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Task 1

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

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



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

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

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


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



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


Within the United Kingdom, policing has undergone considerable transformation in recent years in the response to public scrutiny, evolving crime and the increased demand for accountability from the public. At the centre of this transformation, would be the creation of the College of Policing in 2012, which has professionalised policing through structured training, guidance and research informed practices (College of Policing, 2021). This professionalisation is also supported by other national frameworks such as the Strategic Policing Requirement, Policing Vision 2025 and also the Workforce Transformation 2018, all of these frameworks work to modernise the current policing model and will be explored throughout this essay. 

This essay will look to critically evaluate the role of the College of Policing among others, in this modernisation of policing, while also reflecting on my own development as a probationary officer while I come to the end of my probationary period. Using Gibbs reflective cycle, which according to Gibbs involves six stages of reflection including, description, feelings, evaluation, analysis, conclusion and action plan (Copely, 2011). This essay will analyse how my role has evolved through my final year of probation and how my role is becoming more of a modern professional police officer. 

I recently dealt with a domestic incident involving a brother and sister whereby the brother had strangled the sister to the point that she lost consciousness. During this incident I was responsible for collecting a detailed victim statement from the sister in order to outline any further possible lines of enquiry or additional offences. From this statement I was able to deduce that as well as the offence of intentional strangulation, there were two further offences of common assault and threats to kill. As the male was in custody at the time, I was given full ownership of the investigation whereby I would need to interview the detained person and subsequently submit a file to the crown prosecution service for a charging decision. I feel that this incident is a good example of how my responsibility has greatly increased throughout my probation period, and my ongoing learning through the college of policing as greatly enabled my confidence in taking on an incident of this magnitude.

The College of Policing was first created to raise the standards of policing as a whole and to assist both officers and staff in England and Wales to grow on a professional level. Before its creation, there was no professional body at the centre of policing similar to other professions such as medicine and law. The College of policing has outlined its role as setting ethical standards, help evidence-based policing and to create authorised professional practice (APP). An important step towards making the role of a police officer more professional is the creation of the Police Education Qualifications Framework (PEQF), this framework introduced several degree level pathways into policing such as the Police Constable Degree Apprenticeship (PCDA), the Degree Holder Entry Programme (DHEP) and the Pre-join Degree (College of Policing, 2020). The general purpose of these changes was to align policing with other professions by stressing the importance of ethical decision making and critical thinking. 

Further to the College of Policing, the Policing vision 2025 (NPCC, 2025) also had a part to play in the modernisation and professionalisation of police forces, the Policing Vision 2025 has an aim to ensure that all new police officers within England and Wales are equipped with the same qualifications and are certified to carry out their role safely and legally. It supports the creation of the PEQF programme which brings policing into the standards of higher education. 

A study conducted by Watkinson-Miley et al. (2021) aimed to analyse the experiences of student police officers taking the PCDA entry route, it found that those officers placed great value on the experience of higher education and the gaining of a degree as well as becoming a police officer and valued the “expert inputs” from teaching sessions. However, it was found to not be without its downsides. It was found that PCDA officers who had not experienced higher education previously were vastly underprepared for the amount of work needed compared to those who had higher education previously. It was also found that many of the participants placed a higher value on the operational experience than academic work. The study claims that this can lead to an “us and them” culture whereby students felt a disconnect from academia.   

The professionalisation of policing has also put a spotlight on the need for leadership development and evidence-based policing, this encourages officers to use research, analysis and evaluation to inform operational decisions, according to (Sherman, 2015) this approach is necessary to ground strategies and used tactics in confirmed findings as opposed to tradition and tuition. I feel that having strong leadership within my career has a large part to play in my professional development. A strong leadership is beneficial in shaping, the wellbeing and behaviour of officers which then offers to directly improve officers’ effectiveness, by offering direction and support, leaders can often improve morale and job satisfaction of those in their charge, while also influencing ethical standards and decision making (Harrington & Schafer, 2019).  

