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Task 1

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

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


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

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

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


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



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



ANSWER:

The College of Policing, established in 2012, serves as the professional body for policing in England and Wales. Its formation marked a significant shift towards the professionalisation of policing, aiming to enhance standards, provide leadership, and support the continuous development of officers College of Policing (2021). This essay critically evaluates the strategic role of the College of Policing in professionalising policing in the UK, examining its successes, challenges, and areas for improvement.

The primary strategic objective of the College of Policing is to set high standards for policing practices, ensuring consistency and effectiveness across all police forces. One of the key achievements in this regard is the establishment of the Policing Education Qualifications Framework (PEQF). The PEQF mandates that all new recruits must obtain a degree or equivalent qualification, thereby raising the educational standards within. This initiative aims to equip officers with a broader skill set, enhancing their critical thinking, ethical decision-making, and problem-solving abilities (Ramshaw and Soppitt, 2018).
The College also plays a crucial role in developing and disseminating best practice guidelines. By conducting research and gathering evidence on what works in policing, the College provides invaluable resources that help improve operational effectiveness. For example, their work on evidence-based policing has encouraged forces to adopt practices that are scientifically proven to reduce crime and improve community relations (College of Policing, 2024).

Training and leadership development are central to the College's mission. Through programs such as the Senior Leaders Development Programme (SLDP) (Allen and Allen, 2011) and the Direct Entry scheme, the College aims to cultivate a new generation of police leaders equipped to handle the complexities of modern policing. These programs emphasise strategic thinking, ethical leadership, and community engagement, aligning with the broader goal of professionalisation.
The College has also introduced the National Police Wellbeing Service (Oscar Kilo, 2022), which addresses the mental health and wellbeing of officers. Recognising that a force is not only well-trained but also well-supported, this initiative aims to reduce absenteeism, increase job satisfaction, and ultimately improve the service provided.

Despite these achievements, the College of Policing faces significant challenges. One major criticism is the perceived disconnect between the College and frontline officers. Some officers feel that the policies and guidelines issued by the College do not always reflect the realities of day-to-day policing. Bridging this gap requires ongoing dialogue and feedback mechanisms to ensure that the College’s initiatives are practical and relevant (Lumsden, 2017).
Funding constraints also pose a challenge. The austerity measures implemented in the past decade have led to budget cuts across public services, including policing. These financial pressures can limit the College's ability to deliver comprehensive training and development programs, potentially compromising the quality and effectiveness of police services (Loveday, 2015).
Moreover, the introduction of the PEQF has been met with mixed reactions. While the intention to professionalise the force through higher education is commendable, some argue that it may deter potential recruits who are unwilling or unable to pursue a degree. This could exacerbate recruitment challenges at a time when many forces are already struggling to attract new officers (Williams, Norman and Rowe, 2019).

To address these challenges and enhance its strategic role, the College of Policing must focus on fostering stronger relationships with all levels of the police force. Enhanced communication and collaboration with frontline officers can ensure that policies are not only theoretically sound but also practically applicable.
Additionally, securing sustainable funding is crucial. This may involve advocating for increased government investment or exploring alternative funding sources to support training and development initiatives. The College must also continue to evaluate and refine the PEQF to balance the need for higher educational standards with the practicalities of recruitment.
Innovation in training methods, such as leveraging technology for virtual and augmented reality training, can also play a role in modernising the force. These methods can provide immersive, cost-effective training experiences that enhance learning outcomes.

The College of Policing has made significant strides in professionalising policing in the UK, particularly through its focus on education, training, and leadership development. However, it must address challenges such as frontline engagement, funding constraints, and recruitment hurdles to fully realise its strategic potential. By fostering stronger connections with officers, securing sustainable funding, and embracing innovative training methods, the College can continue to enhance the professionalism and effectiveness of the UK police force (Rogers and Smith, 2018).


As a UK-based police officer in my final year of probation, the College of Policing has been a huge part of my past two years. I am committed to embodying the principles and expectations of a modern professional police officer. My approach focuses on continuous professional development, adherence to high ethical standards, community engagement, and the effective use of evidence-based practices.

Throughout my probationary period, I have actively pursued opportunities for learning and development. I have completed various modules under the Policing Education Qualifications Framework (PEQF), ensuring that my knowledge is up-to-date and reflective of current policing standards. This formal education has been complemented by practical experiences and mentoring from senior officers, which have provided me with a comprehensive understanding of both the theoretical and practical aspects of policing.
I regularly attend training sessions and workshops offered by the College of Policing and South Wales Police, such as courses on mental health crisis intervention and cybercrime. These sessions have expanded my skill set and equipped me to handle a diverse range of incidents with competence and confidence.

Maintaining high ethical standards is paramount in my role. I adhere strictly to the Code of Ethics established by the College of Policing (College of Policing, 2024a), which guides my decision-making and interactions with the public. For example, I ensure transparency and accountability in all my actions, whether it’s during routine patrols or complex investigations.
I also prioritise integrity and impartiality, treating all individuals with respect regardless of their background. This commitment to fairness helps build trust within the community and ensures that justice is administered equitably.

