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Task 1

Relevant areas of the National Policing Curriculum: 
Understanding the Police Officer Role.

You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.

Critically reflect upon how your final year of probation has seen your role as a police officer change. 


Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.



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



ANSWER:

In this assignment I will be discussing how important and effective the College of Policing is in making policing in the United Kingdom more professional. Specifically, looking at the strategies and actions the College of Policing uses to improve the skills, knowledge, and standards of police officers and how well these efforts contribute to a more professional police force. I will be critically evaluating the strategic role by considering both the strengths and weaknesses of the role College of Policing plays. I will also be evidencing and reflecting upon how my role as a police officer has changed now that I am in my final year of probation. 

The College of Policing employs serval strategies to professionalise policing in the United Kingdom, the first strategy is that the College of Policing sets standards and guidelines Boulton (2017). Boulton further states that the College of Policing develops national standards for the police training, ethics and professional conduct. These standards help to ensure that all officers after their initial training period operate at a high quality across the United Kingdom. 

The College of Policing (2024) plays a significant role when training police officers to become professionals. The strategy that the College of Policing utilises is to drill in the Code of Ethics into every recruit. What is the Code of Ethics? The College of Policing (2024) states that the Code of Ethics is the foundation of what all police officers need, they need to have courage, they need to take responsibility, they need to set an example and become role models for communities. The College of Policing (2024) further state that officers need to challenge unprofessional behaviour and finally to be honest, hold yourself to account and encourage feedback and scrutiny. 

The College of Policing (2024) emphasizes that effective policing depends on a strong foundation of public trust and confidence. To establish and maintain this trust, police officers must provide ethical and professional service, which is the primary reason the College of Policing developed a statutory Code of Practice aimed at implementing the Code of Ethics. This Code of Ethics serves as a guiding document, ensuring that all policing seeks to guarantee that every officer and staff member acts ethically, upholding principles such as integrity, accountability, and respect in all aspects of their duties. 

The College of Policing commitment extends beyond just setting standards, it also actively monitors adherence to these ethical principles. When officers or staff fail to comply with the Code of Ethics, the College of Policing collaborates with the Independent Office for Police Conduct (IOPC) to investigate and address these breaches, underscoring the Colleges dedication to accountability within the profession. 

The Role of the Independent Office for Police Conduct (IOPC); the Independent Office for Police Conduct (IOPC) describes itself as the “police complaints watchdog”, a body entirely independent of the police, established to investigate the most serious complaints and cases of misconduct within the police force (IOPC, 2023). Their primary goal is to maintain public confidence by providing independent oversight and holding officers accountable when the standards are not met. When allegations arise suggesting that a police officer has abused their powers or violated the Code of Ethics, the IOPC takes on the responsibility of conducting thorough investigations to determine if misconduct has occurred. 

Recent data illustrates that the IOPCs impact in promoting ethical standards within the force. According to the IOPCs report for 2022-2023, investigations were con ducted into the actions of 330 officers, uncovering that 48% of these cases had substantial grounds for misconduct or gross misconduct charges. These findings highlight the critical role of oversight, as they demonstrate to both the public and police personnel that unethical actions have consequences, reinforcing the standards outlined by the Code of Ethics.

By ensuring accountability, the IOPC upholds the expectation that police officers perform their roles with professionalism, competence, and integrity. This oversight promotes a culture in which officer are not only trained in technical skills but are also consistently reminded of the values required to be effective and trusted by the public. Ultimately, this collaboration between the College of Policing and the IOPC aims to build a policing environment where ethical conduct is the norm, creating a safer and more trusted relationship between the police and the communities in which the police officer serves.

The College of Policing and National Police Chiefs Council (NPCC, 2016) has outlined a strategic framework called “Policing Vision 2025”, which aims to guide the future of policing in the UK from 2016 through the following decade. This vision, developed by the NPCC, identifies fur core priorities designed to modernise and enhance policing to meet evolving demands. These priorities include.

· Increased Affordability and Availability of Specialist Officers: This goal is to make highly trained specialists, such as armed officers, surveillance experts and major investigation teams, more cost-effective, while ensuring an adequate supply of personnel to meet these critical roles 

· Integration of Local Policing with other services; Local policing teams are to work closely with healthcare, education and social services to allow collaboration with multiagency. 

· Enhanced training for tackling cybercrime: With a rise in internet-based crimes, a key objective is to equip more officers with training in the digital and internet related investigations.

· Support from the College of policing in Cybercrime training: The College of Policing to develop and deliver training programmes that provide officers with the necessary skills to effectively combat cybercrime

College of Policing (2024) states that the aim of Policing Vison 2025 is to drive transformation in how police resources are allocated and utilised, ensuring that public safety remains top priority. This framework also emphasizes providing the best possible value for public investment, aiming for a policing system that is both effective and financially efficient. 

Building on the successes of the Policing Vision 2025, the Strategic Policing Partnership Board (2023) released a new framework, “Policing Vision 2030”. This updated vision seeks to deepen and extend the transformative changes initiated under the 2025 plan. With a renewed focus on continuous officer education to better equip them for the demands of modern policing. This progressive vision reflects the College of Policing ongoing commitment to responding to the publics needs and redefining standards for how officers engage with the communities they serve. The College of Policing (2024) proactive approach to review and reform demonstrates as a meaningful, positive impact on policing by continually adapting to societal expectations and setting a model for the ideal behaviour of today police officers.

