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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:


Since the College of Policing was established in 2012 (College of Policing, No Date) it has been the forefront of police training around Great Britain and its territories. The college of policing was established to deliver learning and professional development and has done so adequately since its inception. However, there are some drawbacks to this as the College of Policing operates independently from the government (House of Commons, 2016) which on one side allows for more freedom when making decisions as they are not fully bound by government constraints. But on the other side such freedom could create concerns that as a private body are they acting in the Police’s and the Public’s best interests. From the inception of the College of Police the organisation has created many training programmes and policies alongside applicable police practices (APP’s) within the police to create a more professional police force. One these policies of which is the creation of the Code of Ethics. The Code of Ethics is a guidance for police forces when creating policies and other forms of guidance and is not statutory (College of Policing, 2024). Due to the Code of Ethics not being statutory the Code of Practice for Ethical Policing was created for Chief Officers of police forces. This was to ensure that the policing profession is “ethical and professional in the way that it respects, listens, responds, improves and serves the public.” (College of Policing, 2023). The College has provided the framework of the Police Education Qualification Framework to ensure that officers have the opportunity to undertake a degree programme to provide a more professional police force and gives applicants the ability to specialise in core areas of policing. (College of Policing, 2020).

The role of a modern police officer in the United Kingdom shares many similarities with those in other countries but also has some unique aspects due to the country’s legal and social systems. UK police officers have a range of responsibilities, often emphasizing community engagement, crime prevention, and public safety. In my final year of probation in comparison of the last two years has been especially important in how I am working to fulfil the role of a police officer. The College of Policing Vision of 2025 focuses on local and community policing to develop, with the ever expanding diversity of the United Kingdom it is important to provide a police force that has and is adapted to the environment (College of Policing, 2025). The UK has a ‘policing by consent’ style of policing this has been the case for a number of decades due to mistrust and lack of public confidence in the police (O’Reilly, 2024). In addition to this consensual policing style the 2025 strategy focuses on the need for an evidence-based approach to investigations. 

This evidence approach improves public confidence and legitimacy of policing (O’Reilly, 2024) which is what I have done to further keep myself in line with the police’s and public’s ever-changing policies and expectations. I have done this by completing training courses for public confidence and due to myself working within a city centre, there is a large number of ethnic groups alongside members of the LGBTQ+ community. Census data shows large metropolitan areas such as Manchester and London having larger numbers of LGBTQ+ members (Office of National Statistics, 2021). This is due to city areas having generally more tolerant and inclusive environments where people feel safer expressing their sexual orientation and gender identity. Alongside urban areas often have established LGBTQ+ organizations, pride events, and social spaces where individuals can connect and find support. Further to this, cities provide a degree of anonymity, which can be appealing to people who may not feel comfortable in smaller, less diverse settings. Attending hate crime investigation training and safeguarding training has allowed me to further myself to ensure that I am maintaining the policing vision of 2025. I have notably seen an increase in hate crimes and hate related incidents within policing requiring attendance from police. 

Alongside the above, the policing vision of 2025 outlines the increased need for specialist policing resources. I have used this need for specialist policing to expand my skill set within my role. Since joining the police in the start of 2023 I have attended many investigation courses, in addition to this I have become a specially trained taser officer allowing me to attend the higher risk incidents involving weapons. As police we are required by legally and morally to use the lowest use of force possible to neutralise a valid an increased threat to the public, use of taser has been integral in this (Bleetman, Steyn & Lee, 2004). This training has I have seen increased public confidence when police officers show up to incidents alongside having a positive effect on the subject’s behaviour when realising a taser officer is on scene. This has for me lined up with the need for further specialist units within policing and the need for change to increase public confidence (O’Reilly, 2024).

