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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 United Kingdom’s policing is undergoing a drastic change due to several factors, including intricate crime trends, public expectations and a growing emphasis on responsibility, honesty, and professionalism. The shift itself has been driven by a greater focus on partnership working, evidence-based practice, and the moral use of discretion (Lum et al, 2020). The transition itself has coincided with my own growth as a police officer throughout my probationary period. The reflection will examine a specific operational incident, assess my current fulfilment of the responsibilities of a contemporary police officer, critically analyse the strategic function of the College of Policing, and contemplate the evolution of my professional identity throughout my final year of probation.  During my answer, I will also consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s Five-Year Strategy. 

My development was significantly impacted by my response and attendance to a high-risk domestic violence incident. In this incident, coercive control was found to be the offence in question, which is today commonly acknowledged as an abuse in Policing and the Criminal Justice System (Monckton-Smith, 2020), and a strategy that was victim-centred and trauma-informed was necessary. The female had previously disconnected from police support, exposing concerns with victim confidence and the abuse cycle that she was in (Robinson et al, 2019).

I arrived at the scene to find the female injured, extremely distraught and alone, and after conducting an initial area search, I was unable to locate the suspect within the surrounding area from the incident. Since the suspect had left the location, my top objective was to implement safeguarding for the female as soon as possible. To implement safeguarding, I reported the incident to our safeguarding team, recorded the female’s injuries, and carried out a DASH Risk Assessment (SafeLives, 2022), in an attempt for the incident to be referred to in a MARAC Meeting. As per the latest national guidelines aimed at enhancing the results for victims of domestic violence (HMICFRS, 2021), I made sure that a comprehensive safeguarding strategy was put into place. I went back to see the female in a supportive environment the day following the incident. We developed trust because of this non-enforcement follow up, which resulted in the female making a statement in favour of prosecution for the very first time. My knowledge of victim psychology (Herman, 1997), and training in trauma-informed interviewing, which is advocated by the College of Policing (2020), were essential in making the female feel heard, respected, and safe. 

A key component of the professionalism of UK policing is the College of Policing. Establishing national standards, accrediting training, and creating frameworks for ethics and leadership, are all under the purview of the College of Policing, a professional organisation for police officers (NPCC, 2025). It has played a crucial role in transforming policing from a profession mostly dependant on experience to one supported by research, accountability, and standardisation (Holdaway, 2017). The PEQF (College of Policing, 2021), which combines theory and practice in officer’s initial training, is one of the college-endorsed practices that influenced my response to the incident I attended, involving the female. My professional development has been greatly aided by the Policing Education Qualifications Framework, which provides an organised, empirically supported route that connects academic theory with practical application. It promotes research involvement, reflective practise and critical thinking, skills crucial to contemporary policing. I have gained a deeper understanding of subjects, like victim involvement and coercive control through academic assignments which increased my competence and self-assurance. In order to guarantee that all new officers, regardless of force joined the profession, with a common notion of accountability, legitimacy and public service, the PEQF also encourages national uniformity in training and ethical standards.

The Nolan Principles of Public Life (Committee on Standards in Public Life, 1995) and the College’s Code of Ethics (2014) served as a foundation for my behaviour throughout. As the cornerstone of the code of ethics. The Nolan principles of public life; selflessness, integrity, objectivity, accountability, openness, honesty and leadership are essential to moral policing. These values direct my daily choices, especially when it comes to using discretion, controlling victim expectations or handling intricate safeguarding issues. Maintaining these principles guarantees legitimacy in all dealings and boosts public trust. As I gain more authority and experience, I see the Nolan principles as real, practical commitments that guide my behaviour, impact team culture, and build public confidence in police officers rather than as idealistic concepts.

I was reminded of treating victims with respect and decency, continuing to be professionally curious, and avoiding prejudice– principles that guaranteed the best possible investigation and support for the female. However, there are objections to the College of Policing’s approach. According to Loftus (2016), there are conflicts between traditional occupational culture and the academic, bureaucratic paradigm that is enforced by central bodies. Concerns have also been raised that the push for uniformity would diminish operational discretion and officer autonomy (Millie, 2016). The difficulty in overhauling a highly institutionalised service, while preserving frontline practicality, is nevertheless reflected in these concerns.

