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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:



According to the College of Policing’s five-year strategy (2024), the organisation has set out key priorities aimed at addressing current challenges within the policing sector. These include fostering public trust and promoting a fair workplace culture, enhancing leadership across the force, supporting continuous professional growth and officer wellbeing, improving core competencies, and driving innovation by applying evidence-based practices. The strategy is significant in that it not only identifies the main issues but also provides a clear plan for resource allocation and outlines steps towards the further professionalisation of policing (College of Policing, 2024). Central to this aim is the principle of 'policing by consent', which emphasises the critical role of public trust and cooperation in effective policing. The strategy acknowledges that recent incidents involving misconduct, including abuse of power, discrimination, and various forms of prejudice, have significantly undermined police legitimacy and eroded public confidence (College of Policing, 2024).
	

Whilst reports from HMICFRS (2024) and the Office for National Statistics (2024) indicate clear deficiencies in community trust, these findings must be critically examined in terms of their causes and implications. One key factor is the perceived failure of internal accountability mechanisms, which has allowed officers to remain in post despite serious misconduct. This creates a legitimacy gap, where public expectations of ethical behaviour and transparency are not matched by the actions or oversight within policing institutions (Bradford et al., 2020). Research shows that when police forces do not reflect the ethnic, cultural, and social makeup of the communities they serve, they are less likely to gain the trust of those groups (Bowling, Reiner and Sheptycki, 2019). Efforts to build legitimacy, therefore, cannot be limited to surface-level reforms but must involve meaningful cultural transformation and institutional accountability. Nonetheless, it is important to acknowledge the complexity of public attitudes. While trust may be low in urban or high-profile forces like the Metropolitan Police, surveys often show relatively higher confidence in local policing where visibility and community engagement remain strong (ONS, 2024). This variation suggests that while structural reform is vital, localised strategies also play an important role in rebuilding confidence

Another key focus has been enhancing leadership across the police service. Through structured leadership programmes such as the Strategic Command Course and the Policing Education Qualifications Framework (PEQF), the college has sought to standardise leadership development and promote ethical, accountable leadership (College of Policing, 2020). These initiatives aim to ensure that leadership is both adaptive and inclusive, fostering legitimacy in police-community relations. This signals a greater move toward greater professionalisation by embedding leadership development into academic learning pathways (Fleming, 2020). This approach aligns with the broader agenda of evidence-based policing and ais to instil reflective and accountable leadership practices (Cockroft & Beattie, 2009). 

Continuous professional development (CPD) is another cornerstone of the CoP’s strategy. By introducing national standards and CPD framework, the CoP encourages officers to maintain and develop skills throughout their careers (Williams, 2022). Such an approach aligns with the broader public sector trend of professionalism and lifelong learning. Moreover, the College’s focus on officer wellbeing, particularly through its Blue Light Wellbeing Framework, reflects a recognition of the complex psychological demands of policing. Evidence suggests that prioritising wellbeing not only reduces absenteeism but also enhances service delivery and job satisfaction (Houdmont et al., 2019).

Improving core competencies is addressed through rigorous entry standards and ongoing assessment mechanisms introduced under the PEQF. These aim to align policing with higher education and ensure recruits process critical thinking, problem-solving, and communication skills (Bryant et al., 2021). Additionally, the College champions and the application of evidence-based policing, collaborating with academic institutions to translate research into practice. This approach supports innovation and more effective crime prevention strategies, moving the profession from tradition-based to knowledge-informed decision making (Sherman, 2013). 


As I am progressing through my final year of probation, I am committed to fulfilling the role of a modern professional police officer by embracing continuous development, reflective practice, ethical standards and evidence-based policing. 
I regularly engage with my Sargeant to process and assess my performance and set meaningful developmental goals, The college of Policing (2022a) emphasises that regular reviews encourage structure reflection and professional dialogue, enabling officers like myself to track process and identify areas for growth. In my recent review I set an objective to improve my knowledge around traffic policing which I have pursued by volunteering to attend traffic operations as well as completing several attachments with traffic officers on my rest days. 

Regular reviews with my Sargeant remains vital for my professional growth. I actively participate in learning opportunities such as online training modules on vulnerability and safeguarding which are key priorities in modern day policing. According to the College of Policing (2022b), regular reviews ensures that officers remain competent and responsive to emerging challenges. For example, after completing a course of domestic abuse risk assessment, I felt more confident applying DASH (Domestic Abuse, Stalking and Honour-Based Violence) models effectively when dealing with victims during front line incidents. 

Reflective practice is important for my development. By maintaining a reflective journal, I critically analyse situations I encounter such as a recent case involving a mental health crisis whereby de escalation techniques were crucial. This process aligns with Schon’s (1983) theory of reflection in action, promoting adaptive learning and better decision making. Additionally, the use of the National decision-making model whereby the final step is to ‘take action and review what happened.’ The National decision model is fundamental in every situation I face as an operational police officer. 
Additionally, I uphold the Competency and Values Framework (CVF) which guides behaviour and performance standards across UK policing. The CVF (College of Policing, 2022c) promotes values such as transparency, impartiality, and public service. I apply these values daily; most recently when resolving a neighbourhood dispute impartially and with empathy, leading to a positive outcome for all parties involved. These efforts ensure I serve the public with integrity, competence and accountability which align with the code of ethics. 