The policing strategy from the Association of Police and Crime Commissioners outlines the importance of tackling national threats within Policing. At the top of the strategy is tackling violence against women and girl (VAWG). Violence against women causes lifelong fear and suffering with many victims not speaking up against the perpetrator (Krahe, 2016). The modern police officer needs to be able to tackle domestic violence to support victims and prevent escalation. There has been a clear positive correlation in the focus on tackling domestic abuse with data showing that within the United Kingdom within 2023 there were 100 domestic homicides which was 37 fewer than the previous year and the lowest since 1977 (Office for National Statistics, 2024). I attend numerous domestic related incidents in one shift with all types of abuse being different. However, training provided to me in initial officer training and constant re-evaluation alongside legislation creation I am able to identify offences. The most common type I have seen is physical abuse, this forms such a small part of the umbrella of domestic abuse and violence. The College of Policing (2015) outlines the professional practice of tackling domestic abuse, this starts with the call handler being trained to recognise the signs of domestic abuse. This can be as simple as hearing a disturbance in the background to the caller using codewords to try and secretly provoke a police response. It is then the job of the police officer on the initial response to attend the scene and recognise the signs of abuse and take immediate action against an offender. My role of a response officer is to ensure that I protect that victim from further abuse from the earliest opportunity possible and to identify risk of re-offending and escalation (College of Policing, 2015). 


One incident to note as of late that I was in attendance with was an initial report of domestic abuse. The victim was a young female who attended the police station to speak with officers after her family provided her support. As the female was within a police station she was safe however the fear and nervousness of the female was clear to me when initially speaking with her. Within the United Kingdom there are an estimated approximately 2 million victims of domestic abuse and there are 1.19 million reports of domestic abuse recorded by the police in the year ending March 2018 (Office of National Statistics, 2018). This shows that there is a clear dis-proportionality of reports to the police. The College of Policing (2015) outlines that there is a need to build a rapport with the victim to ensure they provide an account to police. This was done by being friendly and open and building a professional friendship with the victim to make her feel comfortable. This was as simple as a nice gesture of making her a cup of tea. The female then disclosed that since the age of 16 she had been victim of domestic abuse from her partner that was clearly getting worse. It had started off with verbal abuse from him which then escalated into coercive behaviour such as stopping her from seeing male friends and degrading her to make her feel like less of a woman and thus making her dependant on him essentially making her captive within her own world. (Stark, 2007). I have then began gathering evidence in forms of a statement before evidence gathering, this included retrieving photos of injuries such as bruising and hair being pulled out into recordings of verbal abuse. This was myself carrying out an initial investigation into the crime to ensure that I can identify the risk and any offences as a matter of urgency. Upon speaking with her I have noted several offences including assault and criminal damage alongside coercive and controlling behaviour. Whilst the female was with me, I have carried out a safeguarding form known as a public protection notification which is then handed to specialist units such as the public protection unit to further safeguard the female. I have then attended the perpetrator males address to arrest the male to safeguard the female. A good and concise handover has then been constructed to ensure a charge was provided by the crown prosecution service. I felt as if this was a positive approach and was within the guidelines of the College of Policing (2015) and the Strategic Policing Plan (2023).

In conclusion, the role of a police officer in the UK today is highly diverse and requires a broad skill set, balancing law enforcement with community engagement, mental health crisis intervention, and advanced technology. This approach to policing seeks not just to respond to crime, but to actively prevent it, promote justice, and build trust with the community. Further to this, The College of Policing has made significant strides in professionalizing UK policing, particularly in areas like training, leadership development, and national standards. However, challenges remain in terms of consistency, public trust, and cultural change within the police force. Moving forward, the College of Policing will need to place greater emphasis on driving diversity, transparency, and community engagement whilst ensuring that the training is rooted into policing generations to come. To reflect on my role as a police officer and how it has changed in the last three years, I have noticed that there has been an increase in training provided to me to ensure that the police is reflecting the Policing Vision of 2025 and how critical community policing is. From my first three months being within the Neighbourhood Policing Team it was highlighted to me that the community rely on a police force that is accountable and trustworthy. This has reflected how I police and how I act within my uniform, and it makes me aware that the College of Policing expects police to be professional and support the local community. 
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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:

The use of social media by local police forces as a means of informing and engaging with the community, and for promoting policy initiatives, has become increasingly prominent across public sector organisations it is not just utilised by police but by health services and other organisations proving just how useful it can be. With new pieces of legislation being created every year and social media, technology ever evolving. The use of social media can be used as a way of informing the public and can be utilised in complex investigations. There is a vast network of connected users all with a digital footprint linking them to other users and locations it can be utilised to track movements for the means of tracking and protecting vulnerable missing persons and as a means of tracing movements within murder investigations social media is an amazing tool that is utilised to assist police. However, it can be seen as an invasion of privacy, police forces need to ensure that the use of social media is ethical and within the confines of the law and will not breach investigation legislation and the human rights act alongside not endangering the police force that uses it. Below is a critical evaluation of the use of social media within a policing context. 

