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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:



As I entered the third year of my career and third year of the Professional Policing Degree, the College of Policing has continued to be a resource of knowledge in which officers rely on as part of their everyday roles. ‘The College of Policing sets out regulations and codes of practice to ensure a high standard in the professional development of police officers.’ This includes skills, qualifications and personal/professional development. (Police federation, 2016)

The College of Policing was established in 2012, and it is used as the professional body for policing in England and Wales. It is used to support the education and training of officers and promotes more of an evidence-based approach to policing. (College of Policing 2014)

As an officer in their third year of the policing degree and career, I have had to use all of my training and experience to adapt how I deal with situations. One being how I handle myself professionally as an officer. The code of ethics is something I pride myself in as an officer. The implementation of the Code of Ethics holds officers to account, ensure they are fair and allows them to carry themselves with integrity. It is used in everyday policing whether it consciously or subconsciously. (College of Policing, 2014)

During my third year of training, I attended a domestic abuse related incident in which an offender had assaulted the victim, his partner at the time. Women’s Aid define domestic abuse as an ‘incident or pattern of incidents of controlling, coercive, threatening, degrading and violent behaviour, including sexual violence, in the majority of cases by a partner or ex-partner, but also by a family member or carer.’ (Women's Aid, 2024)


This incident meant I had to think of the code of ethics and ensure when speaking to both parties, I was fair and treated them both with an elevated level of professionalism. It allowed me as the officer to gather the initial evidence I needed to decide whether an arrest was going to be made and what the next steps were moving forward. Ensuring the victim was at the heart of those decisions, ensuring their safety and allowing officers to deal with the case, proportionately and in line with the code of ethics. 

Officers are introduced to the Code of Ethics and Professional Standards during their initial training. They are set out as rules and policies that are meant to be followed by all officers. However, the code of ethics and its principles are not enforceable. They have an extremely limited influence of the actual behaviour of officers (Holdaway, 2017) The issue surrounding the enforceability of such policies in turn means it can be extremely hard to implement them within the role of policing. This could suggest that rather than the College of Policing’s standards being enforceable, do they play more of an influential role. 

Ethical frameworks set out by organisations must be backed by research and ‘meaningful oversight’ in order to drive cultural change, at this present time, the College of Policing does not hold much influence. (Barton, 2020) 

In 2019, the College of Policing then introduced the Police Education Qualifications Framework (PEQF) to all officers wishing to pursue a career in policing. It has been used to implement a more educational approach to policing which is the course in which I began in order to become an officer. The framework introduced two routes, the Police Constable Degree Apprenticeship (PCDA) and the Degree Holder Entry Programme (DHEP) (College of Policing, 2020)

Although some support the introduction of these policing routes due it ensuring that officers are somewhat better equipped to deal with more complex social issues. Serving officers have pushed back on its actual relevance to the job itself. I am now in my third year of policing and the PCDA route and I am still struggling to see the point in completing the degree and the benefit it actually has to the job we do as officers. There is no actual research to suggest the policing framework has any benefit on officer practical policing skills and raises barriers to those who wish to join, who have not been able to obtain the standards of higher education required for such a role. (Cockcroft, 2020) 

When reflecting on my role as a serving officer and how the role has changed since I began my career, the policing framework PCDA route has not benefited me in any way within my role. It brings operational burden on officers, not only do we have to work in an environment that already has an extensive number of pressures, but we also have to complete a degree in which there are no actual lectures to prepare us for the work we have to carry out. For many on the PCDA route, officers do not already carry a degree so are not aware of the standard at which work has to be completed. It puts frontline officers at risk of falling behind on their workloads and frontline duties as they are having to focus on completing a degree to the standard that those still in full time education adhere to. (HMICFRS, 2022) 

It has been highlighted that some even believe that academic knowledge does not always supersede practical knowledge, experience or common sense. No part of the degree teaches officers how to deal with high stress or emergency situations. It does not teach officers how to be police officers, how they are to react to stressors on the ground or how to deal with those at risk within their communities, relationships or society. (Holdaway, 2017) It asks officers to reflect on their experiences by researching policing as a whole, not the experience of the individual. 


