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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:

The College of Policing serves as the professional organisation for policing in England and Wales. Created in 2012 by the Police Reform and Social Responsibility Act, its primary focus is to enhance the efficiency of police services in the UK (College of Policing, 2012). It aims to elevate standards, improve the standard of leadership, and implement good policing methods nationwide. Since the introduction of The College of Policing, its focus is to professionalise the UK police force. It aims to make the police force professional, ethical and liable. 

 This essay examines the strategic role of the College of Policing in enhancing professional standards in UK policing, exploring its initiatives, achievements, and challenges.   

 The professional body offers guidance, training, and resources to police forces to create and maintain high standards of professionalism. The Policing Professional Framework provides police officers at various ranks and specialisations within all police forces with the essential qualifications, competencies, and understanding to perform at the highest standard (College of Policing, 2019). This framework's role is at the forefront of the employment process, training, and progress of police officers with the purpose of establishing a consistent level of professionalism across the service.    
  
The aim of leadership programs is to facilitate skills needed to ensure decision making is ethical and efficient (College of Policing, 2020). The program gives those wishing to lead the tools to manage their teams and respond to challenges of modern-day policing.   

 The College of Policing's strategic initiatives facilitated opportunities for professional advancements. In hope of developing the ethical standards of those working within the police force, the use of entry-level requirements, which included academic qualifications for entry into policing via the PCDA and DHEP programs, aims to align the values of law enforcement and other professional domains (Home Office, 2020). By employing individuals with degrees, the force therefore employs individuals who are more suited to face the challenges of contemporary policing, such as issues of cybercrime, mental health, and social justice.    

  In April 2024, the College of Policing introduced a new entry route to complement the three existing routes, such as the Police Constable degree apprenticeship (PCDA), a degree in professional policing (PPD), and the degree holder entry route (DHEP). The goal of the Police Constable Entry Programme (PCEP) is to equip new PCs with the skills needed to be on the frontline. Despite its differing entry requirements, its aim mirrors the other three routes into policing, (College of Policing, 2025).   
   
Additionally, the College has been involved in constructing and employing the Education Qualifications Framework (PEQF). The PEQF sets clear expectations for ongoing professional development (College of Policing, 2021). This framework encourages ever developing skills and knowledge amongst officers. This is turn will create an ethos of lifelong learning within the police force which is essential in maintaining professionalism.  
   
Despite its achievements, the College of Policing faces several challenges in its mission to professionalise the police. The primary criticism is that the College's influence is limited by its lack of direct authority over individual police forces. The independent police forces of England and Wales are not obliged to comply with the College of Policing's set standards (HMCIC, 2019). Therefore, the College of Policing's capacity to ensure all police officers and forces implement professional standards is weakened by the lack of enforceability.   
   
Additionally, there has been criticism of the lack of diversity in policing and the perceived lack of effort to address this issue, so the College of Policing (2025) introduced a new five-year plan in hope of tackling this issue. National policing culture and Inclusion Strategy 2025 to 2030 is a report that was designed as a tool to enforce positive action and inclusion and a guide to progress underrepresented groups. The report provides details and resources to support forces in creating positive work environments whose foundations are built on equality and respect, hopefully leading to all officers and staff fulfilling their potential.   
  
The overall representation of minority groups within the police service remains disproportionately low despite launching initiatives to ensure inclusivity and eradicate biases from policing. (Bowling et al., 2019).   
   
The financial strain that the police forces are experiencing due to government funding cuts is argued to be another significant challenge that limits their ability to implement and adhere to the professionalisation reforms introduced by the College of Policing. Budget cuts, especially in the aftermath of austerity measures, have affected the ability of police forces to invest in training, development, and recruitment programs (Bovens et al., 2019). Consequently, professionalisation efforts become less significant than the focus on operational needs. This contradicts the aims of the College of Policing.   
   
As I approach the final year of my probation as a police officer, I have become increasingly aware of how my role has evolved and how I am striving to meet the expectations of a contemporary professional police officer. This final year of probation has been a crucial phase in transitioning from a probationary officer to a qualified police officer. This time has given me the opportunity to critically reflect on my development, challenges, and competencies required to meet the demands of contemporary policing.  Recently, the role of a modern police officer has significantly expanded, now with a stronger focus on professionalism, accountability, diversity, and community engagement. During my probationary period, I actively participated in various initiatives to address these characteristics.   
   