Reflecting on my experiences within the competency and values framework expected of police, I feel I have quickly evolved into a competent, modern and professional police officer since the start of my probation. The transition into this role has been both challenging and rewarding, allowing me to develop y skills and confidence in various aspects of policing. Initially, my main challenged revolved around the paperwork and investigative components of the job, particularly in handling case files and using the necessary tools for investigating. 

One significant incident that truly tested my abilities involved a complex case of domestic assault, coercive control and harassment. When I received the report, I was aware of my inexperience, this would be my first encounter with a case of such seriousness that would require to provide evidence for court. Upon my arrival at the scene, I encountered a distressed woman who had fled her flat. I was able to apprehend the male suspect who was attempting to escape. While I felt condiment in my initial response and arrest, the subsequent responsibilities of building a case file for the Crown Prosecution Service (CPS) were dauting and unfamiliar to me.

As I began the investigative process, I focused on gathering statements from witnesses and provided necessary safeguarding advice to the victim. Each step required attention to details, as the duality of the case could greatly influence the outcome of the case. There were some difficulties as the victim was still in contact with the suspect even when there were bail conditions, so this had a negative effect on the case and made building the case file a lot harder for myself. After submitting the initial case file to the CPS, I felt a sense of accomplishment. However, there were three further occurrences involving breach of bail conditions, harassment and coercive control. The workload quickly began to feel overwhelming, and I found myself flustered by the sheer volume of tasks that need to be completed within a tight timeframe. 

In navigating this challenging period, I learned the importance of collaboration and seeking assistance from my colleagues. I reached out to my Sergeant and team members, who provided valuable guidance and support. Reflecting on my initial reluctance to ask for help at the start of my probationary period, I realised that how crucial this step was in my development as an officer. Early in my probation, I hesitated to seek assistance, fearing it would make me appear incompetent. However, this experience taught me that asking for help is a strength, not a weakness. Embracing this mindset has significantly boosted my confidence in handling case file and the associated paperwork, which had initial been areas of struggle for me. 

Eventually, through persist efforts and teamwork, I was able to locate the male suspect in Taunton, England. This required effective communication with other police forces, showcasing the collaborative nature of policing. I undertook the task of driving three and a half hours to Taunton Station to conduct the interview of the male. This journey was particularly daunting for me, as it involved navigating to a new and unfamiliar location. Nevertheless, I approached the interview with determination and professionalism after working weeks to locate this male and I was pleased to find that it went smoothly. 

The conclusion of this nine-month investigation resulting in the male receiving a six-year prison sentence, in addition to a 5-year restraining order upon his release. The female victim expressed her deep gratitude for my efforts and support throughout the long process. Her appreciation reinforced my belief in the importance of our work as police officers. 

As I reflect on this experience, I take pride not only in the successful resolution of the case but in my personal growth as an officer. This journey has instilled me in a greater understanding of the complex nature of policing, the value of teamwork, and the importance of maintaining open lines of communication. I look forward to continuing to develop my skills and contributing positively to the community I serve.

In conclusion, the College of Policing is dedicated to adapting to societal changes and collaborating with other agencies to enhance training and service quality. This commitment helps officer engage meaningfully with the public, strengthening trust and confidence. By implementing strategic frameworks like the “2025 and 2023 Policing Visions”, the College identifies and address areas for improvement, ensuring that officers are equipped with the skills and values required for modern policing.

The Colleges focus on continuous professional development has empowered officers to regularly refine their competencies to meet the professions evolving demands. Through ongoing training, officers maintain high standards in ethics, decision-making, and responsiveness to community needs. This commitment to growth endorses a culture of learning and accountability, enabling officers to deliver a responsible and effective service. 

Reflecting on my time in probation, now nearing to the end of my final year, I have seen notable progress in my professional skills and personal confidence. The training I have received has greatly enhanced by ability to communicate professionally and engage positively with the public. As a result, I feel more self-assured and prepared to uphold the standards expected of me as an officer. 

I recognise that growth in the police is a lifelong process and with each year, I look forward to continuing this journey of improvement, knowing that the foundational training and support provided by the College of Policing will guide me in serving the community with increasing effectiveness and integrity.


Words: 1987
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Task 2

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


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

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


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




ANSWER:

Social media has become an integral part of modern policing, offering powerful means to inform, engage and collaborate with the community (Ralph, 2023). In this essay, I will reflect on my personal experiences with using social media as a policing tool, particularly in investigations and community engagement efforts. As modern communities are increasingly reliant on the use of social media for information, modern policing must become adaptable to the changing times and the use of social media can be a great tool, Kelly Noble (2020). I will also consider the force’s policies on professional use of social media, which guide the ethical and effective dissemination of information to the public. 
Additionally, I will explore the various platforms used by police forces, examining how they facilitate communication while evaluating the benefits and potential risk associated with their use. By drawing on my experiences and broader principles of social media in policing, I aim to critically assess its value and challenges in promoting public safety and trust. 

Kelly Noble (2020) who works for Northamptonshire Police Force within the Corporate Communications Team states that the Northamptonshire Police use social media to engage with residents of Northamptonshire to increase trust and retain public confidence. Noble (2020) states that it allows the police to generate intelligence in response from public appeals and to detect and deter crime.
Kelly Noble (2020) writes that if an officer/police staff/cadet are using social media for a work-related purpose then the user must adhere to the Code of Ethics and ensure that the use does not reasonably cause anyone viewing the content any harassment alarm or distress. Kelly Noble (2020) also adds that any content published should not undermine the police force and cause a negative public perception of the force. 

