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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:

Professionalisation of the police service has been an ongoing debate, especially the training and education in developing an accountable and effective police service. The professionalisation of policing in the United Kingdom relates to the continuous efforts to improve the standards of policing, improve the education and training of police officers and to ensure ethical conduct is adhered to. Such efforts aim to remodel policing into an appreciated profession with police officers having recognised qualifications and evidence-based practices.

This essay will critically evaluate the strategic role the College of Policing plays in professionalising the police service in the United Kingdom. As well as this, it will also examine the College of Policing’s positioning with key national strategies such as the Strategic Policing Requirement, Policing Vision 2025, Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy. There are however concerns regarding the College of Policing’s effectiveness and practical impact on frontline police officers like myself.

The College of Policing, established in 2012, plays a crucial role in setting the national standards, applying policies and improving training. Being a police officer myself and nearing the end of my probationary period, I have experienced first-hand the impact the College of Policing has had on my training and development. The College of Policing was introduced to professionalise the police service by ensuring that police officers are trained correctly to a national standard, promoting evidence-based policing and supporting leadership development (House of Commons Home Affairs Committee, 2016). The College of Policing has looked to professionalise the police service by relating policing to other professions such as medicine and law for example. To do this, the College of Policing has brought in the introduction of a structured education pathway that is a recognised formal qualification known as the Policing Education and Qualifications Framework (PEQF). This has played a key part in the professionalisation efforts. In 2020, the College of Policing introduced the PEQF to ensure that police officers have received a higher education prior to or during their service (Linden, 2019). In the PEQF, when I joined South Wales Police in 2023, there were three entry routes into the police service. These being the Police Constable Degree Apprenticeship (PCDA), Degree Holder Entry Programme (DHEP) and the Detective entry route. Due to me not having a degree prior to joining, I entered through the PCDA route. This route is a three-year probationary period where I am now in my final year. These academic entry routes may appear as a good way of professionalising the training process, but I have seen mixed reactions from other officers. Some officers welcome this sort of training/ higher education requirement as a way of professionalising the police service, however others feel that it creates barriers to recruiting new officers, especially those not from an academic background.

Also introduced by the College of Policing are the Code of Ethics. The Code of Ethics are instilled into every police officer and police staff upon entry into the police service where it sets the principles of integrity, honesty and respect for example, therefore helping professionalise the police service (College of Policing, 2024c). The College of Policing have recently changed the way it presents its key principles where they all fall under three ethical policing principles. These principles being Courage, Respect and Empathy, and Public Service. This has been done as the College of Policing believes that it will help people who work in policing “do the right things, in the right way, for the right reasons” (College of Policing, 2024a).

The College of Policing may be making attempts to professionalise the police service such as making changes to their policing principles and introducing an academic pathway into the police service, however there are critics who have their views against this - one person being ex-metropolitan police Detective Chief Inspector David Spencer. In an article for The Standard, Cooper (2022) reports that David Spencer said that the next Prime Minister should replace the College of Policing. He also added that over the last decade, the police service has lost its way. David Spencer then went on to say that from the College of Policing’s own review, there has been a reduction in standards as well as a “perceived lack of real-world relevance to the prevention of crime and disorder” (Cooper, 2022).

In July 2012, the Home Office introduced the Strategic Policing Requirement (SPR) (Home Office, 2012). The SPR outlines the threats that require a policing capability nationally to ensure that they are tackled effectively. Such threats being large-scale cybercrime, terrorism and organised crime for example (Home Office, 2023). With the SPR, the College of Policing plays an important role in ensuring police officers have the necessary knowledge and skills available to them to address these threats. This being through high national training standards.

From my own personal experience and coming to the end of my probationary period, the College of Policing’s attention to evidence-based policing has improved operations led by intelligence and has assisted with decision making in complex situations. Evidence-based policing practices further professionalises the police service by encouraging the use of data-driven strategies and academic research. It is evident that the implementation of evidence-based policing has done this due to the promotion of policies and tactics supported by academic research (Sherman, 1998). There are however remaining challenges in ensuring that frontline police officers receive sufficient training to respond effectively to growing threats such as cybercrime and terrorism. Some argue that whilst the College of Policing’s national training initiatives are made with good intent, they do not always provide enough practical skills for the frontline. This refers to the criticisms made by David Spencer where it is considered that the College of Policing may focus too much on policies and theories rather than the real-world on the frontline (Cooper, 2022).

