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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:

Policing in the UK has seen significant change in recent years professionally with  increasing efforts to professionalise the service due to social and bureaucratic pressures (Holdaway, 2017).The College of Policing (CoP) has a significant role in this transformation by promoting leadership, standards and professionalism in police forces in England and Wales (Tong and Hallenberg, 2018).This essay will examine CoP’s strategic role in modernising policing, how officers use training to meet professional standards, and how key documents like the Policing Vision 2025, Workforce Transformation 2018, and the CoP 5 year strategy. I will reflect on my final year as a probationer and how my role has evolved approaching my 3 year service mark. 



The College of Policing was established to professionalise policing in England and Wales, aiming to turn policing into a structured and accountable service. CoP set out goals to improve policing through standards in training, support, and ongoing development of officers and staff (College of Policing, 2022). Key objectives such as setting standsrds, creating the Codes of Practice, and offering a consistent framework for police forces across the UK brings consistency and accountability to policing, moving away from unstructured training and ensuring clear guidance in delivering policies and training (Brown, 2013).


The CoP, like any organisation, faces challenges and adapts by developing strategies to better educate and support officers and staff. It currently focuses on three core development areas.
The first area is the use of Authorised Professional Practice (APP). This has been described as one of the colleges most supported areas since its development, APP provides modern and relevant operational guidance for police officers and staff on various aspects of policing such as investigations into criminal offences, protection of the vulnerable officers encounter and how officers can leave a positive impact on the community they police. This allows police forces across the UK to have up to date information so they can provide the best possible service to victims, the wider public whilst ensuring there is constancy in how the police operate across the country (Thomas P. Winsor, 2012). However, it has been identified that although the implementation of this should be efficient and bring uniformity in the standards and practices across the various police forces across the UK, it remains a challenge to get all the different police forces to implement this training with consistency often leading to parts of some policies and guidelines being overlooked or not implemented at the same time as other forces (UK Parliament,2016). Variations in resources, local priorities within police forces, and leadership have led to inconsistencies in the implementation of the CoP guidelines (Seba and Rowley, 2010). 
However, to ensure the uniformity of the CoP directives are met by all police forces, a new initiative labelled the Policing Vision 2025 has been established to ensure this demand is met. The Policing Vision 2025 outlines a ten year plan for policing, drawing focus on how policing can be transformed to meet future challenges. The key priorities from this initiative have been identified as:
1.Local policing – Drawing an emphasis on services to support local communities.

2.Specialist capabilities – Enhancing police capabilities with new strategies to prevent criminal offences.

3.Workforce – The development of a professional workforce that are equipped with the correct training and skills required for modern policing.

4.Digital policing – The encouragement of using new technology to improve efficiency for frontline policing and equipping officers with knowledge and capabilities to detect and prevent crime.

5.Enabling business delivery – Transforming support functions to better serve operational needs such as correct financial allocation to departments that need more funding to support front line policing such as fleet services.

The initiative highlights the need to develop policing to create a professional, agile and diverse workforce to adapt to the demands placed upon policing. (NPCC, 2016).



The second implementation by the Cop is the Police Education Qualifications Framework (PEQF), which provides training to police across the UK and continues to develop training to keep officers in compliance and equipped with new resources to help better serve the public and tackle inquisitive crimes. One of the most significant changes within the PEQF is the implementation of a new professional policing degree for new recruits, the degree was designed to ensure officers are equipped with the necessary knowledge and skills for modern policing (Andrews, 2024). 
All though the degree was implemented in efforts to modernise and make policing in the UK a professional career, the degree itself has been held to heavy scrutiny by officers and government since the degree was made to be a requirement. It has been highlighted that the degree may create potential barriers to the diversity of police officers as it may deter individuals from different backgrounds such as older applicants and those from underprivileged groups (Hough and Stanko, 2019). There are clear concerns have been that the degree may favour younger applicants who may be more academically inclined and inadvertently limiting the diversity of candidates within the police force.
The key concern within the police with regards to the requirement for a degree is that the degree has increased the stress and workload on new officers. Officers have raised concerns that balancing frontline duties with academic studies has placed significant pressure on new officers. Federations across the UK that protect officers have reported that the degree has imposed enormous pressure on officers, who must juggle shift work with academic commitments leading to stress and burnout (Gullon-Scott and Longstaff, 2022).

The third core area that the CoP has implemented to professionalise policing in the UK is what is known as the Code of Ethics. The CoP established the Code of Ethics to guide officers in their professional conduct and reenforce the core principles of policing which are honesty, integrity and respect (College of Policing, 2024). The code of ethics provides officers guidance to make ethical behaviour and decisions within policing (Westmarland, L. and Rowe, M. 2018). The code of ethics has been perceived in a positive light with many highlighting that it has increased the accountability within policing, ensuring that officers follow a consistent and ethical standard across the UK (McCanney, Taylor and Morris, 2022).