However, the move to professionalise policing has not been without criticism. Some scholars contend that academic professionalisation of policing could prioritise theoretical knowledge at the expense of practical experience, Holdaway (2017) claims that this could result in a disjunction between academic learning and the operational realities of policing. Even though there have been criticisms, the College of Policing continues to play a pivotal role in setting the standards on a national level, encouraging a culture of ongoing growth, this being especially important due to the ever-changing issues faced by police officers.

During my last year of my probation period, both my duties and expectations have changed considerably. At the beginning of my probation, my role consisted mostly of responding to various incidents while shadowing or at the least being closely monitored by more experienced officers, this was to ensure that I took onboard the basic skills necessary for the policing role, however, as I have gained more experience I have become more and more responsible for dealing with incidents, completing various investigations and having the increased responsibility of making operational decisions on my own.
 
Initially, I found the transition to increasing the burden of responsibility challenging however necessary. I was often uncertain of my ability to make the important decisions within a case and would often seek advice as to make sure that my decisions and actions were both legal and remained in line with organisational standards. However, as both my confidence and ability have developed over my probation period, I have begun to recognise that my ongoing training has provided me with an almost automatic response to incidents such as this, it is this autonomy that is the expected behaviour of a modern professional police officer.

A large part of the incident involving the brother and sister was ensuring that the victim in the case was safeguarded from further harm, this links with the Strategic Policing Requirement and the emphasis on the battle on violence against woman and girls (VAWG). The Strategic Policing Requirement (SPR) has outlined national threats and compiles policing strategies required to address them, these threats include terrorism, organised crime and the violence against woman and girls. The SPR looks to emphasise the need for collaboration between police forces and national agencies such as social services and victim support. In the world of modern policing there is a continuing need to respond to threats that exceed geographical boundaries and require co-ordinated responses and so the SPR also reinforces the need for continued training and essential intelligence sharing, this requires officers to gain the awareness of these threats and maintain the ability to respond to incidents on a local level (Home Office, 2023). 

As a result of hard work and determination I was able to provide the victim with the best possible outcome, the male was charged by the crown prosecution service for all three offences, I consider this incident to have had a big impact on my confidence. Now knowing that I am able to deal with complex investigations will only aid me in my career. 

Upon reflection of my development, there are a number of aspects within my final year of probation that have had a positive contribution to my professional growth. This continued and increased exposure and ownership of more complex incidents have significantly strengthened the skills needed for necessary decision making while also improving my knowledge of investigations and procedures. Furthermore, I feel that the components of the police education qualifications framework have encouraged me to develop both my critical thinking through reflective practice; by linking the theory of academic work with the operational experience, I have begun to develop a good understanding of policing in general. However, this has not been without its challenges, having a good balance between operational workload, academic workload, all while working a full-time job can be incredibly demanding and requires a highly effective use of time management.  

Changes within my role appear to be a sign of wider changes within the professionalisation of policing with the PEQF’s focus on reflective practice and critical thinking fitting with the college of policing’s goal of creating a more professional and evidence-based police force. My growing involvement with high importance investigations especially associated with safeguarding is also a sign of the change in demand on police services that is noted in the policing vision 2025. Many incidents responded to by frontline police officers involve vulnerable people as opposed to typical crimes, so a greater focus is necessary on officers’ communication, empathy and collaboration with other agencies. Moving forward I plan to continue my development of professional skills through the continued use of courses and training, this will aid in improving my investigative skills and my ability to manage more complex investigations, part of this will also be the need to keep myself up to date with emerging police practices and policies. Furthermore, I believe that is necessary to continue improving my own communication skills in order to strengthen my relationship with the public and ultimately the forces. Constant professional development will remain a priority throughout my policing career. 

Reflecting on my final year of probation, it is clear that my role has changed dramatically since I began as a first-year probationer, I have gone from being a trainee officer consistently relying on others, to a more independent officer not only fully capable of dealing with various incidents and investigations alone but being able to yield good results from those investigations. The strategic frameworks mentioned within this essay have impacted the individual development for officers and aimed organisational priorities in the right direction. The College of Policing’s emphasis on professional standards and leadership has significantly influenced modern policing practices as well as greatly effecting my own performance.

