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Task 1

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

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


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

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

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


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



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



ANSWER:

The College of Policing (2014) itself states that its responsibilities include supporting professional development within Policing, setting standards and sharing knowledge and best practice for Police staff and officers. This essay will critically evaluate the effectiveness of the College of Policing in fulfilling this mandate. To assess this, I will draw upon my own experiences and critically reflect upon how my role as a Police officer working within the U.K has changed as I work towards my final year of probation. I will draw upon my own examples as well as wider research and academic studies to discuss the impact that the College of Policing and its initiatives have had on the professionalisation of modern Policing, drawing upon its successes and limitations whilst implementing my views on the operational reality of modern Policing within the U.K. 

The Policing Vision 2025, introduced by the College of Policing, outlined long-term strategies to ensure consistency and a level of professionalism in the new recruits undertaking the route into Policing in England and Wales. Police Educational Qualifications Framework (PEQF) has since been implemented to expand upon and support this vision, with the introduction of multiple new entry routes into policing as a career. Ultimately, this resulted in policing becoming a graduate profession in 2020, which is argued to be a radical transformation for modern policing. (Watkinson-Miley, Cox and Deshpande, 2021). 
Within my role as a professional Police officer within the United Kingdom, and in particular, now that I am in my final year of probation, I have seen my role, responsibilities and the expectations of me as a Police officer change and adapt dramatically over the past two years. I would confidently affirm that the majority, if not all of these changes, have in some way been influenced and shaped by the College of Policing and the framework and standards f learning and developing as a Police officer that the body sets out. Through their frameworks such as the Policing Vision 2025 and their 5-year strategy, the College of Policing helps to set out the national standards expected of all of the 43 forces across the UK and promotes best practice and sets the service standard that all officers should be striving for on a daily basis. (Brown, J. 2021).

All officers within the UK, including myself, will adhere to the strategies set out by the College of Policing, sometimes without even realising that we are doing so. For example, the College of Policing itself sets out the Codes of Practice and Codes of Ethics, (College of Policing, 2014) which have both become an inherent, almost subconscious part of my daily routines as a Police officer and are the core pieces of framework by which I hold myself and my colleagues around me to the standards expected of us by the members of public within the UK. 

As stated by the College of Policing (2014), every Police officer is destined to make difficult and complex decisions constantly throughout their tour of duty, daily. Therefore, the College of Policing have taken it upon themselves to ensure that there are clear, universal ethical principles in place to help guide and support these important and vital decisions, as well as making clear the consequences of what may happen if these ethical expectations are not met by any officer or member of the Police. 

I believe that perhaps the best example in terms of a Policing incident which I have dealt with which helps to showcase the role that the College of Policing has in professionalising modern policing, as well as evidencing how my role as a Police officer has changed coming into my final year of probation, would be a seemingly simple discussion around stop and search, culminating in a specific operation led by myself and other colleagues. 

I will utilise the College of Policing (2024) version of the Code of Ethics to demonstrate how this specific incident hits most, if not all, of the key points of the Code of Ethics and how it has helped me to develop my skills as an Officer and ensure I am holding myself to the highest possible standard as a Police officer and as a human being. 

Whilst utilising monthly check-ins with my supervisor, it became apparent that not only myself, but my shift as a whole seemed to lack confidence and conviction when utilising our stop and search powers. I have therefore, adopting point 1 and 2 of the Code of Ethics – Courage, and Taking responsibility – (College of Policing, 2024), taken accountability for this, whilst encouraging the feedback and scrutiny from my supervisor and colleagues on how I, and we, could improve this area of our Policing, to ensure safer streets and more trust from members of the public when conducting these searches. I have held frank and honest discussion with my supervisor and my colleagues, and it was quickly established that the lack of confidence came from not feeling confident in our grounds for searching, and the feeling of invading someone’s privacy. This again highlights the teachings from the framework for the Code of Ethics, in that, through our decision-making processes I, and we, were all considering our options and thinking about the potential impact that our decisions (i.e. our decision and rationale to ultimately invade someone’s privacy to search them) could and would have on those affected, including not just the subject of the search but the wider community as a result.  

Through our discussions, we utilised another core value of the Code of Ethics, being Challenging unprofessional behaviour and practice. (College of Policing, 2024). I again utilised honesty, openness and courage to speak out that a member of the team was utilising stop and search freely and often the grounds were perceived by other members of the team to be slightly below the threshold expected. This encouraged feedback and scrutiny and ultimately has made that Officer, as well as myself and those around me, far better officers and led to a massive increase in public trust and confidence in our Policing abilities. I believe that this point massively highlights perhaps one of the most key and important points within the College of Policing’s Code of Ethics set out which is that we expect to be judged by the quality of our decision-making rather than just the outcome. (College of Policing, 2024)

As I alluded to previously in this essay, this frank and honest conversation within the confines of the Code of Ethics, then led to an officer-led Stop and Search operation, targeting the known hotspots for drug dealing and related offences with an intelligence led approach. The fact that I was heavily involved in the planning and implementing of this operation highlights massively how my role as a Police officer has changed now that I have entered into my final year of probation. Whereas previously I was one of the least experienced officers on my shift and soaking up all of the information and experience that I could from my senior officers, it has now transpired through the natural process of officers moving onto different departments, that I am one of the most senior officers within my team and am expected to lead and provide the service and advice to less experienced colleagues that I was receiving perhaps a year or two ago. 