As I approach the conclusion of my probation period, I have recognised that I have developed both professionally and personally due to having to adapt to constant changes within my role which have been influenced by the demands of the job, culture within my organisation and the social aspect of the role (Cacioppe and Mock, 1985). 
I have undergone significant professional development during my three year probation period. From initial training where I received theoretical training with some basic practical exercises, I have gained most of my knowledge through on the job experiences which forced me to adapt to the role of a police officer as every incident that I attend are varied with all the incidents I attend having their own complex needs (Karp and Stenmark, 2011). Through studying different learning styles, I personally recognised that I could advance my understanding of different methods of training for my role as a police officer. I have found that learning through experience, which is often associated with the experimental learning theory, which is a reflective cycle where an individual learns through their experience and adapts their learning where necessary (Kolb, 1984).  This has enabled me to attend policing incidents and then reflect on my actions post incident and identify areas that need development and ensure to improve on that for any future incidents as I always wish to find ways to continue my development as a police officer. 

Taking into consideration of the requirement from the CoP to continue professional development through areas such as APP, I aim to continuously progress myself to fulfil my role as a police officer to better serve the public by developing my skill set. One of the skills I have identified through self-reflection is the ability to engage with those who have more complex needs due to disabilities or mental health conditions such as autism. An example is whereby I attended an incident where a person with hearing impairment was a victim of domestic assault during late in the evening, due to the incident taking place late in the evening I was unable to communicate with the victim to obtain details of what had happened or give safeguarding advice due to a no British Sign Language interpreter working during the timeframe. I then tried to see if any officer within the force was BSL trained and it became apparent to me that there was clearly a gap in our service. Due to this incident and prior knowledge that individuals with disabilities are more likely to be at higher risk of crime or violence (Edwards, 2013), I requested to be placed onto  BSL course which the CoP funded and allowed myself and other officers to learn this skill as through my own enquires, it became apparent that many other officers had faced similar situations and felt that we were doing a dis service to the victims due to being unable to communicate.
It is important to recognise the importance of police officers reflecting the communities they serve, especially areas of neurodiversity and disability as these are areas where victims are most vulnerable (Workman-Stark, 2017). This area of development is one which I will continue to educate myself on to adapt to the needs of vulnerable victims and enhance my learning as per CoP. 

The need for ongoing development, as shown in my example, is supported by the Workforce Transformation 2018, which highlights the importance of training to equip officers and staff with the skills needed to meet demands (Martin, 2021), this point is also echoed in the Policing Vision 2025.


During my probation period I have observed the changes to my character as a whole due to the role of a police officer. Reflecting on my final year and comparing it to my first year, there have been significant changes both professionally and personally.
The personal impact my role as a police officer on my personal life has changed my character, I have noted that I have developed two different personalities, I would describe these as a “On duty” and “Off duty” personality (Twersky-Glasner, 2005). With regards to the “On duty” description, I am more aware of not only what I say, but the individuals I meet as communication and listening skills are key for successful outcomes within my role. I am also less tolerant compared to my first year in probation as I have found that simply getting to the point with subjects and not allowing a subject to take advantage of my kindness often leads to more efficient outcomes during incidents (Ramshaw, 2012).
All though I make strong efforts to keep my work, at work and not allow it to consume my personal life, there have been changes which I have struggled to separate or “switch off”, for example I am constantly watching my surroundings and assessing any potential threats, or watching individuals who I suspect could be attempting to commit an offence. This new hypervigilance has developed since my first year on probation and it may be essential to have whilst in a working environment, sometimes this can affect my personal lifestyle as I will avoid places I know where I may see offenders or hot spot areas for crime as I will not be able to relax and enjoy the moment (Fritz et al., 2018). 
In contrast I have also seen myself develop many skills which has benefited my professional policing career thus far. At the start of my probation, I found it took me a length of time to make a decision due to inexperience or lack of confidence however, I am now able to deal with fast pace and complex scenarios and make difficult decisions whilst under pressure, often where there is a grey area and no clear correct outcome (Helsen and Starkes, 1999). Another notable development my role as a police officer has had on me is I no longer think about myself first during dangerous incidents. I often used to be overwhelmed during violent or dangerous scenarios which often put myself in more danger (Lennings, 1997). However, due to experience and self-reflection, I now prioritise safety of others and what plan I can implement to protect members of the public which has increased my resilience and has allowed me to build relationships with members of the public within my local policing community as they feel more confident in my abilities.