Furthermore,	as I reflect on my final year of probation as a police officer, I have witnessed significant changes in my role, responsibilities, and approach to policing. The transition from a probationary period into full operational capacity has not only been a period of personal and professional growth but also an opportunity to understand the evolving nature of modern policing. Drawing on personal experience, academic literature, and current policing frameworks, I will explore these changes and critically reflect on their implications for my practice as a police officer using Gibbs’ Reflective Cycle (1988). 
One of my first independent tasks was conducting a stop and search on a suspicious individual. Initially, I felt unsure of myself, as this involved applying legal knowledge in a real-world scenario. Under the guidance of a senior officer, I followed the procedure, ensuring I had reasonable grounds and documenting the process accurately. Reflecting on this, I realize that during the probationary period, my role was very much about learning the ropes while being closely supervised. This aligns with Gibbs’ reflective cycle (1988), where the first stage of reflection; description; involves recounting an experience without judgment, which allowed me to focus on the technical and procedural aspects of the job.
As Broderick (2001) highlights, probation serves as a critical period for developing essential policing skills, and I found that my confidence in performing routine tasks grew significantly over time. However, I was still largely dependent on senior officers for support and guidance.

As I have gained more experience and knowledge, my responsibilities began to expand. I was no longer just assisting in basic operations but was increasingly trusted with more complex cases. One key example was when I was tasked with handling a domestic violence call where the suspect had barricaded himself in a room. The situation was tense, and I had to manage both the safety of the victim and the suspect while maintaining control of the scene.

Using Gibbs' Cycle (1988), this experience exemplifies the second stage of reflection—feelings. At first, I felt overwhelmed and unsure of my ability to handle the pressure, but as the situation unfolded, I used my training and the knowledge I had gained during probation to communicate effectively with the victim and negotiate with the suspect. The outcome was positive; we managed to resolve the situation without further escalation. This marked a pivotal moment in my development, as I transitioned from relying on others to trusting my own judgment. This aligns with Reiner's (2010) view that policing requires officers to balance law enforcement duties with social problem-solving, particularly in volatile situations. In my reflection, I evaluated my actions through the evaluation phase of Gibbs' Cycle (1988), recognizing that although my response was ultimately successful, I could have taken more time to assess the situation before making certain decisions, such as immediately entering the room without enough backup. Reiner (2010) points out that decision-making in policing is often a balance between legal knowledge, ethical practice, and instinct. This realization led me to conclude that, while I handled the situation well, I need to continue improving my ability to assess risk in high-pressure scenarios.

A major shift in my role during my final year of probation was the increased emphasis on community policing. One real-life example of this was when I was involved in a project aimed at reducing youth anti-social behaviour in a local neighbourhood. Instead of merely reacting to incidents, we worked proactively with schools, social services, and local authorities to identify at-risk youths and provide support before issues escalated. This approach was far more holistic than traditional policing, focusing on building relationships and fostering trust within the community.
This shift aligns with the analysis stage of Gibbs’ Cycle (1988). On reflection, I realized that my role was expanding beyond law enforcement to include elements of social work, conflict resolution, and community engagement. According to Skolnick and Bayley (1986), community policing is an essential part of modern policing, as it emphasizes collaboration and preventive measures. I found that engaging with local communities not only helped reduce crime but also improved my communication skills and deepened my understanding of social dynamics.

Furthermore, technological advancements played a significant role in shaping my role as a police officer. One key example was the introduction of predictive policing software, which analyses crime patterns and uses algorithms to predict where crimes are likely to occur (Pearsall, 2010). During my final year, I was involved in using this software to assist with strategic deployment in my area. On one occasion, we were able to pre-emptively deploy officers to a specific area where burglary rates had spiked. This proactive approach resulted in the apprehension of a suspect before any further crimes occurred, demonstrating the potential of technology to enhance operational effectiveness. This technological advancement directly impacted my work, making it easier to identify trends and allocate resources more efficiently. It also increased my understanding of how data-driven policing could complement traditional methods of law enforcement. Sklanksy (2008), notes that the rise of technology in policing demands a careful balance between privacy concerns and effective crime control. Whilst the predictive policing tool was highly effective, I also understood the ethical implications of relying on algorithms to make decisions about where police resources should be deployed.

During my probation, I became more aware of the emotional and mental challenges associated with policing. One particularly difficult incident involved a serious road traffic accident where I had to provide first aid to an injured child before emergency services arrived. While I felt a sense of duty to assist, the trauma of the situation stayed with me for weeks, leading to feelings of anxiety and stress.
This experience led me to reflect on the conclusion stage of Gibbs’ Cycle (1988). I recognized that policing, particularly in high-stress and traumatic situations, takes an emotional toll on officers. I had not been fully prepared for the mental strain that comes with such experiences, and I realized the importance of emotional resilience and mental health support in the profession. Sklanksy (2008), highlights that the psychological demands on police officers require continuous support and a culture that encourages seeking help when needed.