In 2016, the National Police Chief’s Council (NPCC) published the Policing Vision 2025. The Policing Vision 2025 is a decade-long plan which aims to “shape decisions regarding transformation and how the police use their resources to help keep the public safe and provide an accessible, effective and value for money service that can be trusted” (NPCC, 2016). To achieve this, the Policing Vision 2025 aims to modernise policing by improving digital capabilities, improve diversity within the service and strengthen local/ neighbourhood policing. The College of Policing supports these aims by including leadership development programmes, high national training standards and by providing officers with guidance on using police technology (College of Policing, 2025).

From the perspective of being a frontline police officer myself, many of the College of Policing’s ideas feel disengaged from the real-world day to day challenges that we face. An example of this being the digital policing within the Policing Vision 2025. Some forces are still dealing with old computer systems and to add to that there is a shortage of digital training and a low level of resources. The College of Policing does provide structures for improvement, however the reality of it is that frontline officers like myself often find that we are having to deal with issues that interfere with our progress. I have personally had to deal with this. Currently with the increase in usage of mobiles and computers, there has been an increase in harassment from unwanted persons through phone calls, text messages, and other digital means. When trying to extract data from seized devices, there are only a certain number of people trained within the police to extract this information therefore it can delay the progress of the investigation by a few months. This is clearly not effective enough as per one of the Policing Vision 2025 aims.

Regarding the improvement of diversity within the police service, the College of Police can be seen to have improved this through its introduction of its ethical policing principles, however there are still challenges regarding retention. Through my experience throughout my probation, many officers have left the police service due to low morale and the pressures of workload. These are issues that the College of Policing’s strategies and policies have not addressed. This again refers to the points raised by David Spencer and whether the College of Policing creates strategic documents and policies without operational impact and not suited for the real-world of policing (Cooper, 2022).

The College of Policing and the NPCC introduced the College of Policing’s Five-Year Strategy. This strategy was introduced to support the Policing Vision and to build a trusted and engaged police service (College of Policing, 2024b). The College of Policing identified that through recent high-profile reviews, systematic issues in police culture have been identified which led to a loss of trust and confidence by both the public and its own serving police officers. The strategy is aimed at supporting the service to meet its legal duties under the Equality Act 2010 and its obligations under the Public Sector Equality Duty (PSED). The College of Policing says that the strategies mission is to transform police culture, and to place diversity, equality and inclusion at the heart of good policing. 

With this being said, there are some concerns regarding the College of Policing’s independence. It can be said that this is too closely appealing to government policies which therefore limits the College of Policing’s ability to challenge ineffective policing strategies. This then raises the issue of whether the College of Policing serves the professional development of police officers or if its purpose is more of a consultive institution. 

A strategy was implemented to reform police recruitment and development between the College of Policing, the NPCC and Her Majesty's Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS) known as the Workforce Transformation 2018 (College of Policing, 2022). To achieve this, initiatives were put in place such as a push for diversity within the police service and flexibility in career pathways. Another initiative being the introduction of the PEQF, which requires new police officers to obtain a degree qualification. 

The introduction of the PEQF degree entry routes has been one of the most debated initiatives of workforce transformation by both critics and police officers themselves (Tangen, 2023). Some people may express that the introduction of degree entry routes increases professionalism of the police service and that it also brings policing to the same standards of other public services. Others, including some serving police officers, feel that it creates barriers to enter the police service where it is unnecessary. From my own personal experience of joining through the degree entry route, I can see how some would feel that it creates unnecessary barriers, this being to persons not from an academic background. I have also found that there needs to be more emphasis to on-the-job learning. It appears that the College of Policing does not fully apply to the real world and when I left initial training to join my current role, I did not feel fully prepared and realised that the methods adopted in training were not applicable to the real world.

The College of Policing has been instrumental in advancing education, putting policing tactics into practice, and establishing thorough training requirements across the country. However, there is ongoing discussion regarding its effectiveness in professionalising the police service. Even though initiatives like the PEQF and evidence-based policing have contributed to the modernisation of the police service, there are still numerous challenges to overcome in terms of frontline training, officer retention, and practical implementation.

From my experiences as a police officer and being in the final year of my probation, the gap between policies and reality is one of the biggest issues faced. Yes, the College of Policing has made improvements to assist with this, however there is need for inputs from frontline officers to ensure that relevant and real-world strategies can be implemented and can assist moving forward in policing practices.

Looking forward, the College of Police needs to focus on supporting the divide between government policies and real-world operational needs. Doing this includes improving practical training, addressing workforce retention, and ensuring that all its initiatives are available and relevant to police officers of all levels. By doing this, the College of Policing can improve professionalisation of the police service and it improve public confidence and trust in the police service.