Community engagement is a cornerstone of modern policing, and I have dedicated significant effort to building strong relationships with the communities I serve. I participate in regular community meetings and events, listening to the concerns of local residents and working collaboratively to address issues such as anti-social behaviour and neighbourhood safety.
One initiative I have been involved in is a youth outreach program aimed at reducing gang involvement and promoting positive activities. By engaging with young people in schools and community centres, I provide mentorship and support, demonstrating that the police are approachable and invested in their well-being.

In line with the College of Policing’s emphasis on evidence-based policing, I routinely utilise research and data to inform my approach to crime prevention and response. For instance, I use crime mapping tools to identify hotspots and allocate my resource effectively. I hope this proactive approach will lead to a reduction in incidents within my assigned area.
Moreover, I have applied problem-solving techniques such as the SARA (Scanning, Analysis, Response, and Assessment) model to tackle persistent issues (College of Policing, 2022). An example of this is a project I took part in to reduce drug-related activity in a specific area. By analysing patterns and working with local agencies, we implemented targeted interventions that resulted in a significant decrease in drug offences.

Recognising the importance of technology in modern policing is vital. Given this, I have made a concentrated effort to stay proficient with the latest tools and systems. I am proficient in using body-worn cameras, which enhanced transparency and accountability. Additionally, I use mobile data terminals to access real-time information, which improves my efficiency and effectiveness while on patrol.

Understanding the importance of mental health, both for myself and the public, I have taken training in mental health first aid and crisis intervention. This enables me to respond appropriately to individuals experiencing mental health crises, ensuring they receive the necessary support and care.
I also prioritise my own mental wellbeing by utilising resources provided by the National Police Wellbeing Service. Regularly engaging in peer support groups and wellness programs helps me maintain resilience and stay focused on my duties.

During this final year of probation, I am dedicated to fulfilling the role of a modern professional police officer and often reflect upon my work using the Gibbs model (The University of Edinburgh, 2020). Through continuous professional development, adherence to ethical standards, active community engagement, evidence-based practices, technological proficiency, and a focus on mental health, I strive to deliver high-quality policing services that meet the needs and expectations of the communities I serve.

Throughout my final year of probation so far, my role has increasingly aligned with the Strategic Policing Requirement (SPR), which emphasises the need for police forces to address threats that are of national importance. These threats include terrorism, civil emergencies, organized crime, public order, large-scale cyber incidents, and child sexual abuse (Home Office, 2023). I have received specialised training to enhance my understanding and capability in these areas, particularly in sexual abuse cases and cybercrime, which have become a more prominent concerns in today's policing landscape.

For example, I participated in Sexual Offences First Responder training (SOFR), improving my ability to respond effectively in such situations. Additionally, I have been involved in intelligence-led operations, during attachments, targeting organised crime groups, working closely with regional and national partners to disrupt their activities.

The Policing Vision 2025 has significantly influenced my role by focusing on a more preventive and community-centric approach to policing. This vision aims to build public confidence, reduce crime, and ensure a more visible and responsive police presence. My role has evolved to prioritise proactive engagement with the community, identifying and addressing issues before they escalate (College of Policing, 2019), often working closely with the neighbourhood policing team to help respond to incidents with a higher level of knowledge of those involved.

I have been involved in implementing community policing strategies, such as problem-oriented policing and community partnership initiatives. These efforts include regular meetings with community groups, schools, and local businesses to foster trust and collaboration. By addressing local concerns, such as anti-social behaviour and youth crime, I have contributed to creating safer and more cohesive communities.

The Workforce Transformation 2018 initiative has emphasised the need for a more diverse, skilled, and adaptable police workforce. This initiative has influenced my development in several ways, particularly through the emphasis on continuous professional development and the adoption of new technologies.
I have embraced opportunities for professional growth, such as enrolling in courses on digital forensics and cyber investigations (Martin, 2021). These courses have equipped me with the skills necessary to tackle modern-day crimes effectively. Additionally, I have taken on an unofficial mentorship role, supporting new recruits, and sharing the knowledge I have gained, thus contributing to the overall development of the force.

The College of Policing's five-year strategy focuses on professionalising the police service through education, leadership development, and the promotion of evidence-based practices. My final year of probation has seen a deepened commitment to these strategic goals.
I have continued my education under the Policing Education Qualifications Framework (PEQF), which has not only expanded my theoretical understanding of policing but also improved my practical skills. Leadership development programs have prepared me to take on more responsibility, enhancing my ability to lead and make informed decisions in complex situations (College of Policing, 2024b).
Evidence-based policing has become a core aspect of my daily responsibilities. I regularly utilise data and research to inform my policing strategies. For instance, by analysing crime trends and deploying my resource accordingly, I have been able to effectively address specific issues within my community. This approach ensures that my actions are grounded in proven methods, leading to better outcomes.