In conclusion, my final year of probation has been transformative in shaping my identity as a police officer. By reflecting on real-life experiences through Gibbs' Reflective Cycle (1988), I can see the significant growth I’ve made in both my technical skills and emotional resilience. The shift from a probationary officer to a fully operational one involved navigating complex situations, building relationships within the community, and adapting to technological advances in policing. 
Looking ahead, I plan to continue developing my emotional intelligence, decision-making abilities, and communication skills. Additionally, I will seek ongoing professional development in areas such as community policing, resilience training, and technological proficiency. 
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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:

In recent years, social media has become a pivotal communication tool in modern policing, fundamentally transforming how police forces engage with communities, inform the public, and promote policy initiatives (Brainard and Edlins, 2015). South Wales Police (SWP), like many other UK police forces, has embraced platforms such as Twitter, Facebook, and Instagram to foster transparency, disseminate information, and encourage community dialogue (South Wales Police, 2023). 
[bookmark: _Hlk198118896]The implementation of the College of Policing’s social media guidance and internal SWP communication policies seeks to mitigate these risks by enforcing ethical standards and ensuring accountability (College of Policing, 2020). Social media has transformed the landscape of modern policing, allowing forces to interact directly with the public, share real time information and promote transparency and trust (Crump, 2011). While originally designed for social interaction, platforms such as Facebook and Twitter have become essential tools in upholding the law and bringing offenders to justice (Meijer & Thaens, 2013). In particular, the integration of social media into policing strategies aligns with the shift toward community-oriented policing models, which stress collaboration and public trust (Skogan, 2006). This essay critically evaluates the use of social media as a means of informing and engaging with the community, and promoting policy initiatives, based on a real-life operational incident. 

The incident involved the identification and arrest of a wanted male after a member of the public, having seen an image on Facebook shared by the police, reported seeing the suspect at a local Tesco. As a police constable on mobile patrol, I received the report, coordinated with colleagues, and contributed to the arrest of the individual. Using this case as a lens, the essay reflects on the strengths, challenges, and ethical implications of using social media in policing. The discussion is framed using Kirkpatrick (1996) model of evaluation. 

While on routine mobile patrol in a residential area, I was approached by a woman who recognised me as a police officer. She explained that she had seen a Facebook post earlier that morning on our force’s verified page. The post included an image of a male wanted in connection with an ongoing investigation into assault. She was confident that she had just seen the individual inside a nearby Tesco store, less than five minutes prior. She showed me the Facebook post on her phone, confirming the suspect’s image and description. I quickly relayed this intelligence to our control room and, working with nearby officers, helped to coordinate a response. The area was swiftly saturated with units, and the suspect was located within 15 minutes. He was positively identified and arrested without incident.

This real-time public interaction demonstrates how social media can transform community members into active partners in policing, contributing directly to successful outcomes. It also highlights the speed and reach of platforms like Facebook, which can deliver critical information into the hands of citizens within seconds.


One of the central goals of community policing is to build trust between police and the public by encouraging two-way communication and collaboration (Gill et al., 2014). Social media aligns well with this goal, enabling forces to share updates, safety alerts, appeals for information, and prevention advice. According to Brainard and Edlins (2015), social media use among municipal police departments in the U.S. and UK has grown steadily over the past decade, driven by the need to enhance transparency and accountability. In the incident described, the Facebook post functioned as a digital appeal to the public. Its impact was immediate and tangible. The woman’s recognition of the suspect demonstrated an important shift in the traditional model of intelligence gathering: rather than relying solely on CCTV or patrol visibility, police forces can now “crowdsource” vigilance from the public (Meijer, 2012).

This approach, however, assumes that the public is actively engaged and technologically literate. As Loader and Mulcahy (2003) points out, digital engagement often excludes certain demographics, including older adults or individuals from lower socio-economic backgrounds. There is also the risk of “digital vigilantism”, where public identification of suspects may lead to harassment or false accusations (Trottier & Fuchs, 2015). This necessitates a carefully managed communications strategy, where posts are clear, lawful, and ethically justified.


Beyond operational alerts, social media is increasingly used to support broader policing strategies and policy initiatives. Campaigns promoting anti-violence messages, anti-drink driving measures, or domestic abuse reporting mechanisms are now commonly launched and amplified via platforms such as Facebook and Instagram (HMICFRS, 2021). These channels allow police forces to reach a wide demographic with minimal cost and in real time.

In this incident, the Facebook post not only helped locate a suspect but also reinforced the force’s broader policy objective of public involvement. This aligns with the principles of procedural justice, which emphasise fairness, transparency, and shared responsibility in law enforcement (Tyler, 2006). When the public perceives the police as legitimate and open, they are more likely to comply with the law and assist with investigations.

