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Task 1

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

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


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

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

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


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



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



ANSWER:

In this essay, I am going to be reflecting on my final year of probation as a response police officer whilst working on my professional policing degree. I will be discussing the college of policing and the strategic role it has in professionalising policing. Furthermore, I will be explaining how I am working towards fulfilling my role as a modern police officer but also critically reflecting on how my final year of probation has seen my role as a police officer change.

The college of policing describe themselves as “a professional body for everyone working across policing” (College of Policing, 2024(c)). The college of policing sets a professional standard for all police officers in the UK. They outline the values and fundamental principles of a police officer. In the ‘Fundamental review of the college of policing’ (2022(a)), boosting professionalism is one of the three key priorities that the review set for the college. The college of policing (2024)(b) state that effective policing depends on policing that is “ethical and professional in the way that it respects, listens, responds, improves and serves the public.” 

In recent years, the Policing Education Qualifications Framework was introduced for the purpose of enabling police officers to achieve qualifications that have “meaning, credibility and transferability within and beyond policing” (College of Policing, 2016). There are now three different entry routes that an individual can choose from when joining the police to become a constable: pre-join degree in professional policing, degree holder entry programme and police constable degree apprenticeship (College of Policing, 2020(a)). 

The new Policing Education Qualifications Framework was introduced to support the Policing Vision 2025 (Watkinson-Miley. C, et al, 2022). The Policing Vision 2025 is the ambition to make “transformative changes across the whole of policing.” One of these changes is to support key aspects of policing training through academic accreditation which will make policing a more representative profession by ensuring officers will have the right skills, powers and experience (College of Policing, n,d)

It can be argued that the college of policing’s role in professionalising policing has been effective. It has been recognised that students involved in the new PEQF entry routes have developed academic skills that assist them with fulfilling their role as a professional police officer. The College of Policing (2016) found that professional development partnered with higher education allow for police officers to be professional by means of being critical thinkers, problem solvers and allow them to make independent decisions. This means that professional police officers will be able to work “more efficiently with less supervision.” Not only this, higher education professionalises officers by developing attributes associated with the Code of Ethics such as tolerance, empathy and moral and ethical reasoning. 

Additionally, the College of Policing are working in partnership with the National Police Chiefs’ Council to transform policing and support the delivery of the Policing Vision 2025. The Policing Vision 2025 states, “By 2025 policing will be a profession with a more representative workforce that will align the right skills, powers and experience to meet challenging requirements.” (College of policing, National Police Chiefs’ Council, 2018). The ‘workforce transformation 2018’ is how the police force is going to be transformed to support modern day policing by developing police officers’ skills, knowledge and training. It will also help policing adapt to future changes to the police force. Professionalising policing will help the police to achieve the Policing Vision 2025 by recruiting and training officers with the skills and knowledge required therefore the College of Policing is very strategic in this sense. 

Further evidence that indicates that the College of Policing has a strategic role in professionalising policing is the College’s five year strategy. One of the stages to this strategy was to support the professional development of those working in policing. The college has set a framework for professional development in policing not only for new recruits but for chief officers also which is designed to “develop effective partnerships across policing and with the public, government, academia and other sectors.” (College of Policing, 2014). This then led onto the College of Policing introducing their Corporate Strategy 2022 – 2026. This new strategy hopes to achieve a ‘learning culture’ in policing to maintain the professional standard by having a motivated workforce in order for officers to serve their communities to the best of their abilities (College of Policing, 2023(a)).

The College of Policing also hold an important role in professionalism for the National Policing Requirement. The National Policing Requirement is utilised to support police chief constables and crime commissioners to “ensure they fulfil forces’ national responsibilities for tackling criminal or terrorist threats and harms, or other civil emergencies.” (College of Policing, 2012). The collage’s role is to provide police with consistency by promoting standards of professionalism, education, and professional development. The collage is responsible for the continuous development and improvement of the police so that it is in line with the National Policing Requirement.

As I am coming to the end of my final year of probation, I have recognised that I am working to fulfil the role of a modern professional police officer by adhering to the code of ethics, working towards a professional policing degree and recognising behaviour that I deem to not be in line with the code of ethics. 