Elsey (2021) states that West Yorkshire Police Force has a policy on Engagement and Communication for information to assist policing. The policy goes into areas for why police forces will use social media, these areas would be for:

· General content to assist the public and to inform such as; road closures, ongoing incidents in certain areas (areas to avoid) and content such as advertisements and recruitments 
· Interactive sections such as online crime reports and complaint forms 
· Photographs posted on social media (CCTV footages for potential suspects and individuals who are either wanted or missing. 

Elsey (2021) also states that these Neighbourhood Policing Teams (NPT) tend to engage with social media more frequently as 84.3% of people in the United Kingdom use social media, according to Global Statistics (2024), so there will be a large outreach for community engagement. The Police Foundation (2014) states that 83% of adults nowadays go online and 96% of adults that use social media have a Facebook Account and 83% of these people are ages 16-24 and use social media more then once a day. This means that there is a very high footfall of people using social media which allows police forces to advertise and share their content to a vast majority of people, The Police Foundation (2014).

[bookmark: _Hlk182930553]“An online presence in a modern world is as important as traditional policing methods such as walking the beat” Nick Keane, Digital Engagement Adviser, College of Policing (2014)

In my experience, social media has become a powerful tool for engaging with the public and strengthening connections with the community, particularly when gathering critical information during investigations. One case that stands out as a prime example of how effectively social media can be used to resolve incidents that might otherwise slow down due to limited evidence. 

This specific incident involved a hit and run that could have ended in tragedy. A mother and her young child were walking to school along a footpath and a silver vehicle sped recklessly out of a junction, failing to stop or give way, in a matter of seconds, the vehicle swerved onto the opposite side of the road, mounted the pavement, and struck the child before fleeing the scene. 

Thankfully, the child escaped with only minor cuts and bruises. However, the emotional impact on both the mother and child was immense, and the reckless behaviour of the driver demanded accountability. As an officer assisting in the investigation, I was determined to find the individual responsible and provide the family with reassurance they deserved.

The initial stages of the investigation were challenging. Although the incident was captured on CCTV, the footage was poor quality, making it impossible to identify the vehicles registration plate. We conducted a thorough CCTV trail, reviewing footage from other cameras in the surrounding area. Unfortunately, there were no additional cameras that captured the vehicle or its movements. This left us with few leads to pursue through traditional methods.

Recognizing the potential of social media, I decided to explore an alternative approach to gather information. I reached out to the South Wales Police Press Office to collaborate on publishing the CCTV footage on various social media platforms, including Facebook, Instagram, and Twitter. The footage, though blurry, was shared widely, accompanied by an appeal for information from the public. 

The response was overwhelming. The footage quickly gained traction, reaching thousands of people across social media. Major news outlets, such as Sky News and Wales Online, picked up the story and shared it further, amplifying the call for witnesses or anyone with information to come forward. Social media provided to be an essential bridge between the police and the community, allowing us to tap into a much broader audience than traditional methods alone could achieve. 

As a result of the heightened visibility and community engagement, we received numerous tips and leads. People began providing information that opened new lines of enquiry, reigniting the investigation with momentum. Each tip was carefully followed up, and eventually, this collective effort led to the identification of both the vehicle involved in the hit and run and its driver. 

The driver was apprehended and subsequently pled guilty to dangerous driving and driving without insurance. This outcome not only held the individual accountable for their reckless actions but also sent a clear message about the importance of community collaboration in ensuring public safety. 

Reflecting on this case, I feel a deep sense of pride and accomplishment. It marked the first time I utilised social media as a key investigative tool, and the success of this approach highlighted its potential to transform the way we solve cases. The real reward, however, was being able to inform the family of the positive outcome. Seeing their relief and gratitude reminding me of why I joined this profession.

This experienced also reinforced the importance of adaptability in modern policing. While traditional methods remain crucial, using new technologies and communication channels allows us to tackle challenged more effectively. Social media is no longer just a platform for connection; it’s a resource for modern policing and can bring communities together to solve problems and to make a difference.  

The College of Policing (2017) discusses the relationship between the police service and social media and describes it as vital and successful to policing. The relationship between the police service and the social media team provides the communities with insight into what the police are doing to protect the community and how they are doing it which provides positive community relations stated by the College of Policing  (2017). 

Whilst there are many positives to the collaboration of social media within police forces, there are also some negatives. Some of these negatives are that when police forces upload a still image from a CCTV camera about an incident, this can breach this person’s privacy 


The College of Policing (2013) states that officers who are investigating an incident need to be wary that an incident can be filmed by a bystander and quickly posted to social media meaning in some cases a family of a victim of a car crash for example, could find out about the incident before police have informed them or even before police have attended the incident. This presents a modern and significant challenge to police officers as they need to be sensitive with the families and be wary of what information is passed to social media and to make sure the information is correct (College of Policing, 2013).

In conclusion to this essay, social media has become a great tool for modern policing, offering ways to engage with communities, to tackle/solve crime, to gather information and intelligence to the communities they serve and to enhance public safety, Ralph (2023). Through my own personal experiences with the use of social media in a policing matter and within the broader principles outlined by experts and policing policies, it shows that the use of social media in modern policing is a great tool to gain trust and collaboration between police forces and the public, Kelly Noble (2020). 

Cases like the hit and run investigation, that I was involved with, illustrates how social media can bridge gaps in traditional methods by gaining community support to achieve a meaningful outcome and to hold offenders accountable. Without the use of social media, I believe this incident would not have been solved and the aggrieves family would have not had the justice they deserved and could have impacted community relations with the police. 