Word count - 1812



1

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:


The development of digital communication technologies has vastly changed how organisations communicate with the public. Social media applications are now one of the most important parts of how the government and other sectors communicate, especially in policing. An increased number of police departments will now use social media as a means of sharing information, connecting with communities and promoting programmes such as recruitment. In the United Kingdom, police forces such as South Wales Police have gone as far as to add social media to their communication plans with the aim of increasing transparency and to help with overall policing goals. Social media allows police to talk with the public directly without having to rely on the traditional media outputs, this has made it possible for the public to be more involved and have better access to information on how to combat crime in their areas. However, the professional use of social media within policing does come with its own set of problems, encompassing the risk to reputation, the possibility of misconduct and the potential for release of misinformation. 

Within this essay there will be a critical analysis of my own experience of social media as a means of informing and engaging with the public and to promote policy initiatives. I will be reflecting on my experience using Gibbs’ reflective cycle (Copely, 2011), this comprises of six stages, description, feelings, evaluation, analysis, conclusion and action plan, as a means to explore those experiences and draw any learning from them, within a policing education setting reflective practice is essential for the development of awareness and decision making. This essay will also consider the policy advice from South Wales Police and various other literature surrounding digital communication, exploring the benefits and risks of digital media use within a policing context.
With the introduction of social media, it has widely become an increasingly common tool used by policing organisations, the use of platforms such as Facebook, Instagram, X (formerly twitter), TikTok and LinkedIn allow police forces to quickly share information and gain vital engagement with communities across a large area (Crump, 2011). Within the United Kingdom, Police forces have learnt to utilise social media to communicate a range of information including crime prevention advice, public safety campaigning, missing persons appeals and updates on police activity (Jungblut & Jungblut, 2021). Research indicates that most police forces in both England and Wales now maintain official social media accounts as part their own community strategy. According to Cartwright and Shaw (2020), police forces use of social media demonstrates a shift towards digital engagement with the public with Facebook being a popular platform that shows support and active following, it is viewed by many as a valuable tool for interaction with local communities.   

During my own experience as a police officer, I regularly observe policing communication channels, from these observations I have noticed that social media is frequently used as a means of providing updates on incidents or road closures, promoting initiatives and requesting assistance from the public particularly regarding missing persons cases, for example police social media posts will often contain appeals for sightings of particular people whether they are wanted or missing persons. A study conducted by Stroele et al. (2024) found that social media can greatly assist in the locating on missing persons through the quick dissemination of information and images, in particular the use of an app named X (formerly twitter) which has been associated with higher chances of locating, people particularly people with dementia. Further studies on Facebook have also found that use of the platform enables different community roles, creating an almost crowdsourcing environment through information sharing across various online communities (Hattingh & Matthee, 2016).

During my experience when using social media to assist in locating a missing person, there seemed to be a policy implemented by South Wales Police that had the potential to act as the biggest obstacle, that being the need for consent from a direct family member, this is to ensure that circulation of a person’s image or information will not put that person at further risk (South Wales Police, 2026a). According to Adekoya et al. (2025), the sharing of personal information about missing individuals particularly those with vulnerabilities, presents a number of risks, including the potential for victimisation and exploitation from malicious actors while also putting their support network at risk, furthermore, there is a risk that the potential release of identifiable data could be used in criminal activities. The balancing act between the safety and privacy of those missing is a continuous challenge, while social media campaigns offer a higher likelihood of location, there may be direct conflict with those persons right to privacy, including their right to not be found. There is often a sense of urgency to release information, which in turn can complicate the consent process usually when the topic of consent has not been discussed prior to a person going missing (Adekoya et al. 2024). 

South Wales Police currently maintain several official social media accounts that often provide information on their policing priorities and community safety, these enable the force to share information across their force area and with the neighbourhood policing teams. However, the forces policy puts emphasis on the fact that social media should not be used as a method of reporting crimes or emergencies, according to South Wales Police (2026b), this is due to social media channels not being continuously monitored and emergency reporting must be made through official channels such as telephone call or other online reporting systems. The use of social media therefore is primarily a tool of communication and not intended to replace existing reporting systems. 