I believe that whilst this makes me a better officer and person and forces me out of my comfort zone and ensures that I am demanding that best from myself and those around me, it can affect public confidence within the Police to know that one of the most senior and experienced officers they could be dealing with has a maximum of three years’ service. However, I believe that once again it all funnels back into the College of Policing’s framework for the Codes of Practice and Codes of Ethics, in that it becomes my responsibility to ensure that I and those around me are all adhering to the frameworks and ensuring that the service we provide is high quality, with ethical and moral decision-making being at the core of what we do. 

Within the stop and search operation specifically, there was a centred approach on ensuring that the grounds for the searches were ethical and ensuring that we approached the subjects with honesty and openness which helped to foster a feeling of trust from them and ensure they did not feel that the process was unjust or targeted in any way other than to ensure the safety of their community. I feel that the success of this operation helped to develop me further as a modern Police officer and ensure that the standards of professionalism set out by the College of Policing remain at the very core of everything that I do on a daily basis, both in and out of uniform. 

However, it is worth noting that not all perceptions of the College of Policing are so positive and glowing. It is my experience and understanding through other colleagues that some of the strategic approaches from the College of Policing to recruit and maintain ethically decent and positive officers can sometimes have the opposite effect. For example, the development of the PEQF framework to provide value to Policing via university-educated officers has caused great debate among colleagues and has led, in my experience, to a lot of highly competent and ethically sound officers leaving the job in search of other pursuits for the sole reasoning that they did not want to have to engage in university education alongside what is considered by many to be one of the more stressful jobs within the UK. The officers, in my experience that do continue to engage with the PEQF framework set out by the College of Policing, continue to struggle with balancing such academic works with the operational demand of Policing. This is highlighted in the work of Brown (2018), who states that the split between the time spent in classroom and operational deployment needs to be resolved for most post-employment degrees such as the PEQF framework. 

In my own experience, balancing the demands of the PEQF framework and the operational demand of frontline Policing within a large city, is extremely difficult, but vital to ensuring that I am meeting the demands and fulfilling the requirements for the role of a modern police officer now that I am in the final year of my probationary period. I would tend to agree with the findings of McDowall (2019) who stated that Policing is complex in its very nature and needs to adapt to the ways of the modern world, without losing sight of the essential core values and principles, such as the Peelian principles, which underpin everything at the heart of what Policing by consent is about within the UK. It remains to be seen whether the PEQF framework set out by the College of Policing works to improve the professional standard of modern Policing within the UK, but I do personally feel that it has benefited me greatly and ensured that I remain engaged, learning and developing as a Police officer and am continuously being reminded and held to the standards that we all must adhere to, in order to provide the best possible service to the members of the public within the UK. 

In conclusion, the College of Policing’s strategic role in professionalising policing in the UK provides a complex picture, and only time will tell if their visions are successful. The introduction of standardised entry routes and professionalising the graduate routes are a clear step forward towards modernising Policing and increasing the professionalism. However, a critical evaluation reveals that there are discrepancies across the 43 UK forces and that the process does indeed remain a work in progress. Upon assessment, my role as a Police officer has changed dramatically throughout the probationary period, as a team member and a colleague I have transitioned from an officer who was eager to learn and soaking up information to now being expected to be the sounding board for advice and knowledge with less experienced colleagues, in such a short amount of time. However, the core frameworks set out by the college of Policing, such as the Codes of Practice and Ethics, as highlighted throughout this essay, remain unchanged and unwavering.
(2047 words) 
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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:

The rise of social media has fundamentally reshaped the landscape of communication between Police and the public. This essay will critically evaluate my experience of the usage of social media within Policing, examining its potential as a powerful tool for transparency and community engagement, as well as scrutinizing the inherent flaws and risks associated with social media. This discussion will ultimately explore the extent to which social media usage can genuinely enhance the legitimacy and effectiveness of modern Policing. To do this I will draw upon my own experiences as well as force policies relating to social media and wider research into academic studies. 