Social media has been utilised to ensure the public are assisted there are numerous benefits to using social media. One benefit is the Instant dissemination of important information, such as emergency updates, public health alerts, or crime prevention tips. Messages can be shared or reshared by followers, increasing visibility and reach without the need for intervention from the police, this use of data is especially effective during crises (e.g. COVID-19, missing person cases, protests), where quick updates are vital. An example of this can be police services using Instagram to provide live updates during major incidents or events such as a major road traffic collision, ensuring the public remains informed. Alongside the instant information dissemination, the ability to provide low cost and often free engagement to the public can build public trust as the public can see that no money is being wasted on un-informative content. Furthermore, the use of social media allows police to supply targeted messages to the public via the use of hashtags and ‘geo-tagging’ ensuring that incentives, policies and news can be sent to targeted areas and individuals such as the younger audiences and those is deprived areas. Social media can be great however there are downsides. There is the potential for digital exclusion, not all members of the public have access to social media especially those of advanced age and persons in rural areas as well as impoverished persons. This creates a gap in the reach of the content and can leave persons mis-informed and potentially at risk. There is also the high potential of the spread of misinformation, this can undermine the public trust in the police and leave a everlasting scar on the trust in the police that disseminated the information. One such example of this was during the Covid-19 pandemic where there was a magnitude of misinformation spread regarding vaccines and cures with 46% of people stating that they experienced misinformation via social media during the pandemic (Lally & Christie, 2020). There also may be a risk of public backlash in response to social media posts these could be posts that are un-intentionally offensive like the recent posts made by Los Angeles Sherrif’s Department regarding the conflict in Iran (Moses, 2025) These mistakes can and will create damage to reputations of police departments and have the potential to cause public outrage in the form of protests further endangering the public. Finally, the use of social media can create a lack of measurable impact of the data and posts. This can cause policy makers and senior leaders to overestimate data providing a false and in-accurate response to social media posts potentially creating a false sense of good feedback for a policy or post that has a real-world negative response. 

There is also clear work to be done in informing police officers of the dangers of social media in relation to their careers and the negative effect it can have on their lives. When a police officer joins, they lose a degree of privacy, this has always been the case. The public expect police to be the upstanders of society and to uphold the law and certainly adhere to it. As of late there has been an increase in the number of complaints made to the IOPC in relation to police officers use of social media. The IOPC director general warned that officers who post offensive and/or derogatory content including the sharing of that content can face disciplinary action and may be subject to misconduct hearings (Independent Office of Police Conduct, 2021). There were recent complaints made to the IOPC to indicate that even some police officers were going as far as to message victims of crime. This included domestic abuse victims who are vulnerable to arrange sexual activity leading to an exponential increase in public mistrust and utter disgust as a result (Independent Office of Police Conduct, 2022). However, there is little known about the use of social media by police officers. With the modern age of technology forming informing officers on it’s use is paramount on protecting the public and securing investigations and preventing data breaches. Police forces have guidelines for the use of social media both off and on duty and emphasise that social media usage be utilised in accordance with the Data Protection Act 1998 outlining that data should not be disclosed unless pertinent to an investigation and to follow the sections of the act to ensure the protection of the force and its investigation tactics. Further to this guidelines state that the use of social media should not be carried out whilst under the influence of alcohol as this can affect judgement and confidence. 
In relation to the above the use of social media and the use of the internet can be an amazing tool when conducting major crime investigations and combat organised crime. The use of social media for investigative purposes can be dated back to 2001 where the use of social media was used to detect paedophiles however the use of social media for information and engagement purposes can be dated to around 2008 where the first informative social media accounts were created to assist the public (Egawhary, 2019). This proves that although new social media can be a powerful tool to prevent crime and save countless lives, the New York Police Department utilised social media to detect potential mass shooters (Wilson, 2012) this included monitoring posts made and shared by individuals that may contain ideologies similar to those who have previously committed such atrocities. Furthermore, the use of social media can be utilised to detect a person’s whereabouts, this can be through imagery posted by the individual and by geo-location data that follows everyone around (Rice & Parkin, 2016). For example, if a wanted person is active on social media they can post an image of themselves in a certain country and the local police force can be notified as well as Interpol. However, a user can decide what data they post as a fundamental human right under Article 8 is the right to a private family life and that everyone has the right to respect for his private and family life, his home and his correspondence, (The Human Rights 1998). This creates a major issue when investigating crimes and locating persons as complex online data is governed by the local government. This means that if a British Police Force wants to download data from an application located within the United States, they have to retrieve the data in compliance with legislation located within that area. Further to this is the use of VPN’s (Virtual Private Networks) utilised by criminals globally, these private networks are simple and available to anyone. They work by creating a virtual network to mask your address and location and to prevent tracking of the user and the data they are accessing. This can be utilised by organised criminals to mask their data to prevent location tracking and the keep illegal trade deals undercover and to prevent tracking from authorities (Dihmis, 2021). 