Threats of national importance, including organised crime, terrorism, and public order, are identified by the Strategic Policing Requirement, along with establishing standards of force capabilities (Home Office, 2023). Domestic abuse is linked to serious and organised crime in circumstances involving coercive control and recurring offences, even though it may not be considered a tier one national danger. My efforts were in line with the strategic policing criteria’ proactive mindset and helped lessen harm to the larger community. The requirement for a police officer that is reflective, emotionally intelligent, and knowledgeable about digital devices is emphasised in the Workforce Transformation Strategy (NPCC, 2018). These skills are especially crucial in cases of domestic violence where there is emotional trauma and digital evidence relating to the alleged offence. I was able to get call and digital message data that supported Sophie’s statement, demonstrating the significance of digital capability. Likewise the police in Vision 2025. Places emphasis on workforce change, digital capacity and integrated partnership working (NPCC & College of Policing, 2016). In the female situation, I collaborated with victim advocacy and housing. To solve complex societal issues, officers cooperate across boundaries in what Bullock and Garland (2018) referred to as the “networked policing strategy”, which is reflected in this interagency model.

As my probationary period draws to a close, my identity as a police officer has changed dramatically. I now see my job as facilitating social justice, safety, and the development of community trust rather than merely reinforcing laws. This transition is indicative of larger developments in police officers, where professionalism is characterised by ethical judgement, the use of evidence, and critical thinking (Cockcroft, 2020). As a key component of modern-day policing, the college of policing advocates for ongoing professional growth (College of Policing, 2020). Within my final year of my probation, I have taken numerous active steps to fulfil this responsibility. The first action that I have completed and will continue to do so, is through the utilisation of reflective practice. I frequently use organised models, such as Gibbs Reflective Cycle (Gibbs, 1988), to reflect on and assess my decisions and actions in challenging circumstances. Secondly, another action that I have completed to fulfil the responsibility, is through leadership and mentorship within my role as a police officer. In order to strengthen common values and advance group understanding, I have mentored junior probationers and participated in team learning sessions (West et al, 2017). I used Gibbs Reflective Cycle (1988) to organise my review, as I thought back on this occurrence. I started by summarising the incident and stated my feelings, including my initial hesitancy to deal with the victim who had lost interest. After that I assessed what had gone well, such as developing rapport, and what needed improvement, like earlier multi agency involvement. My action plan for next cases was influenced by this reflection, which reaffirmed the value of empathy. Proactive safeguarding and follow up support in cases of domestic abuse. In the end this improved victim outcomes and my professional confidence.

My development from a rookie to a self-sufficient police officer became apparent during my last year of probation. I mainly relied on formal coaching from more experienced officers and was monitored closely during my first two years. In keeping with the National Leadership Centre Expectations for Emerging Leaders (2020), I now exhibit a more strategic and autonomous approach to policing. A high degree of emotional awareness and self-care has become necessary as a result of recurrent exposure to trauma, including fatalities, domestic abuse, and child protection situations. I now utilise peer support and mindfulness and coping mechanisms, which align with West’s (2022) compassionate leadership principles. Secondly, I have been given the responsibility of overseeing safeguarding investigations, communicating with senior partners, and participating in team-level strategy discussions. In addition, in line with what Van Dijk et al (2020) calls “strategic frontline policing”, I am increasingly taking into account how daily operational decisions affect force-wide metrics, public trust, and national priorities. Furthermore, my job now regularly involves applying ethical reasoning to challenging situations, such striking a balance between victim autonomy and the obligation to safeguard whilst doing so. 

The way I perceive and carry out the duties of a police officer has changed significantly during the last two years. Academic learning, ethical frameworks, and national policies have all influenced this transition, both personally and professionally. Despite occasional conflicts between theory and practice, the College of Policing has been instrumental in professionalising the service. My growth has been in line with national goals for police officers, which are based on collaboration, reflection, and ethical leadership. Not only did my encounter with the female mare a change in her life, but it also marked a point in mine. It reaffirmed that safeguarding the vulnerable, restoring dignity, and serving as a reliable public servant are all important aspects of policing in addition to apprehending those who have broken the law. probation draws to a close. I understand that being a modern police officer needs ongoing self-evaluation, flexibility, and a dedication to learning. In the future I want to take on leadership roles, support efforts with force wide change and continue using the victim centred and reflective methodology that is characterised by growth thus far. By doing this, I want to promote organisational excellence in policing as well as public trust. Additionally, I understand that policing is now a multifaceted profession that calls for emotional intelligence, digital proficiency, and cultural knowledge. It is no longer limited to classic enforcement models. The police force must change, along with crime and societal expectations. I plan to continue taking the initiative to keep up with latest developments in my field, apply evidence-based practice and support a continuous improvement culture. I will continue to defend the fundamental principles of honesty, equality, and professionalism that shape the future of the UK police in by actively assisting my co-workers, mentoring new recruits, and collaborating with communities.
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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 grown in importance as a tool for UK policing, not only for investigating and preventing crimes but also for interacting with communities and advancing public policy agendas. This perspective delves into my own experience as a policing professional directing a community engagement effort in which I played a crucial role. I assess social media's role in the project's success critically and take into account the advantages, dangers, and legal framework of its usage in policing.