As stated by the College of Policing, (2013), multiple Police forces across the UK have come to realise that there is an increasing need for social media usage, in order to engage with communities and the public we serve in the most efficient manner possible. They state that, in part, this is due to easier and more common access to technology and growing accessibility of mobile internet and applications mean that an online footprint has become an expectation of everyday life, and Policing can be no different. Within my force, Gwent Police, the social media force policy is set out clearly. Within force, social media is utilised to update communities about ongoing incidents, share appeals for missing persons or witness appeals, and to post good news or good work stories. 

Within my role as a Police officer within Gwent Police, I have been involved in and orchestrated a multitude of investigations that have placed social media at the heart of the investigation to help progress and identify new lines of enquiry. For example, I have been involved in multiple High-risk missing person investigations. During these investigations, I have sought consent from the next of kin of the missing person to share a media appeal via the Gwent Police social media platforms, namely Facebook and Twitter. 

The media appeal helps to involve the community who may have access to information, knowledge or footage that we as officers do not. Given the current climate of Policing, and the heavy, unsustainable demand placed on response officers daily, it is unrealistic to expect that an individual response Police officer would be able to identify, examine and collate all of the data and information at their disposal, in particular in relation to missing person investigations. This demand is highlighted by the Acting National Chair of the Police Federation, Tiff Lynch, who stated that the current systems leaves the “Police service overworked, underpaid and under threat”. (Polfed, 2025). This is where a media appeal on social media can be of particular use to Police forces, with members of the public able to access certain, limited details about the investigation such as a photograph of the missing person and a timeframe or last known location. This in turn allows the members of public to review their own CCTV cameras, dashcams, or potentially trigger a memory of a sighting which can help to focus an investigation and lead to a positive outcome for all involved. 

This type of line of enquiry would previously not be available to Police officers without conducting extensive house-to-house enquiries and having in depth conversations with every member of each household. The utilisation of social media for media appeals within missing person investigations can reach thousands of people within minutes, and the share function means that it can reach ‘viral’ status quickly, whereas the officer on the ground may have only knocked on two or three houses within that time. This efficiency can ultimately help to save lives and return people home to their loved ones. This efficiency within the spread of information via social media is highlighted and explored in depth within the research of Babaei, M et al (2016). 

However, these media appeals can also effectively demonstrate the risks and downsides of social media. For example, the person(s) shared on the social media accounts can become the target of online abuse or ‘trolling’, which can lead to increased mental health stress and hate speech. This is explored through the work of Matamoros-Fernandez, A et. al (2021), who suggest through their research that there is a glaringly obvious need for more thorough investigations into social media user practices and the platform politics are shaping contemporary racism. 

Having reviewed the specific force policy for my force to complete this essay, I have noted the following points and discussions. It is an interesting point raised through the force policy that despite this significant and ever-growing online presence within modern society, Police forces must be aware and cognisant of the fact that not everyone within our communities will have immediate access to the internet or social media and therefore, social media should not and can not be relied upon as the sole method of communication and information dissemination as it risks alienating a significant proportion of our community. 

It is stated within the Policy for my force that there should be three main purposes for any social media activity or usage in a policing sense, and they should fall in line with the NPCC National Local Policing Guidance, which sets out the three following purposes: To achieve a tactical or operational objective, to change or influence the behaviour of our communities for the better and to build capacity and trust within communities. It is imperative that this is adhered to, to ensure that the trust within our communities remains and that social media does not become a tool for further distrust and divide between Police forces and their communities. (NPCC, 2019).

A specific incident in which I have played an important role and witnessed firsthand, both the positives and negatives of social media involvement in modern policing is an incident whereby a child was assaulted. The incident further highlighted the issues of social media in that portions and snapshots of longer clips or videos could be distributed and made to go viral on social media, which do not capture the full story or provide any information other than what the original creator of the video, or editor of the video subsequently, is trying to portray. 

This specific incident came to my attention as a group of youths fighting following the end of school time. What initially came to my colleagues and I as a seemingly common event of children fighting over unknown causes, quickly escalated when a video began to circulate on social media of the incident. The incident involved an individual who was significantly older than the children involved, and this began to cause immediate outrage on social media platforms within the local community. The spread of viral information, often unchecked and unverified, has become a very real and ever-growing problem within our communities and social media has made it incredibly easy for this misinformation to spread to far-reaching corners of the country. As discussed by Aïmeur, E et al (2023), who suggest that the problem of misinformation and detecting the information on social media platforms contiunues to plague social media as the content is manufactured in such a way as it is believable and “closely resembles the truth”. Aïmeur, E et al (2023). 

Consequently, automatic fake news detection remains a huge challenge, primarily because the content is designed in a way to closely resemble the truth,

Noting the tangible rise in community tensions, the matter was escalated, and the investigation expedited with more resources allocated than ordinarily would have been for what was initially deemed a fight between school children. This highlights the influence and pressure that social media can have on Police decision making. It also helps to demonstrate the power that social media can have in terms of evidential value to Police work. The video circulating is one that may well have alluded my colleagues and I whilst conducting our initial golden hour enquiries into the matter, and being from an unknown source, we may never have even seen the video had it not been shared among communities on social media platforms such as Facebook. 