The College of Policing's framework for professionalism has been integral in my development, particularly in maintaining high standards of ethics and integrity a professional capacity (College of Policing, 2021). I have routinely tried to adhere to the Code of Ethics (established by the College of Policing) which stresses the importance of accountability, professionalism and respect (College of Policing, 2014). I have focused on ensuring that my conduct aligns with these values during my probation period. This may have been through honest and transparent communication with colleagues and the public or by making ethically sound decisions in stressful and demanding situations.   
   
I have taken advantage of professional training and development opportunities provided by the police force to further build my knowledge in areas such as cybercrime, mental health awareness, conflict resolution, and the increased focus on domestic violence cases. Developing a broad skill set has been crucial as modern policing often manages a wide range of complex matters such as online threats and mental health crises.   
   
As policing becomes more reliant on technology, I have tried to improve my understanding of data driven policing and the use of digital tools for investigation, crime prevention, and intelligence gathering. I have enquired about an additional role as a digital champion. The role is to support colleagues in developing digital skills and confidence. The role will allow me to assist my colleagues with newly available technology, such as the use of new software and in house applications using work devices.    
   
Reflecting on my final year of probation, I understand that my role as a police officer has evolved, especially in terms of independence, responsibility, and leadership development. In the earlier stages of my probation, I was closely supervised and prescribed protocols under the guidance of senior officers. However, as I approach the end of my probation, I have noticed a significant increase in my independence levels in making decisions. For instance, I now handle more complex cases, manage my caseload, and make decisions on how best to engage with the public in different situations. This increased independence requires a high level of judgment, as the consequences of my decisions directly affect public safety and the public perception of the police force.   
   
Now, in my final year of probation, I am more responsible for managing incidents from start to finish. For example, conducting initial investigations, following up with witnesses, and liaising with other agencies, such as social services or mental health professionals. With increased experience and independence comes an increased expectation for the levels of responsibility for the outcomes of my actions. This greater accountability has been a notable change from the earlier stages of my probation, during a time when I could rely on more experienced members of staff, meaning that I had less oversight of the results of my work.   
   
Another notable change in my role has been the increasing emphasis on leadership skills. I am not in a supervisory position, yet my final year of probation has involved shadowing and mentoring newer recruits, guiding them through challenging situations, and offering advice based on my own experiences and knowledge. This leadership development has been essential for my transition from probationer to fully qualified officer, giving me insight into what it takes to manage teams, make strategic decisions, and work in harmony.    
   
Being attentive to managing the public's perception of the police is something that I've become increasingly aware of. Modern policing faces heightened scrutiny, particularly around issues such as the use of force, racial bias, and transparency. Reflecting on this, I'm more conscious of being approachable, fair, and respectful in all interactions. Through my actions and conduct, I strive to demonstrate that the police aim to protect the public whilst being considerate of their concerns and expectations of the police and the community we serve.  
   
The final year of probation has been a time for critical self-reflection. I regularly assess my own performance through discussions with supervisors and colleagues and rely on constructive feedback to identify areas for improvement. This process of self-reflection has been beneficial in identifying strengths, such as my ability to remain calm under pressure. It has also helped me identify development opportunities, such as my need to improve my ability to build case files for the Crown Prosecution Service. This reflective practice provided me with the tools to continuously improve and adjust my approach to policing, ensuring that I remain aligned with the evolving expectations of a modern professional police officer.   
   
Conclusion    
   
The College of Policing has played a strategic role in the professionalisation of policing in the UK. Setting standards for education, training and leadership, as well as developing initiatives like the PCDA and DHEP, has enhanced the professionalism of the police service. However, the challenges I have discussed continue to impede its full potential. To further advance the professionalisation of policing, the College must work closely with government bodies, police forces, and the local communities to ensure that reforms are fully implemented and that policing in the UK remains accountable, ethical, and effective in the face of modern challenges.   

  As I approach the end of my probation, my role as a police officer has developed from observation and learning to increased responsibility and independence. I have worked to fulfil the role of a modern professional officer by engaging with my community, adhering to high ethical standards, and developing new skills. The changes I have experienced during this final year reflect the growing demands of modern policing, requiring a balance of leadership, critical thinking, and professional integrity. While challenges remain, this final year has allowed me to reflect critically on my development and make the necessary adjustments to become a more effective and professional officer in the future.    
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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:

Throughout this essay, I will critically evaluate the use of social media to engage and inform the public and promote initiatives. This evaluation assesses the role of social media in policing, the force's policy on its use, the platforms employed, and the benefits and risks associated with its use. I will also reflect on my experiences of using social media as a means of sharing information with the public.   
   