During Taylor Swift's Eras Tour in June 2024, I participated in Operation Safer Summer as a Beat Officer within the force I serve. I was chosen to serve as a social media responder and liaison on the ground. My objectives are to increase officer visibility, improve younger demographics' perceptions of the city, and use social media to spread public safety messages. In celebration, Taylor Swift's audience exchanged friendship bracelets. Understanding its cultural importance, my police force created bracelets of friendship that matched and included QR codes that connected to the #SaferSummer initiative. Officers exchanged wristbands, smiled, and took photographs with admirers. Following my police forces social media house rules, I documented these moments, posted updates every day, and kept an eye on community responses in Instagram, Facebook, TikTok, and Twitter (South Wales Police, 2024a). The quantitative outcomes were; an Instagram reach of 321,000 with 23,000 interactions, a Facebook reach of 1.1 million with 15,000 interactions, and TikTok views of 313,000 people with 28,000 interactions. Additionally, community residents said they felt safer when they saw friendly police in casual attire, which supported SWP's humanising policing approach.

Officers exchanging bracelets and interacting with spectators fostered an environment of mutual respect, trust, and accessibility that was a welcome change from usual policing. When officers come across as relatable, I was amazed at how quickly kindness can take the place of caution. Real-time monitoring and response to social media conversations, particularly encouraging ones, demonstrated to me the impact and immediacy of digital platforms. But I also had to be on guard, protecting operational security and making sure professional standards were followed.

Engaging the Taylor Swift audience was an example of how successful cultural relevance can be. By adopting popular behaviours, SWP achieved unprecedented levels of visibility and momentum. According to Bullock et al. (2020), such visibility humanises policing; the response data corroborated this assertion. Beyond providing confidence, our posts gently highlighted my police forces #SaferSummer policy on crowd safety, theft avoidance, and friendly engagement. The messaging mirrored best practices in community policing and were narrative-led, positive, and approachable, in contrast to top-down orders (Ralph, 2021).

In order to regulate interaction, my police department implements a set of guidelines known as the Social Media House Rules. These guidelines include limiting offensive remarks, promoting bidirectional communication, and directing reporting methods apart from comments. It was my responsibility to make sure that no private information—such as an individual's private details—was disclosed, that no victims could be identified, that no political views were expressed, and that all photographs used had permission. In order to verify information and ensure compliance with policy, we collaborated closely with our Communications Unit, which mirrored the College of Policing's requirements regarding authenticity and compliance (College of Policing, 2019).

A variety of social media platforms are used by police departments in the United Kingdom, including South Wales Police, to improve public safety, communication, and community involvement. Facebook, X (previously Twitter), Instagram, TikTok, YouTube, and LinkedIn are among the most widely utilised platforms. Each has a distinct role in policing tactics. Due to its wide audience, Facebook continues to be a vital tool for disseminating local news, appeals, and messages about crime prevention. Because it moves quickly, X is frequently used for real-time information like traffic alerts, missing person reports, and breaking situations. Using short-form video content and visual storytelling, Instagram and TikTok are being used more and more to target younger audiences. These platforms—like community gatherings, school visits, or public campaigns—are especially good at highlighting the human side of law enforcement. I mostly used Instagram, Facebook, TikTok, with X's assistance for incident notifications, and WhatsApp to communicate with internal coworkers throughout the Taylor Swift event. Particularly successful was short-form video content, which matched the consumption patterns of younger festival attendees.

Several noteworthy advantages for myself and my colleagues were brought to light by my police force usage of social media during the Taylor Swift Eras Tour. The ability to interact with the community in a way that was both accessible and culturally appropriate was one of the most obvious benefits. Officers were able to connect with the public, especially younger audiences, by adopting the bracelet-swapping craze that is common among Taylor Swift fans. As a result, police were perceived as personable and relevant, which increased community trust and dismantled long-standing obstacles. Additionally, social media made two-way, real-time communication possible, enabling officers and communications staff to promptly address any queries, compliments, or complaints from the public. This promoted a feeling of openness and receptivity. Additionally, the campaign promoted policy goals like #SaferSummer in a way that felt natural rather than educational. Last but not least, by presenting officers interacting well with the public, the campaign supported a larger initiative to humanise the police, enhancing the force's reputation both locally and nationally. These advantages corroborate study findings: visually rich, story-based engagement increases outreach and trust (Bullock et al., 2020; Ralph, 2021).

