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Task 1

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


	
Critically evaluate the overall strategic context of policing and relevant national policing strategies

Consider the strategic Policing requirement, Policing Vision 2025-2031, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy


Evaluate the strategic role of the College of Policing in professionalising policing

Consider what is a professional body and how this defines the police profession




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




ANSWER:

In an increasingly complex and scrutinised policing landscape of modern society, the college of Policing stands as the professional backbone of Police forces across the United Kingdom.  According to Police Federation (no, date) the College of policing sets the standards in professional development of the modern professional police officer, including the codes of practice, to ensure consistency across the 43 forces across the United Kingdom.

The college of Policing (2025) fulfils three core roles:

To set standards that the modern Police officer should meet in areas including major investigations, public protection, stop and search and public order.

The college of Policing builds an evidence base into ‘what works to reduce crime and disorder in areas such as domestic violence and knife crime.

The college of Policing professionally develops officers and Police staff and provide the best training and skills and expertise.

This essay will examine how the college of Policing cultivates evidence-based innovation, builds professional standards, and empowers the modern Police officers to reduce crime in local police areas and promote community engagement and public confidence.

The National Police Chiefs Council (2024) has revealed the Police race action plan with the aims of improving modern policing for the black community of the United Kingdom.  The Police Race Action Plan represents the most extensive coordinated initiative ever undertaken by all Police forces in England and Wales, aimed at enhancing trust and confidence within Policing within black communities.  For the first, every chief constable has committed to endorsing the plan and fulfilling its goals, marking a significant unified response across Policing to implement the essential improvements outlined in the plan.  The policing sector is resolute in its ambition to evolve into an anti-racist organization that actively eliminates bias and discrimination from its ranks.  The plan encompasses several major reports detailing our progress and approach, examples of initiatives being both implemented locally and nationally, as well as practical resources and guidance for individuals working within and outside policing who are interested in assisting the Police in its mission to establish an anti-racist Police service.
The Police Race Action Plan is broken down into four key areas known as workstreams.
· Culture and workforce – a police service that is representative of black people and supports its black officers and staff.
· Powers and procedures – a police service that is fair, respectful, and equitable in its actions towards black people.
· Trust and reconciliation – a police service that routinely involves black people in its governance
· Safety and victimisation – to protect its black people from crime and seeks justice for its victims.

The college of Policing (2023) has outlined its Policing Vision 2030 with the aims of building on the success of the Policing Vision 2025 to make revolutionary changes across the whole of Policing.  According to the (COP 2023) the vision will guide the operations of individual policing organizations, which will duly consider the objectives of the Vision within their respective strategies and business plans.  Consequently, Vision 2030 will be realized through the efforts of these organizations.  Although the policing landscape has evolved and will keep ever-changing, the police remain dedicated to ensuring that all the communities that are served have confidence in the ability to keep them safe.  The vision endeavours to enhance this through meaningful and respectful interactions between police and the public.  The Police acknowledge the incidents that have weakened this relationship; however, we are resolute in our commitment to confront these issues directly and to persist in our mission to be an inclusive, equitable, and anti-racist police service that protects the most vulnerable whilst providing support for victims.

A recent article by (Martin, 2017) explores the understanding of the professional body in professional policing in the United Kingdom.  The article explores the development of police professional in the United Kingdom, exploring the drivers behind the need for change that have shaped the direction that modern policing.  The article then outlines the current phase of ‘professionalism’ examining what has influenced the adoption of the normative framework, more specifically the Police Educational Qualification Framework and evidence-based approach.  

The strategic Policing requirement plays a crucial role that sets the direction against the biggest threats to the safety of the public and ensuring there are sufficient resources and capabilities to deliver a robust and firm national response, ensuring that a common-sense policing approach prevails (Home office 2023).  The strategic policing approach strengthens the detail in relation to the action that is required from local neighbourhood policing to county wide policing.  It supports chief constables to plan, prepare and respond to these threats by linking the response to the threat from local level to national level, highlighting the partnerships that policing needs to ensure it can fulfil its responsibilities both at a local level and national level.  The introduction of the new accountability and oversight mechanisms indicates that the public will now observe a distinct reference to the strategic policing requirements within police and crime plans.  This includes an explanation of how the strategic policing plan has influenced the strategic direction and objectives of law enforcement agencies contribute to addressing national priority threats.