Throughout my final year of probation, my role as a police officer has evolved significantly. I have transitioned from focusing primarily on learning the basics of the job to taking a more strategic and proactive approach to policing. This shift has been driven by the overarching frameworks and strategies that guide modern policing.
My engagement with the community has deepened, and I now play a more active role in building partnerships and fostering trust. This community-centric approach aligns with the South Wales Police Policing Vision 2025, which emphasizes the importance of preventive measures and community engagement.
The emphasis on continuous professional development and the adoption of new technologies under the Workforce Transformation 2018 initiative has equipped me with advanced skills and knowledge. This has enabled me to tackle complex and evolving challenges, such as cybercrime and organised crime, more effectively.
Furthermore, the College of Policing's five-year strategy has reinforced the importance of evidence-based practices and ethical leadership. I am now more adept at making informed decisions and leading initiatives that contribute to the overall effectiveness and professionalism of the police force.

In conclusion, my final year of probation has seen a substantial transformation in my role as a police officer. Influenced by the Strategic Policing Requirement, South Wales Police Policing Vision 2025, Workforce Transformation 2018, and the College of Policing's five-year strategy, I have developed into a more skilled, knowledgeable, and community-focused officer. These frameworks have guided my growth, ensuring that I am well-prepared to meet the demands of modern policing and contribute to the safety and well-being of the communities I serve.
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Task 2

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


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

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


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




ANSWER:

Being born in 2002, I have witnessed firsthand the transformative impact of social media on the world, and I am now seeing it’s impact upon my chosen career, particularly under the umbrella of community policing. The advent of platforms such as Facebook, Twitter (now known as X), and Instagram has reshaped the landscape of the world’s communication, offering unprecedented opportunities for engagement, transparency, and real-time information dissemination. This essay critically evaluates my experiences with social media in policing, drawing on specific policies from the South Wales Police Force to highlight the benefits and risks associated with these digital tools. This exploration aims to provide a comprehensive understanding of how social media can enhance community relations and support policing initiatives, while also considering the complexities and challenges inherent in this modern communication medium.

South Wales Police, like many others across the UK, employs a variety of social media platforms to reach different segments of the community. The primary platforms include Facebook, this platform is utilised for detailed posts that provide comprehensive updates on community issues, upcoming events, and police activities. Facebook's ability to facilitate engagement through comments and messages makes it a valuable tool for building community relationships and fostering dialogue, Twitter (X), known for its brevity and immediacy, Twitter is ideal for quick updates, alerts, and real-time interaction with the public. It is particularly effective during emergencies, allowing the police to disseminate critical information rapidly, Instagram, this visually oriented platform is used to share images and stories that highlight community events, police activities, and public safety messages. Instagram’s appeal to younger demographics makes it an important tool for engaging with a broader audience, YouTube, the platform is employed for sharing longer videos, such as public service announcements, educational content, and comprehensive coverage of community events. YouTube allows the police to provide in-depth information in a visually engaging format, Nextdoor, which is a community based social networking app, Nextdoor is used to communicate with local communities about hyper-local issues. It fosters a sense of community by facilitating discussions on safety concerns, local events, and crime prevention tips specific to individual neighbourhoods, and more recently Tiktok, which is used in the same light as YouTube but with shorter media being published, allowing for short but educational media to be shared with the public.
These platforms collectively allow for a broad reach and diverse methods of interaction, catering to different preferences and needs within the community.

The use of social media by the police offers several key benefits. The first being enhanced communication and engagement. Social media facilitates direct and immediate communication with the public. This is particularly valuable during emergencies or when disseminating time-sensitive information such as missing persons alerts, crime updates, and safety warnings. For example, during adverse weather conditions, Twitter can be used to provide real-time updates on road closures and safety advice. Additionally, Facebook's event feature can be leveraged to promote community meetings and safety workshops, encouraging public participation (Bullock, Garland and Coupar, 2020).

Secondly, it allows for increased transparency and trust by sharing insights into daily police work, community initiatives, and policy changes, social media can help build trust between the police and the community. Transparency in policing activities and responsiveness to public inquiries online can contribute to a more positive perception of the police force. Regular updates on ongoing investigations, crime statistics, and the outcomes of police operations foster a sense of accountability and openness (Reilly, 2017).


Thirdly, the use of social media platforms by police promotes community building and support as social media platforms enable the police to engage in community-building efforts, promoting local events, and highlighting positive stories about police interactions. A great example of this is the This fosters a sense of community and support, making the public more likely to cooperate with law enforcement efforts. Highlighting stories of community policing, charity events, and collaborative efforts with local organizations can strengthen community bonds (Mayes, 2020).


Fourthly, its use allows for crowdsourcing information, platforms like Facebook and Twitter (X) allow the police to solicit information from the public regarding ongoing investigations. Tips and eyewitness accounts obtained through social media can be invaluable in solving crimes. Engaging the community in this way not only aids in investigations but also empowers citizens to take an active role in maintaining public safety (Logan, 2020).


Finally, the correct use can also provide an educational outreach, it allows the police to use social media to educate the public on various safety issues, such as cybercrime prevention, domestic violence awareness, and drug abuse prevention. Informative posts, videos, and infographics can help raise awareness and provide valuable resources to the community (Patrick and Rollins, 2022).

These platforms have even inspired Police forces within the UK to create their own social media platforms, with the sole focus being to engage with the communities they serve and improve relations in those areas. A great example of this is the website and app, SouthWalesListens. This is a website that allows people to express concerns and issues that matter to them most within their communities directly to local PCSO’s and neighbourhood policing teams through a direct messaging service. The website is monitored, and information is provided on how to prevent crime and anti-social behaviour. The website is also used as a tool to provide urgent updates and advertise local meetings and schemes, such as, the ‘Cuppa with a Copper’ scheme which allows people in the community to meet their local officers and express concerns or even just have a general conversation with them (South Wales Police, 2024a).