Social media has numerous benefits for law enforcement, but it also has some inherent risks that need to be carefully controlled to avoid harm to the public, protocol violations, or reputational damage. The possibility of privacy violations is one of the main worries. Sharing images and videos in real time always carries the risk of inadvertently identifying someone or disclosing private information. This was lessened at the Taylor Swift Eras Tour event by making sure all shared photos were thoroughly examined and, when necessary, approval was acquired. However, especially during major events, this is still a constant focus of concern. The possibility of offensive or unmoderated remarks, which can swiftly worsen and harm the public's opinion of the police, is another serious issue. To handle this, South Wales Police used a specialised moderation squad to screen comments and make sure conversations stayed civil and productive. However, real-time moderation can be difficult due to the volume of online activity. For instance, several individuals made fun of police officers as "Swifties." I responded by focussing remarks on security advice, which was light-hearted but in keeping with the tone standards. Being prompt and reliable avoided becoming unprofessional.

Reflecting on the changing significance of social media in modern policing was made possible by the Taylor Swift Eras Tour operation. Among the most significant lessons was the importance of cultural relevance in community involvement. The Taylor Swift fan bracelet-exchange practice was identified and used by South Wales Police, which allowed them to establish a genuine connection with a younger, usually more difficult-to-reach audience. This strategy shown that when police officers adopt the values and conduct of the community they serve, public opinion changes favourably, often quickly. In order to build trust, the campaign showed that relatability and approachability are equally as crucial as authority.

Looking ahead, a number of steps should be done to reduce the hazards and optimise the advantages of police use of social media. First and foremost, officers ought to get platform-specific training that goes beyond generic guidelines and concentrates on audience behaviour, tone, and content creation across several platforms, including Instagram, TikTok, and X (previously Twitter). Messages will be conveyed properly and successfully if the subtleties of each platform are understood. Second, using pre-approved response templates for frequently asked questions or online disputes would help guarantee a steady tone and prompt communication during live events or times when involvement is high. These templates can be modified to address common issues including misreporting, lost goods, and safety advice. Secondly, the continuous tracking and evaluation of engagement metrics is another crucial step. Through a methodical examination of the most effective material types—such as live recordings, image-based updates, or Q&A formats—police forces can make data-driven choices regarding future tactics. Additionally, youth-focused digital engagement experiments have a lot of promise, especially when partnered with local influencers or digital communication agency. If community policing is carried out in accordance with professionalism and safeguarding standards, well-thought-out campaigns on youth-friendly platforms like TikTok or Snapchat can aid in reaching hard-to-reach populations. Finally, force social media rules must to be reviewed on a regular basis to make sure they continue to be adaptable to the ever changing digital environment. Policies must continue to address topics like data privacy, officer conduct online, and the difference between personal and professional use when new platforms appear and user habits change. When combined, these steps will encourage police departments to use social media in a more thoughtful, interesting, and responsible manner, enhancing public confidence and operational efficacy in the digital age.

With a small budget, the Taylor Swift event initiative showed how smart social media in policing can lead to culturally relevant messaging, increased visibility for law enforcement, community trust, and policy education. Strong policy, moderation measures, real-time control, and police training are still necessary, though. Without these, advantages may be swiftly eclipsed by negative effects on one's reputation or legal standing. Social networking is essential in the digital age; it is not an alternative. It strengthens the role of policing as a partner and protector when applied carefully and deliberately, in accordance with community needs and policies. In addition to these observations, the Taylor Swift event demonstrated how social media efforts based on empathy, cultural sensitivity, and community engagement may significantly improve public impressions of police officers. The success of the campaign showed that people react best when they perceive officers as personable, caring, and concerned about their well-being rather than merely as police officers. Reaching younger generations who might not be interested in traditional modes of police or civic involvement is particularly crucial. However, forces need to make investments in long-term strategies, sufficient funding for content moderation, and ongoing officer training in order to maintain this momentum. As new platforms and digital habits appear, they must also continue to be adaptable and responsive. In the end, social media is a vital component of policing, and when used properly, can create safer communities for everyone. It is not only a communications tactic. Furthermore, evidence-based strategies should form the foundation of future campaigns, which will use analytics and public input to improve messaging on impact. Key messages might be further amplified of marginalised populations could be reached through collaboration with community experts, community leaders and even internet influences. In addition to keeping up with the rapid evolution of digital platforms, police officers must take the lead in promoting openness, diversity and honesty. Social media becomes a potent bridge that connects police officers they discuss. It made government forces moral principles and a sincere concern for the community. 
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Task 3

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


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

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




ANSWER:

For policing operations to be successful and effective, leadership is essential, particularly in times of crisis when quick decisions must be taken under duress. Because of the nature of police, leaders must be able to modify their approaches to fit a variety of operational issues and shifting conditions. An important policing episode in which I led a team during a widespread public disturbance is the subject of this essay. It critically assesses the adaptability of my leadership style throughout the incident, examines the leadership tactics I have created to handle different operational scenarios, and takes into account how well-established leadership models influence my capacity to modify my approach and style in response to changing needs. This reflection expands on the knowledge of leadership effectiveness in policing by integrating theoretical frameworks and data from scholarly literature.