However, there are benefits as to how the PEQF route works and how it has benefited policing. It has standardised training across the UK, ensuring officers receive a consistent foundation from which to build their careers. It integrates academic knowledge into a role that is seen to the public of being that of a higher academic standard. It encourages more critical thinking and reflective practices as well as ensuring officers knowledge of criminality and the law is of a higher standard. (Aplin and Atkin, 2025)


As I come to the end of my probation, it is important to reflect on the training I have received and how that translates into what a modern-day police officer looks like. A modern police officer is one who has been formally trained and one that will hold themselves to a higher ethical standard. An officer that is able to assess vulnerability, threat and risk as well as continuing to develop their skills in order to better their judgement and approach in a more complex policing era. (Bacon et al. 2023)

It is important as police officers that we continue to learn and grow as our roles change throughout our careers. It is important to take note of what the vision of policing looks like and how it will play a part in officers’ day to day routines. The Policing Vision 2025 was set out as a long-term strategic plan in 2016. It was produced by the National Police Chiefs’ Council (NPCC) along with the Police and Crime Commissioners (PCC’s) 

Its purpose was to highlight was policing in England and Wales will look like in coming years and how forces will ‘learn to respond better to crime, public expectations and technological changes.’ (NPCC, Policing Vision 2025)

The Policing Vision set out key priorities in which it wished to achieve in coming years. There are five priorities in which the NPCC set out, areas of focus for police forces in the modern era of professional policing. As local policing still sits at the forefront of policing in the UK. The NPCC advised there needed to be more integration with other services, including education, health and social services. It also wanted forces to focus on early intervention practices in order to tackle anti-social behaviour and crime. (NPCC, Policing Vision 2025) Anti-social behaviour has been ever present in my experience within the last year of my probation, with a lot of the demand coming from youths causing anti-social behaviour and how it was impacting local businesses. The NPCC address this as an issue that they would look to seek improvement on from the Policing Vision. This would require more harmonious relationships with other agencies including social services, the NHS and schools, which was a key priority of the Policing Vision 2025. 

Another priority of the NPCC was to work with the College of Policing to roll out more training to develop officer skills and powers and how important it is that these skills meet the ever-growing challenges and requirements of the job. (NPCC, Policing Vision 2025)

Although there has been some improvement based off the priorities set out by the NPCC in 2016. There are still continuing issues surrounding the vision and its inability to address the decline in officers and staff since the report was published. An article written by Unison discusses how community policing has struggled due to government cuts. It states that ‘police officer numbers have cut by 15,000 in the past six years’ there is currently a lack of officers in communities, leading to further issues with public confidence and this then puts more pressure on response due to cuts on neighbourhood teams. (Jeffs, 2016)

As I rear the end of my third year of probation. I look back on how my skills have developed and how the role has changed. I joined the police during Operation Uplift, when the government had added funding in order to recruit more officers. Since 2019, over 20,000 officers have been recruited in England and Wales. However, the force now consists of 30% of those officers having five years or less of experience. (Gov.uk, 2025)

From my experience, I have had to rely on the experience of officers with no more than 5 years’ service. The force itself is quite young and statistics taken from findings by the government suggest that ‘3,431 officers who left the post in England and Wales had less than 5 years’ experience.’ This accounted for 38% of leavers in 2025. (Gov.uk, 2025) This further highlighting the changes to policing in recent years. 

In conclusion, my role as a police officer has changed since the start of my probation. When I gained independent patrol status at end of 2023, officers had smaller workloads, more criminal investigations, and volume crime. As of the end of my second year and beginning of my third year of probation, focus has been shifted onto dealing with mental health calls, anti-social behaviour, and domestic incidents. 

There has been a shift due to the increase in mental health calls, especially in England and Wales where forces are now implementing “Right care, Right person” it is a policy used to reduce police attendance to mental health calls, especially where risk is not present. (British Psychological Society 2023) Although this policy has been implemented, mental health calls are still a serious demand driver, putting more officers at risk of sickness due to mental health issues themselves. (Police Life, 2023)

My role within the police will continue to change as my career progresses. There will be new policies implemented by the College of Policing and the NPCC that will shift focuses and move towards achieving new outcomes for the public and the police but at this current time, there needs to be more focuses on the officers that are currently in the job and how the current demand is affecting them and their roles. 