Quite quickly, the video began to spread farther afield than our local community and it rapidly began to highlight another potential negative aspect of social media, which is the widespread dissemination of false or misinformed information. The video, and false circumstances of the incident began to entice members of certain political groups into providing their views and utilising the situation to spread their propaganda. However, this allowed us to demonstrate another positive of the social media activity within Policing, which is the ability to help disrupt and correct the spread of this misinformation but disseminating key, factual details to help prevent further issues and the snowball effect of misinformation leading to further fractions and issues within our communities. The usage of official Police social media accounts allows trusted, verified and fact-checked sources of authority to disseminate accurate information and help to disrupt the flow of the misinformation dramatically. 

The usage of social media within this incident allowed my colleagues and I to not only help control the spread of this misinformation and provide reassurance to the members of our community, but also allowed us to evidentially identify offenders and victims and helped to expedite the investigation to provide a justified and proportionate outcome for the incident in an incredibly timely and efficient manner, given the external pressure and scrutiny from social media. 

However, as this incident highlighted for me personally, there are certain constraints and a limit to what social media can do for Police forces, particularly in terms of building openness and trust via communication on social media platforms. For example, with this incident, there continued to be an agenda on social media platforms that my colleagues and I were not actively investigating the matter and were not providing justice for the victims. This narrative was extremely frustrating, when you are witnessing firsthand the immense strain on resources and the physical toll on colleagues and friends, who were working overtime and stretching themselves their limits behind the scenes to make the appropriate arrangements and operations to bring justice to the victims and provide the appropriate outcome for the offenders. This phenomenon also applies to new stories shared on social media, whereby false narratives and gaps in facts can lead to the widespread sharing of misinformation – which as a Police officer with the inside knowledge of specific incidents and their investigations, can be extremely frustrating to witness and not be able to correct or share any further information, due to confidentiality and operational security etc. It is critically important that as Police forces across the UK we can help to prevent the spread of misinformation, but as discussed, this comes with its limitations. 

Beyond the dissemination and collection of information, intelligence and warnings, the true power of social media within Policing, I believe, lies within the profound impact that it has on community engagement. Social media platforms such as Twitter (X), Facebook and Instagram allow for Police forces to connect directly with members of the public which fosters a sense of accessibility and a certain humanisation of Police forces across the UK. Not only can Police forces disseminate helpful tips and advice to provide comfort and a sense of security to members of the public, some Police forces have taken to sharing insights into daily routines of officers, clips and photographs from Operations undertaken which help to reassure members of the community, and even some humorous clips and messages can be posted to demonstrate that all officers and staff are still human and allows a greater trust and relationship to be formed with the community. As discussed by Walsh, J.P and O’Connor, C (2018), social media offers new opportunities for surveillance, communication of risk and augment the Police’s control of their public visibility. 
As discussed by Schneider, C.J., (2019), there are certain risks attributed to social media within Policing that can include credibility issues, officer privacy within work and outside of the role and ultimately the loss of circulation of certain information. However, I do accept that social media does present its own limitations and even risks. As discussed by Ruddell, R and Jones, N, (2013), the users of social media tended to be younger in age and better educated whilst the persons identified over 65 years of age rarely accessed the tools available in terms of Police webpages and social media. 

In conclusion, whilst social media remains an undeniably powerful and necessary tool to be utilised within Policing, it presents a series of complex and sensitive dilemmas that will need to be monitored and addressed accordingly. There are ever-present concerns that surround the privacy aspect of social media in terms of the extensive monitoring that is undertaken by authorities and the companies themselves. I know that personally I have dealt with incidents of potential ‘Malicious Communications’ whereby the Subject has raised concerns that Policing of these platforms may be infringing on people’s freedom of expression and right to privacy. This is an issue that will continue to divide opinion and will only become more prevalent as social media usage, Artificial Intelligence and other forms of technology continue to progress and evolve and remain a core part of everyday life. 

 (2197 words)  































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:

The role of leadership has evolved and adapted over time throughout my probation period within my role as a Police officer and is now commonly accepted as a dynamic and adaptable practice. This essay will critically evaluate my flexibility as a leader, providing specific evidence and incidents whereby I have adapted my approach and style to suit a variety of different operational situations. This essay will analyse different leadership strategies that I have developed and researched in order to demonstrate not only my ability to be a flexible leader but also my understanding of how to apply the most effective style to meet the everchanging demands of the modern Policing environment. 