The incident began as a neighbourhood protest that quickly turned into a violent public outcry. I was in charge of supervising a group of police entrusted with crowd control, public safety, and violence prevention as the first reaction unit's designated team leader. Several hundred people attended the demonstration, and as a result of competing interests and agitators, tensions increased. The first stage was tumultuous, with false information proliferating swiftly and the likelihood of conflicts between protesters and police rising. Making tactical judgements in the face of uncertainty, working with other units and command structures, and maintaining clear communication within the squad were all part of my leadership duties. Rapidly changing crowd behaviour, little resources, and striking a balance between de-escalation and enforcement operations were among the difficulties. This scenario required leadership flexibility in addition to operational proficiency to successfully negotiate the shifting dynamics of the disruption.

According to Yukl (2013), leadership flexibility is the capacity to modify one's communication strategies, decision-making procedures, and leadership style in response to changing circumstances. This adaptability is essential in law enforcement since officers frequently work in erratic situations that call for both boldness and empathy at various times. I used a fluid leadership style during the crisis, switching between approaches to best suit the team's and the situation's urgent demands. An authoritative leadership style was required at the beginning of the disturbance in order to establish defined operating parameters and assert control. To safeguard vulnerable people, limit escalation, and coordinate cops, prompt and unambiguous orders were crucial. This is in line with Goleman's (2000) directive leadership style, which works well in emergency situations requiring prompt, decisive action. To make sure the operational strategy was carried out effectively, for instance, I designated particular responsibilities like liaison officers and containment teams. 

As things began to calm down, I shifted to a more participatory leadership style, asking officers for their thoughts on crowd management techniques and included them in strategy discussions. As a result, officers felt valued and empowered, which raised spirits and strengthened team dynamics. According to Yukl (2013), participatory leadership boosts group commitment and creativity, which can aid in problem-solving under trying conditions. By asking for feedback at briefings, I was able to adjust my strategies in response to new information. In addition, I showed emotional intelligence by identifying team members' symptoms of stress and exhaustion, providing assistance, and assigning tasks to prevent burnout. Northouse (2016) supports this adaptable approach by highlighting the need for effective leaders to manage interpersonal connections and task demands in high-pressure situations. Throughout the crisis, my ability to switch between directive and supporting behaviours demonstrated flexibility as a leader and helped to sustain operational performance.

I implemented a number of leadership techniques to successfully handle a variety of operational difficulties as a result of my policing expertise. Using conflict de-escalation techniques, communicating clearly and transparently, keeping situational awareness, and encouraging team motivation under pressure are some of these tactics. The cornerstone of policing leadership is situational awareness, which entails constant evaluation of the surroundings, any dangers, and the availability of resources (Endsley, 1995). This tactic allowed me to foresee crowd movements, spot possible flashpoints, and proactively deploy resources during the public disturbance. For example, I reallocated police to intercept and contain the threat in order to avert escalation when intelligence indicated the coming of agitators.

In high-stress operations, effective communication is essential to ensuring that everyone on the team is aware of the goals, responsibilities, and safety procedures. I've come up with a method that involves utilising clear, unjargonized language and employing feedback loops to make sure others understand. Confusion and mistakes, which are frequent in hectic settings, are reduced with this method (Flin et al., 2008). Another crucial leadership tactic is conflict de-escalation. I received a lot of training in both verbal and nonverbal methods for defusing tense situations and lowering tension. When officers encountered hostile demonstrators during the incident, I advised them to speak calmly, keep their body language non-threatening, and refrain from using needless force. Evidence that de-escalation lowers injury rates and increases community trust supports this tactic (Van der Kolk et al., 2018). Lastly, continuous performance depends on teams being motivated under pressure. My key goals were to acknowledge officers' accomplishments, give concise justifications for choices, and sustain morale by exhibiting supportive leadership. Bass (1990) asserts that transformational leadership components like personalised attention and inspirational motivation increase followers' resilience and dedication. In spite of difficult situations, I used these components to support the team in staying cohesive and focused. These tactics have demonstrated their adaptability by being used together not just in this occurrence but also in other operational contexts like armed interventions and domestic disturbances. These tactics are endorsed by policing leadership literature as excellent practices for handling intricate and changing circumstances (Brown, 2016).

