Task 1
Relevant areas of the National Policing Curriculum: 
Understanding the Police Officer Role.
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  
	
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.
Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.
Critically reflect upon how your final year of probation has seen your role as a police officer change. 

Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.
2000 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:
In the context of policing, professional standards, ethical guidelines, and reflective practice’ are fundamental in ensuring accountability and public trust. This workbook reflects on an incident in which I played a pivotal role involving an individual with mental health, assessing both the actions I took and the strategy that guided my response to deal with the matter at hand. The incident involved responding to a call concerning a highly distressed individual reported that they were in a public space, posing potential harm to themselves and others.


By critically evaluating the strategic role of the College of Policing, I will examine how its principles and guidelines shape the actions of modern officers in England and Wales, supporting professional standards and ethical conduct in line with the Code of Ethics (College of Policing, 2014). Furthermore, I will then outline how strategic documents like the Strategic Policing Requirement and Policing Vision 2025 guided my approach in this incident, especially regarding taking into consideration the decisions that balanced the needs of the individual along with the aspect of community safety (HM Government, 2012; NPCC, 2015).


I will reflect on my actions through using the Gibbs’ Reflective Model (1988), this workbook also explores how my final year of probation has deepened my understanding of the Police Officer’s role, the professional expectations associated, and the importance of continuous learning in developing adaptability and accountability. This analysis seeks to highlight my ongoing commitment to upholding public trust as I transition out of my probation and begin a more-so proactive role within the police force.

Incident Reflection
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Fig 1. Code of Ethics (Adapted from Wood, 2022)




The incident involved responding to an urgent call via the 999 system, regarding a young male in a public park who appeared distressed and potentially at risk of further self-harm. Upon arrival, the individual seemed agitated, pacing near a ledge with a large drop the other side. On taking a closer look the male had use some unknown implement to cut large wounds into his forearms causing them to bleed. Albeit some bystanders were attempting to engage with him he remained unresponsive towards their pleads. Drawing on the National Decision Model, my initial priority was to establish a calm, safe environment, while assessing immediate risks to both the individual and the public (College of Policing, 2020). In line with the Code of Ethics, I aimed to approach the individual with compassion, acknowledging both the situational sensitivity and the person’s potential vulnerability (College of Policing, 2014).


Feelings
At the time, I felt a strong sense of responsibility and urgency, and quite honestly some internal panic. The situation required careful judgment and a calm approach, which felt challenging due to the unpredictability of the individual’s behaviour. The visibility of the incident in a public space added pressure, as I was aware of the potential impact on bystanders’ perceptions of police response to mental health issues. Although nervous, I was committed to ensuring a respectful interaction that maintained both safety and dignity for the individual.


Evaluation
Reflecting on the response, several elements went well. The initial engagement focused on de-escalation and building rapport, which helped ease the individual’s agitation. By positioning myself at a safe distance and speaking in a calm, reassuring tone without any sudden or unexpected actions, I was able to gain the person’s attention without triggering him any further distress. Additionally, involving paramedics as early as possible allowed for swift transition to mental health /medical support, aligning with professional protocols for such situations. Albeit I was aware of my Section 136 powers of the Mental Health Act  (MLA,1983). However, I also recognised areas for improvement, especially in terms of my verbal de-escalation skills and knowledge of local mental health services, which could have streamlined support options. Additionally, since this incident I took the opportunity to upskill and develop my policing skills further by becoming a Public Order Medic to deal with such situations of traumatic injuries. 

Analysis
This experience underscored the importance of the College of Policing’s emphasis on vulnerability, and the mental health awareness as fundamental elements in modern policing. The College’s role in professionalising police’ practices, particularly through the development of the Code of Ethics and standards for handling vulnerable individuals, provided critical guidance during this incident (College of Policing, 2014). By fostering professional conduct and integrity, the College’s standards helped me approach the incident with the necessary sensitivity. Additionally, this experience reinforced the relevance of strategic documents like Policing Vision 2025, which highlights professional competency in diverse, community-centred policing (NPCC, 2015).

Conclusion
Now reflecting on this incident has highlighted areas for growth, especially in enhancing my ability to manage complex situations involving vulnerable individuals. The value of a calm, de-escalated approach became apparent as I observed its positive effects of establishing rapport, even in challenging and unpredictable circumstances. Moving forward, I realise the importance of improving my skills in mental health crisis intervention and engaging proactively with local support networks to better serve vulnerable members of the community in which I serve.


Action Plan
In response to this reflection, I aim to undertake further training focused on crisis intervention and mental health awareness, areas in which I find myself on a daily basis. Additionally, I will seek mentorship to improve my practical skills in managing similar high-stress incidents whether that be speaking to more experienced colleagues or those trained as negotiators, which in turn reinforces my professional development and adherence to the ethical standards expected in all modern police officers.







The College of Policing’s Strategic Role

	








Fig 2. Code of Ethics (Adapted from Wood, 2022)




The College of Policing plays a vital role in the professionalisation of policing in England and Wales. Established in 2012, it serves as the professional body for police officers, with the mandate to set standards, develop leadership, and promote ethical conduct across all 43 police forces in England and Wales (College of Policing, 2022). One of its most significant contributions is the development of the Code of Ethics, introduced in 2014, which provides officers with a framework for ethical decision-making. The Code encourages personal accountability and highlights the importance of integrity, fairness, and respect, values that are fundamental to building trust in the public (College of Policing, 2014).