When it comes to the professional body in modern policing in England and Wales (Holdaway, 2017) emphasises the contemporary assertions of police regarding their professional status are examined and connected to a newly established framework of police regulation in England and Wales.  It is posited that the concept of policing as a profession is not a recent development; furthermore, unlike the commentary from both police and academic circles, the examination of this topic sought to incorporate sociological perspectives on professions.  Additionally, the broader policy environment in which these professionalization claims are situated is considered.  The college of policing, which serves as the professional body for policing, plays a pivotal role in this regulatory structure that has distanced the government from police forces and their represented organizations.  Ultimately, the implications of this hybrid regulatory system are explored, along with a discussion of the advantages offered by the proposed analytical framework. 

The sociology of professions has so far has, until now, maintained limited ties to occupations within emergency services (McCann, 2019).  Research pertaining to emergency occupations typically emphasizes workplace culture and identity, often prioritizing continuity over change.  The police service traces their historic origins to manual, technical, or semi-professional roles, and their professional lives continue to exhibit many characteristics of blue- collar, uniformed ‘street level’ work.  However, uniformed emergency services – like numerous other professions are increasingly experiencing processes of ‘professionalization’.  The organizations that employ them and the sectors in which they operate have undergone considerable transformation and disruption, raising questions about the fundamental attributes, cultures, and responsibilities of these roles.  The article posts that the sociology of work concerning emergency services could benefit from closer integration with the sociology of professions to enhance the understanding of the transformations.  It proposes four broad empirical and conceptual areas where significant connections can be established between these bodies of literature: leadership and authority; organizational goals and objectives; professional identities; and extreme work.  The police are evolving in intricate ways while still preserving certain enduring and established characteristics.  Analysing emergency occupations as professions also provide fresh insights into the evolving nature of ‘professionalism’ itself.

The challenge facing policing in England and Wales is to evolve how it recruits rookies and educates a workforce able to cope with ever increasing demand and complexity of modern times (Leek, A, 2020).  The article examines how police forces, who aspire to become learning organisations, have embedded the transition from police training to degree apprenticeships and work-integrated learning.  The results from the article of the forces involvement in the change process indicate that the collaborative development efforts are continuous and significantly aid in transforming forces into learning organizations.  The forces recognise the related advantages, which may subsequently result in better-trained police officers and more efficient organizational structures.  Furthermore, the collaborative and co-creative model that has been implemented can serve as a benchmark of best practices for other forces and universities to emulate and learn from.

An article into challenges facing policing in England and Wales (Barton, C, L. 2011) seeks to examine the pressure placed on Police forces in England and Wales address the dual challenge of rising governmental and public expectations for enhanced police efficiency and effectiveness, particularly in the context of anticipated reductions in real-time financial resources.  It specifically aims to underscore the reform of police organizational structures, an increased emphasis on performance management, and initiatives for people development as key areas that could wield substantial benefits for the future of policing in England and Wales.  There appears to be an agreement between the government and police forces across England and Wales regarding necessity for reform.  Nevertheless, the successful execution of this reform encounters institutional, cultural and financial challenges.  The article highlights that certain aspects of policing operations might gain from adopting innovative methods, including the applications of ‘lean’ management principles, to enhance the cost-effectiveness of future police resource utilization.

[bookmark: _Hlk201603471]The What Works Centre for Crime Reduction located within the College of Policing plays a crucial role in advocating for the integration of research into policing practices (Hunter, 2018).  Since its establishment in 2014, the What Works Centre for Crime Reduction has sought to review and disseminate research findings to enhance the effectiveness of crime reduction strategies and to strengthen the capacity of police forces to identify, assess and implement research evidence in their operations.  This initiative occurs in the context of significant modifications to the entry criteria for police across England and Wales, aimed at further professionalising the service and equipping it to meet future challenges.  The article presents findings derived from comprehensive interviews with senior police officers from various roles across the country.  These interviews investigated the acceptance of ‘evidence-based practice’ among senior officers and revealed changes over time in their perceptions regarding the importance of research.  Furthermore, an online survey conducted in 2016 across different ranks within policing indicated variations in perceptions of the relevance of research to policing, as well as the extent of the organizations support for such research.  The findings are utilized to assess the standing of research evidence in policing and its evolution within the policing profession.

To conclude this essay, it is quite clear that the college of policing plays a significant role in modern day policing that guides and advises all officers on the code of ethics and acts as an independent body and a link between police and the government.  The college of policing is the backbone of modern polices and with the creation of the Police Educational Qualification Framework to allow all modern-day police officers get the training and skills they require to police in the modern world.