In conclusion, the College of Policing plays a key role in professionalising policing in the UK by setting standards, development and the importance of continuous learning. Its focus on transformation and embracing change helps officers perform effectively by being well prepared to respond to more demanding challenges, which increases the public’s trust and safety. 
As my probationary period draws to a close, I have identified key stages and developments in my development both personally and professionally which will allow me to continue my career as a police officer and carry out my role effectively to best serve my local community.

Word count: 2180
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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:

Social media has become a permanent fixture in society and has become a valuable tool for modern policing. Social media has transformed the way individuals communicate which has allowed the public to communicate with their local police forces. Forces across the UK have adopted social media to inform the public, engage with communities, and promote new policies and initiatives (Pulido et al., 2018). This essay explores how police use social media for these purposes, examining the benefits, challenges, and implications for such uses whilst incorporating my personal experience with social media as a police officer.  



One of the primary uses of the social media being utilised by the police is the ability for the police to give real time updates or information around on going incidents, appeals for witnesses of crime, missing person alerts, and general safety advice. The ability to give instant information enhances operational transparency and encourages public aid (Beshears, 2016). For example, during the COVID-19 pandemic, police forces adopted social media to share updates on lockdown measures, health guidelines, and community support services. A study conducted by Ralph et al. (2022) highlighted that police forces that adjusted their social media strategies to maintain public relations, had a positive impact which shifted from pandemic related content to the standard policing topics to preserve the forces reputation, and avoid negative discussions on the government’s handling of COVID-19.

Additionally, during the far right riots in England through the summer of 2024, local police forces used social media not only to counter miss information being posted on social media platforms, but they also used it identify primary offenders through public appeal which led to the arrest of 1,280 individuals who participated in the riots (Downs, 2024). This case demonstrated how the police could integrate social media to combat crime, particularly in public order setting enabling communities who are affected by the riots to collaborate with the police to bring offenders to justice (Crump, 2011). Social media now supplements traditional policing by allowing police to be in contact with the public directly and prompting their safety, especially during major incidents which was observed during the recent terrorist attack during the Manchester bombing (Innes et al., 2016).

I have used social media within my capacity as a police officer to manage an ongoing incident. I attended the scene of a serious road traffic collision (RTC) where to ensure the safety of the people involved and my safety, I had to close a dual carriage way which was part the main link road which led to the motorway. Knowing the disruption this would cause I used the forces social media sites such as Facebook, Instagram, and Twitter to communicate with the public that the road was closed and to use alternative routes to prevent disruption. Using social media allowed me to directly engage with the community making them aware of the incident but also providing in time information that would prevent any hinderance to their plans (Gu, Qian and Chen, 2016). However, the set back of this was that members of the public who don’t use social media would not be aware of this information and was likely to still be hindered by the RTC. The other problem was that drivers who had already set out on their journey were unlikely to see this information whilst driving. 


Police engagement with local communities is one of the most crucial things for modern policing to be successful. All though social media is used for mostly dissemination of information, social media serves as a platform for community engagement. Engagement initiatives aim to build relationships, gather feedback, and involve the public with community problem solving promoting trust between the public and police (Hu and Lovrich, 2019).

Research conducted by Meijer and Thaens (2013) discussed that police interaction with their communities through social media contributes to the better engagement with the public as it allows the police to seem more personal rather than simple one way communication. Many forces across the UK such as West Yorkshire and Gwent Police, use social media to post about to post about local events, positive stories, and follow officers doing their duties giving a personal insight into their local police force from a public perspective. These examples of police using social media helps bring more of a positive image on policing, especially in communities with historical tensions (NPCC, 2014).

Police forces in the UK noticed that by using social media such Instagram to share information on local community events such as open days at police stations or charity events, attracted more interaction from the public instead of posting operational messages with some members of the public find boring (Grimmelikhuijsen and Meijer, 2015). A study found that when police forces posted more emotional content, both positive and negative content, led to more direct engagement. This suggests that emotional content that could impact an individual on a personal level can enhance public interaction with police social media posts (Leppert, Saliterer and Korać, 2022). However, engagement through social media differs from different police forces due to some having more financial funding and resources to focus on social media whilst others struggle to use social media for a policing purpose due to the lack of consistency or staff to focus on social media.

Police forces that use social media also attracts members of the public to engage in community intelligence gathering. For example, members of the public using Facebook to directly contact their local force to provide anonymous information about criminal activity has aided officers to provide an anti-drug and knife campaigns in London, leading to a decrease in crime for those specific offences (Elphick et al., 2021). This is further supported as it has been identified that the public prefer content that addresses their local issues and reflects their community rather than a single national posts that they cannot relate to (Ralph and Robinson, 2023).