The code of ethics in policing is made up of the ethical policing principles and the guidance for ethical and professional behaviour in policing. The ethical policing principles are courage, respect and empathy, and public service. The guidance for ethical and professional behaviour in policing provides police officers and staff with examples of what good policing looks like “by promoting professional conduct and decision making” (College of policing, 2024(d)). 

Throughout my probationary period, I have been working towards my professional policing degree. The degree was introduced to develop officers’ knowledge and skills to reassure the public that their local police officers will have an up to standard level of training (Strong. J, 2019). In completing my university assignments and workbooks, I have obtained knowledge and a greater understanding of not only policing policies and legislation, but the national policies and partner agencies that police rely on in order to manage offenders and safeguard victims. I do believe that without the PEQF framework, I would not have as broad of an understanding of modern day policing. The PEQF framework has taught me about other aspects of policing such as what agencies and databases the police work with in order to manage and control violent offenders and how other departments within the police work to reduce crime in their local area. I am now able to confidently speak with and advise members of the public on the extensive work that the police force are doing outside of response policing; something which I would not be so knowledgeable about if not for the professional policing degree.

In addition to this, the role of a modern professional police officer is going to be in a constant state of change. In knowing this, throughout the remainder of my career I will keep learning and look to continuously develop myself so that I maintain my professionalism. Once I have completed the professional policing degree, I will look into further training and courses to deepen my knowledge and understanding of other areas of policing. From the knowledge I have gained from completing the professional policing degree, I have a broader understanding of different sectors within policing and I have a better idea of where I would like to contribute towards policing in the future.

It has been suggested that some police officers will choose not to challenge inappropriate behaviour that could jeopardize the integrity of the police as an organisation. The primary reason, as outlined by Taylor. O (2024), is because these individuals are being discouraged from ‘whistleblowing’ improper conduct due to the policing culture created by colleagues and the idea of loyalty to their colleagues. At the beginning of my probationary period, I did experience that ‘loyalty culture’ among my new colleagues and witnessed how seldom it was that improper conduct was challenged. However, now that I am more experienced and comfortable in my role as a professional police officer, I am very aware of my duty and responsibility to recognise what conduct must be reported or challenged. 

One of the code of ethics’ policing principles, as mentioned previously by the College of Policing (2024(d)), is showing courage. I have seen my role as a professional police officer change over the past three years as I have developed the courage to challenge inappropriate behaviour and set an example to the officers who are at the beginning of their probationary period. It is imperative I make sure to challenge this behaviour in order to abolish the risk of others being affected by this organisational culture and ensure that the minority of ‘bad apples’ doesn’t affect the entirety (Punch. M, 2010).

Throughout my probation, I have faced scrutiny from my supervisors. There have been incidences where I have made decisions using the national decision making model (NDM) and I have had to justify my decision making. I have then had chance to reflect upon the actions that I took so that I can develop myself as a police officer. So, although I have made mistakes during my probationary period, I have learned to take ownership of them and account for my decisions. The national decision making model can be used by anyone in policing and is the structure used to rationalise what decisions I have made during different types of incidences from emergency situations to planned operations (College of Policing, 2024(e)).

Moreover, throughout my time as a probationary officer, I have had many interactions with members of the public who do not like the police and possess very negative attitudes towards officers based on previous experiences. My final year of probation has seen a change in the way I engage with these members of the public. At the beginning of my probation, I would not know how to speak with people who have these negative attitudes and I would assume that they were not going to respect me as a police officer regardless of how I interact with them. However, now that I am in my final year, I have a greater understanding of why these people may have the views that they do, and as a result I ensure that I act with respect for their individual situation and treat each person I come across with equal dignity. I do my best to keep an open mind of people’s experiences with police and make sure that everyone feels listened to.

To conclude this essay, it is clear from the evidence given that the College of Policing holds a vital role in professionalising policing by supporting new recruits in the first stages of their policing careers but also supporting chief officers in civil emergencies. The college continues to provide strategies on how they are working to maintain professionalism in the police.