Word count: 1985


















1

Task 2

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


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

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


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




ANSWER:

Social media has grown to be a crucial component of modern policing, altering the way police services communicate with the communities they serve, support policing campaigns, and distribute information. Police agencies may effectively interact with their communities using social media platforms like Facebook, Instagram, X (formerly known as Twitter), and TikTok, which builds confidence and trust. All police officers must comply to strict rules and regulations since social media poses numerous hazards to the police services, including operational, ethical, and reputational threats.

The use of social media by police services will be critically examined in this essay, along with how it functions to interact with and inform communities and support policing efforts. The policy of the police force about the use of social media for policing, as well as the advantages and risks associated with doing so, will be evaluated in this essay. To demonstrate the benefits and risks of using social media for policing methods, real-world case studies will also be examined.

The use of social media by police services must conform to local police force and national policies which are in place to ensure that sensitive data is protected, professionalism is upheld, and ethical standards are met. In the United Kingdom, the College of Policing’s Authorised Professional Practice (APP) on engagement and communication lays out guidelines for all police officers using social media, whether this be for professional or personal use (College of Policing, 2013). These guidelines also conform with the National Police Chief’s Council (NPCC) social media policy, which demonstrates lawful and ethical principles (NPCC, 2021). There are key policies to be followed in relation to this, with one being professional conduct. This policy outlines that police officers must ensure that all social media content conforms to the values of policing as outlined by the College of Policing (2024a) Code of Ethics. Any content which is deemed inappropriate or is in breach of these principles, including content on personal accounts, may lead to disciplinary action. 

Another policy of this which also conforms to the Code of Ethics is the policy of accountability and transparency. This policy enforces that social media content should increase public trust, with police officers also always engaging respectfully. Data protection is also covered by these policies, where the Data Protection Act 2018 requires police officers to safeguard all personal information and to avoid any breaches through the use of social media (ICO, 2021).

Provided these policies and regulations, police officers are trained to balance all social media engagement with caution, and to make sure that their use of social media fall in line with their local police force policy and legal standards.

Police services within the United Kingdom utilise a wide range of social media platforms to reach different parts of their communities and to engage with different audiences appropriately. One main social media platform used by a large number of the police services in the United Kingdom is X (formerly known as Twitter). X is often used to update communities with real-time updates such as incident reports and for the engagement for the public and journalists. Some police services often use X to appeal for missing persons in their area and to provide crime prevention advice to their communities. Greater Manchester Police (GMP) conducted a ‘Twitter Day’ where they uploaded a post to X (Twitter at the time of event) for every call they received to raise public awareness (Britton, 2014).

Another social media platform widely used by multiple police services in the United Kingdom is Facebook. Facebook tends to provide a more community-focused platform where the police services share local news and advice to its communities on a large scale (The Police Foundation, 2014). They are also able to promote their recruitment drives on this platform. In my own personal experience, this is where I saw that South Wales Police had opened their recruitment window, and I was then able to apply for the role of police officer.

Other social media platforms such as Instagram and TikTok have become increasingly used by some police forces to engage with younger audiences. On these platforms, police services can engage through short and fun videos. However, the use of TikTok has been criticised in some forces as it can be perceived in a manner of unprofessional due to its more ‘fun’ nature (Mann, 2025).

There are many more social media platforms that police services can use to engage with their communities where each platform serves a distinct purpose. Each police service must judiciously use them to maximise their engagement efficiently but at the same time minimise the risks posed to them.

For all the social media platforms used by police services across the United Kingdom, there are a range of benefits of utilising them. One main benefit is the ease of community engagement and building trust with the community. The use of social media improves direct engagement between the police and their communities. Through this, it increases trust with the public and builds relationships with them (The Police Foundation, 2014). By also being transparent, as per the Code of Ethics (College of Policing, 2024a), about ongoing incidents and crime trends, it reassures the communities that the police service are there for their safety and therefore reduces their fear of crime (Beshears, 2016). 

This is evidenced through West Yorkshire Police’s effective use of Facebook and Twitter to engage with its communities throughout the COVID-19 lockdowns between 2020-2021. West Yorkshire Police regularly uploaded content containing updates on restrictions, answering any questions they had, and addressed any concerns brought up by the public regarding the enforcement of the lockdowns. By doing this, they showed accountability and reassured their communities. From surveys following this, it indicated that the public’s confidence had increased with West Yorkshire Police’s transparency (HMICFRS, 2021).