Police forces have established guidelines to govern their social media use and interactions, ensuring that use of social media is professional and appropriate for a police force. For example, Leicestershire Police outlines that their social media platforms aim to educate the public on crime prevention and keep local communities informed on local issues. The force also stated that they reserve the right to remove comments on content that are offensive or violate their policy (Higgins, 2016). This is also supported further as Gwent Police prioritises creating a safe space for community engagement, with clear rules against offensive content and the authority to delete inappropriate comments. These policies are important to maintain the integrity of police communications and ensuring a respectful interaction on their social media (Gwent Police, 2024).

With the implementation of basic guidelines and policies to inform police forces how to use social media, police forces also use social media to promote new policy’s or campaigns which allows greater transparency with the communities and receive feedback and support around these new decisions made. Initiatives such as anti-knife crime, domestic abuse awareness, and hate crime have widely been shared to larger audiences through police social media platforms.
 An example of this is the national “Ask for Angela” campaign, which is designed to prevent sexual harassment in nightlife settings and protect women against violence, which was promoted on social media by many different police forces in the UK. The campaigns national outreach through police social media allowed the campaign to be received by millions of members of the public and providing safety awareness, particularly among young woman (Shapiro et al., 2017). 
I was tasked to attend the local city centre for the annual “Ask for Angela” campaign and patrol and provide advice on how young woman can protect themselves and their friends during a night out. During this bar staff approached me and informed me of a situation where a female had asked for Angela and was being safeguarded in the staff room. After speaking with the female, it became apparent that she gad been sexually assaulted by a male whom I later arrested. It was because of my forces online campaign on social media that the female stated she never knew about “Ask for Angela” until a few hours prior to going out after seeing it on the forces Facebook page. By the force using social media it likely prevented this vulnerable female from being a victim of a more serious sexual offence which adds another positive note on the police use of social media. 

Furthermore, social media is used to communicate changes to forces policies or to explain controversial police topics and actions. For example, police forces have used social media to explain the stop and search procedure which is highly controversial topic. Forces release body cam from the stop search and adds context as to why a person was searched or arrested. This approach has the potential to mitigate public backlash and correct miss information (Nawaz and Tankebe, 2018).


Despite the many benefits of police forces using social media, in contrast it has also raised many debates and concerns in the UK. One key issue is the balance between transparency and privacy. All though some social media appeals can be effective such as missing person appeals, images that lead to the public naming or identifying suspects via social media platforms used by the police may violate human rights (Joseph, 2011) such as article 8 under the human rights act, the right to a private life (Equality and Human Rights Commission, 2021). 

Another concern which has been discussed is the potential weaponisation of social media to control public narratives with regards to policing. In some instances, social media has been used to counter public criticism in ways that appear defensive (Altheide, 2004). A notable example of this was the governments response and local police response to the Sarah Everard Vigil in 2021 where many were arrested, especially those who blamed the police. The force went onto use their Twitter account to defend the actions of officers, leading to accusations of corruption and lack of accountability (Lowerson, 2022).

Furthermore, fears of algorithmic bias and accountability issues can impact who sees the police social media accounts. Those not active on platforms such as Twitter or Facebook may miss key information from their local police force, highlighting the concern about the lack of inclusivity regarding members of the public online (Bell et al., 2013). There is also a heavy reliance on the English language for social media used by the police in the UK which can alienate non English speakers and minority groups from different communities (Bartikowski, Taieb and Chandon, 2016).

The professionalisation of police social media use has also raised internal concerns from police officers themselves. Some officers have raised concerns that their own online presence or use of social media may result in disciplinary actions or restrictions on their personal lives, if they post personal opinions (Tunick, 2014). This concern has led to increased control over officer led accounts and has raised questions about freedom of expression within some police forces. Personally, I have restricted my social media since I have become a police officer due to concerns of my social media being monitored by Professional Standards Department. This has become more apparent as recently an officer within my police force had been dismissed due to a post, he like liked on social media which was deemed inappropriate for a police officer. I feel that I cannot use social media out of fear that I may be reported for having personal view or an action I take make be misunderstood and could result in dismissal from the police.

Social media has become a vital aspect for modern policing in the UK as it is used to inform, engage, and promote policing initiatives. While this digital advancement has enabled greater transparency, faster communication, and more direct engagement with the public, it has also introduced new ethical and operational concerns which must be addressed to ensure responsible use. By ensuring transparent practices, respecting privacy, and ensuring engagement is held consistently, the use of social media can equip the police with delivering an effective service, the ability to enhance public safety, and increase trust in policing.
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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:

Police officers are always put in dynamic situations where no incident is the same as the previous due to the main factor being human interaction and having the ability to change how officers communicate depending on the individuals circumstances (Schmid, 2006). Leadership within policing is crucial for ensuring effective policing and maintaining public confidence. The publics expectations in their local police officers are constantly developing (Kelsey, 1998) and in turn, so must the leadership strategies employed by police officers. This essay will explore various leaderships I have developed since the start of my policing career, along with various leadership models used in policing, analyse their application, and examine how leadership styles in policing can be adapted in dynamic circumstances.