Traditional methods of sharing key messages with communities, such as posters or letters, were having less of an impact and therefore the police needed to modernise their communication methods to stay in line with a technology driven society. Therefore, the police service is now engaging in ways that are unprecedented in the history of UK policing.    
   
Police forces in the UK began experimenting with social media in 2008 (The Police Foundation, 2014). Facebook and X were the primary platforms used by Police services to share information and engage with the public. With the growing number of available social media platforms, the police service has had to keep up with the ever-modernising world of technology. It is, therefore, now communicating with the public via numerous social media platforms such as Facebook, X, Instagram, and, more recently, TikTok. These platforms allow police to disseminate important information, raise awareness of safety issues, and seek investigative assistance. Arguably, social media platforms have transformed how police forces connect with the public.   
   
This form of interaction between the police force and members of the public has become a valued aspect of modern policing. Social media offers an interactive element, enabling members of the community to comment on posts, ask questions, and engage with officers, fostering a more open and transparent relationship (Mazerolle et al., 2020). Police often rely on the use of social media platforms to inform, engage, and build trust with the public.   
   
Various social media platforms are used by police forces to engage with the public. Facebook is widely used for its versatility in posting updates, images, and videos and allows for longer, more detailed content such as press releases or community newsletters (Liu & Wei, 2018). Additionally, Instagram serves as an effective platform for sharing visual content, like community events or behind-the-scenes glimpses into police work, helping humanise officers and increase engagement with younger demographics (Cooper, 2019).   
   
The use of social media as a means of communication between the police force and members of the public is argued to present both benefits and risks. A primary benefit of using social media in policing is a greater ability to communicate directly with members of the public. The platforms such as Facebook provide a real-time communication line between the public and the police. This allows police forces to update and inform the community of live situations, such as missing persons or emergencies. (Mazerolle et al., 2020). Hughes & Palen (2012) believe that the use of Twitter by the police in times of crises enhanced situational awareness and facilitated a platform for real time updates to the public. Similarly, Heverin & Zach's (2010) work suggests that the police's public announcements via Twitter during times of emergencies were vital in spreading alerts and managing public reactions.   
   
Brainard & McNutt (2010) argued that social media facilitates a platform for two-way communication, in turn improving public engagement and strengthening relationships between the police force and the communities which it serves.    
   
The interactive nature of social media also encourages community participation in crime prevention, allowing individuals to report suspicious activities or provide tips that could assist investigations. Gray and Benning (2019) explored social media as an enabler of "crowdsourcing criminology," where members of society actively participate in crime solving efforts. International examples include the Vancouver Hockey Riots and the Boston Marathon bombing, where social media allowed members of the public to share information with the police which aided in identifying suspects.    
   
Furthermore, social media enables police to engage with diverse sections of the community, particularly those who may not typically attend public meetings or interact with Police officers in person. Research by Fauzi and Bahri (2017) research demonstrates how digital platforms can unite different community stakeholders, encouraging collaboration and united action against crime.   
   
Tucker et al. (2017) work supports the same notion, arguing that that social media platforms have allowed members of the public to engage in political debates than may have not been as accessible during times of earlier media platforms such as television and the printed press.     
This accessibility to information sharing can improve transparency and accountability, as it allows police departments to demonstrate their efforts in community policing and respond to concerns in a timely and open manner (Cooper, 2019).    
   
Despite its benefits, there are significant risks associated with the use of social media by police forces. One major concern is the potential for misinformation or the misinterpretation of messages. Given the speed at which information spreads online, there is a risk that incorrect or incomplete information could be shared, leading to public confusion or panic. This is especially problematic during critical incidents where the public's safety may be at stake (Dzieza, 2019).   
   
Another risk involves the privacy and safety of individuals. Police forces must ensure that they do not inadvertently share sensitive information about ongoing investigations or personal data that could harm individuals' privacy rights (Williams et al., 2021). Fernandez et al. (2017) state in their research that studies have shown that an increase in the number of followers helps to increase engagement. One of the most common strategies for gaining more followers is proactively following other accounts. This action, however, is easily misinterpreted since some users may feel surveilled if a police account is following them.   
   
Additionally, social media posts can be easily misinterpreted or taken out of context, potentially leading to reputational damage for police officers or the whole department. The Independent Office for Police Conduct (IOPC, 2021) issued a warning to all serving members of the police force. Following several investigations into police officers posting or sharing offensive, material via social media.    
   