Word Count: 1928













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:


Policing is everchanging and growing, it is becoming clearer the ever-growing pressure and demand from police forces across the UK, especially in recent years. Social media has become somewhat of a focal point for forces across the UK, with almost every force using it as a way to not only share information, but to engage with the public and try to create a more harmonious relationship between the public and the police. 

The Police Foundation defines social media as a ‘method of communicating using websites that allow people to ‘post’ public information, chat with others, send messages, and share photographs or videos.’ 

As part of my role on response, I have to determine whether the use of social media is applicable to the incident or call I am dealing with. One of the main incidents in which social media is a valuable tool is when dealing with missing persons. When attending a call in relation to a missing person, one of the questions officers will ask the families is whether they wish for police to produce a media appeal. This is beneficial as it ensures the public are aware of this person and may be able to identify further lines of enquiry for officers to look into whilst conducting their investigations. 

Social media in situations such as missing people is imperative. It can be used to share CCTV footage that relates to the case, in order for members of the public to identify people, locations or items in said footage. It can even be used to share photos of the missing person as way of getting people to pay more attention when they are out in public. 

The use of social media within the police is beneficial in other ways as well. It has been proven to help disseminate information quicker and more efficiently to the public, helping officers who are dealing with incidents in which social media has a relevance and even down to individual forces using it to shine light on campaigns they are conducting within the community. For example, Gwent Police started a campaign to tackle drink and drug driving in their area in 2023. (Gwent Police, 2023)

The campaign was created in order to raise awareness of the dangers of driving whilst under the influence of drink or drugs. It was used to target drivers who not only put themselves at risk but those who were also on the roads. Statistics found that between August 2022 and July 2023, Gwent police attended 21 fatal road traffic collisions and had stopped more than 2,000 motorists who were caught on the suspicion of driving whilst under the influence of drugs and alcohol. (Gwent Police, 2023) This was advertised over their social media pages including, Instagram, Facebook, X (formally known as Twitter) it was used to raise awareness to the dangers motorists face every day. It allowed the force to be transparent about the work they were conducting and why the campaign was so important. 

It could also be used as a tool to encourage more members of the public to report such offences, leading to more positive outcomes for dangerous drivers and more confidence in the police from the public to see that their concerns are being taken seriously. 

In an era in which social media is relied on heavily by people, especially the younger demographic. It is important that police forces use the social media outlets available to them to engage with communities. It is far more direct that relying on media channels and newspaper outlets to relay the information. By having a presence on more accessible social media outlets such as Facebook, Instagram, TikTok, etc, it allows the police to target a wider audience. ((Jones et al.)


Although this may be the case, some have raised the question of whether the social media accounts created by police forces across the UK are to open up conversations with public or if they are used to control the narrative. (Jones et al.) Due to the introduction of the use of social media by UK forces, it was imperative that a guideline be set as to explain what it is being used for and how it is to be used. 

Gwent Police have a ‘Social Media Community Guidelines’ page which explains how the force uses social media platforms and the expectations of those who engage with the pages. Gwent has explained that its aim is to ensure the channels are a safe place for the public. A space in which they can ask questions (Gwent Police, nd) Gwent Police’s social media platforms are not only used for the force to share information but also for members of the public to do the same. Whether that is reporting crime, sharing posts, or identifying persons shown in posts. (Gwent Police, nd)

South Yorkshire Police also have social media guidance in which it shares with officers in order for them to understand the policies in place when using social media outlets. The purpose of the policy is to ensure officers make the right decisions and act responsibly that will allow them to maintain a level of professionalism at all times. (S. Y. Police 2013) South Yorkshire Police guidance ensures officers understand the legal framework in which officers and staff must follow when using social media platforms and highlights the standards in which officers must adhere to, not only on a professional level but also a personal level. (S. Y. Police 2013)


The police use a myriad of social media platforms to engage with the public. This includes Facebook, which by a lot of forces is used to share appeals for missing people, people involved in crime. It is also used to share announcements of community engagement days, traffic campaigns, etc. It is also used to notify members of the public of potential incidents in their areas. Whereas social media outlets like Instagram and TikTok appear to be used as a way of engaging with members of the public and communities on more of a personal level. 