Savage and Hyde (2014) argue that social media posts that are framed within broader policy goals—such as public protection or safeguarding—tend to be more effective in garnering support. In this case, the image of the wanted male served both an operational and a policy function: it communicated urgency, encouraged civic participation, and demonstrated proactive policing.

However, the use of suspect images before arrest raises significant legal and ethical issues. The Data Protection Act 2018, as enforced by the Information Commissioner’s Office (ICO, 2019), stipulates that personal data must be processed lawfully, fairly, and transparently. Although the image used in the post had been cleared internally through legal protocols, I remained mindful of potential risks, including wrongful identification and damage to the suspect’s reputation if later proven innocent.


Despite the many advantages of digital engagement, the use of social media by police forces also poses challenges. One major concern is the spread of misinformation. If posts are unclear, misleading, or speculative, they can quickly go viral, leading to confusion or panic (Chermak & Weiss, 2005). Police forces must ensure that information is vetted, accurate, and proportionate to the situation at hand.

Another concern is over-reliance on public involvement. While community support is vital, officers must be cautious not to blur the lines between assistance and outsourcing of duties. Citizens are not trained investigators, and their interpretations of events or images may be flawed (Trottier, 2012). In this case, I had to verify the woman’s report carefully before initiating an operational response. 

Additionally, social media can be used by offenders themselves for counter-surveillance, misleading the public, or spreading disinformation (Denef et al., 2013). There are also increasing reports of police officers facing online abuse, especially when posts become controversial or attract polarised comments (Miller & Howell, 2015).

To mitigate these risks, the College of Policing (2022) has issued guidelines on digital engagement, emphasizing the need for accuracy, professionalism, and legal compliance. Officers are also encouraged to undergo regular training on social media use, privacy law, and digital ethics.

	
To evaluate the impact of the Facebook post and the wider use of social media in this context, Kirkpatrick’s (1996) Four-Level Evaluation Model offers a structured framework. Originally developed for training evaluation, the model is widely applied in assessing the impact of communication, learning, and organisational strategies in the public sector. 

Level 1: Reaction
At the first level, the focus is on how individuals respond to an intervention—in this case, the public’s reaction to the Facebook post. The member of the public who approached me had a positive reaction to the content: she recognised the individual, trusted the source, and took proactive steps to alert police. This response demonstrates that the post was not only accessible but perceived as credible and actionable.

Additionally, public comments on the post—moderated by our communication team—reflected a strong sense of community engagement and appreciation for the transparency shown by the police. Research supports those positive emotional reactions to social media communications correlate with increased public trust and cooperation (Goldsmith, 2010). 

Level 2: Learning
This level assesses what people learned or understood from the communication. In this case, the Facebook post was informative, offering visual identification and a brief context of the offense. The member of the public who acted on the post demonstrated comprehension of its intent and relevance, recognising the male and recalling the location where she had seen him. Internally, the post reaffirmed to officers the importance of public engagement in intelligence gathering. It also prompted informal team discussions about how to make posts more effective and inclusive. According to Meijer and Thaens (2013), social media can enhance organisational learning when police monitor public responses and use them to refine communication strategies.

Level 3: Behaviour
This level evaluates the observable behavioural changes resulting from the intervention. The most tangible example here is the action taken by the member of the public. The females decision to approach me, share evidence, and direct officers to the scene represents a clear change in civic behaviour, supported by the presence and accessibility of the Facebook post. The incident also prompted improved coordination among officers and enhanced vigilance during patrols. This kind of proactive public-police partnership is central to the principles of community policing (Skogan, 2006) and confirms that digital tools can translate online engagement into offline action.

Level 4: Results
Finally, this level assesses the overall impact of the intervention on organisational goals or public safety outcomes. The post led directly to the arrest of a wanted individual, thus achieving a concrete operational result. It also validated the value of our social media strategy in both tactical and strategic terms. From a broader perspective, the success of the post contributed to reinforcing public trust and demonstrated the efficacy of collaborative policing. As Kirkpatrick (1996) noted, results should ideally link back to organisational priorities—in this case, crime reduction, public cooperation, and efficient use of resources This incident reflects broader changes in police-community dynamics. The shift from passive to participatory policing—where citizens act as digital witnesses and contributors—is profound (Goldsmith, 2010). As younger, more digitally literate generations emerge, expectations for transparency and engagement will only increase.
Additionally, the growing reliance on social media highlights the need for policy coherence. Forces must balance operational objectives with civil liberties, ensuring compliance with Human Rights Act 1998 provisions around privacy and due process (Liberty, 2018). Finally, the case outlines the importance of multi-agency collaboration in the digital age. Effective policing on social media often requires support from communication officers, legal advisors, and IT specialists to craft messages that are accurate, lawful, and impactful (Lieberman et al., 2013).