Reflecting on my experience at first made me think positively about the role of social media and how it can help make policing more open and transparent, allowing people to feel they can monitor police forces by getting a better idea of how they are working, seeing aspects of policing that they may not usually see. I also feel that the fact that social media is widely user friendly and for the most part, easy to use allows for people to feel more confident about asking questions or providing information in regard to appeals, furthermore, when police force social media pages reply to questions or comments from the public this can serve to reinforce the feeling of transparency and also the public being heard. In 2013, a study was conducted by Ruddell and Jones which tried to explore the characteristics of participants who accessed police social media and gain their related perceptions of police, the study found that respondents who accessed police social media sites had higher levels of confidence or satisfaction in the police however they could not confirm if there was higher confidence because they accessed the sites or whether they are more likely to access the sites due to higher confidence, these respondents also tending to be of the younger generation, conversely, individuals over the age of 65 years old tended to access the social media platforms less regularly and had the perception of little future value in social media use by law enforcement, older users also reported lower satisfaction with the police in general (Ruddell & Jones, 2013).    

I have also seen from experience that there are worries from senior officers about the potential for professional conduct risks through officers themselves using social media platforms. Police forces require and expect their officers to act professionally and ethically whether they are on duty or off duty, bad behaviour on social media can be highly detrimental to not only the officer’s reputation and trust but can greatly affect the force they serve. Exposure to the popular social media topic of citizen video journalism, a form of journalism characterised by ordinary individuals capturing and sharing video content online (Bock, 2012), often depicts police misconduct. This has been shown to increase public cynicism toward police far more than traditional news sources, furthermore, this heightened cynicism has also been linked to increased chances of officers receiving some form of punishment or sanction for wrongdoing. Although this does not tend to alter the general feeling towards police officers, it can play a part in effecting the outcome of individual events or incidents (Browning, 2020). This form of social media can also pose a risk that information or police communications may be taken out of context or not fully understood, these forms of social media post are often very quick and lack the full story surrounding an incident, resulting in wrongful criticism.

From reflection, the use of social media within policing in the United Kingdom has several advantages as well as significant challenges which can prove difficult to deal with in terms of ethics and reputation. A critical analysis of these issues shows that social media greatly improve communication between police and the communities they serve, but the effectiveness of this is dependant on responsible management and adherence to professional standards. On of the greatest advantages of social media is its ability to disseminate information efficiently to large audiences. Platforms allow officers and departments to provide real-time updates on incidents like missing persons and road closures. This quick communication can improve public awareness and reduce uncertainty during major events. For example, posts from South Wales Police frequently provide updates on operations, safety and advice, which keeps communities informed. This rapid information sharing aligns with the principle that police need to be more open and transparent which is increasingly expected from modern police organisations, public trust can be directly affected with the use of social media allowing forces to demonstrate their work and speaking to people directly.

Even though there are many advantages, social media can also pose its risks, inappropriate behaviour can undermine public confidence, investigations conducted by the independent office for police conduct (IOPC, 2026) demonstrate that offensive or discriminatory behaviour online can result in both disciplinary action or reputational damage, this is exacerbated by the speed at which this behaviour can spread in the online world unlike many other communication channels, plus people may not understand a message or post if there is no context provided with it. To address these risks, police will often implement policies and procedures governing professional social media use, aiming to ensure that online communications remain professional and aligned with organisational values. Overall, this analysis demonstrates that social media represents a valuable tool for modern policing but also requires careful management, therefore there is a need for social media to be integrated into communication strategies as well as the use of traditional methods of communication.

My experience highlights several areas for future development, firstly it is essential to develop the knowledge and understanding surrounding organisational policies on social media use, ensuring that my own behaviour and presence online reflect the ethical standards expected of my role. Secondly, both other officers and I should actively develop existing digital communication skills allowing for the professional and constructive communication with the public. Thirdly, existing studies have shown that the use of social media is only set to grow, as a result it is essential for me to focus on using social media strategically, this includes the sharing of accurate information. Finally, it is important to recognise the limitations of social media and ensure that digital communication does not replace but rather complement existing face to face engagement, for the reasons explored within this essay I believe that social media has the potential to strengthen the relationship between police and the communities that they serve. 
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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:


Contemporary policing operates within a complex environment, where leadership must respond to both operational demands and changing public expectations, recent work by the College of Policing emphasis that strong leadership is essential to maintaining public trust and adapting to threats (College of Policing, 2025). Effective leadership within policing is an essential part of the role, leadership requires adaptability, situational awareness and the ability to respond effectively to dynamic and often high-pressure operational situations. Rigid leadership approaches can often undermine the decision-making process, a team’s cohesion and above all, the safety of the public. Contemporary policing demands that its leaders demonstrate flexibility in their leadership style to adapt to evolving situations. This essay will critically evaluate my own flexibility in leadership style and will analyse the strategies I have adopted to manage a range of different operational contexts. During this essay I will also reflect upon my experiences of leadership and approaches using Gibbs reflective model (Copely, 2011) while drawing on established leadership models commonly used within policing, including situational leadership, transformational leadership and transactional leadership as well as police specific frameworks such as the national decision model (NDM) to critically examine my own practice (College of policing, 2024).

One of the incidents I have chosen to reflect upon involved a large-scale community event that had initially escalated into public disorder due to overcrowding, excess alcohol consumption and rising tensions between two groups. As one of the more experienced officers at the scene, it was part of my responsibility to ensure that the officers with varying levels of experience were coordinated suitably in order to keep the public safe. At first, the situation was unstable and in need of immediate control, I began by giving orders and making clear, concise directions to separate the crowds and set up a cordon of officers between them, this made sure there was a visible police presence and show of strength. I was unaware of any named leadership styles at the time however, this style is commonly known as command and control and is often used in law enforcement when keeping the peace is paramount. This leadership style is a traditional response to critical incidents within policing, it uses a clear command structure with an established hierarchy with clear lines of authority and is similar in nature to a military principle (Leslie & Martin, 2025)

As the situation progressed, the dynamics began to change. Most areas of the crowd began to stabilise however pockets of the public continued to cause issues, and I believed this required a more nuanced approach with those members of the public. Simultaneously, the more experienced officers within the team began to identify possible risks based on their local knowledge of the people, they also began to propose possible solutions before those risks became a reality. Recognising this shift I decided to adapt my leadership style, this allowed me to step away from the role of oversight and become more participative and delegative, giving individual officers the responsibility to combat the risks as they saw fit and encouraging them to provide their own input into decision making. This style is known as distributed or shared leadership, by devolving authority across a group this style treats leadership as more of a group activity rather than one person’s role, by encouraging informal leadership, however without clear structure there is a risk this could lead to a lack of accountability (Craig et al, 2010). Ultimately the situation was brought under control without any major escalation, and a structured dispersal strategy was successfully implemented. 

Part of my decision to switch leadership styles was the subconscious use of the national decision model (NDM). According to Boulton (2025) the NDM is designed to support police decision-making across different roles within the organisation, it also seeks to standardise the process by emphasising an ethical approach, however not many studies have investigated whether the NDM has any direct effect on leadership styles. It serves more as a reasoning tool as to why a leader should switch styles within a given scenario. The NDM utilises continuous assessment, information gathering and reflective decision making, during my experience I felt that with the constant flow of information during the incident I was able to know that a change in leadership style was necessary however, I felt a slight reluctance to shift leadership style, this would suggests that my application of the NDM within an ongoing event could be strengthened by having confidence in my ability to adapt. 

At first, I was confident that a directive leadership style was the right approach, due to the urgency of the situation, it demanded clear authority and rapid decision making, I also feel my confidence was reinforced by expectations within policing of effective leadership being synonymous with competence. However, as the situation evolved I began to feel uncertain as to whether my leadership style remained appropriate, I recognised that if I continued to use a directive approach, I risked hurting the effectiveness of the other officers, particularly those that may have been in that situation previously and therefore a better situational understanding than myself. When I switched to a more participative role, I felt a greater sense of trust in the other officers as well as improved communication and increased morale. Even so, I also experienced considerable apprehension about giving up control, especially as I recognised the risks of misjudgement in a public order scenario. The loss of control in this situation came with its risks, one in particular was losing the ability to act decisively in emergencies, shifting leadership styles within a high-stakes situation can slow down the decision-making process and hinder the effectiveness of the chosen response (Smithson, 2021).