Policing has been characterised as having a hierarchical and authoritative leadership structure due to being a uniformed organisation. The command and control model, which is influenced by military leadership has highlighted that strict adherence to rules, clear chain of command, and having a centralised decision making by more senior ranks (Adams, 2017) is the most effective model to ensure effective policing. The model has been praised for it allows leadership to give clear commands which ensure constancy across all teams and is most effective during large scale crisis and emergency’s.
 I found this effective when I declared a major incident due to a large industrial fire which would require all emergency services to attend, due to myself declaring the emergency as a major incident I became the “commander” instructing what recourses I needed and where. By using this model, it allowed me to give commands following the major incident policy which was very effective as every unit in attendance was only following my instructions which brought stability to a very dynamic incident and prevented confusion as if there was no clear leader, there would be too many opinions and may have led to the incident becoming confusing (Newburn, 2013). However, although this model of leadership worked during the incident, the negative factor I noted post incident was that this style did not allow for other opinions which may have aided the incident as other resources on scene may have had good strategies in dealing with the incident and would allow for a more collaborative decision making process. 


The Sheehy enquiry critically assessed the traditional rank structure in the UK police, identifying inefficiencies across police forces and recommended a more streamlined approach in leadership and management by senior ranks in the police (Sheehy, 1993). Although many of its recommendations were not implemented by many police forces, the enquiry sparked many debates about the leadership in policing and if its current model was effective. 
However, within recent years the College of Policing (CoP) which provides guidance, training and policies across all UK forces, has established new leadership standards across all rank levels in the police forces across the UK (College of Policing, 2023). These standards guide officers and encourages professional development and ensures a consistent leadership quality through the service. These standards emphasise key attributes such as ethical behaviour, inclusivity, and continuous development for all officers to provide an effective service to the public. 
The College of Policing also identified that the role of a police officer is dynamic with incidents constantly changing and officers had no working strategy to adapt to such incidents. Due to this the college of policing also implemented the National Decision Model (NDM) to help officers adapt to the situation and aide their leadership styles and decision making (College Of Policing, 2024). The NDM provides officers a structured decision making model, emphasising ethical considerations and individual accountability. It aligns with values set by the leadership guidance, ensuring consistency and transparency by police actions and decisions made by leaders (Sheldon and Williams, 2025).



Leadership within policing has been examined by multiple studies however there have been few practical studies into this topic. A study in the USA followed a local police forces  to identify common themes and concepts that are naturally used by all officers within the organisation (Hollander, 1979). The study identified and adapted a concept of consideration and initiation leadership structures as two fundamental elements of behaviours in leadership. The consideration concept of leadership describes the level to which leaders showed concern for their officers, which those conducting the study identified that there was an increase in trust and respect between the senior and junior officers. 
The initiating structure, which was the second concept identified, involved senior officers providing clear individual roles within the team, setting goals, and providing clear instructions to achieve the forces priorities with no flexibility in ideas that may have been identified by junior officers. These different leadership traits demonstrate the ability to balance task orientated leadership and people orientated leadership styles. The study highlights that there are common leadership traits that individuals naturally adopt with a “leader” or “follower” mentality in policing (Dick et al., 2007).
 




Modern policing requires leadership models that are adaptable, inclusive, and responsive not only within the organisation but also to the community’s needs. There are multiple leadership theories that have been incorporated into policing practices. 
The first model that has been identified it the transformational leadership model which focuses on inspiring and motivating subordinates to exceed expectations by implementing an environment of trust, development, and innovation (miner, 2005). Individual who adopts transformational leadership are often praised for their ability to articulate clear instructions, provide personal support, and challenge existing practices in order to develop a more effective working strategy (Bass and Avolio, 1994). In a policing context, transformational leadership has been linked to an increase in officer satisfaction, commitment, and performance allowing for more effective policing (Schafer, 2010).

In contrast, the transactional leadership theory that is based on a system of rewards and punishments depending on individual performance. While this model can be effective in achieving short term goals and maintaining consistency, it has been scrutinised for its ineffectiveness in achieving long term goals, commitment from team members, or the encouragement of adaptability (Deluga and Souza, 1991).