This essay has critically evaluated the use of social media in policing, drawing from a real incident in which a member of the public used Facebook to identify a wanted male, leading to his arrest. The case illustrates the potential of platforms like Facebook to enhance public engagement, support operational efficiency, and promote transparency in law enforcement. However, it also highlights the ethical and legal responsibilities that accompany digital engagement, including the risks of misinformation, privacy breaches, and misidentification. This essay has evaluated the incident in depth using the Kirckpatrick (1996) model. 
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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:

Within this essay, I will outline my leadership style and evidence how my leadership style can change dependant on what scenario I am faced with as a police officer. I aim to critically evaluate and provide evidence of the flexibility in my leadership style, reflecting on how it has developed since I joined South Wales Police nearly three years ago. I will examine various leadership strategies that I believe I have cultivated and identify those I apply regularly in my day-to-day role to manage a range of operational situations I have encountered in my career. These strategies, once developed, have not only supported my professional growth but also equipped me to carry them forward throughout my career and share them with other police officers. Additionally, I will explore leadership models commonly used within policing and consider how I have adapted my own leadership approach in response to changing in circumstances. 

As a police constable already in my third year of probation I have already undertaken the responsibilities of an acting sergeant on several occasions, largely due to the relative inexperience on my team. Apart from one colleague with slightly more service than myself, who is the most experienced on the shift; however, she has opted not to take on the additional responsibility of an acting supervisory role. In contrast, I consider myself to be a natural leader within the team and take pride in leading by example. Given the high number of newly qualified officers joining response policing; where all new officers begin their careers; I often find myself in a position where I serve as a role model and a point of reference for less experienced colleagues. Many of them seek guidance from me and regularly approach me with questions regarding operational procedures and decision making.
 In addition, I have been the first officer on scene at several high-risk incidents and I have taken the lead in managing these situations. These experiences have required me to adapt and apply different leadership styles, which I will explore and critically evaluate throughout this essay. 


Leaders play a pivotal role within organisations, as they are responsible for establishing the tone and shaping the organisational culture. According to Northouse (2004), leadership can be defined as a process through which an individual influences a group to achieve a shared objective. An effective leader possesses the ability to guide and motivate their followers toward the successful attainment of organisational goals. Similarly, Ashbridge (2004) states a leadership style is a behaviour and method when managing others. How leaders are held accountable for the other members of their team and implement their ideas is determined by how they handle certain situations. These definitions are relatable to situations I have been placed in when at calls with less experienced officers as I hold the responsibility of making sure the incident is handled professionally and correctly in line with the code of ethics (College of policing, 2024a). 



I have evaluated all the different types of leadership styles; on reflection I am confident that the leadership style that applies to me the most is the affiliative leadership style. The core of this style of leadership is the building of emotional bonds with your colleagues which is something I believe I do with every single member of not only my team but the organisation which creates a positive team spirit and a happy comfortable environment. This helps team members feel that they can speak freely and a sense of belonging within the team or environment that they are part of. Goleman (2000) argues that affiliative leadership “creates strong relationships with and inside the team, encouraging feedback. The team members are motivated by each other’s loyalty to one another” which inherently supports psychological safety and a sense of belonging among team members. One of the most important benefits of affiliative leadership is that it alleviates stress within team members. This is due to the type of leaders, helping to reduce stress and building a workplace that is welcoming and sociable. Leadership approaches that prioritise supportive interpersonal relationships such as affiliative leadership, have been found to significantly reduce employee stress levels. Bono et al. (2007) demonstrated that an affiliative leadership fosters emotional support and enhances well-being by creating a psychologically safe environment, which in turn helps to buffer against the negative effects of workplace stress. 

As I have already discussed, I believe the affiliative leadership style best describes my type of leadership and the way I deal with calls and situations. Due to the issues within the police force recently with short staffing, I have been asked to attend calls single crewed due to the demand. Many times, when this happens, local police community support officers attend with me if they are free for personal safety reasons. Local PCSO’s are not trained to deal with all police incidents as they are not police officers. Due to this, when attending calls, I must take the lead and manage the situation alone unless conflict occurs. This results in myself taking a more hands on approach compared to when I am paired with another constable. Community support officers are not trained in things such as: dealing with domestic abuse, taking statements and arresting members of the public. They are purely for engaging with community and dealing with neighbour issues. 
Leaders, who adopt a hands-on approach actively working alongside learners, coaching them, and assisting them to achieve success foster stronger relationships based on trust and mutual respect. Walthall and Dent (2016) demonstrate that such behaviour compels followers to associate with, accept, and respect the leaders influence, thereby strengthening the dyadic connection between myself and the learner. Similarly, leaders who adopt a hands-on mentoring style by modelling appropriate behaviours, offering direct instruction, and actively supporting personal development are often perceived as more trustworthy and effective in their mentoring roles (Yip & Walker, 2021). 

Although, the community officers do not have to learn styles and techniques to deal with domestic abuse and taking statements, they are able to learn from the way I communicate with victims and subjects which they can then take and apply in their role when engaging with the community. In addition, community officers learning from myself helps to foster strong relationships between each other which is beneficial for cross department collaborations between response and the neighbouring policing team which the local community officers are part of. Having the ability myself, to be able to switch between these leadership styles when necessary, I believe is very important. 