Despite the numerous benefits, there are also significant risks and challenges associated with the use of social media in policing, such as the spread of misinformation and rumours. Social media can be a breeding ground for misinformation and rumours, which can spread rapidly and undermine public trust. Ensuring accurate and timely dissemination of information is crucial to combat this issue. The police must actively monitor and correct false information to maintain credibility and prevent panic or confusion (Fard and Verma, 2022).

Another factor to consider with police using social media is the concern over privacy. With the use of social media, the police must balance transparency with the need to protect individuals’ privacy. There are risks associated with sharing sensitive information and the potential for breaches of confidentiality and data protection laws (GOV.UK, 2018). The police must navigate the complexities of data protection laws and ethical considerations when posting content (Carter, Hoy and DeSimone, 2020).


Additionally, the use of social media platforms by police forces must be resource intensive. Managing social media accounts requires dedicated resources and personnel. Continuous monitoring and engagement can be time-consuming and may divert resources from other critical policing activities. The need for 24/7 responsiveness to social media inquiries and the creation of high-quality content can strain limited resources (Hu, 2016). This means that there must be a balance found in order to maximise the benefits of the modern world but not have it be a stain upon modern policing and its frontline resources.

Furthermore, when police organisations use social media platforms, as with everyone, there is the potential for negative public interaction. Police presence on social media can sometimes attract negative comments, abuse, and confrontations. Handling such interactions professionally and constructively is a significant challenge. Strategies must be in place to manage online negativity and ensure that discourse remains respectful and productive (Dekker, van den Brink and Meijer, 2020). Simply ignoring criticism isn’t always the best way to deal with a situation but on the other hand, replying to negativity online can be seen as combative and police forces will be wary of further backlash from media outlets if an online spat between a member of the community and a verified police force account is viewable to the public. This then may lead to complains and further disengagement and trust from the public.


Finally, Legal and Ethical Considerations must also be at the forefront of personnel using verified police accounts on social media. The police must navigate complex legal and ethical issues related to social media use, including data protection laws and the appropriate use of information gathered from social media platforms. There are also ethical implications in monitoring public posts and the potential for perceived surveillance, which can erode public trust (Strutin, 2011).

The South Wales Police Force has a comprehensive policy guiding the use of social media for professional purposes. This policy emphasises the importance of using social media to enhance public engagement and improve community relations while maintaining the highest standards of professionalism and integrity. Key elements of the policy include, training and guidelines, where officers receive training on appropriate social media use, including legal considerations, privacy issues, and effective communication strategies. This training ensures that officers are equipped to engage with the public in a manner that upholds the force's values and complies with relevant laws.
In addition to this, there is extensive overview on content management. With there being clear guidelines on the types of content that can be shared, focusing on transparency, accuracy, and relevance to public safety. This ensures that the information disseminated is useful, trustworthy, and aligned with the force’s objectives, in turn creating as little community disagreement or uproar as possible.
Furthermore, there is constant monitoring and evaluation on social media activity, with the account being regularly monitored and evaluated to ensure compliance with policy and to assess the effectiveness of engagement strategies. This ongoing assessment helps the police to refine their social media practices and respond to emerging trends or issues, thus improving relatability to the public and promoting trust in what the police do.

South Wales Police also put emphasis on crisis communication in relation to its social media use. The policy outlines protocols for using social media during crises, ensuring timely and coordinated dissemination of information to the public. Clear procedures are in place to manage the flow of information, provide updates, and address public concerns effectively during emergencies. Allowing for the public to be up to date on incidents which may directly affect them, such as, road closures or natural disasters.
Further emphasis is placed on public feedback, with South Wales Police adapting a policy that encourages the collection and analysis of public feedback received through social media. This feedback is invaluable for understanding community needs, concerns, and perceptions, enabling the police to adapt their strategies and improve their services (South Wales Police, 2024).
In conclusion, the use of social media by the police is a powerful tool for community engagement and policy promotion. While the benefits are substantial, including enhanced communication, transparency, and community support, there are also significant risks and challenges that must be managed carefully. The South Wales Police Force's policy on social media provides a robust framework for leveraging these digital platforms effectively and responsibly. My experience as a police officer for South Wales Police has shown me that when used judiciously, social media can significantly enhance our ability to serve and protect the community. By continuing to refine our social media practices and addressing the associated challenges, we can ensure that these platforms remain valuable assets in our efforts to build safer, more connected communities.
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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:

As a police officer, employed by South Wales Police, the essence of effective leadership lies in the ability to adapt and respond to the fluid and often unpredictable nature of law enforcement. This essay critically evaluates the flexibility in my leadership style, analyses the leadership strategies developed for various operational situations, and discusses the application of different leadership models in policing, highlighting how changes in leadership style and strategy reflect evolving circumstances.