A popular model in policing is the Situational Leadership Theory (Hersey and Blanchard, 1969), which stresses modifying a leader's approach according to the task complexity and followers' level of preparation. Depending on the circumstance, it suggests alternating between directing, coaching, assisting, and delegating approaches. My leadership style during the situation is well described by this model. The team needed unambiguous direction under pressure, so at first I took on a directing role, giving detailed instructions. I switched to a supporting manner, promoting initiative and involving the team more in decision-making as they showed expertise and confidence. Hersey and Blanchard's theory that leaders must modify their actions in response to the needs of the situation and the growth of their followers is shown in this process. As it stresses flexibility based on team members’ abilities and dedication, situational leadership theory is very useful in police forces. For instance, more experienced police officers might benefit from delegating style that promotes autonomy, while novice cops would need more of a directive approach with strict monitoring and explicit instructions. I continuously monitored my team’s preparedness during the crisis and modified my strategy as necessary, providing careful direction to officers who lacked confidence while allowing more seasoned colleagues to take the lead. This flexibility made sure that everyone on the team got the help that they needed, which helped them grow as individuals and as a team under duress. 

Other leadership frameworks, in addition to Situational Leadership Theory, have impacted my capacity to modify leadership techniques in law enforcement. The Transformational Leadership model, created by Bass (1990), is one very well-known paradigm that emphasises encouraging and pushing team members to go above and beyond what is usually anticipated. To create powerful, driven, and moral teams, transformational leaders employ four essential components: idealised influence, inspiring motivation, intellectual stimulation, and individualised concern. I exemplified these values throughout the incident by outlining a positive and unambiguous vision for a non-violent settlement, urging police to handle problems immediately, and really caring about their welfare during times of extreme stress. Despite difficult circumstances, this strategy improved the team's general resilience and raised morale. Because it cultivates a culture of trust, motivation, and shared purpose—all essential components in high-pressure and ethically difficult settings—transformational leadership is particularly pertinent in the police field. Transformational leaders can improve performance and morale by setting a good example and bringing the team together around a common goal of professionalism and public service. I highlighted long-term objectives like community trust and peaceful resolution during the public disturbance incident, which motivated cops to go above and beyond the call of duty. Additionally, by encouraging officers to consider their actions and offer suggestions, this model fosters creativity and continual improvement, which eventually improves team cohesion and operational performance.

Another helpful paradigm is Transactional Leadership, which differs from Transformational Leadership in emphasising structure, oversight, and rewards or penalties based on performance. Transactional leadership is sometimes perceived as being more inflexible, yet it is suitable in some policing situations where following the line of command and protocol is essential, such as during the disturbance's initial deployment phase. Setting clear goals, defining responsibilities and penalties, and reiterating standard operating procedures were all part of my leadership throughout this phase. This methodical, transactional strategy is partially responsible for the crowd's successful containment and the avoidance of violence. In high-stakes or compliance-driven situations, like the early phases of an event where discipline, clarity, and order are crucial, transactional leadership works especially well. In these circumstances, the emphasis is on upholding operational control and reducing risk by means of methodical decision-making and rigorous policy compliance. I applied transactional leadership to the public disturbance incident in order to allocate duties precisely, enforce the norms of engagement, and guarantee police responsibility. In an otherwise chaotic situation, this strategy helped establish control and predictability. Although transactional leadership is not as motivating as transformational leadership, it is nevertheless necessary to uphold procedural integrity and guarantee that immediate goals are achieved.

Both models work well together, and as Grint (2010) contends, depending on the situation, effective public sector leadership frequently entails switching between transformational and transactional styles. I successfully managed a tense and changing situation by combining elements of both models and bringing them into line with situational leadership concepts. A crucial skill in contemporary policing is the ability to transition between leadership paradigms in real time, guaranteeing that officers stay ethical, successful, and responsive in a variety of operational situations.

This essay has examined a notable police event in which handling a complicated public disturbance required leadership adaptability. I illustrated how modifying a leadership approach according to team requirements and situational demands improves operational success by critically analysing the use of various leadership philosophies and tactics. Effective frameworks for comprehending and directing leadership adaptation were offered by the Situational Leadership Theory and the Transformational Leadership paradigm. A peaceful conclusion was made possible thanks in large part to the leadership techniques that were created, such as situational awareness, clear communication, conflict de-escalation, and team motivation. In addition to facilitating the efficient management of changing situations, leadership flexibility fosters long-term team growth, officer resiliency, and public confidence. Modern-day effective policing requires leaders who possess not only tactical expertise but also emotional intelligence and moral integrity. I hope to improve operational results and team cohesion in subsequent situations by continuing to evaluate and improve my leadership style utilising evidence-based methodologies. The foundation of professionalism and legitimacy in law enforcement will continue to be adaptable leadership as police changes in tandem with social, technical, and political shifts.
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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:

Starting a career in the UK police service is both professionally hard and personally transforming. The three-year probationary period is intended to assist officers in gaining operational competence while also instilling the idea of policing by consent. This essay critically examines my probationary term and the tremendous influence of coaching and mentorship on my development. I'll look at how organised support from coaching and mentoring helped me achieve personal, professional, and organisational goals, how it facilitated ongoing learning, and how feedback mechanisms influenced my success. Definitions and models relevant to coaching and mentoring in police will be examined, as well as personal experiences, to highlight how theory may be applied in practice.