Since joining South Wales Police, I have frequently found myself in situations where I have had to take the lead at operational incidents. On particular incident that stands out occurred in May 2025, during which I was single-crewed and was the first officer on scene. The nature of the call required immediate decision making, and as I had no direct support available, I had to rely solely on my own judgement and leadership. Whilst on mobile patrol less than a mile from the location I received an emergency response call regarding a male in cardiac arrest in a nearby park. Upon arrival, I quickly assessed the situation and began performing cardiopulmonary resuscitation (CPR), as the male was unresponsive and not breathing. Recognising the urgency, I instructed a member of the public to retrieve the defibrillator from the police vehicle. I then applied the defibrillator and maintained communication with the control room to request ambulance attendance and additional police units, while providing a situational update. Throughout this time, I continued CPR and reassessed the male’s condition as I awaited further support. 

When additional units arrived, I took responsibility for briefing them on the events so far, including the condition of the male and any interventions undertaken. I also provided specific instructions regarding what support was needed moving forward. Despite the attending officers being my peers, I adopted a more directive and authoritative approach in order to maintain clarity and efficiency during a high-pressure, life-threatening incident. That reflects my ability to adapt leadership style based on operational demands. In this instance, I drew on elements of authoritarian leadership, which involves setting clear goals and expectations, providing direction, and expecting compliance with minimum discussion (Lewin et al, 1939). Although this style can be rigid, it is often necessary in time critical, high-stake environments such as policing (Goleman, 2000). My ability to adopt this approach in a calm yet assertive manner highlights my flexibility of leadership practice. Although I am not always placed in the supervisory position, I am frequently required to shift between leadership styles depending on the context. Goleman (2000) emphasises the importance of situational leadership, noting that effective leaders must be able to adjust their style to the demands of the moment which I feel is relevant in this context. I am confident in my capacity to do so, especially in fast paced. Dynamic situations where operational control is essential as well as public perception of how incidents are managed. Furthermore, my colleagues understand that I would show the same level of respect and cooperation were our roles reversed. This mutual understanding fosters trust and supports effective team functioning during critical incidents. 


I will now move on to discuss different types of leadership styles that I have not already mentioned which are commonly used in policing and that I have been subject to or experienced since joining. Since the beginning of my role, I have worked in several different locations with different inspectors and Sergeants, many whom have had different leadership qualities. One leadership model frequently observed within policing is the autocratic leadership style, which is characterised by centralised decision making and limited input from team members. This style involves leaders maintaining full control over decisions, often relying on their own judgement rather than group consultation (Nickerson, 2024). This approach reminds me of my current patrol inspector, who’s role requires making high level decisions across three teams operating within a large and often demanding geographical rea. Given the number of inexperienced officers on our team, I believe the use of an autocratic style in this context is appropriate, as it ensures consistency, structure and operational clarity. 

Another leadership style relevant to policing is Laissez Faire leadership, a term derived from the French phrase meaning “Leave alone.” This style is defined by a minimal leader involvement, with a strong emphasis on individual autonomy and self-direction (Guy-Evans, 2024). Reflecting on my own experience, this style reminds me of a previous Sergeant I worked under for more than a year. He placed a significant amount of trust in me and my colleagues, encouraging us to make independent, informed decisions based on our professional judgement. I found that this approach helped foster both confidence and innovation within the team (Guy-Evans, 2024). 

Despite the benefits of this hands-off approach, such as increased autonomy, I sometimes felt overworked and underappreciated, particularly when I observed that some colleagues contributed less but faced no consequences. This aligns with Guy-Evans’ (2024 observation that the laissez faire model can result in a lack of individual accountability, as there is often no clearly defined authority figure to ensure equal contribution across the team. On analysis, I believe the autocratic leadership style, when applied appropriately, can offer clearer structure and accountability. Having a single decision maker provides clarity regarding roles and responsibilities, which is particularly important in time-sensitive or high-risk environments which are common in policing. However, it is also important to acknowledge the risks of autocratic leadership, particularly the tendency towards punitive responses when staff fail to comply or make errors (Oxford Review, 2025). As such, while autocratic leadership can be effective in policing it must be implemented with caution and balance to avoid undermining morale. 



To conclude, I have critically evaluated and evidenced my flexibility in leadership styles by detailing my roles and responsibilities when working with different colleagues and colleagues who have less service than myself by providing context as to why my colleagues have trust in me and listen to instructions I give and the work ethic I show. By doing this I can lead by example for not only the younger officers in service but also community support officers and other roles in the police to help build connections and bonds with colleagues. On reflection, I believe I have been able to adapt to a couple of leadership styles as well as acknowledge other leadership styles that are used. 
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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:


This essay will critically reflect how my three-year probation period has unfolded. It will also discuss the definitions of coaching and mentoring and the theories used in policing and my ability to provide and receive feedback. 