I feel the initial response in a directive leadership style was effective in establishing control and ensuring the immediate compliance of those individuals causing the issues. In high-risk policing environments, this leadership is often necessary to prevent any escalation and maintain the safety of both the public and the officers involved while giving a clear purpose. However, I feel the effectiveness of this style diminished as the situation escalated. If I had adhered to directive behaviour then I would have lost out on the valuable input from the other officers at the scene, switching styles allowed the other officers to apply themselves and their experience wherever necessary. I believe that my adaptation was a positive decision which had a positive influence over the outcome as it enabled a more balanced approach between law enforcement and public engagement. Furthermore, my initial hesitation showed an element of over-reliance on command and control, this could have contributed to a delayed response, had I been more willing and quicker to adapt then it is possible that the situation may not have escalated as quickly as it did. However, with the shift to a more shared authority there were also risks around accountability and responsibility.       

Leadership flexibility is a central part of situational leadership theory, which claims that no single style is universally effective. It claims that certain approaches demand a level of interplay with emerging models such as transactional and transformational leadership (Davis & Bailey, 2017). In the context of policing, where decisions often carry several significant legal and ethical issues, the application of such models must be critically considered.

Transformational leadership is a style designed to inspire, motivate and result in positive changes in teams, fostering creativity and skill development whereby leaders will act as role models while offering support which leads to their followers emulating this behaviour (Singh & Chaudhary, 2023). During the later stages of this incident I feel I demonstrated elements of transformational leadership by placing trust in the other officers and empowering them with their own decision making. However, transformational leadership can lead to weakened accountability, which some research suggests is difficult for upper management to accept, this means that upper management will often suggest that orders are imposed, this style also relies heavily on the officers themselves having enough confidence to deal with situations alone which is not always the case (Vito et al, 2014).

Furthermore, transactional leadership maintains highly utilised within policing due to its emphasis on accountability and compliance. My initial use of directive leadership reflects this and is often necessary in critical incidents. Transactional leadership is defined as having a focus on exchanges between an organisation’s leaders and its subordinates with rewards given for compliance and performance, this also comes with punishments for the opposite. One advantage within policing is the model’s effectiveness in both motivation and satisfaction often getting the desired results. However, transactional leadership has its limitations, for example, it does not harbour the same levels of trust, innovation or engagement within an organisation. This can often result in subordinates blindly following orders with the promise of a reward at the end of it (Thomas & Cangemi, 2021)  

My reflection shows that police within the United Kingdom need their leaders to be able to change their style as and when it is needed. I was able to respond to the situation in an answer to its changing operational needs, this change from a directive to a more participative approach yielded a good result in the end. But reflection also shows that there are areas in which I can improve, especially when it comes to my own self-awareness, and confidence to quickly adapt my employed leadership strategy. 

I have found from my own experience that no leadership style alone is fully adequate for a single situation; to be a good leader I will need to use a variety of methods that are based on my knowledge of that situation and the principles and structure of the organisation. My actions showed signs of directive and participative leadership however, enhanced awareness is needed to maximise their effectiveness. Moving forward I plan to follow several steps to improve my leadership skills and flexibility. Firstly, I will continue to improve my professional development by putting a focus on leadership theory, this will enable me to be more informed when I find myself in another situation such as this. Secondly, I will continue to use reflective practice to analyse my performance and endeavour to improve, this can be accomplished by asking for feedback from other officers and supervisors. Thirdly, I feel that emotional intelligence has a part to play when it comes to having the confidence to adapt leadership style when needed with the aim of improving my timely decision making. Finally, I will aim to strengthen both my understanding and usage of the national decision model placing a greater emphasis on my continuous review and reassessment during live incidents, this will ensure that my approach remains dynamic and responsive to ever changing situations that police officers often find themselves in. I believe that becoming a better leader will be a result of all of the above.    