Ralph et al. (2022) researched the police use of social media in England during the COVID-19 pandemic and reported that communication via social media generated disagreements and conflict. This potentially damaged the trust and confidence of the police. Additionally, there is a risk of negative interactions or harassment towards the police force. Officers are often subject to online abuse or trolling, which can escalate public distrust of the police (Liu & Wei, 2018). Exposure to online criticism or hostile comments can also impact officers' mental health and wellbeing. Furthermore, police officers' personal social media accounts could be scrutinised, and any perceived bias or unprofessional behaviour could cause harm to the department's credibility (Fitzgerald, 2019).   
   
The force policy on using social media is often framed by guidelines that address professional conduct and ensure compliance with legal and ethical standards. Many police agencies have formalised social media policies, which emphasizes the importance of professionalism, accuracy, and respect for privacy (Williams et al., 2021). These policies typically prohibit the use of social media for personal opinions or political commentary while on duty. They may also highlight the risks of disclosing sensitive or classified information and set standards for ensuring that communications are consistent with the agency's values (Dzieza, 2019). Policies often include restrictions on officers' private social media accounts to prevent conflicts of interest or the appearance of bias, safeguarding the force's public image.    
The Association of Chief Police Officers (2013) have issued guidelines on the safe use of the internet and social media by police officers and police staff. The document sets out risks and rules for using social media in a police officer's off-duty life. The focus of the document is that the same standard of behaviour and conduct is applied online as it would be expected offline. It stated to "Keep your private life private". The conclusion of the document does not discourage police officers from using social media but provides an option that reduces risk to an acceptable level.    

The use of social media on a day-to-day basis whilst carrying out regular patrol duties is a minimum. Examples of when I have utilized the benefits of social media during my tour of duty are when dealing with a high-risk missing person or misper. The College of Policing (2022) defines a high-risk misper as there being a very likely risk of serious harm to an individual or the public. Due to the risk that is associated with this, it is often with the consent of family or NOK that a social media appeal for the misper to be released. The appeal is usually placed on Facebook by the police force account. It includes details such as name, age, a description, often a clear, recent image of the individual, and the individual's last known location. Placing the appeal on social media encourages public engagement and often leads to important and useful information being shared by social media users. The College of Policing (2024) states that all social media appeals must comply with UK general data protection regulations, the Human Rights Act 1998 and the Data Protection Act 2018. Police officers must consider the rights of a missing person and respect their private and family life. Careful consideration should be given to the necessity and proportionality of any action, such as investigations into personal data, given the intrusive nature of such enquiries (Collage of Policing, 2016)   
   
The National police chief council (2022) have issued a guideline document with the aim to promote consistent good practice across the UK in terms of media/social media appeals for missing children and adults.   
   
Within Gwent police, there is a department designed to cover all interactions with the media and communications. Corporate Communications has issued a document detailing any and every interaction that could cause a need to interact with the media. The document provides guidance, procedures and policies to adhere by. Social media is not only used to update and inform the community of live situations, such as missing persons or emergencies, but it's also used as a tool to educate the community on what the role of a police officer could look like. During my employment at Gwent Police, I have engaged in several videos that have been shared on Gwent Police's Facebook and Instagram pages. In 2024, Gwent Police took part in a television documentary 'Rookie Cops' to provide viewers with an inside look at the lives of their new recruits, highlighting their training and work on the streets. The Police and Crime Commissioner, Jane Mudd, stated, "All too often we forget that our police officers are real people who joined the job because they want to do the best for their communities." (Office of the Police and Crime Commissioner, 2025). As a result of participating in the documentary, the public has an oversight of the variations of the situations police officers encounter which in turn offers the chance to humanise officers.    
   
Conclusion   

In conclusion, social media has become an indispensable tool in modern policing, allowing law enforcement agencies to interact with the community, share important information, and promote policy initiatives. While it offers significant benefits, such as real-time communication and offers transparency, the risks associated with misinformation, privacy concerns, and online abuse must be carefully managed. To limit these risks, police forces must implement clear, comprehensive social media policies that prioritize professionalism and ethical behaviour. With proper oversight and adherence to established guidelines, social media can be a valuable tool in fostering community engagement and trust in law enforcement.   
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Task 3

Relevant areas of the National Policing Curriculum:  
Leadership and Teamwork 
 
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:

This essay outlines leadership models and their use in policing, as well as my use of these leadership styles within operational situations. Furthermore, it explores how a change in leadership style and strategy was necessary to reflect changing circumstances in specific situations.  