In relation further to the above it can prove vital in murder investigations, this can be both gathering intelligence on the victim and on the suspect. This can be tracing the victims last known whereabouts to identify any further lines of enquiry and or potential crime scenes. Alongside if the victim has been active on social media around the time of their death potentially posted about someone harassing or stalking them with potential links to suspects of the crime. Further to this within a murder/complex investigation it can be used to identify witnesses, due to social medias commenting platform people can be identified as the last person to see them with potential suspects. The use of social media can thereby utilised to allow identification of suspects and how sometimes killers post their crimes online for gratification such as the Derek Medina also known as the ‘Facebook killer’ who was convicted of the murder of his wife after he posted a photo of her body on social media before it was removed. This photo was used in court whereby it helped secure a conviction of murder and Medina was sentenced to life in prison (CBS News, 2016). To the above it can prove evidential in some cases and can provide victims of crimes comfort knowing that there a vast array of investigative tools available to officers in order to secure a conviction. 

In conclusion and to summarise, while social media offers a powerful platform that the police can use for informing and engaging the public and promoting policy initiatives alongside reaching specific audiences. Its effectiveness depends on planning, inclusivity, clear messaging, and authentic community interaction. I have noted a clear under utilization of social media within investigations due to the lack of available training and the lack of understanding and the ease of anonymity via the use of a virtual private network. There is further training to be done and a clear need to train officers how to use social media both off and on duty and to be safe when using such apps alongside being appropriate. However, social media and the internet as a whole can be pertinent to identifying the last know whereabouts of a missing person and/or suspect and to identify lines of enquiry. With the evolving technology available today and the ability to share imagery and data in a phone as small as a key it should be developed in a safe way that engages users and can be lawfully accessible to police for investigations and for safety measures. 
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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:

Flexibility in leadership is extremely important within policing as the circumstances and information available to you are constantly changing alongside the organisational flexibility being a factor and personal issues at home all effecting officers on a day-to-day basis. If these aren’t addressed, it can lead to burn-out and poor work performance alongside officers deciding to leave the police (Charman & Tyson, 2024)

I have noticed many leadership styles taught to me by my peers such as sergeants and inspectors as well as my colleagues within my team who have shaped me into a better leader. Since joining the police two and half years ago I have noticed an increased sternness to my response to incidents. I believe this was shaped by not only time dealing with complex and difficult incidents such as violent domestic cases and fatalities but also organisational structure. 

Further to this, I can see how all incidents are a spectrum of colour in a sense of each incident is different and have outcomes dependant on a multitude of factors. These factors determine how I react and how the subjects react at an incident. Then they affect the outcome of the incident in respects to my leadership style. First and foremost, I do not claim to be a leader of anyone and in terms of service within the police force I am still relatively new; however I have noted that a lot of my colleagues look at me as a peer and a helping hand to assist with incidents and investigations. This has led me to explore a number of leadership styles to ensure I am doing the best for my team.  

For me my most common type of leadership style is what is known as servant leadership (Bell, 2022). I put the team first and want to work together towards a common goal of being better as a team and ensuring morale is high. I note that sometimes that isn’t the best type of leadership and depends on the situation in hand. I have a good working relationship with everyone on my team, but I have sometimes found myself needing to be selfish to ensure I do not fall behind on work. 

While writing this I found myself asking how does this style work for me? It works for me as I feel empowered when I help others and like I am there for my team and in return hoping they’ll be there for me if I need the help. This ties into another leadership style of transactional leadership this leadership style is the “you help me and I’ll help you” (K. Boogaard, 2024), this is very common on my team especially after an arrest. Post arrest there is a lot of paperwork to do to ensure that we are compliant within the Police and Criminals Evidence Act 1984 (Police and Criminal Evidence Act 1984) and the investigation has the best outcome for the victim. This is where the transactional leadership comes into play, while the arresting officer does their statement often the assisting officer will start the handover document if needed. This creates a helpful atmosphere but creates the possibility for conflict if there is an unrealistic expectation for the assisting officer to do further documents. This shows that there is not always a perfect leadership style and that when two people believe that they have different goals for a situation it can create conflict (Tjosvold, Wong & Chen, 2019).  