This essay has detailed how I have been working to fulfil the role of a modern professional police officer throughout my probationary period by working towards my professional policing degree and gaining greater knowledge of the police force and partner agencies. I have also evidenced how my role as a police officer has changed within my final year of probation by adhering to the College of Policing’s policies.
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

In this essay, I will be critically evaluating my experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives. I will be discussing the benefits and risks associated with the use of social media and my force’s policy on using social media for professional information and engagement purposes. I will also be mentioning a case study that illustrates the risks of police using social media as a means of engaging with the community and how police professionalism was affected.

The College of Policing recognises that effective communication between the police and the public cannot solely be face-to-face interactions. It recognises that communication is interacting with different communities to gain an insight into their views and beliefs and then acting upon them to “improve police performance and delivery.” (College of Policing, 2020(b)). 

One of the biggest changes to modern day policing is the introduction of technology and using social media to communicate with the public. The College of Policing has provided guidance principles to police forces when using social media as a means of communication. There are seven principles altogether: credible, consistent, responsive, an ambassador, inclusive, ethical, and personable (College of Policing, 2020(b)).

In line with the code of ethics, the College of Policing encourages transparency when police write or upload to social media and also to also be professional when engaging in constructive feedback and responding. Furthermore, what the police post onto social media should be ethical so nothing that is put onto social media should damage the reputation of the police service. 

UK police forces have been using social media as a means to communicate more efficiently with the public for many years. Individual forces and even officers now have Facebook pages, Instagram accounts and Twitter accounts. Around 80% of UK police forces use Face book or Twitter to interact with the public (London Assembly, 2013)

Throughout my probationary period, I have had experience of my force’s use of social media by means of appeals for information or dash camera footage from a road traffic collision, missing person appeals, general community engagement and other informative information.

As a response police officer, I very regularly take ownership of persons whom have been reported as missing. A missing person is “anyone whose whereabouts cannot be established” and “they will be considered as missing until located, and their well-being or otherwise confirmed” (College of Policing, 2023(b)). When a person is reported as missing, it is my responsibility to consider all the information available to me and to identify if the person is at a low, medium or high risk of harm. 

In my experience of investigating missing persons, these missing persons are often children under eighteen years of age who have absconded from care homes or from their parents/carers. The risk assessment for these types of missing person is usually ‘medium risk’ however there are some cases that are upgraded to ‘high risk’. One of the reasons this may happen is if “the risk posed is immediate and there are substantial grounds for believing that the child is in danger through their own vulnerability or the child may have been the victim of a serious crime” (Department for education, 2014).

Social media plays a huge role in missing person investigations. I have dealt with multiple cases where a social media appeal has been released by my force to inform the public that we are looking for a missing person. Specifically, there was one young girl who I had dealt with on a few occasions and it wasn’t out of character for her to be reported missing to the police. This girl had been upgraded to a ‘high risk’ missing person due to her very young age and that she hadn’t been seen or heard from in a few days. My force was given consent by her family to release a social media appeal to inform the public to let the police know if they had any information about her whereabouts. The advantages of doing this is that the appeal will be wide spread and publishing the appeal with an image of the missing person which can prompt a sighting and progress the case (Minnighan. C, 2022).

However, there are risks to using social media appeals for missing persons especially young children such as the girl that I was investigating. The young girl that I was tasked with investigating had many vulnerable factors due to adverse childhood experiences. Adverse childhood experiences are traumatic events that occur during childhood that have negative lasting effects on health and well-being (Boullier. M, 2018). This young girl would be reported as missing to the police regularly so it was a very carefully thought out decision when putting her name and photograph onto social media. If social media appeals were to be put online each time this girl went missing, it would indicate to the public that she is a vulnerable child and “generate negative public comment” (Minnighan. C, 2022).

Furthermore, it has been suggested that if there is more than one social media appeal for a missing child then there is the possibility that one child may be given more media attention than the other which could hinder the investigation (Hunt. D, 2018).