The most common leadership style which is used by frontline police officers daily is the situational leadership model. This model suggests that effective leadership depends on the ability for leaders to adapt their approach depending on the specific needs of a task and development of team members to achieve the primary goal (Johansen, 1990). Individuals who adopt this leadership style must adapt their style, ranging from giving orders and directing to delegating and getting involved with the task themselves based on the specific context for the goal set out to achieve. This flexibility in leadership is key in modern poling, as officers encounter diverse incidents which require varied leadership approaches (Hersey and Blanchard, 1979). 
I have identified that I use this style of leadership primarily during my daily duties as it allows myself to change my method of instructions during a dynamic situation and adopt my approach depending on the requirements of the situation. An example was an incident where a suicidal male was on a bridge holding a knife and threatening to slice himself or other officers, I adopted my approach to be more direct and commanding by telling the male to put the knife down. The male did so but immediately jump over the barrier onto the wrong side of the bridge which very quickly I had to change from being direct and commanding to a more subtle and conciliate in order to get the male to not jump and come back to safety. This was very effective with a positive outcome with the male being taken to a place of safety, protecting himself and members of the public. 

The final leadership identified is servant leadership which emphasises a individuals role as a servant to their team, this model prioritises the growth and wellbeing of the team and communities they interact with (Russell, 2001). In policing servant leadership can enhance community relationships with the police and promote a positive culture and behaviour in police teams. However, this only works in the context of community engagement as this approach would not work when dealing with suspects as officers must present a confident and direct style to maintain control of the incident. 


The practical application of these leadership models in policing varies based on factors such as organisational culture, the publics expectations of the police, and operational demands. Police forces across the UK and other countries have developed their own initiatives and priorities to meet these expectations and demands whilst incorporating different leadership styles. 

Community policing has been described as one of the most important aspects of modern day policing, this strategy involves building relationships between the police and communities to proactively address the publics expectations and concerns (Crowl, 2017). Transformational and servant leadership models are particularly effective in this context, as they encourage collaboration, building trust, and shared responsibility for the local community (Wycoff and Skogan, 1994).

Police forces in the UK have adopted the C3 policing model (Counter Criminal Continuum) which integrates community engagement with intelligence led strategies to tackle organised crime groups that operate in cities or have large scale operations (Hiorns, 2014). This approach requires officers to adopt a more adaptive leadership style such as situational leadership in order to balance authoritative decision making whilst also allowing the ability to provide a community based collaboration (Vinzant and Crothers, 1994).


Policing environments are often influenced by social, political, and organisational change and demands. In order for police forces to operate effectively there must be clear leadership to set goals and expectations for officers to provide a dynamic and successful delivery of operational demands (Burke, 2016).
Leaders with high emotional intelligence often better manage stress, handle complex interpersonal dynamics within a team, and foster a positive working environment. This is important in policing as officers are often exposed to high pressure incidents and stress and therefore it is important for leaders to set a stable and encouraging environment for officers to de compress after such incidents (Magny and Todak, 2021). 
It has been identified that the encouragement for officers to reflect on their experiences and decisions after attending an incident has a strong correlation to an improvement on their decision making during dynamic incidents and leading to personal growth in a professional capacity. Leaders who use reflective methods contribute to a culture of continuous learning and overall effective policing (Castelli, 2016).


Leadership in policing in the UK is evolving from traditional, hierarchical models to a more adaptive and inclusive approaches that are being adopted by senior officers. By integrating contemporary leadership theories such as transformational, transactional, situational, and servant leadership styles, police forces across the UK can better meet the complex demands of modern policing. Adapting leadership strategies to dynamic situations has been proven not only to be beneficial but essential for effective policing and maintaining the publics confidence. During my final year of probation, I have studied and tested the different leadership models identified which has allowed me to adapt and understand what leadership styles are best suited. I have identified that the situational leadership style personally works for myself as often I am faced with dynamic incidents and calls for a change in personality and leadership to make the correct decision. However, I also use the control and command theory when dealing with suspects as when making the decision to arrest, it must convey to the suspect that the instructions and decision made is final and there is no opportunity or negotiation. I intend to continue my development by incorporating these leadership styles through my policing career. 
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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 complex and highly dynamic environments of policing in the United Kingdom (UK) forces police officers to reflect and continuously develop, educate, and improve their skill sets to meet the demands of policing. During my three year probation I have noted that to meet these demands, mentoring and coaching was a vital tool to aide in my personal growth as a police officer. The police use different forms of strategies and frameworks not only to encourage individual growth but also contribute to achieve the broader organisational objectives such as retention, morale, performance, and cultural change (Randall and Burnes, 2023). This essay will explore how mentoring and coaching has benefited not only myself personally, but also the impact it has on police officers across the UK to help officers meet personal, professional, and the overall performance through reflective feedback and theoretical frameworks. 