Several leadership models are commonly employed in policing to guide decision-making and strategy development. Among the most influential models are situational leadership, transformational leadership, and transactional leadership. 
 
The Situational Leadership Theory (Hersey & Blanchard, 1969) is a style of leadership that fluctuates depending on a situation. It emphasises that effective leaders must adjust their style of leadership in alignment with the problem, task, and readiness of the team. This model supports the idea that there is no universal approach to leadership and that leaders must be able to adapt their style if they wish to maximise the effectiveness of their team. In policing, this model is beneficial when managing diverse situations ranging from high-risk operations to community engagement efforts. It encourages leaders to assess the readiness and skill levels of officers and to adapt their leadership accordingly.  

Another leadership style is transformational leadership, which is a style that inspires and motivates individuals to bypass their expectations and work toward a shared vision (Bass, 1990). This model is especially relevant in police forces when fostering collaboration and trust-building between police officers and the community. Transformational leadership has been employed in community policing initiatives, where leaders encourage officers to adopt a 'problem-solving approach to crime prevention and to proactively interact with the community to address concerns (Cohen & Aviram, 2021). Transformational leadership is crucial in governing community relations and fostering trust between police forces and the public. A transformational leader seeks to inspire and motivate team members and the community, focusing on shared values, ethical practices, and long-term goals (Bass & Avolio, 2004).   

For instance, through community policing initiatives, I have worked to build relationships with members of my local policing community, focusing on creating a vision of shared responsibility and emphasising cooperation between the police force and the community to solve problems related to crime prevention. This leadership strategy encourages officers to think creatively, be proactive, and use innovative approaches to reduce crime while improving community relations. Due to its characteristics, this leadership style is often adhered to by community support officers as it creates a gateway for police and the community to engage effectively.   
Yet, this style of leadership is not without its flaws.  Lin et al. (2020) found that leaders who engage in transformational behaviours tend to experience greater levels of emotional exhaustion, leading to a greater likelihood of leaving their organisation. This effect is more pronounced when followers exhibit low levels of conscientiousness and competence.   

Upon reflection into transformational leadership, I believe I have experienced the flaws of this style of leadership over the past six months. Over this period, my passion for the role has declined. This is due to a lack of officers and high workloads while still dealing with the demand of everyday policing. This led to a decline in my overall health, which contributed to a leave of absence due to an illness caused by stress.   

Transactional leadership is another style of leadership that focuses on structure, authority, and performance-based rewards or punishments. This leadership model can be particularly useful in routine policing activities, where clear rules, accountability, and reward systems are necessary to maintain order and efficiency. Transactional leadership can be applied to monitor performance metrics, such as crime detection rates or response times to incidents, ensuring that officers meet established expectations (Avolio & Bass, 2004).   

An example of this style of leadership would be suited to a Sergeant role. A shift Sergeant would take an oversight of the officer's workload and performance. Policing does not incentivise good behaviour with rewards, although a form of this would be progression in your career, whether it's a new qualification or a higher-ranking role. This benefit would be prioritised for those who are performing well within their role.   

In critical incidents such as violent confrontations, a directive leadership style is often necessary. The leader must provide clear instructions, maintain control, and make quick, decisive decisions. This style emphasises efficiency and authority, ensuring that officers follow commands in a high-pressure environment where hesitation could lead to harm (Goleman, 2000). I experienced this leadership style when executing a warrant. An authoritative leadership style was fundamental in ensuring officers remained focused and adhered to the structured protocols of breaching a property. This is crucial in protecting the occupants of the address and resolving the situation safely.   
However, its shortcomings include limited input from team members, which can suppress initiative and adaptability in rapidly evolving situations (Stogdill, 1974). While the directive approach can be practical in a crisis, overreliance may lead to decreased morale and hinder long-term team development, particularly if officers feel their expertise is undervalued (Goleman, 2000; Bass and Bass, 2008). Silvestri (2007) notes that such a command-heavy approach, common in traditional policing culture, can clash with the modern emphasis on collaborative and community-oriented policing. Furthermore, Adair (2009) warns that excessive use of directive leadership reduces opportunities for subordinate growth and problem-solving, potentially weakening a team's overall effectiveness and resilience. Therefore, while the directive style has its place in high-stakes operations, it should be balanced with more participative approaches when appropriate.  