In addition to fostering a culture of ethics, the College supports the continuous development of policing skills through training and education initiatives. The introduction of the Policing Education Qualifications Framework (PEQF) ensures that all officers, regardless of their entry route, meet a high standard of academic and practical training. By ensuring that officers possess a deep understanding of the legislation, procedures, and ethical obligations. The College enhances the professionalism of the policing workforce, by making police practices more consistent and effective (Wood, 2022).

The strategic role of the College is not only to setting standards for individual officers but extends to shaping the national policing agenda. This includes working with other professional bodies and policymakers to implement the Policing Vision 2025, which gives emphasis to the importance of adapting to societal changes, particularly in areas like digital policing and community trust (NPCC, 2015). The College ensures that training programs and guidance documents, such as the Strategic Policing Requirement, align with broader national strategies for addressing evolving threats like terrorism, organized crime, and cybercrime (HM Government, 2012).

During the incident involving the distressed individual, the College’s frameworks—particularly the Code of Ethics—provided the ethical grounding for my approach. The emphasis on respect, accountability, and professionalism allowed me to handle the incident in a way that balanced the safety of the male with the need to maintain public confidence. Furthermore, the College’s ongoing emphasis on vulnerability and mental health awareness was central to my ability to make informed and compassionate decisions.

Overall, the College of Policing’s role in professionalising the service goes beyond merely training officers—it fosters a culture of integrity and accountability that is critical for modern policing. By placing these principles in everyday practice, the College ensures that officers are better equipped to meet the complex challenges of modern policing.
	
Strategic Documents in Modern Policing

The role of a police officer today is shaped by strategic documents that guide responses to complex challenges and ever-evolving public expectations. Key documents include the Strategic Policing Requirement (SPR), Policing Vision 2025, and Workforce Transformation 2018, each aligning police practices with national priorities and fostering a culture of professional accountability.

The Strategic Policing Requirement (SPR), introduced in 2012, identifies threats requiring national coordination, such as terrorism, serious organised crime, and cybercrime (HM Government, 2012). This document emphasises the need for a consistent, strategic response across all forces, ensuring that local actions align with broader objectives in national security and public safety. For example, during the incident involving a distressed male, SPR principles reinforced the need to assess the risk to public safety and manage potential threats with a consistent approach.

The Policing Vision 2025, developed by the National Police Chiefs’ Council (NPCC), is a forward-looking framework focused on transforming policing practices to meet modern demands. Key goals include fostering community trust, supporting diverse workforce capabilities, and leveraging digital tools to enhance policing’ efficiency and transparency (NPCC, 2015). Policing Vision 2025 is particularly relevant to incidents involving vulnerable individuals, as it highlights the importance of specialised skills in mental health awareness and crisis intervention. This vision provided the backdrop for my actions in the incident, as I sought to respond with empathy and professionalism, aligning with the priority placed on community-centred, compassionate policing.

The Workforce Transformation 2018 initiative is a collaborative effort between the College of Policing and the NPCC to professionalise the workforce by enhancing skills, diversity, and resilience. Recognising that modern policing requires officers with a wide array of capabilities, the Workforce Transformation encourages targeted recruitment, such as direct entry routes for those with relevant skills, and promotes inclusivity in the recruitment process (NPCC, 2018). These initiatives aim to create a workforce that reflects the communities served, builds public trust, and delivers a consistently high standard of service. During my final year of probation, the emphasis on skills and inclusivity has been instrumental in refining my role and contributing positively to team dynamics.

In sum, these strategic documents collectively emphasise professionalism, adaptability, and consistency in policing. By following the frameworks, officers are equipped to manage challenges with informed, ethical decision-making and a commitment to public service. 


Reflection on Professional Development

My final year of probation has been instrumental in shaping my role and responsibilities as a police officer, providing experiences that have influenced my development and orientation with the expectations of modern policing. As I transitioned from a probationer to a substantive officer, I became increasingly aware of the importance of adaptability, continuous learning, and professionalism, values that the College of Policing and other strategic documents emphasise.


A key aspect of my development has been the shift in responsibility, particularly as I frequently find myself guiding newer officers. Given the influx of new recruits, my role often involves mentoring colleagues, providing direction in complex situations, and ensuring adherence to protocols. Albeit this this is now my 8th year with the organisation due to my previous role of a Special Sergeant the expectation of guiding those newer officers grows.  This responsibility has increased my confidence and competence, highlighting the significance of the Workforce Transformation 2018’s focus on skill development and team support (NPCC, 2018). Leading by example and upholding ethical standards not only reinforces my own learning but also fosters a supportive environment for colleagues, ultimately contributing to a more professional and resilient team.


In addition, my training in digital tools and crisis management has been essential in responding effectively to contemporary challenges. For instance, through speaking to colleagues of the Digital Service Department (DSD), I gained familiarity with new technologies like the Digital Evidence Management System (DEMS), which streamlines evidence handling and improves case efficiency. This knowledge aligns with the Policing Vision 2025 objective of digital integration, preparing me to engage with the public and handle cases efficiently (NPCC, 2015). I also volunteered to become a public order medic which equips me better to respond incidents involving vulnerable individuals who may be in the process of harming themselves. These skills enhance my ability to meet the expectations of a professional police officer.