With all of the above explored I noted a leadership style which is common amongst police officers and myself while at incidents mainly when dealing with violent or obstructive subjects but not limited to that. This is the Autocratic leadership style, this leadership style is the “my way or the highway” type of leadership style ( Boogaard, 2024). Although I find it is not useful when trying to calm a situation down and often creates tension as it discourages group input (Nickerson, 2024) My experience with it is that this style is useful within the police as it gives violent subjects clear and concise advice to think about their next action. 

One such incident I can re-call is not long after I passed my taser course and became a specially trained officer, I attended a call with a male carrying a baseball bat alongside a number of other officers one notably fresh in service who was learning from me on that shift. Upon my attendance I had to ensure I was safe, and my colleague was safe alongside the public as I work in a city centre. Upon getting to the incident the male spotted myself and ran away on foot carrying this baseball bat. After a foot chase which created physical stress, I caught up with the male and drew my taser from my holster and pointed it at the male while doing what is known as ‘red-dotting’ which is when I activate the taser without firing it placing two red dots on the person. 

As I was the one pointing a taser at the male I took charge of the situation to manage risk and to ensure a low harm outcome to the situation. I took an autocratic approach and led my colleagues on scene as well as the male with clear and concise instructions. This was without taking onboard any group suggestions as I used my learning experiences from both the taser course and failures/successes within policing to determine my actions and those around me. This approach was best in that situation as it allows people to not think about multiple avenues and focus on the task in hand especially those who are new to that type of situation. Subsequently the male was arrested and I did not need to deploy and fire my taser as I was in charge of the situation and my colleagues listened to me. 

However, another incident I attended recently in which the autocratic approach would not have been the correct route as it was ever changing was a suicidal male on a multi-story car park. Upon attendance the male was dangling over the edge holding on with only his hands and head visible. It was clear he needed help and myself on scene alongside three other officers on scene created a plan for one person to create a rapport with the male. The others were then getting ready and in place to capture the male if the opportunity safely arises. Working as a team as the situation changes to provide the best outcome. Thankfully it worked and after a heart racing moment where the male tried to run from officers back over the ledge we captured him and gave him the help he needed. 

This is situational leadership and outlines the importance of changing a leadership style based on the situation in front of you. Thankfully this style of leader works well within the police as no incident is the same, no person is the same and the police has a diverse portfolio of officers all with different life experiences and different skills all making them extremely useful in certain situations (K. Boogaard, 2024). A type of situational leadership used within the police is important due to the everchanging circumstances of being a police officer, doing this role provides a certain need to adapt to situations (Davis & Silvestri, 2020) 

Within all of these types of leadership role Fiedler (1967) found that a leader is only as effective as the interaction between the leader and the situation. Fiedler also discovered that there is a scale that corelates between a leader being task oriented or person orientated. This was labelled as the Least Preferred Coworker scale (LPC). It was found that a leader who had a strong task focus alongside a strong leader-member relationship was the most preferred type of leader. However, a leader with just a task focused mindset would be least favourable to work with as they only cared about the task in hand and not the workers completing the task. 

Within the police it is important to be flexible on this scale, the role of a police officer is physically demanding. A leader either being a team sergeant or higher needs to ensure that welfare of officers is taken care of as a healthy team is a productive team (Institute of Government and Public Policy, 2024). I felt that for myself especially as new officers join the team I have had to change my leadership style constantly. I have found that I have mainly focused on inter-personal relationships with my team members more than a task focused approach. This for me is more important than the task in hand in most situations, I have noticed that the better I get on with my team the easier the tasks are and the more willing we are to help each-other. 

In the situation I outlined above I was more concerned regarding my colleague’s welfare than the task in hand. However, with myself ensuring my colleagues safety I note that I completed the task effectively and safely for all involved showing to me a correlation between the task in hand and a relationship led approach. Further to this I then assisted with the investigation afterwards providing support and safety for the victim involved who had his windows smashed and was in fear of harm. As a police officer the victim expected me to take charge and keep him safe as there is a general expectation of the police to do so. I then led an investigation, and the suspect male got sentenced to a custodial sentence which made the victim very happy and made them feel safe which clearly played a significant role in their life.   