I believe that, during my experience as a probationary Police officer, I have been able to develop and hone the skill of becoming a leader during times of crisis or within emergency situations. For example, an incident occurred during my probationary period whereby, whilst enjoying some refreshments 7 hours into a 12-hour shift, my colleagues and I heard screams from the window right outside of the Police station break room. It quickly became apparent that there was a fire within a block of flats directly outside of our station. 

The shift in mindset within the break room had to quickly go from a well-spirited and relaxed environment to a state of high alert and bravery. The shift resources during the incident happened to be made up of Officers who, on the whole, were less experienced than myself. As such, I felt that it fell upon me to demonstrate a more autocratic style of leadership to ensure that everyone was sharp and knew what was expected of them. The autocratic style of leadership is defined by Nickerson, C (2024) as a style whereby the leader tends to make decisions based on  their own ideas and judgment rather than listening to other ideas. Nickerson, C (2024) further states that the style involves clear direction and unilateral decision making. I also demonstrated an ability to lead from the front, by entering into the block of flats as the first officer and beginning the process of evacuating the flats. I co-ordinated my colleagues to ensure that we were all as efficient as possible and not attempting to evacuate the flats that had already been done, whilst focusing on the main objective of getting to the flat we believed was on fire. 

I believe that this incident highlighted my ability to utilise a more directive approach to leadership and working to co-ordinate the resources available to ensure a smooth operational response. Whilst this incident may have been a good opportunity to adopt a more empowering approach and allowing my colleagues with less service to flourish and take decisive actions for themselves, I felt that the pressure and urgency of the situation was too great and believe that adopting the approach that I did to help organise the resources in such a chaotic situation was the best decision ultimately. This style of leadership is one that I tend to adopt when engaging with colleagues who have less time within the force as me – albeit I am still within probation myself – as it allows my colleagues to receive guidance and patient explanations of the processes and procedures involved with Policing that I have experienced and allows them to take on board segments of my advice to implement within their own style of Policing, and leadership in turn. 

This style of directive leadership allows for clarity and efficient instructions to be disseminated throughout the team in an expeditious manner which is crucial when in an emergency situation. I have also found in my experience that it reduces a sense of panic amongst colleagues when there is one voice co-ordinating and clarifying the objectives of the situation, this again allows a prompt and effective response as well as a professional and controlled application of the techniques and training we have learned as officers. It has been suggested that studies in organisational psychology have intimated that leadership styles, being intertwined with motivation of staff are key factors in performance. (Gito and Verlag, 2021). Research from Bell, C., et al (2019), suggests that directive leadership as a style can have a positive and rather significant impact on organisational culture. The study also suggests however that directive leadership can have a negative impact on adaptability, (Bell, C., et al 2019) which is arguably a key trait for a modern Police officer.

One thing that I have consistently worked on, and encouraged colleagues to work on, is self-reflection. I believe that in terms of leadership, self-reflection is key to ensuring that I am improving and refining my leadership skills and instincts. Current research indicates that the evidence supports a vastly positive impact can be afforded to one’s leadership and management development by practising guided self-reflection regularly. (Kiersch and Gullekson, 2021)

I am of the opinion that leadership skills within Policing ranks as one of the most important skills and qualities a successful officer can possess – alongside honesty and compassion. A lack of competency in leadership skills within Policing can lead to significant negative consequences for Polcie forces, staff and the public which they serve. (Schafer, 2009). The operational situations that we face as Police officers can rapidly change from one call to the next, and even at moment’s notice, as I have demonstrated previously with my example. This variety and spontaneity demand that leadership skills developed by an officer must be flexible and able to adapt to any given situation. This may be on the scale of a Sergeant or Inspector, who must rely on their flexible leadership skills to drive a team forward in the right direction and harness an environment of hard work and positivity, or it may take the form of individual officers within a team who must utilise their leadership skills to ensure that morale and well-being are maintained within the team, which in turn increases job satisfaction and leads to a higher standard of Policing. Such leadership traits are often identified early on and cultivated through projects or promotions to help develop and enhance the leadership traits (Prosser, D. 2014) 

A second leadership style which I have developed and continue to improve upon is the approach of empowering colleagues and encouraging them to bring their best selves to their work on a daily basis. This approach to leadership is perhaps more relevant now in Policing than ever. Previous approaches to leadership based on rank and hierarchy may not be deemed to be the most appropriate method, in the everchanging, dynamic world of modern Policing organisations. (Martin et al., 2017).

A situation in which I have demonstrated this leadership style is an operational situation whereby a colleague, who has more experience in the role than me, made a mistake that knocked their confidence in their ability to fulfil their role to the required standard. I was then crewed with that officer and attended a high-pressure situation whereby a person was incredibly distressed and intended on harming themselves to resolve their pain. I initially took the lead within the situation, recognising that my colleague was uncertain of what to do. I chose to do this to demonstrate my own understanding and knowledge and what I thought the best course of action would be. I then discussed with my colleague my intentions and my plans and encouraged them to provide me with any feedback or objections to my ideas to engage us in a critically productive conversation about the best available approach to resolve the situation. I then allowed my colleague to take the lead later on in the incident when they felt that there was a clear plan and route map in place and encouraged them to make it their own with their own decisions and to back themselves and the good thoughts they provided during our discussion. 