Police release social media appeals for all types of missing people, not just children. Although the use of social media in trying to find missing persons can be extremely affective, it can also draw in negative attention from the public. In early 2023, Nicola Bulley was reported missing to Lancashire Police. This missing person case received hugely, negative social media attention which caused a great deal of hurt for Nicola’s family. Despite the benefit of social media appeals being shared multiple times which can help lead to finding a missing person, this then makes it very difficult to take down these appeals when they are no longer needed and infringes on that person’s ‘right to be forgotten’ meaning they have the right to have personal data that is held about them erased (Ciobotaru. S, 2023).

The immense publication of the investigation encouraged some people to create ‘conspiracy theories’ around Nicola’s disappearance and to not only travel to the scenes that were being searched by the police for Nicola, but also break into derelict properties nearby the scenes in their own attempts to search for Nicola (Heap. M, 2023). 

There was concern from police that these people trying to take the investigation into their own hands were going to interfere with the police investigation. Nicola’s husband, Paul, began receiving messages from strangers blaming him for Nicola’s disappearance by telling him, “You can’t hide” and “We know what you did” (Garnet. N, 2024). In an attempt to counteract these hateful theories and abuse towards the family, Lancashire Police decided to release very sensitive and personal details of Nicola to the public (College of Policing, 2023(c)). As a result, this led to a severe lack of public confidence in the police. 

My force uses facebook, twitter, and Instagram to communicate with the public through social media. There are separate social media accounts for different departments within the force and also separate accounts for key senior officers. 

The force has their own social media policy for officers and staff to adhere to when they are considering posting something on one of the force’s social media pages to ensure that the content issued in a way that best represents the force’s values and commitment to public service (Noyes. G, 2022).

The social media policy highlights the importance of abiding by the College of Policing’s code of ethics in whatever is being posted to the force’s social media pages. The social media policy dictates that whenever an individual uses social media on behalf of the force, it must be professional in style and tone with appropriate language and a high standard of spelling and grammar. 

Moreover, the social media policy delineates all employees of the force must apply the same professional standards through social media as they would through any other form of communication to the public such as face-to-face. 

In my personal experience of making a ‘tweet’ on my force’s neighbourhood policing team’s social media account, I ensured that what I was posting was in line with the force’s social media policy. I decided to utilise the ‘tweet’ to inform the community of where the neighbourhood team were patrolling and to inform them of the work we were doing to deter and prevent crime. I made sure that what I was posting on the force’s social media account “reflected the force’s core mission to protect and reassure” (Noyes. G, 2022).

The benefits of police forces using social media are substantial. It provides police forces with the ability to swiftly reach the wider public with important information and what is going on in their area. Ian Hopkins, former Greater Manchester Police Chief Constable, said, “There are some hugely productive uses of social media that support crime reduction and detection. The speed and reach it gives us is a very powerful tool.” (NPCC, 2014)
 
The Police Foundation (2014) suggest that using social media “may enable the police to engage with ‘hard to reach’ groups.” This is a benefit for the police because it is another way for these groups to get in touch with police in a way that may be more comfortable for them. For example, The London Assembly (2013) found that younger people have shown a preference for their contact with police to be conducted via the internet.
 
During the Coronavirus pandemic a few years ago, social media played a huge part in maintaining contact between police and the public. Ralph. L, et al (2022) suggest that because the public weren’t coming face to face with police as often, police had to use social media a lot more than previously. This allowed the police to maintain their relationship with the police and reminded the public that the police were “still going out doing drug warrants and things like that.”

Apart from using social media as a communication tool between the police and the public, it has also played a huge part in gathering intelligence around potential suspects. Digital information makes it difficult to “destroy or conceal enhances investigations” as social media offers “permanent, searchable, and remotely accessible archives of previously private details and occurrences” (Walsh. JP, et al, 2019). 