In conclusion, flexibility in leadership within the police is important. An enquiry conducted between 2023 and 2025 by His Majesty’s Inspectorate of Constabulary and Fire and Rescue Service (2024) found that in South Wales Police per 1000 people there were 186 emergency calls. This shows an ever-increasing demand from police to attend incidents. Keeping a team that is stressed and from personal experience feeling lost sometimes within their role is key to ensuring the safety of the public and the positive outcome of investigations. But further within this enquiry it was found that there was a clear need for leadership programmes to ensure that leaders were trained. Within South Wales Police there was a clear need especially for courses available to leaders which will no doubt have an effect on the team and how officers perceive leadership. I especially have noticed that I have learnt a lot from my current sergeant, and I have a lot to thank of him within my role and he has definitely helped mould me into the officer I am today almost three years into my career. However, with the aspiring sergeant on my team I have noticed that he has a distinct lack of access to courses which will create a clear gap when recognising leadership styles and assisting officers and controlling a team during busy periods. 
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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:


Since starting with the police, I have developed myself within my role for the better. I have done this with a tremendous amount of help from my more experienced colleagues alongside help with career development from my supervisor. There are many positives for developing my career within the police these are enhanced job satisfaction, life-long adaptability and my own personal growth. There are multiple ways to achieve this, the last three years of my career from training school to operational policing I have faced a number of challenges. I have been to multiple incidents from stabbings to fatal road traffic collisions and an ever increasing number of domestic violence cases. This has forced me to adapt to the role and to expand my knowledge and training to ensure that I am safe and I give the public the best possible service I can. This is to ensure that both myself and my organisation support victims and witnesses and to prosecute offenders. There is still work to do in the case of development and throughout my career moving forward I will be learning new things and develop my career. 

Enhanced job satisfaction was a major fact for me when joining the police as the job is inherently difficult, for myself attending training courses such as my response driving course and my taser course were proud accomplishments for myself. These courses which were supported by my supervisor alongside help from colleagues who have already been on the course increased the amount of specialist work I was able to do. Further to this completing and passing these courses made me feel a feeling of self-accomplishment further leaning into the job satisfaction side of development (Flint, 2024). In addition to the increase in job satisfaction there was the adaptability of myself into my career. Flint (2024) outlines that adaptability is important in ever-changing world. Increase in adaptability overall allows workers such as myself to “embrace change, navigate challenges and contribute positively to organisational transformation”. This is very important within emergency service roles and no incident is the same and all incidents are ever changing with new intelligence and information coming forward every minute. Thirdly, personal growth is important to ensure that both inside and outside of my role I am happy and as such this will positively affect my life. This personal growth will allow me to develop my emotional intelligence in order to combat stress (Brown, 2024) which is a major factor of burnout and emotional exhaustion within police officers (Alves et.al, 2023)

This further has developed myself into a leader and a role model to the newer officers on my team who on a regular basis come to myself for advice and for help with their own personal development. One such incident note whereby my development in my career has shown was a high-risk and high-threat incident involving a male attacked with a hammer. Due to myself being the only specially trained taser officer on shift during that time on my patrol area I was dispatched to assist with support. Upon attendance there was multiple agencies including police and ambulance on scene alongside numerous officers who are new to the role and may not have the same experience as myself within these types of incidents. This paired with my supervisor currently being restricted I was tasked with taking control of all on scene until further specialist resources arrived. I felt as if shadowing my sergeant and other officers from similar incidents had positively affected the situation. This allowed me to perform to the best of my ability and boosted my confidence which further abled me to boost my confidence which allowed me to make decisions fast and effective (Thakkar, 2019). 