With the Police vision 2030 set in stone police forces across the United Kingdom have the legislation and the goals that it has to meet in order to uphold ethics and build public trust.  The vision has also evaluated each forces capabilities and resources to ensure they can respond to potential threats and real time local threats.
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Task 2

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


  
	
Give a brief description of the incident including social and legislative contexts and any relevant cultural, ethnicity and language issues

Critically evaluate the use of social media platforms as an investigative tool and consider the principles and processes of an effective communication strategy. 

Critically reflect on an incident that you have attended, where social media was used effectively.

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 revolutionised communication enabling instant global connections and transforming how information is shared worldwide from a wide array of electronic devices such as mobile phones, laptops and even smart watches.  Hang, L. (2024) states that social media platforms such as Facebook, Instagram and Twitter have become an integral part of daily life for many subscribers, influencing issues such as personal relationships to political disclosures.  According to Ortiz-Ospina (2019) Facebook was the largest social media platform on the planet which boasts 2.4 billion users, in 2019 there were 7.7 billion people worldwide with 1 in 3 having a Facebook account.  The article also states the ease of access that everyone has at their fingertips from access of information from the news, live streaming dynamic incidents and even finding new partners.

However, this digital landscape does not come without risk and complexities.  While social media offers information, connectivity and expression, it also presents challenges to privacy, mental health and the spread of misinformation.  This essay will explore the impact social media has to assist Police forces with a wide array of incidents, examining both the positive contributions along with the concerns and risks social media exposes.  The college of Policing (2020) dictates that Police utilise the “Open Government Licence” which sets out terms and conditions that allow the free use of government and public sector information.

The majority of Police services in the United Kingdom utilise social media platforms in relation to a wide variety of incidents ranging from media appeal for missing persons to up to date information relating to road traffic collisions and road closures to keep members of the public up to date.  According to the College of Policing (2020) the Police may communicate using open data from various social media platforms via the media relations however the communication requirements should be proportionate.  

As a Police service Gwent Police (2025) utilises their social media accounts to update communities about real time incidents, to share media appeals for missing persons and to post recent court results or even to post good news stories from Police staff of members of the community.  There is a force policy that must be adhered to protect the public and prevents comments from being posted that may impact the rights of its users or to prevent the spread of misinformation.  Crime can also be reported via social media in the form of Facebook, Instagram and X.

Social media plays a significant role of modern society and is utilised by billions of people worldwide, Police forces utilise social media to interact with local communities for information.  A recent study by Cartwright, A. & Shaw, C. (2020) dictates that there is a lack of academic literature into the effectiveness of the use of social media by Police in the United Kingdom.  The results of the study indicate overwhelming support for the Polices use of social media by the vast majority of the public, indicating that the majority of service users follow their local Police services social media accounts.  The study also identifies that genuine members of the public provide information and respond to media appeals which shows support into investigations form the general public.

I recently attended an incident involving a report of a young teenaged female who had left a note in her bedroom making reference to potentially taking her own life and had absconded her address sometime throughout the night.  The person reporting this incident was the female’s father who went to wake up his daughter for school and instead found the note.  I attended the home address to establish more information involving description of clothing, known associates and to establish if any items have been taken from the address.  Given the above information I immediately graded this missing person as high risk.  A missing person is defined as Anyone whose whereabouts cannot be established will be considered as missing until located, and their wellbeing or otherwise confirmed College of Policing (2023).  More information was being passed to myself including that the female was suffering with her mental health, had fallen out with friends and was due to sit current exams and has a history of self-harming.  

There are three categories that determine the level of risk for the missing person: Low, medium and high risk.  High risk as stated by the college of Policing (2023) requires immediate Police attendance due to the vulnerabilities of the missing person.  Police resources need to be utilised to search water or forested areas via drone capability of even a police helicopter during nighttime.  A senior management member will need to be tagged into the incident to manage the dynamic of the situation along with a media appeal/strategy to assist in locating the missing person.  If the missing person has made any reference to taking their life, then this also makes the incident time sensitive as the Polices main role is to protect and preserve life.

After searching the home address, it was established that along with the alarming note of potential suicide, there was also an empty blister pack of paracetamol on the bedroom floor of the missing person.  I spoke to the next of kin of the missing person and recommended an urgent social media appeal to which was agreed by the next of kin.  The National Police Chiefs Council (no date) dictates that local forces can benefit from a social media appeal due to the wide reach and instant engagement with local communities stating that the sharing of an image can prompt sightings, which can lead to swift progression of the investigation which can comfort loved ones of the missing person.  The NPCC dictates that social media appeals can have a negative impact due to the content of the appeal being shared and re-posted which can diminish the authenticity of the appeal with false sightings being reported which can lead to resources being taken up.  Repeated appeals can flag and display vulnerability of the missing person and generate negative public posts.