Although they have different purposes, coaching and mentoring are sometimes used interchangeably. The College of Policing (2021) defines mentoring as a relationship in which a more seasoned person offers advice, support, and direction to a less seasoned person. Usually, it is developmental and long-lasting. Coaching, on the other hand, is frequently performance-driven, short-term, and task- or objective-focused. According to Whitmore (2017), coaching is about "unlocking a person's potential to maximise their own performance," which implies that empowerment is more important than instruction. These two roles are integrated within professional development programs in the context of policing. Through organised guidance, the National Coaching and Mentoring Strategy for Policing in England and Wales focusses on developing officers who are capable, emotionally intelligent, and reflective (College of Policing, 2021). Probation requires mentoring since it offers both practical and emotional assistance, and coaching is being used more and more to enhance performance and decision-making in real-time situations.

During my first year on probation, I had to become used to the harsh reality of law enforcement, which included dealing with horrific events, intricate investigations, and community involvement. An extremely seasoned response officer who served as my mentor was invaluable throughout this stage. The topics of mentoring sessions included developing resilience, comprehending force policies, and conducting informal debriefs following significant events. This is consistent with the mentorship model developed by Clutterbuck (2004), which highlights the value of emotional support in the early stages of professional development. These exchanges strengthened my sense of competence and belonging by normalising the role's emotional highs and lows. For example, my mentor helped me put the incident in perspective and regain my professional poise after I attended a shocking death scene early in my career. In addition to offering procedural advice, my mentor also offered sympathetic support.

Coaching took centre stage in the second year. During performance assessments, my sergeant and line manager took a coaching stance, utilising models such as GROW (Goal, Reality, Options, Will) to direct my growth (Whitmore, 2017). For instance, my sergeant urged me to pinpoint the underlying reasons, think about training options, and establish quantifiable objectives when I found it difficult to communicate confidently over the radio under duress. This gave me the confidence to take charge of my own growth instead of just doing as I was told. Making use of systematic coaching enabled me to progress quickly. I felt more involved in my career development since I was urged to think critically and accept responsibility. My learning was applicable and ingrained through action because of the coaching's solution-focused approach (Jackson & McKergow, 2007).

When I first started policing, I wanted to be a competent officer who cared about the neighbourhood. I gained soft skills through mentoring, including cultural sensitivity, de-escalation tactics, and emotional control—qualities essential to contemporary policing. By providing a secure environment for moral dialogue and introspection, mentoring also increased my self-assurance in handling ethically challenging circumstances. In terms of my career, I wanted to be regarded as dependable by my peers and complete my probation with great operational competence. Through coaching, I was able to take charge of my objectives, including organising my first domestic abuse investigation and creating case files to submit to the Crown Prosecution Service. I maintained a growth attitude while growing more independent with the help of coaches and mentors. The goal of the police force is to provide inclusive, efficient, and moral policing. These qualities are directly supported by coaching and mentoring. They assisted me in internalising and upholding the Code of Ethics (College of Policing, 2014), which places a strong focus on honesty, justice, and responsibility. Additionally, they promoted reflective practice, which is a crucial component of Authorised Professional Practice (APP), which helped me match organisational standards with my own personal growth.

Police learning is ongoing, contextual, and experienced; it is not limited to the classroom. My experiences have been turned into worthwhile learning through organised reflection thanks to coaching and mentorship. This is consistent with the experiential learning cycle proposed by Kolb (1984), which consists of active experimentation, abstract conceptualisation, reflective observation, and concrete experience. For instance, my mentor led a debriefing following a significant event involving a mental health crisis, during which we discussed what worked and what needed improvement. This procedure improved my capacity to react appropriately in subsequent situations by enabling me to make the connection between theoretical information (such as the laws pertaining to the Mental Health Act of 1983) and real-world application. I was also able to step beyond of my comfort zone thanks to coaching sessions. I used coaching support to be ready, practise and gain confidence before I was given the responsibility of giving a briefing to a group of more senior officers. My leadership and presence—two crucial performance metrics in policing—as well as my public speaking skills were all strengthened by this training.