Reflecting on this growth, I recognise the value of continuous professional development, a principle reinforced by the College of Policing’s standards. Embracing these learning opportunities has allowed me to become more adaptable and effective, which is crucial in a role that requires sensitivity to changing societal needs. 


In moving forward, I am committed to pursuing further training in crisis management (i.e negotiators courses) and digital tools, both to support my development and to contribute positively to the evolving landscape of modern policing. By aligning with the College’s standards, I aim to uphold the principles of integrity, adaptability, and service that define the role of a professional police officer.


Conclusion

Reflecting on my development over the past year has highlighted the evolving responsibilities and professional standards required of a modern police officer. This workbook has examined a significant incident in which I applied the principles of ethical conduct, professionalism, and adaptability, as promoted by the College of Policing. The incident reflection highlighted the value of frameworks like the Code of Ethics and National Decision Model, which ensure that officers can make informed and ethical decisions under pressure (College of Policing, 2014).

The strategic role of the College of Policing in shaping professionalism, as well as the guidance provided by documents such as the Strategic Policing Requirement and Policing Vision 2025, has been central to my approach in real-world situations. Additionally, as my final year of probation introduced increased responsibilities, I have seen firsthand the benefits of ongoing development and mentorship, which aligns with the Workforce Transformation 2018 vision for a skilled, diverse, and adaptable force (NPCC, 2018).

As I progress in my career, I am committed to furthering these values and principles in my work, ensuring that my practice reflects the integrity, public service, and continuous improvement expected in our modern police.
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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:
Introduction

The use of social media in policing has become an integral part of modern policing strategies. Platforms such as Facebook, Twitter, and Instagram have transformed how the police interact with the public, the sharing of information, and investigate incidents. This workbook aims to critically evaluate the use of social media in policing, particularly in cases involving missing persons and wanted suspects who could not have been identified without public assistance through these platforms. Using the Gibbs’ Reflective Cycle, this task explores my own experiences as a police officer in South Wales, reflecting on the benefits and risks of social media use, and outlining strategies for its future use in law enforcement. By examining each phase—description, feelings, evaluation, analysis, conclusion, and action plan—I will reflect on how social media impacts police work, while identifying areas for improvement and maintaining a balance between public engagement and professionalism.

Description 

As part of my daily duties with South Wales Police, social media is frequently employed in investigations, particularly when traditional methods, such as house-to-house inquiries and CCTV footage analysis, fail to provide leads. In one such case, we were tasked with locating a high-risk missing person who had been reported to be in a vulnerable state. Despite extensive local efforts and searches by patrols, no concrete information surfaced regarding their whereabouts. As a last resort, we decided to post an appeal on the police’s official social media channels—Facebook and Twitter. The post included a photograph of the individual, along with their last known location and a request for the public’ assistance.

Social media’s reach became evident when, within a few hours, the post had been shared extensively, generating dozens of comments. One particular piece of information from a member of the public led to the individual being found within 24 hours, safe but in need of immediate medical attention. Similarly, in a separate case involving a wanted individual, social media played a pivotal role in identifying a suspect after CCTV and witness inquiries had failed. In both cases, social media acted as a crucial tool that complemented the traditional investigative techniques but allowing us to connect with the wider public and solve the cases efficiently that would not have been solved otherwise.

Feelings 

During these incidents’, my initial reaction to the use of social media was one of caution and not of haste as I once would’ve done during my first and second years. Albeit it was reassuring to know that we could harness the power of technology to quickly disseminate crucial information to the public. I felt a sense of relief knowing that these platforms expanded our reach far beyond what traditional methods could achieve, offering real-time engagement with the community (Meijer & Thaens, 2013). This reassured me that we were using every available resource to help bring the case to a successful resolution.


However, I also experienced feelings of unease as social media’s immediacy; while powerful, also made me apprehensive about the potential consequences of sharing too much information publicly. As I was very much aware of Article 8 of The Human Rights Act (HRA,1998). I was concerned about the privacy of the individuals involved, particularly in sensitive cases like missing persons. I also worried about the possible misuse of the information by members of the public, whether through well-intentioned but inaccurate sightings or, worse, by spreading misinformation that could hinder the investigation or compromise the individual’s dignity (Reiner, 2018). This unease extended to the public’s perception of police efficiency. Social media posts can create the impression that investigations will always be resolved swiftly and that this was a generic response for all crimes reported, however I was equally conscious that if the case had not been resolved quickly, this could lead to public criticism or community distrust. 


Moreover, the unpredictability of public reactions on social media can cause anxiety on whether they would use the platforms responsibly . While the engagement was overwhelmingly positive in these instances, I was aware that not all cases attract helpful or supportive responses as this can be determined by how the public feel towards the police . equally in high-profile cases, or those that provoke strong emotional reactions, social media can easily turn into a forum for criticism, which can complicate both the investigation and the public’s relationship with the police (The Guardian, 2023). 





Evaluation 

The success of social media in these cases demonstrated its value as a modern investigative tool. The ability to engage the public directly and receive actionable information in real-time is an invaluable asset in policing, especially in cases where time is of the essence with risk to life and limb, such as missing persons or identifying suspects (Hughes & Palen, 2012). The rapid resolution of these cases reinforced my belief that social media is not merely an auxiliary tool but an integral component of contemporary policing strategies. It allows the police to interact with the community in a proactive and transparent manner, fostering a sense of shared responsibility in public safety (Bullock, 2018). This then further reminds us as police and the public of the words spoken by Sir Robert Peel; the police are the public and the public are the police (PolFed, 2012). 