I ascertained a recent photograph of the missing person and utilised the corporate communications department to issue an urgent social media appeal for the missing person with the support of the family.  Multiple officers were conducting an open area search along with the assistance of a Police helicopter which proved in effective due to the large area of mountain to be searched.  Friends of the missing person were spoken to who stated that the female had turned off her location settings on social media as this would allow a real time up to date location of the female.  All the local hospitals were checked which all were proving a negative result.  Time was passing and all parties involved were becoming increasingly concerned.

The corporate communications department were receiving reports of potential sightings in a town nearby and were rapidly attended by officers, however due to the time delay from the report to officer attendance the female was not located and was constantly avoiding detection.  A short while later Police received a reply on the social media from a rambler who came across a female who matched the description hiding in an abandoned building, the rambler provided Police with a “What3Words” location of the female.  What3words is a system that works by assigning 3 distinct words for every 3 square metres of land on the grid across the face of the planet via an application that is linked to a mobile phone West Yorkshire Police (2025).  Once these three distinct words are transferred to Police, they provide an accurate location of the emergency and allow exact coordinates for officers to attend.

Officers were given the what3words location and located the missing female inside the abandoned building before re-uniting the female with loved ones and seeking the physical and mental support that was needed.  The female was found, and social media played a large part of the discovery of the female due to the swiftness of the appeal and the support from the members of public who viewed the appeal and assisted Police.  This incident is a positive example that the use of social media from the Police to engage and communicate with members of the public can produce positive results due to the swiftness of social media.  Without social media connecting real time information from the public to the control room to officers on the ground then officers may not have been able to locate the missing female which could have resulted in her not being located at all.

Social media can be a tool that connects every single human being to one another with a stroke of a key or a press of a button which can be an effective method of communication, however social media does pose negative implications and risks.  An example of a negative use of social media is the covid-19 pandemic and the spread of misinformation, according to the National Library of Medicine (2022).  Misinformation was spread via social media platforms which resulted in vaccine avoidance, mask refusal and the utilization of medications with insignificant data, the article dictates that people were spreading false information swiftly and effectively resulting in a large number of people following the misinformation.
Another example of the negative impact that the spread of misinformation has on general society was the Stockport tragedy that occurred in August 2024.  On this day children were dancing at a local dance class when children were killed.  As the news was breaking live across the country misinformation was being spread online and a false name of the subject was spread online, according to Full Fact (2024) since the spread of the false information riots broke out all over the country leading to national unrest and mass protests on the streets of England.  

There are also investigative opportunities when it comes to social media, according to Arshad, H. et al (2019) Social Media evidence is a rapidly emerging frontier in evidence gathering, proving to be an effective tool for evidence gathering.  Some of this information can vary from daily actions, current locations, private messaging, sporting backgrounds.  Social media is a collection of information and data on a single person and can be used to build a timeline and background of the individual based off this information.

It is clear that social media is a powerful tool with the capability of connecting every human being on earth via the internet with the ability to instantly communicate via social media platforms, sharing ideas ideologies and even misinformation.  Social media has the ability to live stream ongoing incidents with the rest of the world and allows Police forces and other agencies to instantly interact with its service users and provide updates.  

Social media provided to be an invaluable tool in relation to the high-risk incident mentioned earlier in the essay as it allowed Police to share a photograph of the female, which was instantly available to the public, in turn Police received multiple sightings and allowed officers to close to search radius of the missing person.  Social media allowed the public to instantly update the media appeal which allowed staff to update officers and provide them with up-to-date information as it was being received.  The power of social media allowed officers to locate the female and proves to be a valuable tool to assist investigations.  

There were negatives as some persons were commenting misinformation on the appeal providing insulting and pointless comments and making false sighting claims which is no benefit to officers the friends or family or anyone else involved in the investigation, the spread of misinformation also ties up valuable resources that could be spent following real leads and potentially making a breakthrough in the investigation.