In contemporary policing, professional development strategies such as coaching and mentoring have become increasingly important in supporting officer effectiveness, wellbeing, and career progression. Both approaches provide learning beyond traditional classroom training however they are distinct in purpose, structure and outcomes. Coaching in policing is described as a short term, goal orientated process, designed to improve specific skills or behaviours through structured conversations, constructive feedback and action planning to build confidence and competence in practice (Morris, 2025). Mentoring is characterised as a longer-term developmental relationship in which an experienced officer offers support, expertise and encouragement to a less experienced colleague. This approach emphasises career development, professional identity, and personal growth through a sustained relationship based on trust (College of Policing, 2024b). Mentoring in policing is therefore often institutionalised to aid professional progression and provide consistent support in navigating organisational challenges (Sprafka & Kranda 2008). Coaching in policing is largely concerned with immediate performance and short-term skill acquisition, whilst mentoring provides longer term guidance, emotional support and developmental opportunities. 

I started out in my tutorship as a police constable in August 2023. At this time, I was assigned a tutor who I worked alongside for three months every shift. I was fortunate enough that my tutor had ten years’ experience. Having this privilege allowed me to be introduced to officers and bosses that I would have potentially not have met if I was not assigned my tutor. This was beneficial for me as these officers were aware that I was a student and took the time to share their experiences and advice they thought was relevant for me to be made aware of and to learn from. During the three months I was with my tutor I had a checklist of incidents and actions I needed to complete before I was granted individual parole. Due to my tutor being pro active I completed the checklist in just nine weeks. This gave me extra time to attend certain incidents and complete things on several occasions with the guidance of my tutor which increased my confidence massively before being able to police single crewed. My tutor was also able to provide me with more in-depth criticism due to me excelling in certain areas which I absorbed and understood asking relevant questions where appropriate. This shows I was able to be told when I was not doing things up to standard and was correcting any mistakes I made at the next nearest opportunity. Moving on from my tutorship period, I was moved to a different team in a different area. Despite this, I keep in touch with my tutor now to this day and have met them outside of work on several occasions for a coffee when able to. This outlines the type of relationship that was built during the three-month period. 

There has been a long-standing debate regarding the distinction between coaching and mentoring. Connor and Pokora (2007) argue that the two concepts are very similar due to their shared values and beliefs, others take a more differentiated view. Clutterbuck (2014), for example, acknowledges the similarities but emphasises that they should be treated as separate practices. According to his perspective, mentoring is typically characterised as a long-term relationship between the mentor and the mentee, in which, guidance, support and advice are provided. Coaching, on the other hand is generally seen as more goal focussed and performance driven, involving structured discussions that enable individuals to reflect on their actions and work towards achieving their full potential (Whitmore, 2010). 


The second form of coaching I received was from my Sergeant on my new team that I joined after my tutorship period. I developed a very different relationship with my sergeant compared to my tutor as he was much more office based. My sergeant was very good at giving me orders and differentiating the right and wrong ways to deal with things. My sergeant would regularly provide me with constructive feedback on incidents I had dealt with. One that I remember fondly was when I completed a stop search incorrectly which was picked up on when it was reviewed by my sergeant. Instead of being taken out to be shown how to complete a stop search properly I was provided with an acronym to learn to ensure I covered all points when completing a stop search. This was a very different way that I was used to learning since joining the police as my tutor would have conducted one for me to watch and learn.

Reflecting on my own experience, I would describe my tutorship in response policing as a form of mentorship rather than coaching. This is because a professional relationship developed between myself and my tutor, built on respect and a genuine commitment to my learning. My tutor prioritised teaching and encouraging me to think critically rather than simply providing answers. As Connot and Pokora (2007) suggest, effective learning often takes place through meaningful conversations, where questions are explored rather than immediately resolved. The approach enabled me to grow as an officer, as I was encouraged to consider different scenarios, reflect on potential outcomes and develop well-reasoned responses to the questions posed by my tutor. On the other hand, my sergeant was more of a coach due to him not having the time to mentor everyone. He provided me with the information I required however it was my job to put the information into practice.



In my policing practice, I have engaged with several coaching and mentoring theories, including Kolb’s Experimental Learning Cycle. This reflective framework encourages police officers to consider four key questions: What happened? What did I learn? What would I do differently? How will I implement this? (College of Policing, 2021). Although this model is typically applied following incidents where force has been used, I have found it to be relevant in almost every incident I attend. I often engage in these reflective discussions with my sergeant post incident, treating them as debriefs to promote operational learning. Initially, I was introduced to this reflective practice during my tutorship period, but I continue to find it beneficial in my development. This approach enables me to identify mistakes, learn from them, and apply those lessons in future situations. As a result, I approach calls with confidence, knowing that each experience contributes to both my personal and professional growth. 