However, my experience also highlighted significant challenges. While social media can mobilise community support quickly, it also brings risks of misinformation and unverified leads. In one case, we received multiple conflicting tips from members of the public, some of which diverted resources away from the primary investigation. The sheer volume of responses can overwhelm the investigative process, particularly if the information is not vetted quickly and accurately which can confuse officers (Sky News, 2024). Additionally, there is a risk of desensitisation. The frequent appeals for missing persons or wanted suspects on social media may eventually lead to public fatigue, where people become less responsive or caring about the urgency of these posts (Hohl & Stanko, 2015).

Another downside is that social media can sometimes encourage “trial by media,” where suspects are judged prematurely based on incomplete or biased information shared online (Brown & Billings, 2019). While this was not an issue in my particular cases, I am aware that in other high-profile cases in recent years, social media commentary can undermine the presumption of innocence and fuel public outrage before the full facts are known(Sky News, 2024).
Analysis 

Reflecting on the experience, it is clear that social media plays a dual role in modern policing. Its ability to engage the public on a large scale is unparalleled, and it provides the police with an immediate platform to gain help and gather intelligence. However, this case also exposed the risks that come with such easily open access to the public. One of the key issues with social media is the management of misinformation. In policing, any false leads or public speculation can detract from ongoing investigations, misallocate resources, and even damage public trust (Reiner, 2018). In this particular case, we had to sift through a significant amount of irrelevant and pointless information, which then strained our resources to spend longer looking for what was relevant and what was not.

Another major concern is the public’ desensitisation. As noted earlier, repeated exposure to missing persons or wanted appeals can result in the public becoming less responsive, especially if posts become too frequent or seem less urgent over time. This can hinder police efforts in the future when critical help from the public is needed. A more selective approach to posting on social media, focusing only on high-priority or time-sensitive cases, could help prevent this issue while maintaining public engagement with these important matters.

Finally, the risk of premature judgment on social media is a serious concern which is likely to only grow within an online age. The phenomenon of “trial by media,” where suspects are publicly condemned based on limited or misleading information, can seriously compromise the integrity of an investigation and the suspect’s right to a fair trial (Brown & Billings, 2019). While this did not occur in my cases, it is a reality that police officers must be mindful of when posting sensitive information about ongoing investigations.

Conclusion 

Reflecting on the incidents where social media was employed to aid missing persons and wanted suspects investigations, I have come to recognise that its an irreplaceable role in modern policing. Social media has revolutionised how police engage with the community, offering immediate dissemination of information that would otherwise be limited by traditional methods. The cases where social media played a pivotal role in resolving investigations demonstrate its value in extending the reach of police efforts and encouraging public cooperation. The fast response times and the amount of actionable information generated through platforms reinforce that social media has become an essential part of our toolkit (Hughes & Palen, 2012).

However, while the benefits are undeniable, my reflections also see the importance of managing them responsibly. The challenges of misinformation, public desensitisation, and the ethical concerns surrounding privacy and “trial by media” are significant and cannot be ignored. Social media’s open nature can expose the police to risks that, if not carefully managed, it could undermine public trust and the integrity of investigations. Therefore, it is vital that police forces implement more robust strategies and clear guidelines to manage these risks effectively.

Action Plan 

Looking ahead, steps can be taken to improve how social media is used within South Wales Police, ensuring that it remains a valuable tool while minimising its risks. Firstly, training programs within initial training should be developed and enhanced to ensure all officers understand the complexities of using social media. This training should focus on balancing transparency with operational security, ensuring that officers are aware of the legal and ethical implications when posting sensitive information (Meijer & Thaens, 2013). Officers need to be trained on how to engage with the public in a manner that maintains professionalism and ensures that responses are topical but proportionate .

Secondly, there’s a need for clearer, more robust social media guidelines. Guidelines should dictate how much information is released, ensuring that privacy is maintained, especially in cases involving minors or victims of violent crime. This would potentially help reduce public desensitisation and ensure that the urgency of such posts is preserved (Hohl & Stanko, 2015). 


In addition to these measures, I would advocate for a more selective approach to social media use, particularly for missing persons and wanted appeals. This would involve concentrating on high-risk or high-urgency cases, thereby ensuring that the public remains engaged without becoming overwhelmed by frequent alerts. By focusing on the most key cases, police forces can maintain a sense of urgency and prevent the public from becoming desensitised (Hohl & Stanko, 2015).

Finally, I propose that South Wales Police implement a system for post-incident evaluation of social media posts. After each case where social media was utilised, an internal review should be conducted to assess its effectiveness. This would involve analysing the public’s response, the accuracy of the information provided, and the impact of the social media appeal on the investigation’s outcome. By gathering data on the successes and challenges of each post, police can then refine their approaches over time, making necessary adjustments to improve the balance between public engagement and operational efficiency.

Incorporating a “feedback loop” from the public could also enhance this evaluation of post incidents. By encouraging public comments or using surveys to gauge public perceptions, we can better understand how social media efforts are received. This would not only improve future campaigns but also strengthen the relationship between the police and the community, demonstrating that publics input is valued and taken seriously (Bullock, 2018).