However, the use of social media is not without its challenges. The College of Policing (2013) discuss the issues such as privacy concerns, ethical considerations, and the potential for misinformation evidences the negatives of the use of social media in modern policing. The College of Policing (2013) does provide guidance by stating that if officers are adhering to the code of ethics and maintaining sensitivity in information dissemination then this can lead to maximising the benefits of social media while mitigating its risks.

Kelly Noble (2020) discuses that social medias ability to amplify messages, gather information and intelligence and to provide real time updates has reshaped the way officers work with the community. Elsey (2021) notes that social media fosters police organisations to be transparent to strengthen relationships which can lead to positive public confidence in the police.  By incorporating these tools modern policing can effectively navigate through the negatives that were stated by the College of Policing (2013). 

Ultimately, social media is more than just a communication tool, it is a powerful resource that allows police officers to operate more transparently, inclusively and effectively as stated by Kelly Noble (2020) due to this Kelly Noble (2020) states that neighbourhood policing teams are more likely to utilise social media within policing as they can reach more of the community in that way. Kelly Noble (2020) and The Police Foundation (2014) also clarify that police officers do use social media in terms of appeals (missing / wanted people) and to inform communities of developments or general information (road closures etc.).  

Embracing its potential whilst addressing the challenges of social media will allow modern police officers to evolve and build a safer, more trusting community for all. 

Words: 1822




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:

In this essay, I will delve into my personal experiences with leadership strategies and explore how I have adopted and applied them during my time as a police officer. Drawing from my 2-3 years of service, I will reflect on the essential skills I have developed, which has enabled me to become an effective leader in my role. These skills have evolved through various experiences, equipping me to handle complex incidents and work collaboratively with my team members to achieve positive outcomes. 

This essay will also examine different leadership styles, discussing how these approaches can be effectively utilised within the police force. By incorporating real-world examples from my own journey. I aim to highlight the impact of these strategies and provide insight into how they can be adapted to meet the challenges of the police force. Through this, I hope to offer a reflection on leadership development and its significant in teamwork and managing incidents.

This first leadership style I will discuss is the authoritarian (or autocratic) leadership style. According to Matt Tenny (2024), this approach is characterised by a leader maintaining complete control over their tram, making decisions independently, and dictating tasks and goals with minimal input from the team members. Matt Tenny (2024) emphasises that this style can be particularly effective in situations requiring decisive leadership, such as during a crisis. However, Matt Tenny (2024) does discuss its draw backs, as it can foster a negative work environment by limiting team engagement and discouraging contributions from team members.
Another leadership style is the democratic style, which differs to the autocratic approach. Unlike autocratic leaders who maintain tight control over decisions, Matt Tenny (2024), democratic leaders actively encourage participation and input from their team members according to Dr Kumar Sharma (2013). Dr Kumar Sharma (2013) also states that a democratic leader fosters an environment where the team members feel empowered to share their ideas and contribute to the decision-making process. This inclusive approach often leads to greater creativity, as team members are more likely to think outside this box when they know their voices will be heard. Additionally, Hackman & Johnson (1996) adds that this leadership style tends to boost morale, as individuals feel valued and respected from within their team and from their leader.

Hackman & Johnson (1996) emphasis that democratic leadership enhances a team’s productivity, satisfaction and engagement. By delegating responsibilities effectively while remaining available to provide guidance and support, Hackman & Johnson (1996) states, that democratic leaders ensure that their team members have the right tools and confidence to succeed. Dr Kumar Sharma (2013) further explains that while the final decision ultimately rests with the leader, the decision is made by the collective input of the team. This collaborative process stands in contrast to the authoritarian leaders, who often make their decisions without consulting or receiving input from their team, Matt Tenny (2024). 

In my own experience, I have found on occasions where adopting an authoritarian and a democratic leadership style was necessary, particularly when dealing with high-pressure, fast paced incidents where there were changes. One specific incident stands out, I was working an overtime shift with a team and area I was not familiar with, where I was one of the most experienced officers. On this shift, I was paired with a newly trained officer and another officer with slightly less experience than myself. 

During the shift, we received a report of a potential stabbing at an address in Cardiff, with multiple calls coming in from different individuals about the incident. Given the urgency and uncertainty of the situation, I decided to adopt an authoritarian/democratic approach to ensure clear communication and decisive action. I initially asked the team I was with if they knew the people responsible from any previous incidents and was informed that the subject would tend to assault police and would run out of the house. I asked the team how they normally delt with the suspect male and they said they would normally have one taser officers around the back of the house to cover all entry/exit points. I took this information on board when devising a plan in my head.

I delegated tasks to my team members to maximise efficiency, one officer was instructed to navigate us to the address via the quickest route, while the other revied the call log to gather critical details such as names, number of individuals involved, the presence of weapons, any warning markers, and the condition of the victim. When I had obtained all this information, I devised a plan and briefed my team in the van whilst blue lighting to the address. I instructed one officer to stay behind me as we approached the front of the address, given that he was not a taser-trained officer. I then informed the other taser trained officer in my van to go around the back of the address to cover the back of the address and to inform me of any movement. I also knew that there were additional units on the way so if there were any issues there was guaranteed support. I also outlined out priorities, to determine whether there was still an active threat inside the property and if it was necessary to gain entry to protect life. 