For day-to-day operations that require less urgency, a democratic leadership style (also known as participative leadership) is often appropriate. Democratic leadership is a leadership style in which the leader involves team members in the decision-making process, which in turn encourages open communication. Still, ultimately, the final decision lies with the leader (Lewin, Lippitt and White, 1939). This style empowers the team and promotes greater engagement from the officers, consequently improving morale. During routine administrative tasks or internal team meetings, I have used a democratic leadership style to ensure that all voices are heard and considered. This not only improves operational efficiency but also fosters a sense of teamwork, encouraging ownership and responsibility within the team. Unfortunately, this style of leadership limits efficiency in situations where swift decisions are required, as the consultative process can be time-consuming (Lewin, Lippitt and White, 1939). Therefore, while democratic leadership fosters inclusion and collaboration, it is best applied in non-critical scenarios where there is time to deliberate and where the team's input enhances, rather than hinders, operational effectiveness.  
  
Leadership in policing is multifaceted, requiring leaders to demonstrate flexibility in their approach to managing a range of operational situations effectively. The ability to adapt leadership styles according to circumstances, individuals, and the nature of tasks is crucial in policing. Situations can change rapidly due to their unpredictable nature.  

In the context of policing, different leadership styles can be implemented in various operational settings. For instance, during a crisis, a more directive or autocratic leadership style may be required to make rapid decisions and issue clear commands, while in less urgent, community-focused contexts, a more participative or transformational leadership style may be adopted to encourage collaboration and trust-building (Northouse, 2018). It is therefore essential that one can be flexible with one’s implementation of leadership style. Leadership flexibility is the ability to adjust one’s leadership style to meet the needs of the situation, the people involved, and the organisational context. In policing, this flexibility is vital as officers encounter diverse situations ranging from routine administrative tasks to incalculable emergency scenarios. Leadership flexibility involves not just adjusting tactics and strategies but also understanding the psychology of the team, the community, and the participants involved.  
  
My experience of my use of leadership flexibility was employed during a police officer led operation where there was concern for public safety during public disorder, for example a large fight. Initially, the situation presented a risk of violence, so an authoritative leadership style to gain control and manage the crowd effectively (Bryman, 2016). Once the disorder had been dispersed, I employed a collaborative and participative approach, where my colleagues and I engaged with members of the public to facilitate peaceful demonstrations.   
  
The flexibility to adapt leadership styles in response to changing circumstances is a crucial skill in policing. One significant example of adapting leadership style occurred during a shift in the approach to policing when attending an incident that could evolve or escalate quickly. An example of this is a concern for the safety of a member of the public. These often lead to attempts at self-harm. As officers attending the scene, it is crucial to adopt a situational leadership style approach, empathise, and attempt to understand what is happening, although this could evolve into a different leadership style if the intention of the individual differs.  

The National Centre for police leadership (NCPL) has developed a Police Leadership Programme which aims to teach and educate individuals on different leadership styles. This programme seeks to develop individual skills and the prospect of promotions. (College of Policing, 2023). Chief Constable Andy Marsh, CEO of the College of Policing (2022), stated, “Developing our current and future leaders is crucial so they can lead by example, champion policing values and call out bad behaviour. The leadership centre will provide leadership development opportunities for all in policing, regardless of rank, role or whether they are a line manager.”  

The Police Leadership Programme consists of five stages, each stage aiming to deliver a consistent standard of leadership development throughout the career of a police officer or staff member. Each stage outlines the level of responsibility and understanding of leadership, as well as the tools and guidance that would be required to develop in the roles.   

The College of Policing outlines seven key accountabilities that underpin effective student–tutor relationships within police training. These include establishing a trust-based relationship, facilitating work-based learning, and maintaining up-to-date professional knowledge. Tutors are also responsible for planning learning opportunities, conducting reflective reviews, supporting evidence-building, and maintaining accurate performance records. These responsibilities ensure structured development, allowing student officers to bridge theory with practice and progress toward professional competence (College of Policing, 2022). This structured support is essential in shaping confident, capable officers who meet the demands of modern policing.  
  