To conclude, social media is an extremely useful tool as a means of informing and engaging with the community and to promote policy initiatives as it allows the police to reach out to a greater amount of the public at a swifter pace than any other method. Although there are many benefits to the use of social media, there are of course risks and negative impacts that come along with those benefits. This is why police forces have constructed social media policies to guide their employees to maintain their professionalism when using social media and to ensure that they are using it in line with professional standards. When this professionalism is jeopardized, public confidence in the police decreases and the relationship between the community and the police is impacted. 
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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:


In this essay, I will be defining and explaining what different leadership styles are used within policing. I will also be evidencing what leadership styles I have used and how I was able to change the leadership strategy to reflect changing circumstances in a range of different operational situations.

Leadership is a valuable characteristic in the police. It has been defined by many scholars. Leadership has been defined as “a formal or informal contextually rooted and goal-influencing process that occurs between a leader and a follower, groups, of followers, or institutions” (Antonakis. J, et al, 2018). The term has been explained by Gary Yukl (2019) as an influencing process that occurs naturally within a social system and it is then diffused amongst the members. There are a range of different leadership strategies that can be used to manage a range of situations. 

Transformational leadership is a leadership strategy that “leads people in a way that they try more than their abilities” but also “invent and innovate in their work area” (Korejan. M, et al, 2016). The transformational leadership theory was originally developed by James MacGregor Burns in 1978. In his book ‘Leadership’ he differentiated between transformational leadership and transactional leadership. Bernard Bass later described a transformational leader as simply “one who motivates followers to do more than they originally expected to do” (Krishnan. VR, 2002). This can be seen in policing and, more specifically, neighbourhood policing. Response policing is, put simply, attending emergency calls. However, transformational leadership can be seen as pro-active policing by developing strategies with the intent to prevent and reduce crime (National academy of sciences, 2017). Pro-active policing is going above and beyond an officer’s usual expectations which can be seen as transformational leadership.

Transactional leadership is contrasted with transformational leadership as it involves the followers being motivated by their self-interest (Yukl. G, et al, 1992). Transactional leadership is made up of two elements. The first element being a ‘give and take’ working relationship. For example, the leader will offer reward to the follower for completing an objective. The second element being where leaders will either prevent or resolve problems as they arise (Lai. A, 2011). This style of leadership can be seen in policing when an officer is reprimanded for poor performance as that would need to be addressed strictly and promptly (Campbell. I, 2011).

Situational leadership is focussed on a particular situation rather than on the traits or behaviours of the leaders like in transformational/transactional leadership (Benmira. S, et al, 2021). Peter Northhouse (2025) suggests that someone who was a leader in one situation, might not be a leader in another situation. This is because all leaders do not have the same attributes and the leader will need different traits based on the type of situation. 

Laissez-faire leadership involves leaders not taking part in the decision making and they leave it up to the followers giving them complete freedom (Chaudhry. A, et al, 2012). The authority is given to the subordinates and they must resolve problems independently of their leaders (Sharma. L, et al, 2013). This style of leadership is seen as more passive and abdicates legitimate responsibilities (Wong. S, 2016).  This style of leadership can be seen in policing. For instance, police officers will make difficult decisions daily as part of the job. In some circumstances, I have had to ask my sergeant for guidance with how to deal with a situation. When I did this, my sergeant informed me that it is ultimately my decision how to resolve the problem and she could not make a decision for me. 

Delegation continuum of responsibility is a type of leadership style where a leader may delegate an employee with limited authority and responsibility “so as to strengthen managerial supervision and ensure employee compliance” (Chen.Y, 2021).

Action-centred leadership is a model developed by John Adair in 1973 and is made up of the task, individual and team. The model guides the leader to achieve the task, build and maintain the team, and develop the individual. These three objectives of the model need to be met otherwise the model fails entirely. Each one depends on the other. (Ackah. D, 2019).

A role model is defined as “a cognitive construction based on the attributes of people in social roles an individual perceives to be similar to him or herself to some extent and desires to increase perceived similarity by emulating those attributes” (Gibson. D, 2004). The college of Policing (2022(b)) states that a police role model must demonstrate behaviours set out in the competency and values framework and help their subordinates “understand the specific skills and attitudes required for effective policing.”

Participative leadership has been described as a leadership style that encourages participation in decision making which will “positively impact on job satisfaction and subordinates’ organisational commitment” (Campbell. I, 2011).