Steps such as these would ensure that South Wales Police continue to utilise social media effectively while addressing the potential challenges it poses. By focusing on ongoing officer training, careful management of content, and post-incident evaluations, the force can maximise the benefits of social media without inadvertently compromising privacy, professionalism, or the integrity of investigations.
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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:
Introduction 

Cole and Kelly (2015) describe leadership as the process of motivating individuals to pursue shared objectives, underscoring the importance of flexibility in methods and strategies depending on situational demands. In policing, the ability to adapt one’s leadership style is crucial, as officers regularly face dynamic scenarios requiring different types of approaches to ensure safety, efficacy positive outcome (College of Policing, 2019).

For this reflection, I will analyse an incident involving an interaction with an intoxicated and distressed male on a public street. My initial response involved a democratic approach, valuing collaboration and teamwork of my partner to develop an effective resolution strategy. However, as the situation intensified, I adjusted to a more directive style to secure the individual’s safety and maintain control over the incident that we had attended.

Using Borton’s reflective model as well as Kurt Lewin’s leadership theory, I will critically assess my flexibility in leadership style throughout this incident. This reflection will highlight the importance of adaptability and the role of varied leadership strategies in handling complex situations within policing.







Incident Overview 

The incident took place on a busy Friday night patrol, where I was partnered with a recently qualified officer. During our shift, we received a report about an individual who was displaying aggressive behaviour whilst being  intoxicated in the city centre. Upon arrival, we observed a young man who was visibly distressed, shouting at bystanders, and attempting to break away from a group trying to calm him.

I initiated the interaction by allowing my partner to take the lead in approaching and assessing the individual’s immediate needs. At this stage, my leadership style was primarily democratic, facilitating my partner’s engagement to boost her confidence and give her the space to apply her training and develop further. We collaboratively approached the man, who initially responded positively to a calm engagement.

However, as the situation escalated, he became increasingly uncooperative, raising the need for a swift shift in leadership strategy to prevent risk to public safety and our own. The incident soon required a more autocratic approach to establish control over the situation and ensure a safe outcome for all involved. This dynamic scenario served as a valuable experience in the application of multiple leadership styles in a real-world and real-time incident.


Critical Evaluation of Flexibility in Leadership Style 

Initial Leadership Approach 


Initially, I adopted a democratic leadership style. According to Lewin’s leadership model, democratic leaders encourage input and foster collaboration, which was ideal for this incident’s initial conditions (Lussier & Achua, 2015). My primary goal was to give my less experienced partner the opportunity to take the lead, promoting her confidence and decision-making skills in a fairly controlled environment. I positioned myself as a support figure “cover officer”, providing input when necessary while encouraging her to apply her training independently.

This approach was suitable due to the non-threatening nature of the initial interaction. The individual was distressed but not overly aggressive, allowing us time to assess the situation and decide on our approach collectively. A democratic style here not only aided my partner but also created a less confrontational environment, helping the individual feel less defensive than having two Police Officer overwhelming him. According to CAPL (2018), this collaborative style can also enhance team cohesion and adaptability in challenging situations.


Adapting to Changes in the Situation

As the situation escalated, the individual’s behaviour became more erratic, with increased shouting and physical resistance. Recognising this shift, I adapted my approach to that of an autocratic style to manage the heightened risk. Autocratic leadership, characterised by direct control and command, was essential to quickly restore order and ensure public safety (Lussier & Achua, 2015). Given the individual’s new unpredictability, taking decisive control allowed us to maintain a safe environment for bystanders and prevent the situation from worsening.

This transition illustrates the importance of flexibility in leadership within policing, where situations can change rapidly. Although my initial democratic approach fostered a cooperative understanding environment, the need for safety took precedence, requiring a shift to a more directive style. This adaptability aligns with the College of Policing’s (2019) guidelines, emphasising the need for officers to assess risks dynamically and select appropriate responses to ensure safety and operational effectiveness.



Leadership Model Application 
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Fig 3. Lewin’s Leadership Styles (Sidesalad, 2021)





Kurt Lewin’s leadership model—categorising styles into autocratic, democratic, and laissez-faire—provides a structured means for evaluating my response. Lewin posited that effective leadership relies on selecting a style that best aligns with the demands of the situation (Lussier & Achua, 2015). Initially, the democratic style allowed my partner to engage actively in decision-making, which has been shown to foster better morale and team cohesiveness, especially among newer officers (College of Policing, 2023).

However, as the incident escalated, I shifted to an autocratic approach, directly instructing the individual to sit down and comply to gain control on the situation. This change was crucial, as maintaining control in such scenarios minimises the risk of harm to myself, colleagues, the public and equally the subject that we’re dealing with. Studies in police leadership indicate that an autocratic style is often effective when managing high-risk incidents, as it provides clear directives and instils immediate compliance, particularly when time-sensitive decisions are necessary (Wood, 2022).

In this incident, Lewin’s model highlighted how shifting between democratic and autocratic styles could gain positive outcomes. The democratic approach facilitated a supportive environment for both my partner and the individual. The autocratic style, however, provided the necessary control when risk levels increased. This experience stressed the importance of flexible leadership in policing and reinforced the value of developing a broad leadership skillset to address varied situations effectively. This equally gave the subject the opportunity to de-escalate and be the instigator if he wanted to in raising the tension which in turn is helpful for public perception of an incident.