I will utilise social media with future investigations as it is clear that quick appeals and information can provide positive results and greatly outweighs the negatives, I will utilise the social media appeal earlier in the investigation as I deal with these type of investigations as I believe this will provide a greater chance of success due to the rapidness of the internet and social media at the fingertips of most human beings on the planet in modern society.
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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 key principles of leadership in relation to policing and explore how you have applied appropriate leadership skills in this incident as a police constable 
 

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 is more than just holding a position of power or authority – it is the ability to inspire, influence and guide others toward a common goal Panday, N. (2022).  Panday describes that leaders do not often hold a position of hierarch but display abilities to influence others to work efficiently together and produce positive organizational culture to achieve a common goal.  However, what defines a “good” leader can vary widely across contexts and challenges.  This essay explores the key qualities of effective leadership, examining different leadership styles and theories and how they are applied to the complex nature of modern-day professional policing.

The college of Policing (2023) has set standards for modern policing as part of the National Centre for Police Leadership, breaking down leadership into stages from stage one through to stage 5.  Stage one starting for foundation level and progressing to stage 5 for executive leaders.  These standards are informed by the code of ethics and the competency and values framework which must be adhered to by all Police staff.  These standards set out what good and effective leadership looks like when officers carry out their role when dealing with a wide complex of incidents in an ever-changing modern-day Britain.

Modern day Policing is complex and is heavily scrutinised and there will always be a need for effective leadership from senior management to assist officers on the ground Herrington, V. & Colvin, A. (2016).  Leadership is a tool inside the organisation that provides direction, protection and a sense of security for those on the ground dealing with dynamic ever-changing incidents.  Herrington & Colvin state that responding to complex issues requires innovation, experimentation and leadership ideas and experiences from a range of ranking officers which is known as shared leadership.  Shared leadership is group process of shared responsibility and mutual influence in which team members lead each other towards a desired outcome.

The authoritative leadership style is often utilised by senior officers within modern policing as this style emphasizes the leader’s ability to make decisions and provide a sense of direction for colleagues to follow (Kevin 2023).  An authoritative leader is often one with vast experience in their field and their confidence and knowledge inspires team members to follow their lead.

Authoritative leadership is best linked to the Police Support Unit who are officers specially trained to deal with disorder, riots major public events to maintain order and protect the public from harm (everything explained today n,d).  These elite units consist of constables, a sergeant and inspector, with the inspector being experienced and confident in their role dictating to officers their role and what is expected from them, leading form the front and inspiring officers to accomplish the goal and maintain peace and safety.

Ineffective leadership can have a negative impact on officers and risks placing members of the public in harms way (Beauchamp, s, B et al 2022) stating that ineffective leadership, which consists of non-supportive leaders, inconsistency and morally enigmatic.  The article goes on to dictate that ineffective leadership causes significant stressor that results in officer moral injury, this has a knock-on effect due to officers not carrying out their sworn duties to the expected level which produces fewer desirable results and places risk of harm to colleagues and members of the public.

Another leadership style that is often used in modern day policing is the transformational leadership style, according to Korejan, M, M. (2016), A transformational leaders seek to create new ideas and perspectives to create opportunities to allow colleagues to grow and prosper with the aim to achieve their goals.  The leadership style often encourages officers to utilise their own skills and capabilities to develop better skills to encourage better decision making and promote confidence.

Due to the complex nature of incidents that the modern-day professional police officer attends it is important that when a new challenge is presented to front line officers who often attend incidents not knowing the full circumstances of what is waiting at the scene.  It is important that officers go into incidents with an open mind.  One such style to assist officers is referred to as the four L approach which stated by Freeburg, N. (2022) is the four L model of leadership, this consists of listening, leaning, learning and leading.

Listening as stated by Freeburg is listen to what can and cannot be heard, take everything into account and leave no stone unturned.  The next stage of the process is Lean, lean or challenge other colleagues on their view of the incident.  What would be the best course of action to protect the public from harm.

Then comes learning, officers have different experiences from similar incidents which memory can recall from previous incidents which can assist in decision making.  Following this stage is leading which comes last due to once all the information and circumstances are presented to officers it is then time to act or lead on how to best deal with any threats or risks presented to officers.

An incident that I recently attended tested all my abilities and leadership capabilities due to the complex nature of the incident.  We were allocated an emergency graded response with multiple anonymous reports of an ongoing disturbance inside a property stating that there is shouting, banging and children crying that could be heard from inside the address.  Background checks were carried out via the force control room and the address flagged up with a critical marker on the address, warning markers are used on Police systems to identify if the address or any of the occupants of the address are vulnerable, pose risk to others or to be wanted in connection to a criminal offence HMICFRS (2023).

The male occupant of the address was known to Police and is often linked to domestic incidents and has warning markers for violence, domestic abuse aggressor, there were also children listed as residents of the address who are at risk of abuse from the male.  