It has been suggested that effective leaders must have emotional intelligence. Daniel Goleman (1998) has defined emotional intelligence as “the ability to manage emotions, including the ability to regulate your own emotions, and the ability to cheer up or calm down another person.” It is argued that to be a modern day police officer, it requires “intelligence about and control of emotions to meet the demands faced on the streets” (Turner. T, 2009). Druskat. V (2001) has also expressed the importance of having emotional intelligence as “a team can have everything going for it – the brightest and most qualified people, access to resources, a clear mission – but still fail because it lacks group emotional intelligence.”

Girodo. M (1998) suggests that police leadership styles are situational as they change as conditions change. I agree with this statement as a response police officer because I can attend an emergency call with my colleagues without knowing what I am going to be met with, and dependent on the situation, I have found that the officer with the most experience or knowledge will take the role as leader.

In my third year of probation, I have taken the role of the leader at one particular emergency call. This emergency call was to a vulnerable male who had climbed over the railings of a footbridge and walked towards the end of the bridge situated over the river and stated he wanted to die. I was not the first officer attending this call; in fact I was one of the last officers to arrive on the scene. 

I joined my colleagues on the bridge and also attempted to communicate with the male. My colleague who has served in the police for a much longer period of time than myself and other colleagues, took the role of leader initially. He was trying to speak to the male and asked him if he would prefer if all the other officers went so he could solely speak with my colleague. The male refused and told my colleague that if he were to speak with anyone then it would be me and he told all my colleagues to leave the bridge. 

Subsequently, all of my colleagues left the bridge and I was the only officer then left to speak with the male. After a while of calmly speaking with the male, he walked back over to me and climbed over to the correct side of the railings. 

Although in this incident I wasn’t the initial leader, I was involuntarily appointed to become the leader as the situation changed. Due to the sensitivity of the situation, it was mandatory for me to show emotional intelligence in order to keep the male engaged in conversation with me. I had to be constantly aware of how the male’s emotions were changing and had to keep him distracted in conversation with me. I also had to be constantly aware of the emotions that I was portraying as this could affect my communication and report with the male.

It was a very challenging incident for me to deal with practically alone however I feel that it has boosted my confidence in dealing with these types of calls and so if I come across a similar incident in the future, I would feel comfortable delegating myself as a leader.

Another incident where I showed leadership was when I attended an abandoned, direct call to police by myself. As I arrived on the scene, I was met with a female who didn’t speak much English and she was hysterically crying. She led me into the bedroom where her husband was unresponsive and not breathing normally. 

I recognised that I would need a defibrillator as soon as possible so I called my colleague who was a medic to come to the scene using my radio. As I was conducting chest compressions on the male, I was instructing the female to wait by the front door of the flat so she could allow the other officers and paramedics to enter. 

Once my colleague arrived, he took the lead with providing medical assistance to the male. I then sat with the female and tried to communicate the best I could with her, as she didn’t speak much English, to ascertain what had happened.  This incident was also situational as it made sense for my colleague to take the lead in providing medical attention to the male as he was a qualified medic. 

As mentioned previously, a leadership style commonly used in policing is being a role model. In my third year of probation, I have recognised myself to be a role model for less experienced officers. When attending calls with another less experience d officer, I am aware that it is likely that I will be taking the lead in most situations. Therefore, I ensure that I uphold the police competencies and values.

During one incident, a less experienced colleague and I were dispatched to a call where a female child had messaged her father she was cutting her wrists with a blade. Once we had located the female, I immediately utilised my powers of stop and search to find the blade that the female was refusing to take out of her pocket. I confidently reiterated the female’s rights and the legalities surrounding the stop search. Once I had completed a thorough stop search, I swiftly made the decision that the female needed to attend the hospital as she had disclosed that she had taken an overdose. 

I was a role model to my colleague during this incident by demonstrating an ethical and legal stop and search. Throughout my interaction with the female, I also demonstrated good emotional intelligence as I was able to build a report with the female and she told me the underlying reason she had tried to harm herself. 