Mentoring and coaching, while often used interchangeably, serves a specific purpose within professional development. Mentoring involves a more experienced individual providing guidance, support, and sharing their own knowledge to a less experienced colleague, focusing on long term development for that individual. In contrast coaching is typically a short term, performance focused process aimed at enhancing specific skills or addressing specific challenges faced by the individual. 
The college of policing (CoP) defines mentoring as a relationship where a more experienced officer supports a junior officer to help develop and progress them as a police officer (College of Policing, 2023). It is also utilised by officers who are undergoing promotion boards and those who have entered the police from a background with limited life experience or interaction with the policing world (Tyler and McKenzie, 2011).
Coaching, by contrast is described as a short term, performance based and goal specific method to develop an individual. Coaching often involves helping individuals unlock their potential and improve job performance through constructive communication and reflection with an officer more senior (Staller et al., 2022). In a policing context, coaching is used by supervisors and senior leadership to support professional growth, resilience, and decision making under stress to progress individual officers (Kilgallon and Wright, 2022).


Mentoring has helped myself as a police officer identify personal values, it has increased my confidence and has allowed me to navigate challenges I have faced within my role such as operational stress due to demand and finding a balance between work and my personal life. Research has identified that officers who are mentored correctly, often display higher job satisfaction, improved self-efficiency, and stronger identity alignment with policing values (Arter, 2006). In the UK police forces such as Greater Manchester Police and the Metropolitan police, have established mentoring schemes which has then been rolled out across all forces in the UK, which resulted in improved retention by providing a focus on emotional support and guidance during the early stages of a junior officers career (Gill, Roulet and Kerridge, 2018). By listening to my supervisors and senior offices, I have been able to identify my strengths and areas for development as a police officer through reflective conversations and feedback which has significantly improved my confidence, but also aiding my development as a police officer by implementing the areas identified for improvement. 


The role of mentors and coaches play an important role as they guide officers through areas of career progression such as finding an area a new officer wants to specialise in such as firearm or traffic departments within the police, by identifying this in the early stages of an officers career, the mentor will help develop the officers skills that best align with those specialist departments (Heath, 2011). These relationships help set realistic goals, identify opportunities for advancement opportunities, and build competencies needed for greater responsibilities demanded by the role of a police officer.
Through professional discussions with my supervisor, I have been recommended to attend a police tutor course, which will allow me to train new recruits who enter police teams and train them in a practical environment once they complete their initial training. This opportunity has allowed me to identify my strengths by my supervisor who identified that I had the knowledge, and relevant skill sets to train new police officers. 
 The police Superintendents Association Coaching and Mentoring programme has reported to have helped over 700 officers to become senior level police leaders with one to one guidance which fosters the desire for professional growth in policing (Police Superintendents' Association, 2018).
Mentoring also aligns officers skills with structured career development frameworks. In police forces within the UK, the Professional Development Review (PDR) incorporates mentoring to enhance skills and set clear plans for to obtain promotions in the role as a police officer (Ordon et al., 2019). Initiatives like the CoP Positive Steps Mentoring Programme supports officers who come from underrepresented backgrounds and assist them in overcoming professional challenges, promoting equality and diversity within the police (College of Policing, 2023).
At an organisational level, mentoring and coaching has played a crucial part in developing my abilities as a police officer by developing competencies, motivating myself to progress my career as a police officer, and building resilience. These practices provided by the police identify areas to build upon such as leadership development, and implementing steps to accommodate individual growth whilst achieving strategic objectives that are implemented by the force (Beck and Wilson, 1997).
Mentoring promotes cultural continuity and transfer of knowledge passed by more experienced police officers, which strengthens the organisation as a whole, reinforcing standards such as integrity and public confidence by the local community (Al, Davies and Faisal Al Kaabi, 2023). In the UK police forces across the country are implementing mentoring and tutoring as forms as a broader form of leadership and development strategies, particularly those which align with the Police Education Qualifications Framework, furthermore it also supports key ethical standards, reinforcing the concept of integrity and community trust which is set out by the CoP through the code of ethics (Brown, 2013).

Coaching often compliments mentoring by enhancing experience and training gained by practical performance by simply by performing the role of a police officer and through targeted development of specific competencies. Research has suggested that coaching during high risk environments often enhances decision making, better communication skills, and the ability to deal with conflict effectively (Hughes et al., 2012). In a policing context, these areas of development leads to more effective resolutions when responding to incidents, which then strengthens the community confidence in their police force, and helps officers build their confidence within their own abilities. Together both mentoring and coaching can encourage officers to strive for continuous learning and development, which is crucial for officers as it allows them to combat the daily challenges of modern policing. 