In conclusion, leadership flexibility is essential in policing, as law enforcement leaders must be able to adapt their leadership styles to the needs of various operational situations. Different leadership strategies, such as directive, transformational, and democratic styles, can be applied to address the varying demands of crisis management, community engagement, and routine operations. The use of leadership models such as situational leadership, transformational leadership, and transactional leadership provides a framework for understanding how leadership can be effectively tailored to specific challenges. By adapting leadership styles and strategies to changing circumstances, police leaders can ensure that their teams remain focused, motivated, and capable of achieving positive outcomes in a wide range of situations. There is no ‘one size fits all’ style of leadership and therefore leadership styles are often fluid depending on the situation.  
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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:



Reflecting on my three-year probationary period within the police force, the experience of mentoring and coaching has played a pivotal role in my personal and professional development. As a probationary officer, having access to guidance and support through mentoring and coaching has enabled me to navigate the complexities of policing and enhance my skills in a practical and structured way. This reflection critically examines the benefits I have experienced through mentoring and coaching, how these processes have helped me meet my goals, and how they have influenced my performance and learning in the workplace. Additionally, this essay considers relevant definitions and theories of coaching and mentoring, as well as explores how feedback is both provided and received in a policing context.  

When a person joins the service, they are enrolled in classroom-based learning for 18 to 20 weeks. This is an opportunity to gather insight into the role, such as various aspects of policing, the law and procedures. After this period, officers are expected to work alongside experienced police officers and to continue their learning on the job, applying their classroom-based learning to their working role. When a police officer who is at the beginning of their probation period begins working in the ‘real world’, the expectation can be frightening and have an impact on both physical and mental health. It is for this reason that the use of both coaching and mentoring is essential.  

To understand the functionality and importance of mentoring and coaching, one must understand their meaning and differences. Mentoring involves a more experienced individual providing guidance, support, and advice to a less experienced mentee (Kram, 1985). It is generally a long-term, supportive relationship that encourages the mentee's personal and professional growth through shared experiences and wisdom.   

In the context of policing, mentors are typically senior officers or supervisors who share their knowledge and experiences with less experienced officers, offering advice on how to navigate the organisational culture, handling specific situations, and advancing in one's career.   

Conversely, coaching is a more focused, goal-oriented process aimed at improving specific skills and achieving set outcomes (Whitmore, 2017). In agreeance is the work of Grant (2001), who acknowledges coaching as a process of a coach supporting an individual to problem solve and facilitate decision-making to reach results. Coaching does not focus on direct advice but instead, an opportunity to guide self-awareness and develop skills through structured conversations and goal setting.  Coaching is generally shorter term, more structured, and may involve setting specific goals for improvement, followed by regular assessments and feedback. In policing, coaching often involves working with an experienced coach (typically a colleague or supervisor) to develop competencies such as leadership, decision-making, or communication skills.  

Several theories inform modern coaching and mentoring approaches in the workplace, such as the GROW model for coaching (Whitmore, 2017), and developmental mentoring (Kram, 1985), which focuses on the long-term growth of the mentee. The GROW acronym stands for Goal, Reality, Options, Will (or Way Forward).  The GROW model was developed by a business coach named Whitmore, who drew upon several psychological and educational theories. Whitmore (2002) believed that efficient coaching should focus on questioning that allows the learner to develop awareness through self-development and problem-solving. Passmore (2007) argued that using the GROW model when coaching directly bettered one's self-awareness, facilitating goal achievement.   

In the policing context, these theories are applied to ensure that the mentor or coach fosters growth whilst also aligning with the organisation’s goals of effective performance, ethical behaviour, and community engagement. The use of the GROW model (2002) in police coaching may look something like:  

· Setting specific goals for development or development.   
· Evaluating an officer’s current performance and the reality of their abilities and attainments.  
· Generate options to develop such as training.  
· A way forward to attaining the goal is to write an action plan that contains 
targets.   


Such coaching models and theories have played a key role in my mentoring and coaching experiences during my probation period. The process of mentoring and coaching significantly facilitated my ability to learn and develop in the workplace. Being coached and mentored was made possible by the guidance of an able coach and/or mentor.    

I was mentored by a serving officer that was working alongside me on my allocated shift. My mentor had been a response officer for four years where he had gained experience and knowledge through the vast variety of incidents that he had attended. My mentor had additional training, such as a taser carrier and method of entry training. Prior to his role as a Police officer, he worked on a voluntary basis with Gwent Police as a special Constable for six years which provided him with a greater understanding of the community in which we serve. His vast experiences have contributed to his high levels of confidence and competency, making him a suitable mentor.  My mentor having this variety of knowledge was key in my development as he was able to share golden nuggets of information and experience that I may not have fully understood or personally experienced.   