To conclude, there are multiple leadership styles that I have used in my experience of being a police officer. I have had to act as a leader towards my colleagues but also members of the public. There are certain leadership styles which I have not yet had the opportunity to utilise however within the next few years of my career, I hope to gain the experience so I can demonstrate various styles of leadership.
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically reflect upon your three-year probation:

How have you benefited from mentoring and coaching? 
How has it helped you to meet personal, professional and organisational goals?
How has it aided you to learn, develop and perform in the workplace?

Consider relevant coaching and mentoring definitions along with current coaching and mentoring theories used in policing.

How do you provide and receive feedback?

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



ANSWER: 
 
In this essay, I will be discussing the difference between a mentor and a coach in the policing environment. I will also be outlining the benefits of each and what theories/programmes are offered to police officers to develop their skills as mentors and coaches. I will then go on to reflect upon my three years of probation as how I have been mentored and what goals I have met in a professional but also personal sense whilst also describing how I receive feedback about my performance. I will then conclude the essay after I describe how I am currently being coached by my sergeant and how I will look to develop myself in the future after completing my professional policing degree.

The college of policing (2024)(a) defines ‘mentoring’ as “where a more experienced or knowledgeable person offers, support, advice and guidance to help a less experiences person develop and progress.” This person will not usually be a supervisor or manager, but will be a more experienced employee in the organisation (Viera. C, 2021). There are many benefits to mentoring, such as advice and support is given by the mentor when required and the mentor usually has a professional role within the organisation and so will have a wide range of knowledge and skills appropriate to mentor the mentee (College of policing, 2024(a)).  

There is a mentoring theory used in policing called ‘reverse mentoring’ which flips the role of the mentor and mentee. This method is used so to gain a better understanding of one another’s perspectives (Cain. L, 2022). I have seen this in my experience of being a police officer whereby our new chief constable joined my colleagues and I on response for a few shifts. The chief wasn’t there to improve our work performance, however he was there to gain an insight into how response policing has changed and understand any current issues for front line policing. There are benefits to this mentoring theory such as increased leader visibility and engagement around subordinate officers and “a better appreciation of the issues affecting under-represented groups in policing” (College of policing, 2024(a)).
 
The CIPD (2024) state that coaching “focuses on specific skills and goals, and may also have an impact on an individual’s personal attributes such as social interaction or confidence.” Unlike mentoring, coaching won’t provide advice but will encourage an individual’s improvement and encourage them to try new actions (Pelan.V, 2012). There are also many benefits to coaching, such as developing one’s career, being able to solve problems in difficult situations, and getting to know one’s strengths and areas for development (College of policing, 2024(f)).

The College of Policing also offers a coaching programme to officers of high rank who have leadership responsibility as part of their policing role. The aspire leadership development programme focusses on developing self-awareness, confidence, self-directed learning and development. This programme allows the participants to progress in their policing career (College of policing, 2024(g)).

Despite the differences, both mentoring and coaching are valuable in enhancing an individual’s work performance as the mentor/coach “draws upon their own significant personal experience” (Cleary. M, 2015). Some scholars even suggest that mentoring and coaching can work together to help develop a person’s skills because “mentoring is enhanced by the use of coaching methods, but it also allows knowledge and experience to be conveyed to the client” (Connor. M, 2017).

At the beginning of my three year probation, I was allocated a tutor to guide me into my new role as a response officer for my first ten weeks on the beat. This tutor was my mentor. I first met with him to build a relationship and to discuss my performance matrix. My performance matrix is a list of different skills that I need to demonstrate to my mentor throughout my ten weeks of tutorship to show that I am competent to take on the role of a police officer independently. He explained to me the timescales that he was expecting me to be able to demonstrate these skills. He also informed me that when we attend calls, we will discuss how to approach the situation, deal with the situation once we are there and then reflect on how I resolved the problem afterwards. My tutor had set a goal that by my eighth week of tutorship, I would be taking the lead in emergency calls and my tutor would only be there to intervene if I was really struggling.