This approach adopted the principles of a book written by Anderson, T (2000), who suggested that the new breed of transformative leaders build the leadership organisation. And that these types of leaders reach up ‘above’ them for leadership advice and teachings from those who are wiser, whilst simultaneously pulling others ‘below’ them up with them to reach greater heights as an organisation and team. (Anderson, T. 2000).

I feel like this approach again allowed my colleague, and myself, to feel great job satisfaction and a huge boost in morale when the situation was successfully resolved with everyone safe and receiving the correct support, based on a decision that was collaborated on, but with the confidence boost needed for my colleague to get their belief back in themselves and their abilities as a Police officer. It also helped to foster a community within our team of critical thinking and problem solving on the spot and a collaboration of ideas became the norm for us when dealing with an active, fluid incident, which in turn leads to a better service for the members of the public and greater confidence and trust in our Policing. 

One model used within Policing is dubbed the “Full Range of Leadership” Model by Bass and Avolio. (1991). The model is used to assess different leadership abilities and leadership behaviours across organisations, with a view of coaching and enhancing those leadership skills but also to identify and selecting those skills. (Serrat, 2020). The previous incident I have discussed would best be described as an example of what they refer to as, ‘Transformational Leadership’ which is seen by many to be the aspirational ideal within modern Policing in terms of a Leadership style. Its focus is centred upon inspiring and motivating colleagues and staff and stimulating them intellectually to foster an environment of critical thinking and innovative approaches to operational situations. 

A second model used within modern Policing to reflect leadership styles is ‘Situational Leadership’ which is coined by Hersey and Blanchard. They identified four core approaches to leadership within group and suggested that the most effective of leaders are able to adapt their leadership approach and styles to fit the needs of the group or the situation. (Cherry, 2025). This would be particularly relevant in modern Policing owing to the array of situations and clientele that a leader within Policing is expected to deal with. 

The model sets out four styles to reflect this, they are: ‘Telling’ which encompasses a style of leadership that is directed, for example, at officers who are new or unmotivated. It sets out to provide them with clear instructions and close supervision but offer less support. (Cherry, 2025). 
The second style is ‘Selling’, this is aimed at officers who are willing and work hard but may lack competence in certain areas. The leader would then adopt this style to explain their decisions and provide them with ample support. (Cherry, 2025).
The third style is ‘Participating’, this is aimed more so at competent but perhaps less-confident officers. Within this style the leader would share their decision-making approaches and offer some ideas whilst encouraging the officer to pursue their own decisions. (Cherry, 2025). 
The fourth and final style is ‘Delegating’, this is aimed at highly competent and motivated officers, whereby the leader would entrust them with full autonomy to make their own decisions and delegate out tasks.(Cherry, 2025). 

The benefits of this model within Policing are vast as its adaptability can be transferred across all departments, skill levels and ranks within Policing to allow a framework of leadership that can produce effective officers and accommodate their specific needs, which may develop and change over time to fall into a separate category of the model. 

As set out by the College of Policing (2023), the leadership standards within Policing support and enable leadership development as well as promotion at all levels with the police. The College of Policing sets out leadership standards at five organisational stages that are separated into Leadership foundations, First-line leaders, Mid-level leaders, Senior leaders and Executive leaders. At this moment in my career, Stage One (Leadership foundations) is the stage which applies to me. This stage sets out that officers must Act in the public interest, uphold the code of ethics and highest standards of professional behaviour among others, in fifteen points. As discussed by Schafer, (2010), an effective leader was most strongly linked with integrity, work ethic and communication whereas ineffective leaders were characterised as failing to demonstrate these traits. This means that again, whilst flexible leadership skills are important, they remain only effective if they are accompanied by the core values and ethics of the leader. 

In summary, flexible leadership skills are incredibly important in terms of harnessing a positive, constructive, innovative culture within Policing times as well as ensuring wellbeing and morale remains high. However, leadership skills in Policing are, and must continue to be, underpinned by the overwhelming necessity for leaders, at all levels, to adhere to the core principles, ethics and standards expected of a modern Police officer. 
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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:

As I rapidly head towards the end of my three-year probation, self-reflection and assessment has become a natural part of my everyday Policing life. This essay will critically reflect upon my three-year probation as a Police officer, focusing specifically on the invaluable role of mentoring and coaching. I will explore how these experiences have helped to compliment my growth and to achieve both personal and professional targets. This essay will draw upon my own experiences of being both a mentor and mentee, as well as wider research into mentoring strategies and the impacts on the workplace, development and wellbeing. 