Upon arrival, we encountered a distraught woman outside of the address. I assigned one officer to secure her and gather information, which was relayed over the radio. We learned that the suspect had fled the scene, prompting us to enter the property. Inside, we discovered a male victim with a knife wound to his hand. Other individuals present provided details of the incident and identified the knife that was used in the assault, which was next to the sofa on the floor. I directed one of the officers to secure the weapon as evidence while I administered first aid to the victim until paramedics arrived. Meanwhile, I tasked one of the officers with collecting witness information and basic accounts about the incident. 

My decision to adopt an authoritarian with a democratic style leadership which in this scenario proved effective. It allowed us to operate under pressure, with each team member understand their role and contributing to a swift and successful resolution. Adopting a democratic style of leadership initially when planning on the way to an ongoing incident and then adapting to an autocratic style of leadership when at the scene proved to work very when dealing with a serious and dynamic incident. 

Another leadership style that I have found to work well with my team is the Laissez-Faire style. According to Nicolas H. Collishaw (2023), this leadership approach involves a hands-off method, where the leader allows team members to be creative and make their own decisions. Nicolas H. Collishaw (2023) further explains that in the Laissez-Faire approach, leaders delegate tasks but provide team members the complete the tasks in their own way. 

This style aligns well with my team because most of the team members are highly experienced in response policing, with police service levels similar to or exceeding that of many team leaders. Al-Malki (2018) supports this, noting that the Laisses-Faire approach is particularly effective with proficient and experience and teams. In such cases, leaders can trust their team’s expertise and avoid the need for micro-management 

Occasionally, I have used this leadership style with my team, particularly when managing incidents where I need their support. One notable example was during a domestic assault incident in which I played a leadership role. The incident involved a male and a female who travelled from Cardiff from Scotland to watch a rugby match. Events escalated, leading to the female fleeing their hotel room and calling the police, reporting that she had been assaulted and struck with a mug. As the first officer to speak with the victim, I quickly assessed the situation and delegated tasks to my team members to ensure a swift and positive resolution. 

I informed my team that I would take the statement from the victim and instructed them to arrest the male suspect and complete all necessary “Golden Hour” enquires. Knowing my teams’ capabilities, I trusted them to handle the tasks without needing further direction. They efficiently managed crucial steps such as reviewing CCTV footage, making the arrest, obtaining potential witness accounts and seizing the evidence. 

This leadership style worked exceptionally well in this situation because my team members understood their roles and knew what needed to be done without requiring constant oversight. Their proficiency ensured that the tasks are carried out effectively and promptly.

The last leadership style that I will be discussing is the transaction leadership style. I have personally not used this style, but I have been involved with this leadership style. Fritsvold (2023) states that a transactional leader is similar to an authoritative leader however a transactional leader relies upon a reward based system. Frisvold (2023) states that this system works on rewards and punishments based on team and individual performance. I have experienced and been a part of this role which I believe did work well with our team and it promoted team morale and uplifted positive work. How our team did this was to incorporate a star and de-merit system for positive work and punishments (e.g. Forgetting equipment). At the end of each month the winner would get a cheap prize and a small plastic trophy. This created morale within the team and allowed us to improve and get more positive outcomes in a  enjoyable and team building type of way.

In conclusion, I believe I have become a highly adaptable officer, and a leader when required, by understanding my team members and recognising their individuals’ skills and weaknesses and applying the most effective leadership styles to suit diverse operational situations. Throughout my experiences, I have demonstrated the ability to adopt an authoritative approach when decisive actions is required and a hands-off , laissez faire style of leadership when trusting experienced team members to manage tasks independently. Additionally, I have showcased flexibility in adapting my leadership style during dynamic and evolving incidents, identifying when a shift in strategy is necessary to achieve successful outcomes.

As highlighted by Matt Tenny (2024), Dr Kumar Sharma (2013), and Nicolas H. Collishaw (2023), the three core leadership styles (autocratic, democratic and laissez faire) are essential to effective leadership within the police force. Each style has its strengths and weaknesses, and each leadership style works well in certain incidents at certain times when required as stated by Matt Tenny (2024 and Dr Kumar Sharma (2013). I believe I have successfully implemented all three throughout my three years of service with South Wales Police. These approaches have enabled me to respond to high-pressure incidents, foster collaboration, and empower my team, ensuring that the incidents I attend are managed effectively and professionally

Ultimately, my ability to adapt my leadership approach when managing an incident has been critical to my development and effectiveness as a police officer in South Wales Police. By continuing to refine and apply these strategies, I am to further enhance teamwork, morale and success with incidents that I attend and manage.
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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:

In this essay, I will reflect on my personal and professional development as a police officer within the South Wales Police Force during my three-year probationary period. During my three years of probation, I have experienced growth and continuous learning as a police officer, shaped mainly by the mentoring I have received  from my experienced colleagues. I will examine the role mentorship played in my development and compare my capabilities and confidence at the beginning of my probation to where I stand today. By exploring the skills, I obtained during my 12 weeks of tutorship and the insights gained from my team, I am to show how these experiences have contributed to my development. Additionally, I will discuss how my approach to learning and self-improvement has developed overtime. 

When I joined the South Wales Police Force in 2022, I was assigned a tutor with a vast amount of experience. Having served in two police forces and having over nine years of service, my mentor provided me with a strong start to build upon. I am very grateful for this head start, as not all students in my position had the privilege of being tutored with someone with this level of expertise. Verlinden (2023) defines mentorship as a “one-on-one relationship between employees”. Similarly, Perry (2023) describes a mentor as an experienced individual who shares their knowledge with less experienced colleagues, providing guidance and support to help them succeed. These definitions resonate with my experience, as my mentor played a massive role in helping me with the challenges of frontline policing.