For example, once when responding to a domestic incident involving a distressed caller, I felt uncertain about how to approach the initial conversation. My mentor encouraged me to take the lead in the engagement whilst providing advice on how to appropriately manage the situation with empathy, professionalism, and adherence to safeguarding protocols. This support not only helped me to handle the incident effectively but also reinforced my ability to trust my own judgment in emotionally charged scenarios. Over time, this kind of mentorship has positively influenced my development, enabling me to work more independently while still recognising when to seek support. It also reinforced the importance of reflective practice, as we would often debrief after complex jobs, discussing what went well and what could be improved. Such guidance has been fundamental in shaping both my confidence and competence during the probationary period.  

As a result of being mentored, over time, I was able to align my values and actions with the core principles of policing, such as integrity and accountability. This alignment has enhanced my personal growth, making me more aware of my strengths and areas for improvement.  

From a professional standpoint, having a mentor helped me improve specific skills required in policing, such as critical thinking, conflict resolution, and managing high-stress situations. For example, my mentor and I worked on improving my conflict resolution skills.  I received feedback on how to remain calm and clear-headed during emergency calls. By setting measurable goals through the probationary process, I was able to track my improvement and adjust my approach to meet both immediate performance expectations and long-term career aspirations.  

Mentoring offered me valuable insights into navigating organisational dynamics, understanding the culture of the police force, and learning how to manage both internal and external challenges. Through regular one on one meetings with my mentor, I gained a deeper understanding of the complexities of police work and how to make ethically sound decisions in high pressure situations. For instance, my mentor guided me through several challenging investigations, helping me understand how to balance legal, ethical, and procedural considerations while working with the community.  
Coaching provided more structured, targeted development opportunities. It encouraged me to focus on practical skills, such as effective communication, time management, and leadership capabilities. During my coaching sessions, I was encouraged to reflect on past incidents and review my decision-making process. Through constructive feedback, I was able to identify areas for improvement, such as managing conflict in difficult public interactions. These sessions not only improved my skill set but also increased my ability to perform under pressure.  

Both mentoring and coaching were instrumental in shaping my ability to perform efficiently in the workplace. As I developed my skills and confidence, I became more effective in managing day to day tasks, handling difficult situations, and interacting with colleagues and members of the public. This holistic approach to development helped me become a more competent officer, equipped to contribute to the overall effectiveness of the team.  

Within my three-year probation I have not had a consistent sergeant. Although this could have had a negative effect on my training, as each Sargent works differently and expects different outcomes. I have taken the change as a positive. This has allowed me to have additional coaching sessions. Learning how each Sargent would react and resolve matters. It has given me a wider understanding of the different outcomes that can occur from each perspective.   

With my current sergeant, they have taken the time to invest in my knowledge and understanding of the role. My Sargent offers one-to-one review sessions, which is an opportunity to manage workloads, offer feedback and work towards my goals as my probationary period comes to an end.   

Providing and receiving feedback is a crucial component of both coaching and mentoring. Receiving feedback is a central part of my development, as it allows me to understand my strengths and areas for improvement. My mentors and coaches provided constructive feedback during both formal sessions and informal conversations. For example, after a challenging incident, my mentor would review my actions and offer suggestions on how I could handle similar situations differently in the future. This feedback was always framed positively, focusing on development rather than criticism. Fredrickson (2001) believed that positively framed feedback fuels positive emotions which ignites a person’s attention and cognition, which fosters long term development.    

I learned to embrace feedback as a tool for continuous improvement and viewed it as an essential part of professional growth. I believe my GROWTH mindset (Dweck, C. S., 2006) allows me to view feedback as an improvement tool by reflecting on feedback and setting goal to facilitate growth.   

Providing feedback has also been a significant aspect of my role as a probationary officer. Throughout my probation period, I have had the opportunity to provide feedback to both my peers and subordinates during joint operations or collaborative projects. One of the most important aspects of providing feedback in policing is ensuring that it is clear, respectful, and solution-oriented. I have learned to offer feedback in a way that encourages growth and learning, fostering a culture of openness and mutual respect. Feedback sessions are framed around identifying the issue, suggesting improvements, and discussing strategies for achieving better outcomes in future situations.   

Conclusion  

In conclusion, mentoring and coaching have been fundamental in supporting my development during my three-year probation. Both processes have facilitated my personal, professional, and organisational growth by aligning my actions with key policing goals and helping me improve essential skills. Through a structured approach to coaching and mentoring, I was able to navigate the challenges of the probation period with confidence and adaptability. The use of established mentoring and coaching theories, such as Kram's developmental mentoring and Whitmore’s GROW model, has allowed me to maximise my potential and perform effectively in a variety of operational settings. Feedback, both received and provided, has played a crucial role in refining my skills, ensuring that I continue to learn and grow as a police officer.  
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