Social media platforms have also been utilised by police services for public appeals and investigations. A good example of how effective this can be is the Metropolitan Police’s 2020 online appeal for information regarding a shooting that occurred in Croydon. This appeal gained large interest on social media where it experienced thousands of shares where it then led to crucial evidence being provided by the public themselves (Jenkinson, 2020). Within a few days of this appeal being released, police were able to identify a suspect in this case based on the information provided by the public gathered on social media platforms.

Another benefit to police services using social media platforms is to aid in crime prevention and to spread public safety messages. Social media makes it very easy for police services to spread and share crime prevention advice, such advice being warnings for online and phone scams. Action Fraud UK is the national reporting centre for fraud where they frequently post scam alerts on X, whereby it helps members of the public, such as elderly persons who do not have much experience with computers, avoid cybercrime (Action Fraud, 2024). Action Fraud reported that over £1.5 million had been lost due to an ‘family and friends’ WhatsApp scam. Fraudsters would impersonate family members or friends on WhatsApp and request money from persons. This was achieved due to people not being aware of these scams and through awareness spread by Action Fraud the number of victims was reduced (BBC, 2025).

As well as a range of benefits to police services utilising social media, there is also a range of risks and challenged. One of which being public backlash and risks to the police service’s reputation. By using social media, police services open themselves up to criticism and scrutiny from the public and journalists. As touched on earlier in this essay, the Metropolitan Police were criticised for their use of TikTok to appeal to the younger generation. Metropolitan Police released a short video with links to the arcade game Grand Theft Auto where the video included writing and music in the style of the game. Due to this, they were accused of “wasting time and money” (Bunn, 2025).

Another risk posed to the police service by using social media is that their social media could also be subjected to cybercrime. An example of this being in 2013 when Greater Manchester Police had two of their Twitter accounts compromised by hackers. These hackers got into two Twitter accounts run by Greater Manchester Police and began to upload posts spreading misleading information. Due to this, Greater Manchester Police had to act immediately to remove these hackers from their account and had to implement urgent measures to retrieve control of their own profile. Due to this incident occurring, it highlighted the importance for more cybersecurity in police service social media accounts (Manchester Evening News, 2013). 

With these benefits and risks being considered, there are ways to ensure that police services do not subject themselves to these risks and can help themselves not become subjected to such criticisms. To maximise the benefits from using social media, police services should follow some best practices which can be taught through awareness and training. Any officers engaging with social media should receive some form of training on what is considered as appropriate for social media, and they should also be made aware of any ethical considerations and any data security that should be put in place.

Another way to prevent any comebacks on their use of social media is to put in place a clear framework to manage online misinformation and to handle any social media crises appropriately and effectively. Clear communication strategies should also be implemented where police services use different social media platforms strategically, where they can then tailor any content for certain audiences/ communities.

Following the incident involving Greater Manchester Police in 2013, enhanced cybersecurity on all police service social media platforms should be put in place to prevent any hacking and malicious activity on their accounts and therefore preventing any damage to public confidence. By implementing measures such as these, police services can then utilise a large variety of different social media platforms effectively whilst also maintaining public trust and confidence.

As expressed in this essay, it can be seen that social media now plays a crucial part in modern day policing. This is due to it providing police with a large-scale platform for engagement with its communities and to help spread crime prevention advice and to share public information. Whilst the benefits such as increasing transparency, improved investigations, and the ability to provide real time updates for ongoing incidents are there for the police service, there are also risks such as cybersecurity threats, damage to its reputation through criticism, and also legal issues, where these cannot be ignored.

Through the case studies mentioned in this essay, it is evidenced that police services can achieve a great amount of success utilising social media, from preventing fraud/ scams to solving crimes. However, incidents such as the cyber-hacking incident with Greater Manchester Police in 2013, promote the need for better cybersecurity and strategic implementation. 

To ensure that social media is used effectively and ethically, the police should follow best practices, enforce policies and procedures and maintain professionalism. Through the years, social media has continued to evolve with the introduction of new social media apps, therefore the police services must also evolve accordingly whilst upholding professionalism and adhering to the Code of Ethics to protect public trust and confidence in the police.
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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:

Leadership in a policing context has many sides to it. Within it, there are qualities of direction, influence, and the ability to inspire people or teams to achieve certain targets, these often being involved in changing and different operational situations. By being a police officer, I have seen how important it is to be able to have a flexible leadership style. By being flexible, it allows for effective incident management in many different types of situations, whether that be standard operations or more complex / high-risk situations.