One of the initial challenges I faced was managing conflict situations. As a newly trained officer, my confidence was low, and I often found myself second guessing my actions. despite this, my mentor remained patient and supportive, providing constructive feedback after each incident. This feedback, which highlighted both strengths and areas for improvement, proved to work well when building my confidence. Perry (2023) emphasises the importance of constructive feedback in mentorship, noting that it enhances self-awareness and offers an external perspective on performance. Through this process of feedback and reflection, I began to approach incidents with greater confidence.

Confidence was a key area for development which I identified during my early days as a frontline officer. I initially struggled with self-doubt, even in situations where I had the knowledge and skills to effectively manage the incident. I recognised this and I identified that I could seek guidance from my experienced colleagues. My team consisted of officers with different methods and approaches to policing, and I realised that their collective knowledge was a resource. Nasser (2022) details the importance of asking questions and engaging with experienced colleagues, stating that in doing so can accelerate learning and can boost confidence. This insight motivated me to ask questions, seek advice and observe my colleagues when at different types of incidents to gain an understanding of how different methods can lead to a positive outcome. 

One of the most impactful ways I have developed as a police officer during probation was to have the opportunity to work alongside and shadow experienced officers. By observing their interactions and seeing their decision-making processes, I gained a better understanding of the various approaches when dealing with complex incidents. Each officer on my team brought their own way of dealing with incidents, some were patient and methodical, while others adopted a  more direct and authoritative approach. By utilising both methods I discovered which one would work well for what incident and this worked well for me in terms of developing and gaining confidence. Valier (2024) describes job shadowing as a powerful tool in mentorship, enabling new employees to learn through observation and imitation. This process not only filled skill gaps but allowed me to build the confidence through trial and error.

I have always been a vicarious learner and that is why shadowing has helped me massively. Explore Psychology (2024) defines vicarious learning as the process of observing, retaining and replicating. This method has proved very effective for me, as I was able to learn from my colleagues by shadowing them. By observing how different officers approach various incidents, I developed a range of strategies that I could use when managing incidents myself. For example, I have learnt the importance of remaining calm whilst under pressure from one of my colleagues whilst another colleague has showed me the value of being clear and assertive when communication with people. Applying these different methods to my own incidents has boosted my confidence significantly. 

Throughout my probationary period, I also made a conscious effort to set personal and professional goals. These goals provided me wit a clear sense of direction and helped me stay focused on my development. For example, I aimed to improve my communication skills, particularly in high-pressure situations. By observing my colleagues, seeking feedback and implementing what I have learnt from my mentors and peers into situations, I was able to make progress compared from when I first joined. 


During my three years of probation as a police officer, one of the most significant benefits I have experienced is the use of coaching and constructive feedback. Oband Mangy (2021) highlights that coaching within the policing profession can lead to higher job satisfaction rates, improved officer retention, and enhanced morale among team members. These elements are critical to fostering a positive and efficient working environment.
Hudson (1999) defines coaching as:

“A trusted role model, adviser, wise person, friend, Mensch, steward, or guide – a person who works with emerging human and organizational forces to tap new energy and purposes, to shape new visions and plans, and to generate desired results. A coach is someone trained and devoted to guiding others into increased competence, commitment and confidence.”
This shows the positive impact a coach can have, serving not only as a mentor but also as a source of guidance, helping individuals and teams achieve their best potential.

Research by Auerbach (2005) further reinforces the value of coaching as an effective method for addressing challenges within teams, particularly those who suffer from high stress environments. According to Auerbach, coaching enables leaders to navigate challenging situations and support their teams through difficulties, fostering a healthier and more productive work environment. Oband Mangy (2021) also emphasises that coaching in the police service can reduce stress levels among officers and enhance their policing skills, ultimately creating a more supportive and positive environment for the officer and the team.

I have personally had the benefits of coaching early in my career during an incident where I made a simple mistake that could have had significant consequences. The incident occurred during a visit to Cardiff police station, where a male suspect, compliant and calm at the time, had attended the station to answer his bail. Unknown to him, he was wanted for a serious offence. When we informed him that we needed to speak with him privately, he agreed without resistance, and my tutor led the way down the hallway while I followed. Trusting that he would continue to comply, I momentarily let my guard down. To my shock, when I glanced back, I realised he had run off towards the station’s exit. After a short foot chase the male was apprehended.

However, the incident served as a reminder to myself of the importance of maintaining my guard at all times, even when dealing with seemingly complaint individuals. My Sergeant provided me with one-on-one coaching following the incident, ensuring I fully understood the importance of situational awareness and the need to anticipate the unexpected. This lesson has stayed with me ever since.

The coaching I received didn’t just address my immediate mistake; it fundamentally shaped how I approach similar situations. To this day, whenever I am tasked with escorting or interacting with a compliant individual, I always ensure that one person leads and another follows, keeping constant visual contact with the individual. This has become second nature to me now and as a result of the one to one coaching this has reduced the risk of such incidents recurring.

I attribute my ability to learn quickly from mistakes to the coaching as well as the support I have received from my Sergeant and my team to make me a better police officer over the last 3 years. Their guidance has helped me develop both my skills and confidence as an officer. I see my willingness to grow from constructive feedback as a valuable strength, enabling me to continuously improve and contribute effectively to my role.