Another framework that has supported my development is Oscar Kilo, the blue light wellbeing framework. This model promotes cognitive behavioural coaching (CBC) as a means of supporting resilience and wellbeing in officers (Oscar Kilo, 2021). It encourages police officers to prioritise their mental health, particularly after exposure to traumatic incidents, by addressing anxiety and sad thoughts. I do not use this framework as regularly as Kolb’s Experimental Learning Cycle however I have benefited from this framework following a road traffic collision I attended in March 2025. During this incident, a piece of wood penetrated a vehicles windscreen and caused catastrophic facial injuries to the driver pronouncing them dead at the scene. This was an extremely difficult experience for me as I had not encountered such trauma before. To manage the psychological impact, I sought support from Trauma Risk Incident Management (TRIM), facilitated by an independent third party outside of the force (Kent Police, 2023). Through this process, I was provided with techniques to manage my anxiety and emotional responses which provided valuable not only immediately after the event but also in the weeks that followed. 

Coaching has enabled me to achieve my personal, professional and organisational goals by building my confidence in my role. Through observing officers and receiving constructive feedback from mentors and colleagues, I have developed the skills needed to manage a wide range of situations. One area where I initially lacked confidence was dealing with traffic offences. I found it challenging to fully understand the drink and drug driving procedures which involved taking blood samples. This lack of confidence often left me feeling nervous and apprehensive about stopping vehicles, as I feared I would struggle to manage the subsequent processes.
Over time, however, by observing my colleagues and receiving encouragement from my teammates, I have made significant progress in this area. Over the past six months, I have grown considerably in both knowledge and confidence, to the point where I am now frequently referred to as the “traffic officer” by my colleagues due to the number of traffic stops I complete each week and my willingness to attend traffic related incidents. Despite this progress, I still experience moments of concern, particularly as I am now considered one of the more experienced officers within the team. This carries the responsibility of supporting the less experienced colleagues and being able to provide answers to their questions. I can empathise with their position, as I remember frequently asking questions myself when I was in their stage of development. 

Another way coaching has supported my development is encouraging self-reflection, a concept closely aligned with Kolb’s Experimental Learning Cycle. By constantly asking myself the questions “What happened?”, “What did I learn?”, “What would I do differently?”, and “How will I implement this?” (College of Policing, 2021), I can critically reflect on my performance and identify areas for improvement. This reflective practice enables me to enhance my responses to future calls while also reducing the likelihood of repeating mistakes. 

Mentoring has also played a crucial role in helping me meet my personal, professional and organisational goals. Working closely with my tutor provided not only professional guidance but also emotional support. Through this mentoring relationship, we developed a genuine friendship, sharing common interests such as cars and motorbikes. These personal connections allowed us to better manage the challenges associated with policing. Mentoring has also helped me align my personal values with my professional role which has strengthened my ability to navigate the demands of policing with resilience and purpose (Farnese et al., 2016). 

In my role within policing, providing and receiving feedback is an essential part of professional practice, both for my own development and the effectiveness of the team. I recognise that constructive feedback is a cornerstone of accountability and learning, particularly in an environment where decisions can carry significant consequences for community safety. This aligns with the code of ethics.
When I provide feedback to colleagues, I aim to do so in a way that is clear, respectful, and solution focussed. I prioritise timelines, as immediate feedback often has the greatest impact (Ajogbeje, 2023), and I ensure that my observations are specific rather than generalised. For example, if a colleague has demonstrated strong communication skills in a difficult interaction with a member of the public, I highlight exactly what they did well and why it was effective. Conversely, if an improvement is needed, I frame my feedback around behaviours rather than personal attributes, suggesting practical strategies that they can adopt. I have found that using this approach helps to build trust and encourages colleagues to act on the feedback positively rather than defensively. 

Receiving feedback is equally important, and I approach it with openness and reflection. I find myself engaging with Gibb’s reflective cycle, which prompts me to delineate the description consider my feelings, conduct an evaluation of what went well or poorly, pursue analysis, draw conclusions and finally plan action for future improvement (Gibbs, 1988). This cyclical method ensures that feedback is not merely recorded but transformed into meaningful learning.  In policing, feedback can come from supervisors, peers or members of the public and it may not always be easy to hear. However, I see constructive criticism as an opportunity to strengthen my practice and enhance my decision-making. I actively listen, ask clarifying questions if needed, and reflect on how I can apply the insights to future situations. I also make a point of acknowledging positive feedback, as this reinforces effective practice and motivates me to maintain high standards. 

In conclusion, had I not faced these obstacles, I would not be the officer I am today. 
I feel I have been a competent officer for over a year now. There are colleagues who are more experienced than I am who I ask for assistance when needed, my experience has allowed me to gain knowledge and develop relationships through mentoring and coaching.   There remains ongoing discussion regarding whether coaching and mentoring should be regarded as the same practice; however, it is evident that both are integral to officers’ personal development and the achievement of professional objectives. I understand coaching to be primarily skill focussed, aimed at enhancing performance and enabling officers to meet operational requirements whereas mentoring provides broader support for career progression and personal growth. While I acknowledge my ability to provide and receive continues to develop, I also recognise that I am still at an early stage of my career, and I approach the next three years with both commitment and anticipation for further growth. 
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