Within my three-year probation I have been overseen by multiple mentors. Each mentor has established their own identity on the shift and provided me with very different, but equally as beneficial, styles of mentoring and coaching. My first Sergeant was very focused on building wellbeing and ensuring that my colleagues and I were happy coming into work every day and enjoying the privilege and honour of being a Police officer. This style is highlighted within research suggesting that the relationship between a mentor and mentee should be formative and interactive, that there should be a certain amount of give and take and that the goal of the mentorship is to foster both personal and professional growth for both parties. (Pollock, 2018).

This style of mentorship has benefitted me greatly and allowed me to settle my emotions when I am particularly stressed or overwhelmed within a situation. This style of mentoring helped me to meet my initial goals as a brand-new Police officer as I got to grips with the processes and procedures in place. In what was a very overwhelming time in my life, with information overload and being exposed to situations and trauma that I was not prepared for nor had I ever experienced, I was able to maintain a positive attitude and an appreciation for the incredibly privileged nature of the role I had undertaken. This style of mentorship often results in a rapport and a certain level of comfort between the mentor and mentee, which fosters a positive work environment and inspires future mentorships. (Armstrong, Allinson and Hayes, 2002). 

This style also helped me to meet my own personal goals as it helped me to begin to address my own wellbeing needs and requirements and helped me to push away the previous mindset, I had that my wellbeing was a subject I had to deal with by myself and did not want to bother anyone else with. This has in fact led me, 2 years on, to completing training to become a Wellbeing ambassador within my force and collaborate and projects and disseminate information to my colleagues to ensure their wellbeing is looked after and addressed also. A study into the effects of mentoring on personal wellbeing suggested that mentoring greatly influenced the relationships between peers as well as aspects of personal wellbeing including confidence and stress management – the study also concluded that mentoring was valued by the participants as a support mechanism. (Wilson et al., 2017).


I believe that the theory that most closely links to this period of my probationary period is the theory coined as ‘Self-Determination Theory’. This theory focuses mostly on harnessing motivation by addressing three areas, which are: Autonomy – The process of empowering officers to make their own choices and have a say in their own work. As well as Competence – Which is the process of supporting growth and development to enhance an officer’s overall skill level and confidence going forward. And finally, Relatedness – This is the process of building strong bonds, a sense of camaraderie and belonging within a team. More broadly, Self-determination theory is a theory based on human personality and motivations, particularly concerned with how the person interacts with and utilises their social environment. In terms of mentorship, it addresses how a competent mentorship could affect performance and motivations. (Legault, 2017). 

Approximately 3 months into my probationary period, I experienced a change of Sergeants. Initially this impacted me, and I felt that my development and progression as an office may have been hindered. However, my second Sergeant was again an incredibly positive mentor and has helped to shape my career, my goals and development and my development on a personal level also. This Sergeant’s coaching style was focused on enjoying the pro-active aspects of Policing and helped me to fall in love with the satisfaction of putting together a plan and executing it to provide justice for a victim or to apprehend a dangerous criminal. Research into this suggests that if a mentor can build early relationships, this can in turn foster trust and enable team cohesion, drive and psychological safety within the team. (Aquino et al., 2022).

Another Sergeant turnover allowed me to experience another new and different style of mentoring and coaching and provided the possibility for further development and learning as I entered into my second and third year of my probationary period. This mentor style was more so centred around feedback, evaluation and ensuring that I completed the job to my very best ability and continued to improve. I believe this is important as one of the key roles of a mentor is to harness an environment that allows growth and development of the mentee and recognises failures as an important and necessary step within the process. (Aquino et al., 2022). 

To receive this feedback myself and my mentor would conduct regular, monthly, 1-to-1 sessions to discuss my performance, my current workload and any areas identified that I need to focus on or work to improve. This style of mentorship has allowed me the confidence to evaluate myself and my own performances and discuss this in an open and honest forum with a mentor who I trust to be honest and fair to me in return. This environment also encouraged me to provide feedback to my mentor to allow them to develop and provide the best possible coaching they can, to allow me to flourish and grow as an officer. I believe this is of incredible important as reflective practice not only builds upon the existing professionalism of the Police service, but allows for further development and ensures that forces across the country are embracing an evidence based practice. (Wood, 2020).

This mentor has also allowed me to develop and meet organisational goals in terms of managing my workload through this one-to-one sessions and regular check ins to manage my workload effectively. This has been particularly helpful as resources have dwindled and demand has increased, causing a massive rise in the average volume of active investigations on my workload. The ability to remain on top of this with my mentor, via their advice and assistance with decision-making has also allowed me to manage the stress that inevitably comes with the increase in active investigations and allowed me to manage my wellbeing as well as hitting and achieving personal targets within my work-life. It has now become a more common belief that the mentor should support the mentee’s wellbeing, therefore becoming a relationship whereby the mentor aims to support the mentee’s learning, development and wellbeing whist integrating them into the cultures and standards of the organisation. (Kutsyuruba and Godden, 2019).  