Being a police officer exposes me to many different and unexpected challenges that require my leadership style to adapt accordingly to ensure that it can be responded to effectively, especially if there are changing circumstances. An example of this would be that during a live knife threat incident, a more direct style of leadership would be required. However, if dealing with an incident which is mainly community engagement focused, my leadership style would need to be more communal and be more open to change to allow for it to be more effective in this circumstance. By having the ability to change between leadership styles, it allows it to be most effective as well as it allows the possibility of increasing trust and cohesion within the teams that I work (Kankaraš, 2024).

This essay will critically evaluate flexibility in leadership in a policing context by analysing strategies put in place to help manage different operational situations. This essay will also consider and look into different leadership models commonly used within policing, including situational, transformational and transactional leadership. It will then examine how changes in the leadership style are applied according to the changing circumstances. By looking back at and reflecting on real life circumstances that I have experienced as a police officer, this essay will evidence the importance of being adaptable in my leadership styles to ensure success is effectively achieved in a range of different operational situations.

According to Anderson (2019), flexibility in leadership is the ability for a person to modify / adapt their management or leadership style in response to unpredictable and uncertain circumstances. To put this into a policing context, the adaptability is crucial provided the unpredictability of the job role. By being a police officer, I am exposed to a wide range of situations, this includes standard patrols, community engagement events, interactions with vulnerable persons and high-risk incidents. Each of these different scenarios requires the approach of a certain style of leadership to ensure that all decision making is made effectively, officer safety is not compromised, and to help foster trust and confidence from the public (Sadulski, 2024). 

Due to the nature of policing and every situation being different, it means that a single style of leadership cannot be adopted universally and expected to be effective. To example this, during critical incidents such as those of a public disorder or of a potential threat to public life, a decisive and commanding leadership style might be more necessary to ensure control of the scene and to ensure public safety is addressed. Contrary to this, during community engagement events, empathetic and collaborative approaches would be more favourable as it would promote problem-solving as well as foster trust from team members and the public. As per Kouzes and Posner (2022), effective leadership requires the capacity to understand a situation and to then apply a leadership style that is most suited for that circumstance.

Flexibility in leadership also affects team performance and team morale. According to Hickman (2013), the rigid leadership style and the behaviour of inflexibility can create a demotivating environment which could then lead to disengagement from the team and therefore create inefficiency, especially when dealing with unpredictable circumstances. In contrast to this, the ability to be flexible in your leadership style helps motivate your team especially in changing circumstances. This is due to them knowing that you will change accordingly to the task at hand and rather than believing one solution fixes all. This will also promote resilience within the team and team cohesion. Therefore, the ability to be able to adapt your leadership style is not only operationally effective but also needed to assist with officer wellbeing and to help foster public confidence.

Being a police officer often involves me being in dynamic situations where I am required to adapt my leadership style accordingly to the changing circumstances. Having the ability to change between different leadership styles is crucial for me to maintain effectiveness in problem-solving as well as ensuring the public’s safety.

For example, during a large fight containing multiple persons on a public street, I may have to initially adopt a directive leadership style to obtain control of the situation. However, as the situation progresses and stabilises, I may change my leadership style to a more consultative approach to engage with other officers and implement longer-term strategies. This type of adaptability ensures both immediate effectiveness and long-term problem solving.

Similar to this, when dealing with a vulnerable person, I may have to initially begin with a firm and authoritative approach to contain the situation. However again as the situation progresses and the vulnerable person stabilises, I may shift to a more empathy focused and supportive leadership style, where I would then prioritise the vulnerable persons safeguarding and welfare. On paper it may look easy to adapt a leadership style, however it does come with challenges (GBS Corporate Training, 2015). Some police officers may hold out against frequent changes in their approach due to them being perceived as inconsistent. Due to this, leaders should communicate their ideas and instructions clearly, and they must also show consistency in their values and decision-making.

Within policing, to help aid leaders with their values and to ensure their teams are on board with them, the College of Policing introduced the Code of Ethics. The Code of Ethics has changed as policing has continued to change where they are now known as the Ethical Policing Principles (College of Policing, 2024a). One of the key principles in the Code of Ethics being courage. Making up this principle are attributes such as taking responsibility and being honest, open and accountable. By being honest and accountable it demonstrates integrity and the need to be accountable for officer’s decisions and actions (College of Policing, 2024a). By displaying these behaviours, it gains trust from the team and therefore promoting morale within which would lead to the team becoming more effective. This also help promote public confidence and trust within the police service.

There are several leadership models relevant within policing, where each model offers certain benefits, as well as limitations. One of these models is call transactional leadership. Transactional leadership is about order, clear goals, and structured processes. It also focuses on results and measuring success (St Thomas University Online, 2014). Within policing, this leadership model is quite effective for ensuring compliance with policies and procedures, especially within administrative fields. An example of this would be police team supervisors managing performance reviews, task allocation and enforcing disciplinary standards.