Word count - 1803







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:


The act of reflection is a fundamental part of modern professional policing, it actively underpins the development of competent, ethical and evidence-based policing practitioners. Within the Police Education Qualifications Framework (PEQF), the ability to effectively reflect is needed to demonstrate an officers ongoing development on a professional level and aligning their practice with the Competency and Values Framework (College of policing, 2024). Gibbs’ reflective cycle (Copely, 2011) provides a structured model through which practitioners can critically analyse experiences and translate learning into improved practice. This essay will critically reflect on my own experiences during my three-year probationary period, exploring how coaching and mentoring have affected my personal, professional and organisational development. It evaluates the extent to which the different approaches of coaching and mentoring have supported my learning, performance and feedback methods, while drawing on relevant theoretical frameworks such as Kolb’s experimental learning theory (Morris, 2020) and the GROW coaching model (Whitmore, 2017). This essay will try to assess both the effectiveness and limitations of coaching and mentoring within modern day contemporary policing. 

According to Staller and Korner (2020), coaching can be characterised as using ongoing, individualised attention to teaching, it can be described as practical application of skills and feedback in real time or near real time contexts and allows for the adaptation of needs based on in the field performance. In contrast, mentoring involves a relationship within which officers can provide guidance and support from a role model perspective. It is used as a tool to build trust and ongoing long-term learning (Magidson, 2025). Within policing, both are essential and necessary but serve differing purposes, I feel my experience in my three-year probation demonstrates the use of both approaches.   


During my probationary period, I felt I was constantly supported through both formal coaching and informal mentoring structures. My tutor constable provided me with structured competency-based coaching which the requirements and standards of the PEQF, while more experienced officers such as supervisors acted as the informal mentor, they acted to offer a broader guidance, for example myself and my tutor attended a domestic abuse incident which included a male assaulting his female partner. Instead of my tutor using direct instruction, they chose to ask me questions based on what I believed were the correct steps moving forward during and after the incident. Instead of prescribing actions, they would prompt me to consider safeguarding obligations, risks and legal actions. I believe this form of coaching encouraged me to engage in critical thinking and decision making while also using reflective practice.

In contrast, mentoring interactions were far less formal and structured, they often took place after an incident or outside operational contexts. These conversations were often one on one and focused on emotional resilience after traumatic events and workload management. The discussion in this instance was surrounding the details of the domestic incident, I was asked if there were any parts of my role that I could have done differently and thus obtained a different outcome. Upon reflection, I believe I performed well however there is always room for improvement, this mentoring meeting identified one area that needed improvement, this being the need to ask questions surrounding the couple’s history. Although I managed to get all the relevant information from the victim including the disclosure of assault, it was felt that I did not enquire about a background, this may have allowed for the identification of further offences and support. According to Hadjimatheou (2022) the need for background information is essential in shaping the interaction and tailoring the support that needs to be provided, understanding the victim’s experiences and dynamics can help them challenge the other party. An important tool for measuring risk factors is the Domestic Abuse, Stalking and Harassment and Honour based Violence (DASH) assessment or as its recently been changed to the Domestic Abuse Risk assessment (DARA), these are specific questions designed to identify the common risk factors within domestic abuse and helps to identify the likelihood of any future abuse and also shows potential in decision making within individual domestic abuse cases (Almond et al, 2017). 

This incident provides a clear distinction between the differing natures of coaching and mentoring, with coaching focusing on performance and mentoring on development. 

In the very beginning of my probation, I consistently faced uncertainty and anxiety surrounding the high-pressure situation police officers often find themselves in especially when being assessed by more established officers. This often relied heavily on directive guidance from my tutor as well as other officers, I feel this limited my need for independent decision making. However, as coaching became more open and facilitating, I experienced a significant shift in mind set, I began to feel far more confident and engaged in my own learning. My mentors were particularly important in reducing the anxiety as I feel they provided a safe space to reflect on any mistakes without the fear of reparations. This emotional transition was essential in moving from dependence towards autonomy, which I believe is a key indicator of professional competence, it also promoted the importance of feeling psychological safe within learning environments particularly from a policing perspective, this emotional maturity is described as forming a broader concept of professional maturity which results in effective police work (Hawkins & Dulewicz, 2007). 

Both coaching and mentoring have had a large positive impact on my personal development, however, they both differed in their effectiveness. A key strength within the coaching aspect is in its immediacy, The use of real time feedback during operational incidents allowed me to quickly take on board the learning opportunity and thus reinforce my knowledge through active practice, supporting my overall competence. Mentoring complemented this by addressing the elements of learning that coaching did not fully cover, such as emotional resilience, this is particularly important when trying to manage the psychological demands within the role of police officer.