Critical Analysis of Leadership Strategies in Operational Situations 

Strategy 1: Communication and Decision-Making 

Effective communication and decisive action are essential in policing, particularly in dynamic and potentially volatile incidents. In this incident, my initial approach centred on open communication, engaging both my partner and the individual involved. This strategy of inclusive dialogue allowed my partner to contribute actively, creating a sense of shared responsibility. According to Adair’s (1973) Action-Centred Leadership model, balancing task, team, and individual needs is key to effective leadership, particularly in high-stakes environments like policing.

However, as the situation escalated, the need for clear, directive communication became paramount. I adopted an autocratic style, providing clear and direct instructions to the subject to prevent further escalation. This shift in communication strategy was crucial in restoring control and minimising risks associated with this incident, aligning with the College of Policing’s (2020) guidelines on effective communication during critical incidents. Research has shown that officers who can seamlessly transition between collaborative and directive communication styles are often more effective in managing complex interactions (Carter & Francis, 2001). This approach not only maintained public safety but also helped my partner understand the importance of adaptive communication in frontline policing.

Strategy 2: Dynamic Risk Assessment and Decision-Making 

Dynamic risk assessment and responsive decision-making is crucial in frontline policing, where officers must evaluate changing factors and make quick informed decisions. In this incident, I initially approached the situation as a low-risk encounter, fostering a collaborative environment to de-escalate the individual’s distressed state. However, as the individual’s behaviour shifted, my approach was forced to evolve, highlighting the need for ongoing risk assessment.

A key aspect of this strategy involved identifying the signs that the individual’s behaviour was escalating and responding with appropriate control measures. Tannenbaum and Schmidt’s (1958) leadership continuum point out that leaders must be able to move between levels of control and delegation based on situational demands. This approach guided my decision to shift from a democratic to autocratic leadership style as the situation became more unpredictable
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Fig 1. Code of Ethics (Adapted from Wood, 2022)

Fig 2. Code of Ethics (Adapted from Wood, 2022)




Moreover, the ability to perform real-time risk assessments allowed me to consider not only the individual’s behaviour but also the safety of my partner, bystanders, and the individual himself. According to the College of Policing (2019), adopting a fluid decision-making process based on constant assessment helps officers handle the uncertainty and rapidly shifting nature of policing incidents. This experience reinforced the critical value of dynamic assessment  skills and adaptability in leadership strategy, underscoring the need for flexibility when ensuring effective and safe outcomes in policing. As such the National Decision Making model outlines a continually adaptive model that can be used in a dynamic sense that equally adheres to the code of ethics that all Police Officer are required cohere to. 


Reflection Using Borton’s Model 









Fig 4. Bortons model of reflection (Adapted from Borton, T., 1970)





Reflecting on this incident through Borton’s Development Framework—What? So What? Now What?—provides a structured approach to assess my leadership flexibility and effectiveness.



What?
The incident involved managing a distressed individual in a public setting alongside a less-experienced partner. Initially, I adopted a democratic approach, encouraging my partner to take the lead and collaboratively assess the individual. However, as the individual became increasingly agitated and uncooperative, I shifted to a more directive, autocratic style to ensure the safety of everyone involved.

So What?
This experience highlighted the importance of flexible leadership in policing. The shift between leadership styles—democratic to autocratic—allowed me to adapt to the situation’s demands, improving control over the incident as it evolved. Additionally, it reinforced my understanding of team dynamics, particularly in balancing guidance for junior colleagues with the need to take decisive action when the situation demands. According to Boud and Garrick (1999), such reflective processes help individuals develop skills in evaluating their own performance, leading to more nuanced leadership strategies.

Now What?
Moving forward, this incident has encouraged me to further develop my situational awareness and decision-making agility. I intend to seek additional training in risk assessment to enhance my ability to realise early warning signs of escalation. Additionally, I plan to engage in more debriefing sessions with junior colleagues, fostering a culture of reflection and learning that can support both individual and team growth. This proactive approach will strengthen my adaptability and support the development of less-experienced officers, ultimately enhancing team cohesion and incident management.


Conclusion 

In conclusion, this incident illustrated the value of adaptable leadership in policing, where dynamic situations demand a versatile approach to team management and decision-making. Initially, adopting a democratic style fostered collaboration and supported my partner’s professional growth. However, as the scenario escalated, shifting to an autocratic style was essential to ensure public safety and manage the individual’s behaviour effectively. This flexibility aligns with the guidance from the College of Policing, which give emphasis to adaptive leadership as essential in responding to diverse and evolving operational demands (College of Policing, 2019).

Reflecting through Borton’s framework has highlighted key lessons on balancing team guidance with decisive action and reinforced the importance of continuous skill development in situational assessment and risk management. Developing these adaptive leadership skills further will not only enhance my effectiveness but also foster a supportive learning environment for colleagues, contributing to a resilient and cohesive policing team.
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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:
Introduction

In this reflective essay, I will critically evaluate my experiences during my three-year probation as a student police constable, focusing on how mentoring, coaching, and feedback have shaped my personal and professional development.