Whilst transactional leadership ensures consistency and accountability, it may not be as effective in motivating police officers or encouraging them to be innovative. According to Bryman (2015), transactional leadership can lead to inactiveness if the leaders focus too much on the rules and performances, rather than fostering creativity and innovation. 

Throughout my policing career so far, I have encountered a range of operational scenarios which have required a certain style of leadership to be adopted. Having the ability to flexibly apply different approaches is crucial to solving these scenarios effectively. When dealing with routine operations within the role, such as patrols within the community or traffic policing, it often benefits from a transactional leadership approach. This style of leadership, due to it being characterised by clear structures and task delegation, ensures consistency and compliance. It is particularly effective in maintaining discipline and ensuring the effective completion of routine tasks such as traffic policing. To example this, my Sergeant may assign me to conduct vehicle checks and another team member to progress enquiries for an investigation. By them providing clear instructions and holding us accountable for our tasks, my Sergeant has then ensured that there is operational efficiency. However, whilst this directive approach is effective in routine operations, it may not be suitable for incidents which are more complex and quickly changing, therefore showing the need for flexibility in the leadership style.

Another type of leadership model adopted within policing is transformational leadership. Transformational leadership contrasts with transactional leadership where according to Cherry (2024), it is about providing support, promoting loyalty and sharing values. This model of leadership is particularly effective in community policing, where building relationships and building trust and confidence with the community are very important. A transformational leader will encourage other officers to be creative, use their initiative, and collaborate with external partners and agencies. However, this style of leadership does require some balance. Bass and Avolio (1994) warn that by over relying on inspiration without a clear direction or goal, it can lead to obscurity, this is especially pertinent within operational policing. When applying this model of leadership to a real policing scenario, such a community policing, the leader would inspire their team to collaborate with the public and foster trust and confidence. For example, if leading a neighbourhood watch initiative, the community policing Sergeant might adopt the transformational leadership style by involving the local residents in the decision-making process and then encourage other officers to develop the solutions from this. By engaging in this participation friendly approach, it betters community relations with the police as well as promotes collective problem-solving. However, this style of leadership may not be as effective when dealing with time-critical or high-risk scenarios where decisive action is necessary. 

To help deal with unpredictable situations and when dealing with diverse teams, a leadership style known as situational leadership can be adopted. The situational leadership model was developed by Hersey and Blanchard (1969), where this model emphasises on adaptability and proposes that effective leaders adjust their leadership style based on the competence and maturity of their team. For example, when teaching a new police recruit, a police Sergeant might adopt a directive style of leadership to provide clear guidance for the recruit. However, with experienced police officers, the Sergeant may change to a delegative style of leadership to allow for those officers to make their own decisions. This situational leadership model is highly relevant in policing due to it promoting responsiveness and decision-making.

When comparing these three different models, you can see that transactional leadership ensures procedural compliance and transformational leadership promotes innovation and morale. However, when you look at situational leadership, it provides the flexibility that is needed to navigate the range of different operational situations. In policing no single leadership model is effective for all circumstances, however the most effective leaders apply themselves to the different models based on the circumstances they are involved in at that time.

Effective leadership in policing requires flexibility to adapt to the changing operational circumstances. By critically evaluating the leadership strategies across a range of different operational situations, it shows that not a single style of leadership can be effectively applied to all of the scenarios. Transactional leadership provides consistency and structure, whereas transformational leadership promotes innovation and morale. Situational leadership offers the adaptability that is required to respond effectively to situations with changing circumstances.

To swap between the different leadership styles is an ability that is crucial within policing to manage both routine operations and high-risk incidents. This improves operational effectiveness, increases the team’s officer morale, and promotes public trust and confidence in the police. In conclusion, flexibility in leadership is fundamental in modern day policing so it can allow police officers to respond and resolve incidents effectively given the wide range of challenges and operational situations they face.
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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:

I began my probationary period with South Wales Police back in 2023. The three-year probationary period is an important period for student police officers like myself. This period of my career is the step forward from learning theories of policing in a classroom to applying them practically to real world policing scenarios. During the probationary period, it is expected of me and other student police officers to show that we are confident with important policing skills, confident in our decision making, and show that we can uphold the values of policing as set out by the College of Policing in their Code of Ethics.