However, limitations were evident. The quality of coaching depended on both the tutor’s approach and operational demand, often at times police officers have to deal with high stress situations that demand quick thinking and rapid decision making. Reflecting on an incident that my tutor and I attended whereby there was a fight ongoing between multiple people, at the time there was no chance for my tutor to issue me with directives. However, this incident can be seen as a benefit in some ways as it was necessary for me to quickly analyse the situation myself and immediately act. I feel that in this instance, mentoring became the primary way of learning as without the opportunity for coaching at the time, I was only able to reflect and discuss the positives and negatives of my decisions after the incident was dealt with. This is a good example of how coaching can be limited with by operational pressures and placing the focus on task completion rather than learning. 

A major part of own growth started when I began to take students to incidents when there were no tutors available, this was a dramatic change from being a student myself to then coaching others to learn. In these cases, I would often adopt a situation-behaviour-impact (SBI) model, I would ask the student officers to take the first steps during an incident such as speaking to victims and the necessary outcomes and provide feedback on what I had seen. For instance, I would point out how well victims were spoken to and suggest ways to improve and get complete information, this was undoubtedly a reflection of my own learning (Boivin, 2017).

The providing of feedback required a careful consideration of both my delivery and the tone used. I began to realise how harsh or unclear judgement can only hurt confidence and hamper learning. To create an environment in which learning is supportive I tried to balance constructive criticism with positive comments. While this was going on, I was still receiving feedback from other more experienced officers, this dual role of providing and receiving feedback demonstrated how important it is within a policing role in order to grow and help others.

Upon reflection, another model of coaching and mentoring I utilised in my teaching method was the GROW model, this is a coaching framework which emphasises a structured process of Goal, Reality, Options and Will. This model encourages a coaching relationship and use of critical skills such as questioning and active listening to guide individuals through a process of clarifying goals, assessing the current realities, exploring options and committing to decided actions (Herd, 2015).

However, this experience also highlighted the challenges in being a coach or mentor, without formal training within coaching or feedback delivery, I sometimes lacked the confidence or ability to give the necessary guidance. I was often learning things for the first time myself and being expected to teach at the same time which comes with obvious difficulties. In general, this experience has been a big step forward in my career, I feel I have demonstrated a shift toward gaining greater responsibility and contributing to the support of organisational learning. 

Furthermore, Kolb’s experimental learning theory has been utilised within policing contexts to improve training and professional development, this theory stresses the importance of learning through direct experience, reflection, conceptualisation and experimentation. This offers a framework where officers can understand how to obtain and utilise knowledge in real world scenarios. One study examined how rookie police officers with experience in this theory engaged with their role, it found that officers with the prior experience had a more positive community engagement and more effective behaviour within volatile situations, using engagement rather than force. I feel this illustrates how this experimental learning can support the use of practical skills and experience in a policing context (Smith, 2020)   

This refection has critically analysed the influence that coaching and mentoring has had on my overall development within my three-year probationary period. Both methods have been essential in assisting me from going from a novice officer to a more skilled and more independent practitioner. Coaching offered organised and performance orientated development whereas mentoring helped to promote more extensive and personal professional growth especially in resilience and wellbeing. 

Importantly, my experience has changed from receiving coaching to assisting in helping other officers grow, often helping students in their own journey by providing feedback has assisted me in learning more about the dynamics of coaching and the importance of clear and constructive communication. However, it has also shown me the areas that I can also improve on when it comes to formal coaching methods. To attempt to solve this and continue my own growth, I aim to take a structured approach, I will continue to use Gibbs’ model for ongoing reflective practice to ensure that my learning is critically evaluated in the future, I plan to seek formal training in coaching and mentoring by way of a tutor course as I see the only way to learn is to do. This will help to develop structured methods that make feedback clear and fair. I also plan to seek ongoing mentoring relationship from more experienced officers to help me move onward and upward in my career. Through these actions I aim to not only enhance my own growth but to actively contribute to improving the effectiveness of the organisation in line with the broader objectives of modern-day policing.  
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