Flexibility in leadership is paramount in policing due to the diverse and dynamic challenges faced daily. My approach to leadership has been guided by the principle that one size does not fit all. Flexibility involves understanding the context, recognising the needs of the team, and adjusting my leadership approach accordingly (Nwachukwu and Vu, 2020).

Policing environments are inherently complex and require a diverse set of skills and approaches. For instance, during high-stress situations such as a public disorder incident, a more autocratic leadership style is often necessary. This involves making quick, decisive actions and providing clear, authoritative directions to ensure the safety of the public and officers. In these moments, there is little room for ambiguity or debate, as swift and precise action is crucial to restore order and maintain safety (Woodward, 2017). 

Conversely, during routine operations or community policing efforts, a democratic or transformational leadership style is more appropriate. This style fosters collaboration, empowers team members, and builds strong relationships with the community. By engaging officers in decision-making processes and encouraging input from the community, I can create a more inclusive and cooperative environment (Choi, 2007).

To illustrate, consider a situation where an officer on my team is struggling with a particular aspect of their role. In such a case, a colleague of mine was struggling with the computer side of the role, often struggling to navigate police computer systems. During this period, I adopted a coaching style of leadership, providing guidance, support, and constructive feedback. This approach not only helps the officer improve their performance but also boosts their confidence and morale. On the other hand, when leading a task force during a critical incident, I adopt a more directive approach, ensuring that every team member knows their specific roles and responsibilities. This clear and authoritative style is necessary to manage high-pressure situations effectively.

Leadership in policing requires a repertoire of strategies tailored to diverse operational contexts. Each situation demands a specific set of skills and approaches to ensure effective management and successful outcomes. Here, I delve into the leadership strategies employed for different operational situations, highlighting the importance of context-specific approaches.

During critical incidents, such as a terrorist attack or a major accident, my strategy revolves around the Incident Command System (ICS). This hierarchical structure ensures clarity in command, streamlined communication, and efficient resource allocation. The ability to remain calm, make rapid decisions, and maintain a clear focus is vital. For example, during a major traffic accident involving multiple vehicles, I quickly established a command post, coordinated with emergency services, and assigned specific tasks to team members. This structured approach ensured a swift and organised response, minimising the impact of the incident (Jensen and Thompson, 2015).

In community-oriented policing, building trust and partnerships with the community is essential. My strategy involves adopting a transformational leadership approach, where I engage with community leaders, listen to their concerns, and involve them in decision-making processes. This participatory style helps in building rapport and enhancing public trust in the police force. For instance, during a community meeting to address concerns about local crime rates, I facilitated open discussions, encouraged residents to share their views, and collaborated with community leaders to develop tailored solutions. This approach not only addressed immediate concerns but also fostered long-term partnerships with the community (Bryman, 2011).

For internal team development, I employ a situational leadership model. This involves assessing the development level of my team members and adjusting my leadership style accordingly. For new recruits, a more directive approach is used to provide clear instructions and close supervision. For experienced officers, a delegative style is adopted to encourage autonomy and professional growth. By recognising the varying needs and capabilities of my team members, I can provide appropriate guidance and support, fostering a culture of continuous learning and development (Thompson and Vecchio, 2009).

Policing is an evolving field, with new technologies, policies, and practices continually being introduced. Effective change management is crucial to ensure smooth transitions and maintain operational efficiency. My strategy involves a combination of transformational and participative leadership. I communicate the vision and benefits of the change, involve team members in the planning process, and provide necessary training and resources. For example, during the implementation of a new digital reporting system, I organised workshops, sought feedback from officers, and provided ongoing support. This inclusive approach facilitated a smoother transition and increased acceptance of the new system (Agyeman, 2019).

In situations where conflicts arise, whether within the team or with the public, a compassionate and diplomatic approach is essential. I adopt a servant leadership style, prioritising the needs and well-being of those involved. By actively listening, empathising, and facilitating open dialogue, I work towards resolving conflicts amicably. For instance, during a dispute between officers over a procedural issue, I mediated the discussion, encouraged open communication, and helped them reach a mutually agreeable solution. This approach not only resolved the immediate conflict but also strengthened team cohesion (Prestia, 2017).

Several leadership models are commonly used in policing, each offering unique advantages depending on the situation. The first style is Transactional Leadership. This model focuses on structure, rules, and rewards. It is effective in situations requiring strict adherence to procedures, such as crime scene management. Transactional leadership involves setting clear expectations, monitoring performance, and providing rewards or consequences based on outcomes. For instance, during a large-scale investigation, I set specific performance targets for my myself, regularly monitored progress, and provided rewards for meeting objectives using the Gibbs model of reflection. This allowed me to use the experience to grow and improve day by day during the investigation. It has also given me confidence when taking on new challenges as I now know I am able to reflect upon the decisions I have made and therefore understand my impact upon a situation no matter how familiar it is (Schoch, 2021). This structured approach ensured accountability and adherence to protocols (Antonakis and House, 2014).

The second style of leadership I would like the focus on is transformational leadership. This model emphasises vision, inspiration, and change. It is particularly useful in community policing and organisational change initiatives, where motivating and engaging officers and the public is crucial. Transformational leaders inspire their teams by communicating a compelling vision, fostering innovation, and recognising individual contributions. For example, during a community outreach program aimed at reducing youth crime, I inspired my team by sharing a vision of a safer community, encouraged innovative approaches, and recognised officers' efforts in engaging with at-risk youth. This approach not only motivated my team but also strengthened community relations (Davies, 2009).

