reflected real‑world policing situations. All assessments, both written and practical, were regulated by the College of Policing to ensure they met national standards (Watkinson-Miley, C., Et Al., 2022). 

Throughout the programme, I received consistent mentoring from the training staff. This support was particularly valuable for me as a visual learner. I often found it challenging to fully understand practical tasks when they were explained verbally. However, my mentors recognised this and adapted their teaching style to include demonstrations, diagrams, and visual walk‑throughs. This tailored approach allowed me to build confidence and fully grasp the powers and responsibilities that I would later be expected to apply independently on duty. The mentoring I received helped me achieve both organisational and personal development goals. From an organisational perspective, it ensured that I could demonstrate the correct and ethical use of police powers, follow lawful instructions, and maintain professional standards (Miller, S., Blackler, J. and Alexandra, A., 2006). From a personal perspective, the support helped me develop confidence, competence, and a clearer understanding of my own learning style. I discovered that asking questions and seeking clarification is not a weakness but an essential part of effective development.

Reflecting on my first six months in the police, I learned not only that I am a visual learner but also the importance of being comfortable asking for help when needed. Many individuals starting a new role feel hesitant to seek assistance, fearing they may appear unprepared. However, the mentoring I received encouraged a culture of openness, curiosity, and continuous learning. This experience helped me build the confidence to identify when I do not fully understand something and to request support without hesitation. Overall, these first six months were foundational in shaping my approach to learning and professional development. The mentoring I received helped me build essential skills, understand my strengths, and gain clarity on how I learn most effectively. These lessons have supported me throughout my career so far and will continue to guide me as I progress as a police officer (Markman, K.D. and McMullen, M.N., 2003). 

The next stage of my three‑year probation involved a ten‑week tutorship period, during which I was assigned a one‑to‑one tutor trained specifically in supporting and assessing new police officers. To successfully complete this phase, I was required to demonstrate competence in a variety of policing powers and responsibilities, including conducting lawful and effective arrests, managing incidents appropriately, and submitting safeguarding referrals to relevant partner agencies such as Social Services.

At the outset, I was allocated a single tutor with whom I was expected to remain throughout the full ten weeks. My tutor chose to adopt Kathy E. Kram’s mentoring theory (Ragins, B.R., et al., 2007) as the foundation for my development. This approach emphasises a relationship‑based model in which a more experienced practitioner provides guidance, feedback, and role modelling to support the growth of a less experienced individual. In practice, my tutor led by example, taking the primary role during incidents we attended while providing continuous feedback to help refine my skills. During the early stages of tutorship, I received a significant amount of feedback. Whenever this feedback was particularly useful, I made written notes to ensure I could reflect on it and apply it in future scenarios. A key element of this developmental stage involved me asking questions to gain clarity and fully understand the expectations placed upon me. This active engagement strengthened my learning and helped me adapt to the demands of operational policing.

Kram’s mentoring framework is widely used within policing as it promotes structured development, professional growth, and confidence-building. Importantly, it also supports the development of a strong working relationship between tutor and student. Establishing rapport and trust is crucial, as research shows that teams with high levels of trust are more effective, efficient, and better equipped to handle complex or high‑pressure incidents (Manzoor, S.R., et al., 2011).

Upon reflection, this mentoring approach proved to be highly effective for my development. It allowed me to gain practical competence, understand expectations clearly, and learn through real‑time feedback and observation. Looking back, it was the method best suited to supporting my progression during this critical stage of my probation. 

Due to my tutor going on long‑term sick leave, I was left without a dedicated mentor for the remainder of my tutorship. As a result, the responsibility for mentoring me was shared among the rest of the shift. This change led to a shift in mentoring style, aligning more closely with David Clutterbuck’s mentoring theory (Jenkins, S., 2013). Clutterbuck proposes that mentoring should operate as a partnership in which the mentor supports the mentee to think independently, take responsibility for their own development, and learn through self‑reflection and personal initiative. This contrasts significantly with Kathy E. Kram’s model, which places greater emphasis on relational development and guidance from a single, more experienced individual.

Adopting Clutterbuck’s approach proved more challenging for me. Unlike my initial experience, where I had one consistent mentor providing regular and detailed feedback, I now had multiple mentors, each with different expectations, working styles, and levels of feedback. As a result, feedback became less frequent and less structured. I had to actively seek out feedback, and even then, the insights I received were often limited. This meant that a much greater degree of responsibility for my development rested on my own initiative. I found this challenging at first, particularly as I was still adapting to frontline policing. Upon reflection, this form of mentoring was initially difficult and did not support my development as effectively as Kram’s approach. However, it did offer an important benefit. Each officer I worked with had their own style of policing, shaped by their experience, personality, and preferred methods of communication. Being exposed to a wide range of approaches allowed me to observe, compare, and evaluate different techniques. This helped me identify what worked best for me and what did not, enabling me to develop my own professional style and find confidence in my abilities. Although Clutterbuck’s method required more independence, it ultimately supported my progression by encouraging me to take ownership of my learning and adapt to new situations—essential skills for any frontline police officer (Throop, R.K. & Castellucci, M.B., 2008).

Reflecting on both mentoring styles, it is clear that each has its own strengths. Kram’s relationship‑focused approach was particularly effective at the start of my tutorship, as it gave me structure, confidence, and consistent guidance. It also created an environment where feedback flowed easily and openly. However, as I became more comfortable in the role, the exposure to different policing styles and the increased self‑responsibility encouraged by Clutterbuck’s model allowed me to continue developing beyond the foundations established early on. If I were to become a mentor in the future, I would seek to combine the strengths of both approaches. I believe it is important to begin with a structured, relationship‑based method similar to Kram’s to build rapport, trust, and a strong foundation for learning. Once the student becomes more confident and independent, gradually introducing elements of Clutterbuck’s approach would encourage them to think critically, develop their own professional identity, and take responsibility for their ongoing growth. This combination proved effective for me and would support new officers in developing both competence and confidence as they progress through their probation.

Once my mentorship period with my tutor was completed, the remaining two years and four months of my probation were overseen by my Sergeant. During this time, my Sergeant adopted the role of a coach and utilised operational coaching. Operational coaching is a structured and focused conversation between myself and my Sergeant, aimed at improving my skills and real‑time performance. This can include areas such as decision‑making and use of force. This form of coaching typically takes place during one‑to‑one meetings, which are designed to track my progress and support the development of my performance in policing (Tinelli, M., et al., 2023).

Upon reflecting on this coaching approach and its impact on my development, I have identified some limitations. One challenge is that one‑to‑one meetings only occur once every three months, resulting in slower progression and feedback. I would recommend increasing the frequency of these meetings to once a month to facilitate more timely development. Additionally, a significant amount can occur within a three‑month period, meaning that by the time the next meeting takes place, I may have forgotten questions or issues I intended to raise.

However, there are also clear benefits to this style of coaching. I am made aware of the goals set by my supervisor, and the three‑month period provides sufficient time to work towards and achieve these objectives. This allows for focused development within a realistic timeframe.
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