As officers approached the address there was no sign of a disturbance or shouting coming from within the address, my colleague who was less experienced than myself was unsure as how to proceed, often looking over to me for support or guidance.  Due to the nature of the initial report, I told my colleague that we are going to enter the address under section 17 of the Police and Criminal Evidence Act 1984 to protect life or limb.  

The front door was unlocked so entry was gained and there was broken glass all over the kitchen which displayed signs of a disturbance.  A female was sat in the kitchen who was visibly upset and was not engaging much with officers, at this point then a male came running from downstairs irate and shouting at officers.  I took the male into a separate room and my colleague spoke to the female.  The male kept insisting that nothing had happened and that we were not needed, the male was getting more erratic the longer that officers were inside the address.

My colleague then spoke to myself and stated that the female would not disclose any criminal offences and would not engage with officers.  I went upstairs to see if there were any children in the address and in the rear bedroom there were two young children who were awake into the early hours of the morning.  My colleague then stated that we due to the lack of support they thought it would be best that we did not arrest the male and leave the address.  The male at this point had calmed down changing the dynamics of the incident as there was no longer a breach of the peace which falls under the Public Order Act 1986.

My colleague and I were discussing the best course of action sharing our experiences from previous incidents to come up with the best course of action, my colleague stated the best course of action was to leave due to the lack of engagement.  I then told the male that he had to leave and spend the night elsewhere however the male had nowhere else to go, was highly intoxicated and was very aggressive.

My colleague still stated that we should leave however I utilised the national decision model (C.O.P 2023). I took into consideration the initial report along with the warning markers on the male, the aggressive demeanour of the male.  I then reverted to stage one of the leadership standards which is endorsed by the college of Policing (2023) which for frontline officers is ‘standards for leadership foundations’ which under this segment it states ‘act in the public interest, uphold the code of ethics and challenge unprofessional attitudes’.  I did not deem it necessary to challenge my colleague at the scene due to breaching professional standards, I took the action that I deemed necessary and appropriate to change my leadership style to an authoritative approach given the dynamic of the situation that I found myself in.

I also factored in that the male was highly intoxicated and decided the best course of action to safeguard all parties was to arrest the male to prevent a further breach of the peace.  This change in leadership was necessary to enact a prompt decision in a ongoing domestic incident.  This leadership style dictates that a singular authority that governs all decisions with minimal contribution from team members.  Leaders who adopt this approach rely on their own assessments of the situation whilst utilising experience to make the overall decision and ignoring decisions made from other colleagues Corddry, L (2021).

After the incident the officers who attended sat down with a sergeant for a de-brief due to the high stakes of the incident so that feedback could be discussed both positive and negative in order to further learn and develop as an officer.  This feedback is vital as it enhances individual performance but also provides experience for officers to take into future incidents so that they are better prepared.  This is known as corrective feedback, according to Consten, J. (2019) corrective feedback is a constant process of performance and reflection which is critical to learning and development, as this feedback acknowledges areas in which positives were taken and areas that need improvement on.

During my time as a Police Officer, I have attended multiple incidents spanning from domestic related incidents to road traffic incidents, it is clear that with effective leadership there is an increase in professionalism and motivation among officers on the front line as they have a sense of purpose and a safety net with clear goals to aim for.  Without effective leadership then the professional standards will not be upheld which in turn cause negative results and places officers and the general public in harm’s way.

Throughout this incident I demonstrated that as the dynamics changed, I had to react and change the leadership style that was being displayed.  I felt as the situation was at a calmer stage I reverted to a transformational style in which allowed my colleague to make assessments and decisions based on what circumstances were presented to them.  As the incident become faster paced and aggressions escalated along with the ultimate decision needing to be made, I then reverted to the authoritative style and decided to make the positive action of an effective arrest to safeguard the children and the female in the address and remove any risk that was present whilst the male was still at the address.

I feel that since becoming a Police Officer I already possessed some leadership styles which have become enhanced with experience in the role, I have also adopted new leadership styles which I feel I can revert to depending on the dynamics of the incident in which I am attending.  I am confident in my ability and experience to utilise the correct leadership style alongside the leadership standards set by the college of policing.  I intend to improve my experience and continue to refine leadership and skills as I progress through my career to allow me to become a more efficient Police officer.
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically analyse how coaching and mentoring support can promote professional development

Critically analyse the principles of work-based assessment within policing


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


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



ANSWER:

In are era where professional and personal development is more crucial than ever, organisations rely on coaching and mentoring as powerful tools for the individuals and the company’s growth.  Coaching according to Nayak, I. (2025) is a form of development which an experienced member of staff supports a learner in achieving a specific professional goal.  This process requires the learner to reflect and invent answers by utilising the training that the coach has provided to overcome dynamic situations. 