Throughout my initial 3 months within my new team, at the beginning of my probationary period, I was assigned a Tutor. This mentor adopted a coaching theory similar to the theory described by Collins, Brown and Hallum (1991) as Cognitive Apprenticeship. This theory is perhaps the most relevant and common in Policing as it details the gradual dissemination of expert knowledge to a new officer through the following principles: Modelling/Demonstration – During this phase, the mentor demonstrates how to perform a task, for example, my tutor would show me how to effectively use Police systems to complete reports and referrals and I would watch and soak in how to complete this. 
The second phase is labelled as ‘Feedback’ – This is where the mentee, in this case, me, performs the same task and receives some constructive feedback on their performance. In my scenario this would entail my mentor explaining areas I missed or lack on, and how I could improve them. 
The third phase is labelled as ‘Scaffolding’ – This is the phase whereby the mentor provides less and less levels of assistance as the mentee progresses and improves, slowly starting to increase autonomy. In my example, this is the stage whereby my tutor began to trust me to complete reports and referrals by myself, and they would simply check over briefly before submission to ensure I had got it correct. 
The final stage described is ‘Mentoring/Monitoring’ – This is where the mentor monitors and documents progress and evaluates performance, only aiding help overcome areas of weakness. This in my case would be whereby my tutor began to take a step back and only complete my portfolio and evidence whilst providing assistance if I ever got stuck or lost during an operational scenario. 

Whilst the majority of this evaluation has been positive, I do acknowledge that the turnover is staffing has meant that my mentorship and coaching has suffered at times. The high turnover in Sergeant’s as well as losing a significant portion of the experienced officers on my team within a 1-month period had a significant, detrimental impact on my experiences of coaching within my probationary period. Interestingly however, studies suggest that around 8 weeks after a leadership change, positive effects on performance were seen, indicating that new leaders or mentors can be expected to need some time to settle in and assert their changes before significant performance increases can be expected. (Soebbing, Wicker and Weimar, 2015).

Following the turnover in mentors, the emphasis shifted heavily from myself being the inexperienced officer who was soaking up the mentoring and coaching abilities of the experienced officers around me, to newer colleagues looking to me as their mentor and needing me to adapt to accommodate and provide them with the relevant assistance and feedback that they needed for their development and growth as an officer. This provides an interesting challenge as recent research suggests that whilst there are studies to indicate mentors can enhance their mentee’s mental health, there is little known about the effects that mentoring can have on the anxieties and stress levels of the mentors themselves. (Gill, Roulet and Kerridge, 2018). This point is incredibly important and relevant, with recent research highlighting that job-related trauma and stress within Policing leads to the development of post-traumatic stress disorder, depression and substance misuse, as well as, tragically, a massively increased proportion of suicide or suicidal ideation within Police officers as a result of these increased pressures. (Velazquez and Hernandez, 2019). 

I do feel that, whilst this has been an incredible experience and opportunity for me to impart knowledge and skills I have learned and understand that this is the cyclical nature of modern policing, this drain on experience and the shift in terms of my role has negatively impacted my growth and cut short the phase of myself being coached and mentored to continue growing through my probationary period. There are further limitations within coaching in Policing, as discussed in the work of Staller, M (2021) who states that the current research suggests that coaches within the police environment still widely utilise teacher-centred models of instruction in their methods. 

The College of Policing, (2019), highlights the key responsibilities of a mentor as seven key points. In summary, they are the ability to know and apply the principles of adult learning to support the development of individual officers and their learning needs and planning and preparing for a range of learning and assessment opportunities whilst identifying and maintaining records of their student officer’s performance and development. On the whole, I would say that I have massively benefitted from this mentoring and that it has been conducted within the framework set out by the College of Policing. 

Overall, I would say that I have massively benefited from coaching and mentoring throughout my three-year probationary period. Mentoring in its different forms, through different ranks and staff, has allowed me to meet both personal and professional goals and targets and overcome challenges that I never thought I would be capable of. Mentoring has allowed me to develop as an officer at a correct pace and has now afforded me the opportunity to provide mentoring and coaching to colleagues who are newer than I am to the force. This has been highlighted by the work of Tyler, M and McKenzie, W (2011), who state in their findings that the group of interviewed officers felt strongly that they believe in the mentoring process and feel themselves that they are prepared to become a mentor as a direct result of their past experiences of being mentored. Whilst there are limitations and challenges to mentoring, such as staff turnover, on the whole I believe that the process of mentoring is pivotal in ensuring that all officers within Policing are held accountable and to the same standards and continue to develop and learn throughout their probationary periods. 
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