I have had a mainly positive experience when it comes to the development of my career however there are certain training and development programs put in place in the police that are not effective and routinely, I hear complaints from other officers regarding. These are called “training days” these days are mandatory days allocated every 10 weeks on a day-off. This essentially mandatory work day clearly has a negative effect on a police officer’s mood and then mental health as a longer-term effect this is due to the lack of rest time to de-compress from the stress of the job. It was found that since 2010 the rate of absence rate in some Uk Police forces due to mental health issues has doubled (Cartwright and Roach, 2020). I found that for myself as a more tactile and kinaesthetic leaner these training days do not serve as helpful to myself especially. Undoubtedly, the training days of being sat there reading a presentation do not enable me to learn and instead take away from my development. This outlines that the mandatory training put forward by the senior leadership team is out of touch and from what I have seen does not have any profound effect on officers and instead takes away from their precious time. It is important for senior officers to be involved in coaching and mentoring this is called “Reverse Mentoring”. This allows senior officers to learn how frontline policing operates and to be more visible within policing as they are often not seen by frontline officers this in turn improves relationships between police personal (College of Policing, No Date). Further to the above training programmes offered to senior officers such as superintendents are important to promote cohesion in the force the college of policing (No Date) outlines that this training can improve self-confidence and develop a strong working network. This will in turn will increase clear and concise decision making across the organisation and will ensure that the police force that receives this training. Halford (2024) suggests that confidence plays a critical role in the decision-making process of police officers. When officers feel confident, they can rely on their training, experiences and knowledge to make swift and effective decisions. Confidence reduces hesitation in decision making. This allows for quicker, more decisive actions that are necessary in emergencies. 


Coaching is the process of gradually improving someone to maximise their potential and to ensure that the person reaches their maximum performance within their role (Kamarudin et al., 2020). This normally means using different coaching techniques and theories to essentially improve a person specific to a role. For example, within the police everyone comes from different walks of life. Some come with an already vast knowledge of law and policies, and some come into the role with no knowledge at all. Coaching is a great method of building a person up into a police officer. One of the more common methods that is noted not just in the police but in general workplaces is the Biggs Presage-Process-Product Model (1996), this model focuses on three stages. The first stage is ‘presage’ this is the part of the coaching process that focuses on content knowledge, simplified this is the knowledge that people have as a basis. This can be based on previous life-experiences and an individual’s thoughts and personal ideologies about a topic. The second stage known as the ‘process’ stage is the stage in which coaching and mentoring alongside other types of training factor into a role. This forms the main bulk of what development is, this in the police can be done through physical activities such as personal safety training and role-playing learning. It can also be done via academic learning this can be classroom based activities for example reviewing legislation and case studies all the way to examinations which not only provide learning but a sense of achievement when learners pass the exam further boosting confidence to learn. Finally, the ‘product’ phase this phase outlines the learner’s final product. This in the police can be when an officer finishes initial training. This cycle then repeats itself when the officer moves onto their tutorship phase when they are assigned a tutor constable who teaches them how to be a police officer out on patrol, this is before the officer becomes independent in their patrol status and is expected to operate as their own officer. This coaching model was very helpful for me and It helped me learn very quickly what is expected of me and how to do my job, it allowed me to learn effectively as I came into the role as a police officer with knowledge previously due to family members being within the police. But it also kept me from overstepping and showed me that I still had a vast amount to learn. This is still the case as even as I approach the end of my three year probation, I am still learning how to do my role.   further to that using this coaching method has proven helpful in teaching new officers on the team how to do complete work such as case files but also how to make effective decisions when the stress levels are high (Morgado, Sousa & Cerqueira, 2014). 


Finally, I have learnt that the ability to receive and provide feedback is essential to development as an officer, this is due to a performance boost for myself and my supervisor post feedback session (Flinchum et al, 2022). This is often carried out in a one to one type session where my supervisor and I will go through what ius going well and what requires improvement from both myself and from my supervisor. I find these sessions extremely helpful as it promotes cohesion with my supervisor and secondly gives a clear understanding of what I need to do to improve myself. However, a one to one meeting is not always effective and can be shown to have no positive effect on a person’s performance (Bgaire, Byarugaba & Kyogabiire, 2015)


To summarise and conclude, I have found that since joining the police I have been supported by the majority of people within the organisation to develop myself into a good police officer. This has boosted my confidence which in turn as improved my decision making and my ability to support the public when at incidents. I have found however that there is clear need for senior officers to work with new officers and to provide further mentoring and utilise both the courses and training that is available to them. I have also discovered what type of learning that works for me and what is utilised within the police following the briggs method of coaching to develop a person. It is still important to focus on development within my role and to continue to utilise the training available to myself. I have loved my last three years in the police, my supervisor has been excellent as a mentor and my tutor has been an excellent coach and I have found myself using proximity learning (Vygotsky, 1978) to learn from my colleagues and to learn to be a more developed and effective officer. 
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