Mentoring according to Mundey, M, (2023) is often a senior officer that shares their professional experience and skills with younger colleagues to allow personal development and support to nurture the mentee’s long-term development.  This essay will explore key distinctions between coaching and mentoring highlighting their respective benefits to establish the impacts these tools have on professional and organisational benefit.

One of the most immediate benefits of mentoring and coaching is the enhancement of skills that directly impact job performance.  Coaching in structured around measurable objectives 
Police forces rely heavily on mentoring as a tool for the development and support of new constables and has been widely considered as success according to Tyler, A, M, (2011).  The article goes on to explore on the mentoring strategies used within the professional policing within the forces.

Mentoring according to Stankovski, T. and Mojanoski, c. (2017) is transferring the skills, knowledge and experience to colleagues who are less experienced, which leads to improvement of efficiency.  The mentoring process has a beneficial impact on the mentor as it contributes to their professional development; serving as a mentor signifies acknowledgement of one’s accomplishments and the possession of attributes that influence organizational growth; the mentor acquires new insights (they are required to learn new skills and techniques for effective transfer); - The active involvement of both mentors and mentees throughout the entire process is crucial for the successful execution of the mentoring initiative.  Evidence from police units indicates that improving the mentor process is increasingly essential, and focused attention on this area will significantly enhance police effectiveness and improve that the organisation meets its goals.

A thesis by Twigg, S. (2024) offers a thorough examination of the transfer of knowledge and skills in police training over a prolonged duration, focusing on the evolution and implementation of training, from this initial idea, through its organizational framework, to its final application within the Police services of England and Wales.  The methods employed by the Police service tackle a certain training and development requirements present a compelling subject for exploration.  While these advancements have at times been groundbreaking and innovative, they are often overlooked outside the organisation.  In exploring these matters, the research reflects on the contributions to learning and development.  It investigates how these progressive innovations have been assimilated by the organizations that initiated the foundational work.  The justification for this thesis encompasses the utilisation of three domains of research presentation: descriptive, critical analysis, and comparative.  These are presented in the complementary fashion.  The thesis posits that the innovations discussed could have been implemented sooner than they were, and that the advancements and development achievable through the application of specific technologies should be leveraged.  This is connected to the assertion that interactive training, provided in a context that has been tailored for the learner, is particularly effective in vicarious learning environments.

Mentoring and coaching are essential elements in the realm of staff development, acting as transformative tools that promote both personal and professional advancement Mercy, T. et al (2025).  These methodologies are centred on guiding individuals throughout their career paths, enhancing their abilities, and aligning their potential with the objectives of the organization.  At its essence, mentoring is a relationship – orientated development approach wherein seasoned professionals, known as mentors, provide their insights, guidance, and support to those with less life experience, referred to as mentees.  This relationship is typically marked by a long - term commitment and aims to assist mentees in navigating their career trajectories, acquiring new competencies, and overcoming obstacles by utilizing the mentor’s experience and connections.  The foundational principles of mentoring are based on mutual respect, transparent communication, and a concentration on the needs and aspirations of the mentee.  Conversely, coaching tends to be more structured and of shorter duration, concentrating on particular skills or enhancements in performance.

Establishing effective coaching models and methodologies for application in the workplace is crucial for cultivating a collaborative and successful environment Gem, S (2025). Effective coaching by managers can improve skills, elevate morale, enhance motivation, and ultimately result in increased productivity.  Throughout the process coaching, employees gain self-awareness regarding their strengths and weaknesses, enabling them too proactively address these areas with the assistance of a company-sponsored coach.  When employees take responsibility for their performance and development, it not only boosts their productivity but also strengthens their commitment to work, ultimately benefiting the organization.

A type of coaching method is the GROW model which serves as a framework encompassing all essential components of a successful coaching session.  According to Louise, E. (2024) It is a simple, yet potent structured coaching approach designed to assist clients in pinpointing a specific goal for each session, addressing obstacles, generating ideas, and ultimately committing to tangible actions.  This model is broken down into four segments the first of which being Goal which ensures the student takes the most out of each incident.  The next segment of the Grow model is Reality which allows the student to understand their situation and how they got into the situation.  The third part of the model is Options, this often refers to the student’s ability to problem solve stating if that if are unsure of a problem they can ask for assistance.  The final segment of the model is Will do, the essence of coaching is facilitating change.  This usually means taking some kind of action promoting a positive attitude and encouraging the student to get involved and not shy away from attending incidents.