As I grow into a more experienced officer, I now have the opportunity to share my knowledge with the new officers joining our shift. Drawing from the way I was tutored, I can use my experience to mentor and coach these new students, helping them build a strong foundation for their careers, just like I had at the start of my tutorship. According to the College of Policing (2022), becoming a tutor or mentor can leave a lasting impact on the student, so making this a positive impact is essential as the student will often remember their tutor for life. Therefore, it is crucial to be patient and supportive, offering guidance when its needed, College of Policing (2022)

Looking back on my three-year probationary period, I am struck by the extent of my development and transformation. When I first joined the force, I was uncertain and inexperienced, but through the support of my mentor, the guidance of my team and my commitment to learning, I have become a confident and capable officer. I have learnt that from coaching the value of situational awareness, constructive feedback and adaptability have equipped me to face the challenges of frontline policing with greater competence and resilience. The lessons I have learnt, both about policing and about myself has prepared me to face the challenges that I will face in the future. Mentorship and the willingness to embrace new experiences has been the main part of my development as a South Wales Police Officer and I am excited to continue to learn and progress to become a better police officer and better version of myself. 

This has not only highlighted the importance of mentorship, coaching and teamwork but has also highlighted the importance of flexibility and adaptability in policing. Every experience whether positive or a learning curve has contributed to my development, and I am grateful for the opportunity to learn and develop with such a supportive team. 

As I move forward, I remain committed to learning and expanding my skills as well as supporting my colleagues. I am eager to pass on the knowledge and skills that I have gained throughout my career by steeping into the role of a mentor for the new officers joining South Wales Police. I believe that sharing my experiences, whether that is good and bad, as well as guidance can help the new officers with any challenges they may face and contribute to their professional development as well as mine.


Words: 1829 

Bibliography
The bibliography should only include sources referenced within the workbook using the Harvard referencing system. Information about referencing in written assignments and how to avoid plagiarism can be found on Moodle. It is important that you are aware of the importance of ensuring that the work submitted is your original work.

Al-Malki (2018) Impact of Laissez Faire leadership on the role ambiguity and role conflict: Implications for job Performance, Publisher Int J Innov Econ Dev 2018 Pages 29-43 [Accessed on: 07th January 2025]

Auerbach (2005) Seeing the Light: What Organizations Need to Know About Executive Coaching. Executive College Press: Pismo Beach, CA, 2005. Available at: http://www.sageleaders.com/pdfs/ReportOnCoachingIndustry.pdf | [Accessed on: 12th January 2025]

Boulton (2017) Guidance on Standards of Professional Behaviour https://www.leics.pcc.police.uk/DOCUMENT-LIBRARY/Transparency/Meetings/Ethics-Integrity-and-Complaint-Committee/24th-March-2017/Item-9-Standards-of-Professional-Behaviour-Appendix-B.pdf#:~:text=The%20standards%20of%20professional%20behaviour%20are%20set%20out,identifying%2C%20developing%20and%20promoting%20ethics%2C%20values%20and%20integrity. (Accessed on 29th August 2024)

College of Policing (2013) Managing effective investigations Available at: https://www.college.police.uk/app/investigation/managing-effective-
investigations#impact-of-social-media-11c9f551-ab81-4a0b-802f-c1a06aeac801 [Accessed on: 19 November 2024]

College of Policing (2024)  Code of Ethics: Principles. Available at: https://www.college.police.uk/ethics/code-of-ethics/principles [Accessed 29 August 2024].

College of Policing (2024) Guidance for Ethical and professional behaviour in Policing Available at: https://www.college.police.uk/ethics/code-of-ethics/guidance [Accessed 10 November 2024]

Dr Kumar Sharma (2013) A Study on the Democratic Style of Leadership| International Journal of Management and Information Technology | Available at: https://www.researchgate.net/publication/331082855_A_Study_on_the_Democratic_Style_of_Leadership [Accessed on: 5th January 2025] 

Explore Psychology (2024) Vicarious Learning: How we learn by watching others | Explore Psychology | Available at: https://www.explorepsychology.com/vicarious-learning/#:~:text=Simply%20put%2C%20vicarious%20learning%20is%20learning%20by%20watching,competitors.%20Think%20of%20it%20as%20nature%E2%80%99s%20learning%20shortcut. [Accessed on: 10th January 2025] 

Fritsvold (2023) What style of police leadership is most effective? | University of San Diego| Available at: https://onlinedegrees.sandiego.edu/what-style-police-leadership-most-effective/ [Accessed on: 09th January 2025] 

Global Statistics (2024) UK Social Media Statistics Available at: https://www.bing.com/search?pglt=41&q=percentage+of+people+in+the+uk+that+use+social+media&cvid=8f0c5eb61d3a4fac880cae2c7a914474&gs_lcrp=EgRlZGdlKgYIABBFGDkyB
ggAEEUYOTIGCAEQABhAMgYIAhAAGEAyCAgDEOkHGPxV0gEJMTMzODVqMGoxqAIAsAIA&FORM=ANNAB1&PC=U531 [Accessed on: 19 November 2024]

Hackman & Johnson  (1996). Leadership: A communication perspective (2nd ed.). Prospect Heights, IL: Waveland Press [Accessed on: 05th January 2025]

Hudson (1999) The Handbook of Coaching: A Comprehensive Resource Guide for Managers, Consultants, and Human Resource Professionals. Jossey-Bass: San Francisco, CA, 1999. Available at: https://www.researchgate.net/publication/314567265_The_Handbook_of_Coaching_A_Comprehensive_Resource_Guide_for_Managers_Executives_Consultants_and_Human_Resource_Professionals_Book | [Accessed on: 12th January 2025]