There are now a number of structured programs integrated into UK law enforcement. Coaching is one of the main components of the National Police Wellbeing Service (Oscar Kilo), which supports officers' resilience and mental health. Reflective discussions, frequently guided by coaching concepts, are encouraged between officers and supervisors through the College of Policing's Professional Development Review (PDR) framework (College of Policing, 2021). High-potential officers are assisted in adjusting to leadership posts through the use of organised mentoring in the Fast Track and Direct Entry programs. Furthermore, coaching and mentoring are incorporated into the two-year development pathway of the Police Now graduate program. Even if I didn't participate in this way, I gained from my force's use of comparable frameworks.

Feedback is crucial for performance and development, but it works best when given and received in a positive way. I discovered throughout my probation that accepting and providing feedback is an essential component of professional development.

In the policing setting, where decisions can have major repercussions, getting feedback is an essential part of professional development. I discovered how to see feedback as a chance for introspection and growth rather than as a source of criticism during my three-year probation. I first struggled to take criticism, particularly when it pointed out my weaknesses. But methodical and helpful approaches, including the Situation–Behaviour–Impact (SBI) model, make the process more objective and development-focused rather than judgemental. Supervisors' and mentors' feedback enabled me to pinpoint my knowledge gaps, hone my operational abilities, and boost my emotional intelligence. For instance, following an incident involving a badly performed arrest, my supervisor used feedback to point out particular aspects of my communication and decision-making that required improvement. As a result, I received specialised coaching that greatly increased my self-assurance and performance in comparable situations. I started asking for feedback more frequently as I grew to understand its importance in maintaining accountability and encouraging a growth mentality. Being able to accept criticism in a professional and transparent manner is crucial in law enforcement, where ethical behaviour and public trust are highly valued. In addition to fostering personal growth, it also helps the organisation cultivate a culture of ongoing development.

Giving feedback is a crucial police skill that fosters accountability, growth, and productive teamwork. I progressively gained the self-assurance to provide friends, coworkers, and even superiors with constructive criticism during my probation. I was first hesitant out of concern about unfavourable responses or the possibility of destroying connections. However, I discovered that constructive criticism that is given with respect and that emphasises behaviour over personal characteristics can result in positive change. I frequently structured my comments using the Situation–Behaviour– Impact (SBI) paradigm, which made it more lucid and impartial. For instance, I brought up the possible effects on victim confidence and public trust in a private conversation after witnessing a colleague's lack of empathy in their engagement with a vulnerable victim. The coworker was open to the conversation, which sparked an insightful exchange regarding communication techniques. My mentoring job with newer recruits included regular advice on procedural chores and officer safety, which also included giving comments. Feedback that is timely, precise, and fair promotes a learning atmosphere, upholds professional standards, and aids in others' growth. My leadership abilities have also improved, and I now have a better grasp of how to uphold high standards of performance both inside the squad and in the larger context of policing.

As my probation draws to a close, I see how important coaching and mentorship have been. They changed my way of thinking, acting, and leading; they did more than just give me advice. I am now a more thoughtful, tough, and morally orientated cop. Crucially, though, I recognise that the effectiveness of coaching and mentoring depends on the calibre of the relationship. Due to staffing shortages or mismatched pairings, certain coworkers did not receive enough mentoring, resulting in unequal development chances. The service must keep funding structured, easily available, and varied mentoring programs in order to solve this. Additionally, I've discovered that coaching shouldn't end with probation. Maintaining high standards requires ongoing development, and I plan to become a mentor myself in order to assist new hires. This is in line with the organisational requirement to instil a culture of leadership and lifelong learning at all levels.

My three-year probationary experience has been greatly influenced by the regular, purposeful use of coaching and mentoring. These strategies have helped me reach my personal and organisational goals, enhanced my performance at work, and assisted me in making the move from novice to professional. They have promoted reflective practice, emotional intelligence, and professional accountability in accordance with national policies and theoretical paradigms. I'm determined to maintain this development-oriented atmosphere once I finish my probation. Since effective police relies on people, relationships, and support in addition to methods and laws, I will keep asking for criticism, participating in reflective learning, and mentoring others. In addition, coaching and mentoring have taught me the value of self-awareness, lifelong learning, and moral leadership—skills that are critical for overcoming the changing obstacles in contemporary law enforcement. Fostering a culture of support and development is crucial in a time when officer wellbeing and public confidence are being scrutinised more and more. I have developed personally and helped create a police force that is more capable, accountable, and resilient by adopting these methods. In the future, I want to encourage coaching and mentorship among my team members so that others can gain from the same life-changing events that moulded my early professional life.
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