Following the guidelines set by the National Policing Curriculum mentoring and coaching are critical components in supporting new officers. Now that I transition from that of a probationary officer to that of an officer confirmed in rank the significance of receiving feedback and engaging in reflective practice became evident.
The aim of this reflection is not only to assess my progress to date but also to identify areas for continued development as I advance in my policing career.

The essay will integrate key theories, such as Whitmore’s (2019) GROW model for coaching, and will reference the College of Policing’s (2022) guidelines on effective mentoring and feedback. These references will ensure that my reflections are grounded in both theoretical and practical knowledge, allowing for a comprehensive analysis of my probationary period.

Defining Key Concepts

Mentoring and coaching are essential components of professional development, particularly in the context of probationary periods for police officers. Both practices offer structured guidance and support, but they differ in terms of focus and approach. Mentoring involves a long-term relationship in which a more experienced individual supports the growth of a less experienced colleague, providing insight, advice, and encouragement (College of Policing, 2022). The goal of mentoring is to help the mentee navigate challenges, enhance their knowledge and skills, and develop confidence in their role. Coaching, on the other hand, is more focused on unlocking an individual’s potential by helping them to set goals, reflect on their performance, and identify solutions to specific challenges (Whitmore, 2019). Unlike mentoring, coaching is typically shorter-term and more task-oriented, aiming to improve immediate performance.

Theories surrounding coaching, such as the GROW model developed by Sir John Whitmore (2019), offer a structured approach to guiding individuals through their personal and professional development. The GROW model stands for Goal, Reality, Options, and Will, which represent the stages of setting a goal, assessing the current situation, exploring potential solutions, and committing to an action plan. This model is particularly relevant in the context of policing, where officers must continuously adapt to new challenges and responsibilities.

Mentoring theories, such as those outlined by Zachary (2012), stress the importance of building a supportive relationship that evolves over time. Zachary, 2012 describes mentoring as a process with distinct phases—preparation, negotiation, enabling, and closure—each of which is critical in fostering long-term growth. Mentoring in policing supports not only professional development but also the psychological well-being of officers by creating a trusted relationship where advice and feedback can be openly shared.

In the context of my probation, both mentoring and coaching played significant roles in my growth. The structured feedback from experienced colleagues, combined with coaching to help me further develop specific skills, allowed me to progress from my previous role, as a Sergeant in the Special Constabulary to an independent and full-time officer capable of dealing with the different demands placed on me that I had not previously had to deal with.


Reflecting on Mentoring and Coaching during Probation

Mentoring and coaching were integral to my development throughout the probationary period. As I entered my initial six months of training, I was assigned a mentor who provided ongoing guidance, helping me become accustomed to becoming a full time police officer, and adapt to the demands of my new role. During this time, I encountered many situations that felt daunting, particularly as I was navigating new responsibilities, legislation, and procedures. The mentorship relationship helped ease this transition by providing me with not only technical guidance but also emotional support, which was essential in managing the stress of the role (Carter and Francis, 2001). Through regular meetings with my mentor, I was able to voice concerns, receive feedback, and reflect on my progress in a safe, non-judgmental environment.

The coaching I received during this period, particularly from my tutor, played a significant role in the development of my practical policing skills. Using a coaching framework such as Whitmore’s GROW model, my tutor helped me to set clear objectives—such as improving my file building and interview techniques—and worked with me to identify specific strategies to achieve these goals (Whitmore, 2019). This coaching approach was especially beneficial as I navigated my tutorship period, where the hands-on aspect of policing was required. Having a clear focus on immediate tasks helped me to integrate theoretical knowledge with real-world application, aligning my training with operational requirements.

During my 12-week tutorship, I observed how coaching allowed me to progressively gain confidence in handling incidents independently. My tutor encouraged me to critically reflect on each call and use feedback to improve, which helped bridge the gap between theory and practice. According to Schön’s (1983) concept of reflection-in-action, being able to think on my feet during calls and reflect simultaneously was essential in shaping my decision-making abilities.

As I transitioned into independent work after the tutorship, mentoring became more prominent again. My colleagues and supervisors took on informal mentoring roles, helping me to navigate the complexities of working independently. Although the formal structure of tutorship had ended, the mentorship continued to provide me with reassurance and guidance, fostering a culture of continuous learning within the team. This phase aligns with Zachary’s (2012) model of mentoring, particularly the “enabling” phase, where I began to see my own potential while still being supported by more experienced officers.

By combining coaching and mentoring throughout my probation, I was able to progress from a state of dependence on my mentor and tutor to an independent officer capable of handling a wide range of responsibilities. 


Achieving Personal, Professional, and Organisational Goals

Mentoring and coaching played a vital role in helping me achieve personal, professional, and organisational goals during my probation. As I transitioned from a student constable to an independent officer, these structured interactions guided my development across multiple dimensions. On a personal level, coaching helped me build confidence and resilience, while mentoring provided a sense of direction and purpose within the complex framework of the police force.

Personal Goals

One of the most significant personal goals I set at the beginning of my probation was to develop confidence in handling the various duties of a police officer. Initially, the sheer volume of new information—ranging from legislation to operational procedures—was overwhelming. My coach, applying Whitmore’s (2019) GROW model, helped me set clear, manageable goals to break down complex tasks into achievable steps. For example, in one session, I was tasked with improving my file-building process. This goal was broken into smaller objectives, such as understanding the correct format, reviewing successful examples, and completing a file with oversight before doing so independently. This process significantly increased my confidence by allowing me to achieve small wins, which eventually built my overall competence.