Matt Tenny (2024) Inspire Greatness: How to Motivate Employees with a simple, repeatable, scalable Process| The 5 Leadership Styles Most Commonly Utilised Available at: https://businessleadershiptoday.com/what-are-the-5-leadership-styles/ [Accessed on:  04th January 2025]

Nasser (2022) Getting Mentored: Ingenious Questions to ask experienced colleagues | Skills Coach | Available at: https://katenasser.com/getting-mentored-astute-questions-ask-experienced-colleagues/ [Accessed on: 10th January 2025] 

Nick Keane, Digital Engagement Adviser, College of Policing (2014) College of Policing encourages use of social media. Available at: http://college.pressofficeadmin.com/component/
content/article/45-press-releases/681 [Accessed 19 November 2024]

Nicholas H. Collishaw (2023) Effective Leadership Styles to Ensure Organisational Success: Law Enforcement: Available at: file:///C:/Users/SWP8331/Downloads/MSLD_Collishaw_Nicholas_Research%20Paper.pdf  Paper.pdffile:///C:/Users/SWP8331/Downloads/MSLD_Collishaw_Nicholas_Research%20Paper.pdf [Accessed on: 07th January 2025]

Noble (2020) social media Policy for Northamptonshire Police Force Available at: https://www.northants.police.uk/SysSiteAssets/media/downloads/northamptonshire/about-us/np-social-media-policy-2023.pdf [Accessed on 19 November 2024]

Obed Mangy (2021) Can coaching be beneficial to policing? | Available at: https://www.police1.com/chiefs-sheriffs/articles/can-coaching-be-beneficial-in-policing-LZxrx97Wtr5BzDrt/ | [Accessed on 12th January 2025]


Perry (2023) The benefits of mentorship for your professional development | BetterUp.CO | Available at: https://www.betterup.com/blog/benefits-of-mentorship [Accessed on: 10th January 2025] 

Ralph (2023) Assessing Police Social Media Practices through a democratic lens Available at: https://journals.sagepub.com/doi/full/10.1177/14613557231169391. [Accessed on: 19 November 2024]

The College of Policing (2017) Media Relations Available at: https://www.college.police.uk/app/engagement-and-communication/media-relations [Accessed on 19 November 2024]

The IOPC (2024) Outcomes following IOPC Independent Investigations. Available at: file:///C:/Users/SWP8331/Downloads/IOPC-outcomes-report-22-23.pdf [Accessed 10 November 2024]

The Independent Office for police conduct (2023) IOPC Available at: https://www.policeconduct.gov.uk/ [Accessed 10 November 2024]

The National Police Chiefs Council (2016) Available at: https://news.npcc.police.uk/releases/police-chiefs-and-pccs-set-out-a-vision-for-policing-in-2025 [Accessed 10 November 2024]

The Police Foundation (2014) The Briefing Available at: https://www.police-foundation.org.uk/wp-content/uploads/2017/08/Social_media_briefing_FINAL.pdf [Accessed 10 November 2024]

The Strategic Policing Partnership Board (2023) Available at: https://assets.college.police.uk/s3fs-public/2023-03/Policing%20Vision%202030.pdf [Accessed on 10 November 2024]

Valier (2024) Job Shadowing: Definition, best practices and team benefits| Factorial| Available at: https://factorialhr.com/blog/job-shadowing/#:~:text=Job%20shadowing%20is%20a%20practice%20that%20many%20companies,set%20up%20companies%20for%20long-term%20growth%20and%20success. [Accessed on: 10th January 2025] 

Verlinden (2023) The Power of Pee Mentoring in the Workplace | Academy to Innovate HR| Available at: https://www.aihr.com/blog/peer-mentoring/ [Accessed on 10th January 2025] 










 


 CONFIDENTIALITY and PLAGIARISM 

This is automatically checked via Turnitin submission of your workbook.

Please sign below to confirm that the work submitted is your own. 

Sign. 

Date

12th January 2025




image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%





image2.png





1


 


 


 


 


 


 


BSc (Hons) Professional Police Practice 


 


 


LEVEL 


6


 


-


 


4


0 Credits


 


 


Workbook title: Competency Based 


Workbook 


3


 


(PCDA)


 


 


8000


 


W


ords 


 


 


(


SOUTH WALES POLICE, GWENT POLICE AND 


UWTSD)


 


 


 


Learner name


:


 


Jordan Boon


 


 


Learner’s University 


Registration


 


Number:


 


2134471


 


 


 


 


 


FACULTY OF BUSINESS AND MANAGEMENT


 


PUBLIC SERVICE PROGRAMME


 


 


Module title: 


Professional Police Practice 3


 


(PCDA) 


BMP


P


60


0


0D


 


 


 


 




1             BSc (Hons) Professional Police Practice      LEVEL  6   -   4 0 Credits     Workbook title: Competency Based  Workbook  3   (PCDA)     8000   W ords      ( SOUTH WALES POLICE, GWENT POLICE AND  UWTSD)      

Learner name :   Jordan Boon     Learner’s University  Registration   Number:   2134471    

      FACULTY OF BUSINESS AND MANAGEMENT   PUBLIC SERVICE PROGRAMME     Module title:  Professional Police Practice 3   (PCDA)  BMP P 60 0 0D        