 Another coaching Model that is the CLEAR model, this is a transformational coaching model which is often referred to by senior management and leaders.  According to Janse, B. (2025) the clear model is made up of 5 segments, comprising of Contracting, Listening, exploring, action and review.  Contracting as stated by Janse is reaching an agreement with the mentee including the aspects of the goals and setting the ground rules.  Listening is the second segment of the model which involves active listening and asking relevant questions, during this process the coach should not interfere excessively but should encourage the colleague and guide them to the problem at hand.  The next segment of the model is Exploring which advises the mentee to investigate the incident in as many different ways as possible and to look at the incident from as many different ways as possible.  The next segment of the model is Action, which is about ensuring the mentee sufficiently committed to achieving the desired changes.  The next phase of the model is Review which focuses on evaluating and intervention.  During the intervention it is imperative, in intervals, to reflect on what is required and what needs completing.  Feedback is essential along with self-reflection allows progression for the mentee.

An online journal from Grant, M, A. (2010) explores that Individuals who are in the initial phases of embracing coaching behaviours exhibit lower levels of self-efficacy and coaching skills compared to those who are further along in the process. The perceived advantages of adopting coaching behaviours remain consistent across various stages of change. However, the perceived costs associated with adopting these behaviours are notably lower in the advanced stages of change. Research indicates that it typically requires approximately six months for the perceived benefits of adopting coaching behaviours to surpass the perceived costs. Managers who are disillusioned tend to have a more favourable view of the benefits of coaching, and there appears to be no correlation between coaching behaviours and workplace wellbeing. It is advisable for managers overseeing coach training programs to specifically tackle the challenges associated with adopting coaching behaviours, rather than focusing predominantly on the advantages of workplace coaching. Furthermore, organizations should provide continuous learning support to individuals who have recently completed workplace coaching training, to assist them in navigating the initial adjustment phase as they solidify and enhance their coaching skills.

Reflecting on my career thus far as a contemporary police officer, I would assert that coaching and mentoring have been pivotal to my growth, serving as the primary reason for my acquisition of the knowledge and experience necessary to manage the majority of incidents I encounter daily. The insights and expertise of my mentor, along with the feedback they provided, have been crucial to the manner in which I perform my responsibilities. According to Korver, B. (2014), differing perceptions between mentor and mentee regarding the nature and content of feedback in mentoring discussions can significantly influence the mentee’s learning outcomes. The study examines whether mentoring approaches are related to achieving alignment in feedback perceptions. I regard my mentor as one of the most significant figures in my professional journey; without their guidance and wisdom, I would not have attained the experience and knowledge I have gained throughout my mentorship. I frequently respond to incidents and reflect on the advice and insights I received during my tutorship. After managing a dynamic incident, I would meet with the sergeant to review body camera footage of the event, during which they would provide feedback and evaluate how the situation was handled, highlighting both the strengths and weaknesses of the response. This process has enabled me to learn from the sergeant's experience and apply those lessons to future incidents, thereby enhancing my skill set.

Coaching and mentoring have played a crucial role in enhancing my capacity to achieve and set force objectives in both my professional and personal spaces, thereby aiding in the attainment of the goals established by the organization during my three years of training to become a professional police officer. Since commencing my training as a police officer, I have undergone significant development in my professional skills, which can be directly attributed to the coaching and mentoring provided by my tutor. As noted by Farnese, M. L. et al. (2017), 'mentoring is an individualized and contextualized socialization to enhance newcomers' learning – recognized as vital in the early stages of a career.' The same research highlighted the effectiveness of coaching and underscored the value of mentoring within a law enforcement framework, offering insights into the establishment of formal mentoring programs.

It is clear that from the above research work-based coaching and mentoring has a positive influence on personal and organisational gains, this is largely due to the student or mentee being coached or mentored by a seasoned staff member building rapport and passing on their life and work-based experiences.  This knowledge and experience are vital for any person in Policing to grow and have the confidence to be able to conduct their duties whilst working towards the personal and organisational goals.  Experienced mentors are vital for the development of the mentee is policing, due to personal experience as working with a mentor I would not have been able to achieve the experience or skills that I now possess.

The college of Policing has clear set principles and assessments that set criteria that all students need to meet and be at the standard of to progress in the field of modern policing.  These principles and targets are closely monitored by the mentor and the student needs to display these skills before they can achieve organisational goals.
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