Mentoring contributed to my personal growth by offering long-term support and emotional stability, particularly during challenging times. Having a mentor to discuss both professional and personal concerns allowed me to manage stress better and maintain a healthy work-life balance. Research supports this, with Carter and Francis (2001) noting that mentoring fosters emotional support, which is crucial in high-stress environments like policing. The ongoing support from my mentor enabled me to manage the demands of my role without compromising my well-being, a vital aspect of personal development in such a demanding profession.


Professional Goals

From a professional standpoint, my probation period was focused on acquiring and honing the core competencies needed to perform effectively as an independent officer. Coaching was particularly instrumental in helping me meet specific professional targets. For example, my tutor applied the GROW model to help me improve my decision-making during incidents. We identified decision-making as a key area of development after reviewing several calls where I hesitated or sought confirmation before acting. Together, we set the goal of improving my ability to make quick, informed decisions independently. By gradually increasing my responsibilities and giving me more opportunities to take the lead during calls, I was able to develop this crucial skill, ultimately achieving greater professional autonomy.

Mentoring also supported my long-term career development. Throughout my probation, I aspired to take on a more investigative role, potentially within CID. My mentor helped me understand the steps necessary to achieve this by discussing the skills I would need to develop, such as interviewing techniques and case management. This mentoring relationship helped align my daily actions with my long-term career aspirations. 

Organisational Goals

Mentoring and coaching also played a key role in helping me contribute to broader organisational goals and values. One of the main objectives of South Wales Police is to maintain a professional, effective, and responsive force that serves the needs of the community. By improving my operational skills through coaching and continuously reflecting on my actions, I was able to contribute to these organisational aims. For instance, the feedback I received helped me improve my communication with the public, which is essential in building trust and maintaining public safety. This aligns with Cohen and Levinthal’s (1990) concept of “absorptive capacity,” which sees how individuals adopt organisational goals through continuous learning and mentorship.

In conclusion, mentoring and coaching were key drivers in helping me achieve personal growth, professional development, and alignment with organisational goals during my probation. 









Feedback: Giving and Receiving

Feedback played a critical role in my learning and development throughout my probationary period. It not only helped me improve specific skills and competencies but also contributed to building my confidence as an independent police officer. Both the feedback I received from my tutor and colleagues and the feedback I provided to others created a cycle of continuous improvement, which is essential in the dynamic environment of policing. As Wiggins (1998) points out, feedback is most effective when it is frequent, timely, and specific, which was certainly the case in my experience.

Receiving Feedback

Receiving feedback throughout my probationary period was essential to my growth as a police officer. The structured nature of the feedback, especially during the early stages of my development, allowed for clear progression. My tutor provided detailed and constructive feedback after every shift, which was crucial in shaping my understanding of key policing duties, such as report writing, incident management, and communication with the public. Feedback was not limited to technical skills but extended to interpersonal interactions, decision-making, and time management, all of which are critical to performing efficiently in a policing role.

One particularly significant piece of feedback occurred after a domestic violence incident I attended early in my probation. My initial response, while procedural, lacked the empathy and communication skills necessary to de-escalate the situation effectively. My tutor pointed out that while I followed the correct protocols, my approach did not fully address the emotional needs of those involved. This feedback highlighted an area of policing that often goes beyond technical expertise—the ability to manage human emotions in high-stress situations. This shift not only improved my effectiveness in similar situations but also strengthened my relationships with community members, reinforcing the trust essential to community policing (Stone and Heen, 2015).

Another key form of feedback came from my peers, particularly in informal debriefs following incidents. The culture within my team fostered open communication, allowing for peer-to-peer feedback to be exchanged freely. This created a supportive environment where officers, regardless of rank or experience, could discuss how they handled incidents and suggest improvements. Peer feedback was often immediate and focused on practical, in-the-moment decisions, which was particularly valuable in fast-paced scenarios such as responding to public disturbances. 

Providing Feedback

As I gained experience and progressed through my probation, I increasingly found myself in situations where I was providing feedback to colleagues, particularly newer recruits. This shift allowed me to solidify my understanding of policing practices while contributing to the development of others. Providing feedback requires not just knowledge, but the ability to communicate observations in a way that is constructive and supportive. Stone and Heen (2015) argue that the effectiveness of feedback often depends on how it is delivered, and  feedback should encourage growth without discouraging the recipient.

One notable experience involved a probationer I worked with during a routine traffic stop. The officer demonstrated hesitancy in asserting control over the situation, which could have led to an escalation. After the incident, I took the opportunity to discuss what went well and where improvements could be made. Drawing from my own experience and the coaching I had received, I provided feedback that saw the importance of confidence and clear communication in gaining compliance during such encounters. I used a coaching style, asking the officer reflective questions that helped them identify the areas where they could improve, rather than simply telling them what to do. This method, grounded in Whitmore’s (2019) GROW model, helped the officer feel empowered to take ownership of their development. The interaction reinforced my understanding of effective policing strategies while contributing to a learning culture within the team.

Moreover, providing feedback in high-stakes environments, such as during public order situations or emergency responses, helped me develop my leadership capabilities. In these settings, feedback often needed to be delivered quickly and concisely, focusing on immediate operational effectiveness. 
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