The third being Servant Leadership. This approach prioritises the needs of the team and the community. By fostering an environment of support and empowerment, it enhances team cohesion and community relations. Servant leaders lead by example, demonstrating humility, empathy, and a commitment to serving others. For instance, during a community service project, I actively participated alongside my team, listened to community members' needs, and ensured that their concerns were addressed. This approach not only built trust but also created a sense of shared purpose (Eva et al., 2019).

Finally, Situational Leadership. This model advocates for adapting leadership style based on the readiness and competence of team members. It is versatile and applicable across various policing contexts. Situational leaders assess the development level of their team members and adjust their leadership style, accordingly, ranging from directing and coaching to supporting and delegating. For example, when working with a new recruit, I provided clear instructions and close supervision initially. As the recruit gained confidence and competence, I gradually shifted to a more supportive and delegative style, encouraging independent decision-making (FARMER, 2005). This has allowed me to be seen as a mentor on shift, using my own skills and experience to aid another development an understanding. This has been seen as a valuable part of my skill set by members of my team, despite my short service.

A key example of adapting leadership style to changing circumstances is during the COVID-19 pandemic. Initially, a command-and-control approach was necessary to enforce lockdown measures and ensure public safety. The urgency and uncertainty of the situation required decisive action and strict adherence to guidelines. As the situation evolved and the community's understanding and cooperation improved, a more community-focused, transformational leadership style was adopted. This shift involved engaging with local leaders, providing clear communication about public health guidelines, and addressing community concerns empathetically.

For instance, during the initial stages of the pandemic, I organised revision classes, whilst in initial training, with my team online, adhering to strict protocols for enforcing lockdown measures. This directive approach ensured clarity and compliance with regulations, and it also allowed us to help one another with our learning. As the situation stabilised, I facilitated in person meetings with tutors and students, addressing their concerns, and involving them in planning safety measures whilst were in training. This inclusive approach fostered trust and cooperation, enabling us to navigate the pandemic more effectively.

Another instance is during the implementation of new technology in policing, such as body-worn cameras. Initially, an autocratic style was needed to mandate usage and ensure compliance. Officers needed clear instructions and expectations regarding the use of the technology. Over time, as officers became more accustomed to the technology, a coaching leadership style was applied to provide feedback, address concerns, and refine usage practices based on frontline experiences.

For example, when new body-worn cameras were first introduced, I conducted training sessions with my team, set clear usage guidelines, and closely monitored compliance. This directive approach ensured that officers understood the importance and proper use of the technology. As officers gained experience, I shifted to a coaching approach, seeking their feedback, addressing any issues, and providing additional training as needed. This adaptive strategy not only improved the effective use of the technology but also enhanced officers' confidence and proficiency.

In addition, during high-profile investigations, I have had to adapt my leadership style to reflect changing circumstances. Initially, a transactional leadership style is often necessary to ensure strict adherence to procedures and protocols. This approach ensures that every aspect of the investigation is meticulously documented and followed. As the investigation progresses and new information emerges, a more transformational approach may be required to motivate and inspire the team, encouraging innovative thinking and collaboration.

For example, during a complex investigation into organised crime, I initially set clear performance targets and closely monitored progress to ensure procedural compliance during my attachment. As the investigation advanced, I inspired my team by highlighting the potential impact of our work on public safety, encouraged innovative strategies, and fostered collaboration with other agencies. This adaptive approach maintained procedural integrity while motivating the team to achieve our objectives.

In conclusion, flexibility in leadership style is essential for effective policing. By critically evaluating and adapting leadership strategies to fit the operational context, I have been able to manage a range of situations effectively. Utilising a variety of leadership models, from transactional to transformational, and situational to servant leadership, has enabled me to respond to the dynamic nature of law enforcement. The ability to change leadership styles and strategies in response to evolving circumstances is a testament to the resilience and adaptability required in modern policing.
The diverse challenges faced in policing, from crisis management and community engagement to team development and technological implementation, necessitate a flexible approach to leadership. 
By remaining adaptable and responsive, I can ensure that my leadership style aligns with the specific needs of each situation, fostering a more effective, cohesive, and resilient police force. This adaptability not only enhances operational effectiveness but also strengthens community trust and supports the professional growth and well-being of my team. As policing continues to evolve, the capacity to critically evaluate and flexibly apply leadership strategies will remain a cornerstone of effective law enforcement 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:

[bookmark: _Hlk170741100]Embarking on a career as a police officer in the UK is a profound commitment to public service, and the initial three-year probation period is crucial for personal and professional development. During this time, mentoring and coaching play pivotal roles in shaping an officer's capabilities and effectiveness. This essay critically reflects on my probation period, focusing on how mentoring and coaching have benefited my journey, helped me meet various goals, and aided my learning, development, and performance in the workplace.