Within the probationary period, coaching and mentoring play a very important role. Coaching on one hand is more task-specific and about helping other officers improve on their skills, whereas mentoring focuses more on the officer’s career development long-term by providing guidance and support along the way (Clutterbuck, 2022). Both coaching and mentoring assist student police officers remarkably by increasing the student officer’s interpersonal and technical competencies, self-awareness and reflective practices. 

This essay will critically reflect how coaching and mentoring has affected my three-year probationary period as a student police officer. It will also look into how these practices have assisted me to meet my personal, professional and organisational goals, as well as how it has aided me in learning and development, and my performance in the workplace. In addition to this, this essay will explore the processes of providing and receiving feedback to show their importance in improving my professional growth and my self-awareness.

Coaching and mentoring go hand in hand each other however they do have their own values that play an important role in my professional development. According to Johnson (2022), coaching is structured and based on achieving certain goals which are aimed at improving performance and skills within a certain timeframe. On the other hand, as defined by Clutterbuck (2004), mentoring is a relationship-based process over a long-term period of time, where an experienced individual offers guidance and support to an individual with less experience. The mentor would then help the student in this case develop their personal and professional skills, as well as provide them with advice, share their own experiences, and adopt reflective thinking. 

In a policing context, coaching is often adopted to help improve certain competencies or areas of performance. A model known as the GROW model (Whitmore, 2017) is often used during policing coaching sessions. This model stands for:

· Goal: Identify what you want to achieve.

· Reality: Asses the current performance level or situation.

· Options: Explore potential options or contingencies.

· Will: Commit to a certain action.

Within the GROW model there is flexibility as per Wilson (2020). The components of this model do not necessarily have to be followed in that order, as effective coaching will usually begin with looking at the Goal and Reality but will then move between the four components at will. Coaching session within policing will usually use the flexibility in this model to focus on operational skills such as different communication skills during times of conflict resolution, or decision-making whilst under different pressures.

In contrast to this, mentoring usually involves a police officer with more experience to guide a student or probationary police officer. This type of relationship allows for the best environment to reflect, transfer knowledge, and provide emotional support given the everyday challenges of the policing role. Highlighted by the College of Policing (2022), mentoring during a student police officer’s probationary period is important for helping the student officer focus on career personal development, apply problem-solving skills, and obtain a better understanding of community-based policing.

Saraev (2022) sets out four phases within a mentorship which shows a useful framework for understanding how mentoring relationships go through different phases over time:

· Purpose: This is the first stage where the goal of the mentoring is set, and the mentor and mentee establish compatibility.

· Engagement: Rapport and trust are built where both the mentor and mentee get to know each other. An action plan for achieving the set goal is also worked out between both parties.

· Growth: During this phase skills are built on barriers for growth are overcome. This phase is also about developing the mindset of growth as well as accountability.

· Completion: This is the final phase of the relationship between the mentor and mentee where reflection is a main factor, as well as building the student’s confidence to continue growing following the end of the mentorship.
There are many benefits to a mentorship relationship, however these are only achieved if both the mentor and mentee navigate through the above four phases successfully and if both parties are willing to commit to the relationship.

Both coaching and mentoring are important factors to ensure reflective practice is applied within policing, and to also encourage student police officers to always evaluate their performance and identify what areas they can improve in. There are many benefits of coaching and mentoring within policing in relation to personal, professional and organisational goals. During my probationary period, both coaching and mentoring largely helped my personal, professional and organisational development.

One of the biggest impacts that mentoring had on my personal goals was that of my emotional resilience and self-confidence. In the early stages of my probationary period, I often found that I struggles with my decision-making whilst under pressure. This was more applicable during situations of a confrontational nature. The mentor I had during my probationary period was an experienced police officer who had been in service for approximately 6 years. My mentor helped me to develop my confidence by sharing strategies that he would use to try and remain calm when dealing with uncomfortable circumstances. My mentor would also regularly debrief me following incidents to allow me to reflect on how I delt with issues, where it then helped me over time to improve my situational awareness and composure during similar incidents.

The mentoring also assisted me by improving my self-awareness by encouraging this reflective practice. Following high-stress incidents such as public disorder or fights, my mentor guided me through reflective practice by using Kolb’s (1984) reflective model. The model is split into 4 stages and is based on experiential learning, which is very important within policing:

· Concrete experience: I experience an incident where I realise that I need to reflect systematically in order to learn or improve on a skill.

· Reflective observation: Having looked back on the incident, I need to think about what worked and what did not work.

· Abstract conceptualisation: This leads on from the reflective stage where I question what I could have done better or differently or what I could improve on. I would also speak to colleagues to obtain a better understanding and further ideas. 