Policing across the UK has seen a large increase in new police officers due to the police recruitment scheme which aimed to recruit 1000’s of new officers across the UK (Belur et al., 2019). Due to the increasing numbers of police officers, there are many theories which the police have adopted and use currently to assist in the training and development of officers. 
The first of these theories is the GROW Model which was developed in the UK by Sir John Whitmore which provides and individual to achieve a goal through structured learning, goal setting, and problem solving (Whitmore, 2010). This model can be broken down into 4 stages of coaching.
The first stage of this model is goals, this section can help an officer identify what the officer wishes to achieve to accomplish the task. 
The second stage is reality, an officer whilst dealing with an incident needs to understand the situation that is presented to them and identify the barriers that they need to overcome. 
The third part of the theory is options. Whilst an officer is processing information, they just also identify what options they have available to deal with the incident safely or other methods that can be used. 
The final stage of the GROW model is will. Will refers to the commitment to action which can help an officer set a working strategy to accomplish the end goal, whether that me making an arrest for an incident or, a clear plan to achieve a promotion and personal development. The GROW model can be applied to help officers develop self-efficiency and action planning, which makes it applicable for coaching officers in performance and leadership positions. 

Another theory which is often used to mentor and coach officers, and one which I was introduced to by my mentor and continue to use daily Is Kolb’s Learning Cycle which consists of 4 parts (Tomkins and Ulus, 2016). The first being the concrete experience, this is simply the situation an individual experiences and the challenges they are presented with. 
The second part is the reflective observation which is the individual officers identify and observe the incident and reflects on their decisions. 
The third section of the cycle is the abstract conceptualisation which is the individuals identification and planning on the areas of improvement to develop the next time they are faced with a similar incident. 
The final stage of Kolb’s cycle is the active experimentation phase, here the individual acts upon what they have learned from reflection and puts it into use for a new experience.
This model supports continuous learning for all police officers and allows officers to debrief every incident and identify areas of learning. I use this cycle post incident so that I can identify what went well but also what needs to be improved for the next time I deal with a similar incident in the future. I have benefited from this specific style of coaching as it allows others to tell me their opinions on my actions but also allows me to identify my own actions and develop a plan to progress myself as an individual officer. 


All though I completed 6 months of training school, like many officers it isn’t until I was posted to my station and assigned a tutor that I began to learn policing, officers heavily rely on learning through experience which the Social Learning Theory demonstrates. Mentoring can be linked to Bandura’s theory which identified that individuals learn through observing others (Bandura, 1977). In a policing context, this can be seen in the tutoring programme, where new officers are paired with an experienced officer to learn procedures, ethics, and help the new officers identify their own way of policing. 



Feedback is vital to both mentoring and coaching processes, encouraging individuals to reflect on their actions and set targets for improvements. I personally enjoy receiving feedback as I always want to do better and set myself higher goals for improvement in policing, constructive feedback enables me to understand my performance, recognise areas for improvement, and allows positive outcomes for future incidents (Butler et al., 2013). 




It has been discussed that there are three main types of feedback. The first is Descriptive Feedback, this focuses on observing actions and behaviours without judgement helping individuals identify learning outcomes, address misconceptions, and sets clear points for improvements (Rodgers, 2006).
The second form of feedback is Reflective Feedback which encourages officers to self-assess their actions providing them with critical reflective practices, allowing them to improve their skills leading to better future outcomes (Van der Schaaf et al., 2013).
The third type of feedback discussed is Corrective Feedback which informs individuals for changes to improve on their actions and reenforces expectations should they fall below the standard (Li, 2010).


Despite the clear advantages to coaching, mentoring and constructive feedback, there are still many challenges which can impede the successful delivery of this. One barrier to this which I have experienced is the lack of time to have in depth reviews. Due to high workloads and more policing demand this often limits the opportunities for coaching cand mentoring. 
Another barrier is cultural resistance where some individuals receive feedback and may not be able to take feedback in a positive manner and may view this as unnecessary or beneath them (Rees et al., 2019).
A key barrier for successful coaching and mentoring is inconstancy. It has been noted that due to individualism, some training officers may pass on bad habits or views that may not align with the police organisation goals (Miles-Johnson, 2023). Some trainers are not receiving the complete training which varies the delivery of training and mentoring which ca impact the quality of training delivered (Sloan III and Paoline III, 2021).


Mentoring and coaching has been key in my own personal development as a police officer and has allowed me to enhance my abilities which support my professional goals, but also allows me to achieve organisational goals. It has also allowed me to grow as a professional and individual, build my leadership skills through my mentor. I have identified key theories such as GROW and the Kolb Cycle, it has allowed me to build my confidence, resilience, and my ability to critically reflect on my actions and develop my skills has a whole which will help my policing career. As policing in the UK continues to become more challenging, effective mentoring and coaching is essential for ensuring officers are competent and ready to face these challenges. 
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