Mentoring and coaching are distinct yet complementary processes essential for professional growth. Mentoring involves a more experienced officer providing guidance, support, and knowledge to a less experienced colleague, fostering long-term professional development. In contrast, coaching is a more focused and goal-oriented process where a coach helps the learner improve specific skills, performance, and competencies through structured feedback and practice. In the context of policing, current theories such as the GROW Model (Goal, Reality, Options, Will) and Kolb’s Experiential Learning Theory provide valuable frameworks for these developmental processes (Ganesh et al., 2015).

To further understand the stages of the GROW model, its important to note that the GROW model is a widely used framework for coaching and mentoring that focuses on guiding individuals through a structured process of achieving their goals. GROW is an acronym that stands for Goal, Reality, Options, and Will (or Way Forward). 
The first part all about the goal, this step involves setting clear, specific, and achievable goals. In the context of coaching police officers, it could mean defining what they want to achieve in terms of skills, career advancement, or performance improvements.
Secondly, it focuses on the reality. This involves assessing the current situation and understanding the officer’s starting point. It includes identifying strengths, weaknesses, challenges, and resources available. For police officers, this might mean evaluating their current competencies, recent performance, or situational challenges they face on the job.
Thirdly, you consider your options. Here, the focus is on exploring various strategies and actions that can help achieve the set goals. For police officers, this could involve brainstorming different approaches to handling specific situations, identifying training needs, or finding mentors within the force.
Finally, you look at the Will (or Way Forward). This final step involves creating a concrete plan of action. It includes deciding on the next steps, setting timelines, and establishing accountability. For police officers, this might mean setting up regular check-ins, identifying milestones, and ensuring they have the support needed to follow through on their plan (Grant, 2022).

The GROW model is particularly effective for coaching and mentoring police officers due to its structured yet flexible approach. I have seen it so promote clarity and focus by clearly defining goals, officers can focus on specific areas for improvement or development, making their efforts more effective and targeted.
The Reality step ensures that officers and their mentors have a clear understanding of the current situation, which helps in setting realistic and achievable goals. This is crucial in a high-stakes profession like policing, where overestimating capabilities can have serious consequences.
Furthermore, exploring options empowers officers to think creatively and consider various solutions to challenges they face. This fosters a sense of ownership and encourages proactive problem-solving.
The Will (Way Forward) step ensures that there is a clear, actionable plan in place. This not only helps in tracking progress but also in maintaining momentum and motivation over time.
With regular follow-ups and reassessment of goals provide a framework for accountability. Mentors can offer ongoing support and guidance, which is essential in the demanding environment of police work.
The model’s flexibility allows it to be adapted to different ranks, roles, and individual needs within the police force. Whether it’s a new or a seasoned officer aiming for a leadership position, the GROW model can be tailored to fit their unique situations.

The GROW model (Miller, 2020) in coaching was instrumental in helping me set specific, measurable, achievable, relevant, and time-bound (SMART) goals (Mindtools, 2023).  Achieving these goals not only boosted my performance but also enhanced my motivation and job satisfaction. For instance, by setting clear targets for improving my report writing skills, I was able to track my progress and receive timely feedback, resulting in marked improvements. Moreover, mentoring improved my decision-making abilities by exposing me to diverse perspectives and scenarios. This broadened my understanding and equipped me to handle complex situations more effectively, thereby improving my overall performance. Exposure to real-world cases and debriefing sessions with my mentor allowed me to analyse different approaches to problem-solving and develop a more nuanced understanding of the intricacies of police work.
Expanding on the use of Kolb’s Experiential Learning Theory, Kolb’s Experiential Learning Theory is a comprehensive framework that describes the process through which individuals learn and develop skills through experiences. According to David Kolb, learning is a process whereby knowledge is created through the transformation of experience. The theory is built on a four-stage learning cycle and includes four distinct learning styles.
The first stage focuses on concrete experience. This stage involves learning through direct experience. It’s about doing or having an experience. For police officers, this could be any real-world situation they encounter, such as handling a domestic dispute or participating in a training exercise.
Next comes reflective observation. In this stage, learners review and reflect on their experiences. They think about what happened and consider different perspectives. For myself in work, this might involve debriefing after an incident or reflecting on what went well and what could be improved.
Thirdly comes abstract conceptualisation. Here, learners form theories or concepts based on their reflections. They make sense of their experiences by identifying patterns, principles, and insights. For police officers, this could involve understanding the underlying principles of community policing or the legal aspects of their actions.
The final stage is all about active experimentation. In this stage, learners apply their new knowledge to the world around them. They test out their theories and concepts in new situations. For police officers, this might involve trying out new techniques or strategies learned from previous experiences and reflections.

Kolb identified four learning styles that correspond to the stages of the learning cycle. The first being diverging, where learners who prefer to watch rather than do, and are good at brainstorming and generating ideas. They are usually sensitive and prefer to work in groups to gather information.
The second type is assimilating. These are learners who prefer a concise, logical approach. They excel at understanding a wide range of information and organising it in a clear, logical format.
Thirdly comes Converging types. This is the learner who prefers a technical task and problem-solving. They excel at finding practical uses for ideas and theories.
Finally comes the accommodating type. These are learners who prefer a hands-on approach and rely on intuition rather than logic. They are good at adapting to new situations and are practical and action oriented.