At this time in my career, I would describe myself as lacing self-assurance and assertiveness. Though I knew that I had a good understanding and knowledge around legislation and what was expected of me, I had a difficult time when I was outside of my comfort zone. My tutor clearly recognised this and told me that he was going to start making me take the lead during emergencies which meant I would be the one to enter a house first or be the first one to speak to the victim or suspect of the incident. Although this was very stressful for at first, I began to get used to inwardly figuring out how I was going to approach the situation and how the problem was going to be resolved. I started to unconsciously work my way through the national decision model which is a “touchstone” for all decision making made by police officers and staff (College of policing, 2024(e)). By doing this, I developed the skill to think on my feet. 

Furthermore, I began to realise that I had become a lot more open-minded about the calls that I was attending. Towards the end of my tutorship, I noticed that a lot of the calls I was attending were not as originally thought. Many a time I realised that who we initially thought was the victim was actually a perpetrator or there was miscommunication somewhere and the incident could be a lot more or a lot less serious than originally expected. I developed the mind set to challenge everything and believe nothing as well as to remain emotionally aware of how people will react to different situations.

In addition to the new skills I had developed, I started to become aware of the confidence I was gaining and more importantly the courage I was showing. I went from being told and ushered to go into a house first by my tutor to being the first officer out of the car and through the front door to deal with what was in front of me.

At the end of my tutorship, my tutor and I reflected on the skills I had gained but also highlighted what specifically I may need to work on further just to make sure that I was completely confident attending all different types of incidences. 

Towards the end of my tutorship, my mentor and I had a formal meeting with my sergeant who overlooked my performance matrix to ensure I was reaching my goals. My sergeant would look over some of my body worn video to get an idea of how I was as a police officer. There was a time when my sergeant didn’t agree with my mentor that I was fully competent when conducting a stop search. My sergeant told me that I wasn’t being as assertive towards the subject as he would have expected me to be and therefore instructed me to complete another stop search being he would sign me off as competent. My sergeant acted as a coach towards me during this meeting by walking me through the body worn video of my stop search and explaining to me what had gone well and what hadn’t gone so well. He advised me of how to take better control in a situation like that and specifically pointed out where I should have taken control. Though I was disheartened that I hadn’t been signed off as competent in a stop search, I was grateful for the feedback and knew that the feedback would allow me to develop my skills and reach my full potential. 

Although my tutorship had ended with my assigned mentor, I was still a very new officer and I viewed everyone who I was crewed up with as a mentor. Although my colleagues who had more experience than I were not my formal mentors, they had skills and knowledge that I was yet to develop and I took every opportunity I had to learn from them.

For instance, during my tutorship I hadn’t experienced being the first to respond to a mental health related call. When I was crewed with another officer who had more service than I, we attended a call to a female who had told her friend that she wanted to kill herself and she had taken an overdose. 

My colleague took the lead for this call and I was shadowing him and watching how he communicated with the female. He was showing emotional intelligence which is viewed as a crucial quality in being a police officer. My colleague discussed with me what powers we had in a situation like that and the different options we had to deal with it. After leaving the scene and talking through it with my colleague, I gained valuable knowledge and experience. The next call I attended of that nature, I was more prepared and confident that I knew how to deal with it.  

I have now had two years’ experience of working as a response police officer and I have monthly meetings with my sergeant regarding my work performance. During these meetings, she reviews my recent stop searches, interviews and statements. She then discusses with me areas for development and what she expects of me as a police officer with two years of experience. If she deems it necessary, my sergeant has the authority to place me on to a development plan which is a formal plan with specific actions and relevant timelines that I must complete and evidence to show that I am ensuring that those goals are achieved. She will then ask me if I would like her to facilitate any specific coaching that will assist me with my career development and develop better interpersonal skills.

To conclude this essay, my three year probation has seen me develop from a very timid and self-doubting person to a confident and knowledgeable police officer. I will always be a mentee in some ways when dealing with policing incidences as no two calls are the same however it is about always looking for ways to develop myself and keep learning to ensure I am fulfilling the role of a professional police officer. I will continue to welcome positive as well as critical feedback to continue working effectively and once I have finished my professional policing degree, I will look for more ways to develop my career to maintain a good work performance.
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