· Active experimentation: This stage is where I apply my newly acquired theoretical knowledge, reflections and thoughts and see whether they work or not. If they do not work, then the cycle begins again leading on from this. The experiences within this stage then become the new concrete experiences.
From this consistent reflection, I then became more emotionally intelligent and self-aware as well as improving my personal interactions with other police officers and members of the public.

When looking at achieving professional goals, I found that coaching was especially effective in helping with this. For example, when in training and dealing with conflict resolution, the coaching sessions looked more at techniques in de-escalation. By using techniques such as the GROW model, it helped me to find areas that I needed to improve on, such as keeping calm, not getting caught up in the moment, and actively giving feedback. 

In addition to this, coaching also helped me improve on my decision-making and operational effectiveness. An example of this would be whilst undertaking my public order and riot training, I was given real-time coaching from my trainer. My trainer provided me with clear instructions on how to position myself tactically and how to manage different volumes of crowd effectively. By being given this immediate feedback, I was able to develop my situational awareness as well as my decision-making whilst under pressure.

Regarding organisational goals, both coaching and mentoring assisted me with adhering to the policing standards and values. By having mentoring available to me, I was able to gain more knowledge of the Code of Ethics and the Ethical Policing Principles (College of Policing, 2024a). By my mentor emphasising accountability, integrity and respect, it helped me to make all of my decision-making ethical. Coaching also improved my performance in completing administrative work. Examples of this include case files and coroner’s files. The coaching focused on helping me write more accurate and effective incident summaries, which contained all relevant information and were precise, therefore adhering to policing procedures.

Throughout my probationary period, both coaching and mentoring benefitted me by playing key roles in developing my skills and assisting with my learning. Coaching assisted me in improving my interpersonal and leadership skills. During coaching sessions, I was advised to practice being assertive in conflict situations. By doing this, it helped me improve my communication techniques and defusing volatile situations. Coaching also assisted me with my performance. During scenario-based training on my public order and riot initial training for example, my coach gave me real-time feedback on my tactical positioning. By providing me with this feedback, I was able to make changes there and then where I then improved therefore bettering my performance. 

Mentoring has also benefitted me by helping me to apply the theories I learnt in the classroom in initial training to real-world policing incidents. On my initial patrols during my probationary period, I found that I was struggling to apply the theories to practical situations. By having a mentor, they were able to assist me and showed me how they found it best to apply these theories and what strategies helped them the most in doing so. An example of this was not knowing which types of incidents gave me justification to enter a building. When I approached this with my mentor, they explained and applied the legal power of Section 17 (Police and Criminal Evidence Act 1984) to an incident we had been involved with in the past where I was then able to understand it. From this type of guidance, I was able to understand how to able theories practically, therefore improving my confidence.

As well as receiving feedback throughout my probationary period, it was also very important to provide it to other officers on my team to help me in my professional growth. Through my probationary period, I received and welcomed large amounts of feedback from my coaches, mentors and other team members. When receiving feedback, I adopted the ACT model (Baldoni 2015):

· Accept: Accept the feedback and show a willingness to listen and accept new ideas.

· Clarify: Ask for specific examples so that you understand what the other person expects of you.

· Thank: Thank the person for their feedback as they have taken the time to help you better yourself.

By adopting this model to receive feedback, I found that it improved my mindset towards bettering myself, as well as it showed others that they could approach me to provide me with feedback should they feel it necessary.

Through my probationary period, my confidence began to grow so I then found it necessary to provide my colleagues with feedback as they had done with me. To provide this, I adopted the BOOST model which stands for Balanced, Objective, Observed, Specific, Timely (Wheatley, 2023):

· Balanced: Provide both positive and negative feedback.

· Objective: Look at the actions and behaviour of the person rather than personality.

· Observed: Firsthand observations and not just reports from other persons.

· Specific: Specific, behavioural details to the feedback.

· Timely: Provide the feedback promptly.

By providing my team members with feedback, it helped me improve on my communication skills as well as helping to foster a sense of teamwork within my team and boost team support for each other.

Throughout my three-year probationary period, coaching and mentoring have played a vital part in meeting my personal, professional and organisational goals. Coaching has improved my technical skills and operational performance where mentoring has then improved my self-confidence and reflective abilities. Both have put me in line with the core values of policing as well as helped me develop my decision-making skills.

By accepting structed feedback and adopting reflective practices, I feel that I have become more self-aware and become a more competent police officer. Moving forward after the completion of my probationary period, I still feel that there will be a need to continue applying these practices, such as accepting and providing feedback, as well as mentoring and coaching others. By doing so, it will continue to help with my own development throughout the remainder of my career within policing.
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