Kolb’s Experiential Learning Theory can be effectively applied to coaching and mentoring police officers in several ways. Initially allowing for personalised learning. Giving an understanding to individual learning styles, which helps mentors tailor their coaching methods to suit each officer’s preferences. For example, a mentor might use more hands-on training for accommodating learners or provide detailed theoretical insights for assimilating learners.
Then there is room for holistic development where the four-stage learning cycle ensures that officers not only gain experience but also reflect on it, conceptualise their learning, and apply it in practice. This comprehensive approach promotes deep learning and skill development.
These two stages then allow for continuous improvement, where reflective observation through the use of the Gibbs Model of Reflection encourages a culture of continuous improvement (Adeani, Febriani and Syafryadin, 2020). By regularly reflecting on their actions and experiences, officers can continually refine their skills and approaches.
This then allows for practical application of what is learnt. Active experimentation emphasises applying learned concepts in real-world situations, which is crucial for police officers. This helps them test new strategies and techniques in a controlled manner, improving their effectiveness on the job.
Giving aid to enhanced problem-solving, encouraging officers to engage in abstract conceptualisation helps them develop critical thinking and problem-solving skills. This is essential for dealing with complex situations and making informed decisions.
Finally, all steps lead to accurate feedback and adaptation. The cycle supports a feedback loop where officers can learn from their experiences, receive feedback from mentors, and adapt their strategies accordingly. This iterative process leads to continuous professional growth within police officers Hoel and Barland (2020).

Kolb’s Experiential Learning Theory (Kolb, 2014) was particularly relevant during my probation period. Real-life scenarios and simulations during coaching sessions reinforced theoretical knowledge and practical skills. For example, practical exercises such as mock crime scene investigations and simulated emergency response situations allowed me to apply classroom knowledge in realistic settings. Moreover, the feedback loop (Kampmann, 2012) created by regular feedback from both mentors and coaches fostered a continuous learning environment. Constructive criticism and positive reinforcement helped me learn and adapt quickly, ensuring steady progress. This iterative process of action and reflection enabled me to internalise lessons learned and apply them effectively in future situations. This has been evident during my entire probation, with frequent debriefs after attending new scenarios and further guidance given to aid my learning and development.

Mentoring can significantly enhance an individual’s self-awareness and confidence (Hadwin and Webster, 2013). Through regular interactions with my mentor, I gained a clearer understanding of my strengths and areas for improvement, which in turn boosted my self-confidence. My mentor shared personal experiences and lessons learned, which provided valuable insights and practical advice. This mentorship relationship created a supportive environment where I felt comfortable discussing challenges and exploring solutions. 

Mentoring and coaching are crucial in developing specific skills such as conflict resolution, effective communication, and investigative techniques (Duke, 1990). The focused approach of coaching allowed me to practice these skills in a structured manner, ensuring continuous improvement. For instance, role-playing exercises and scenario-based training during training and operational refreshers enabled me to refine my communication skills and enhance my ability to de-escalate tense situations. Moreover, mentoring provided insights into career pathways within the police force, helping me understand the steps necessary to advance and achieve my professional aspirations. My mentor guided me through the complexities of career progression, offering advice on additional training, specialisations, and leadership opportunities. This guidance helped me set realistic career goals and develop a clear roadmap for achieving them, with it also inspiring me to focus on completing the required academic work, as seeing those around me achieve so in much in more challenging situations than I find myself in, inspired me to work hard within my academic learning, due to those who have come before me now reaping the rewards of their hard work in the form of high level performance and promotions. Their success really does push me further to hit my own professional goals.

Mentoring can facilitate a deeper understanding of the organisational culture and values (Wilson and Elman, 1990). This ensured that I aligned my actions with the force's mission. Through discussions with those who have a high amount of service, I learned about the history, traditions, and core values of South Wales Police, which instilled a sense of pride and responsibility in my role. 
Professional development plans, created with the guidance of mentors, provided a structured approach to my growth. These plans outlined clear milestones and objectives, ensuring steady and measurable progress (Benton and Benton, 2008). 

The initial probation period, for me, has been a transformative phase, deeply influencing my professional journey and personal growth. Throughout this period, the roles of mentoring and coaching have been instrumental in shaping my capabilities, enhancing my performance, and guiding my professional development.
Mentoring provided a foundation of long-term growth through experienced guidance and support, while coaching offered a structured and goal-oriented approach to skill enhancement. The application of the GROW Model facilitated clear goal setting, realistic assessment, exploration of options, and actionable planning, all of which were essential in navigating the complexities of policing. Similarly, Kolb’s Experiential Learning Theory enabled a cycle of experience, reflection, conceptualisation, and active experimentation, promoting continuous learning and adaptability.
These frameworks, combined with personalised mentorship, fostered a deeper understanding of the force's culture and values, improving my alignment with organisational objectives. They also encouraged continuous improvement, practical application of knowledge, and enhanced problem-solving skills, which are crucial in the dynamic environment of police work.
In essence, the integration of mentoring and coaching, underpinned by robust theoretical frameworks, has not only bolstered my professional competencies but also enriched my personal growth, preparing me to contribute effectively to the force and the community. The experiences and lessons learned during this period will undoubtedly serve as a solid foundation for my future career in policing.
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