Police forces use Instagram and TikTok to share short question and answer videos to engage with the public as well as sharing photos of officers patrolling in the area. It gives policing more of an approachable look and targets not only adults but youths as well. Social media can be used to build confidence and trust in the police as well as allowing people to have a voice about what is going on in their area. 

There are many benefits to the use of social media within the police. For example, police forces in England heavily relied on social media as a way of engaging with communities during the pandemic. They used their social media accounts to highlight the restrictions in place at the time, measures people were to take to keep themselves safe and to also focus on managing the publics expectations of what was happening at the time. In a confusing time for many, police forces in England used their social media presence to their advantage, it helped maintain the trust build within communities and provide those communities with clarity on an everchanging situation. (Ralph et al. 2022)

Social media can play a useful and necessary part when officers are dealing with critical incidents. This could be anything from disorder and protests to mass casualty events. Social media played a critical part in the riots of summer 2011 when the police used social media to correct rumours of disorderly conduct in the West Midlands. (Crump, 2011) social media has always been a great tool for the police and has been used in so many different ways throughout the years and it continues to become even more prevalent as the job changes and meets new challenges. (The Police Foundation, 2014)

Although there are many benefits to police’s use of social media. It does have its risks. The NPCC released a report in 2022, discussing the misuse of instant messaging and social media within the police. It documented the Independent Office for Police Conduct (IOPC) concern in the increasing number of police conduct incidents which involved the use of messaging and social media. (NPCC, 2022)

The IOPC raised concerns around the increasing number of cases in which officers had used their position to contact vulnerable people on social media for sexual purposes. This raised awareness of the lack of knowledge of what conduct can be seen as a breach of professional standards. (NPCC, 2022)

The investigations conducted by the IOPC highlighted that officers were discussing such topics that were seen as sexist, racist or derogatory, including photographing crime scenes without a proper cause and contacting victims in order to engage in sexual activity. (IOPC, 2021) One case saw several Metropolitan officers receiving final written warnings as a result of gross misconduct after they were investigated for sharing messages that contained offensive topics around disabilities, rape, paedophilia, and racism. Again, highlighting that although social media is a useful tool, it can be used for the wrong reasons even by those who are to be held to a higher standard. (IOPC, 2021)

Another report found an officer who worked for South Wales Police would have been given a final written warning in 2018 due to a member of the public reporting them for making posts of an offensive nature on Facebook which breached the rules set out by South Wales Police. It is reported that the officer resigned before their hearing. (IOPC, 2021)

These investigations and breach of ethics have a negative impact on how the public perceive the police. It breaks down the lack of trust and can have an effect on minority groups. Police are held to a higher standard; the above case studies highlight how such conduct can have an impact on how police could lose credibility and the ability to rely on members of the public during investigations as the level of trust and respect has been broken. 

The negative effects of social media do not just fall on officers in a personal aspect, it can also affect a police force on an operational level. In an article written by Euro News, it discusses how police forces’ lack of training in terms of managing risk online can sometimes have a negative effect on how cases are managed or viewed by the public. For example, the Southport killing in July 2024, seen a lot of misinformation being shared online in relation to the suspects eligibility to be in the UK and his religion. The inability of the force to correct this information quickly led to riots which targeted housing for asylum-seeker, mosques, and community centres. As a result, it led to ‘Britain's worst street violence since the 2011 riots.’ (Nilsson-Julien, 2025)


In my experience of using social media in police work, it has been positive. It has allowed me to conduct necessary work in terms of locating missing persons and gathering information about them that officers would not be able to find without the help of social media and members of the public. There are policies in place to restrict officers from behaving in a way that could be seen as misconduct, this training and advice needs to continue in order to maintain the integrity of officers and continue building trust with the public. Additional training needs to be taken, and forces need to begin taking accountability for mistakes as public trust cannot be built when the force itself are unable to identify the areas in which they need to improve. 


Word Count: 1917

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:

In this essay, I will critically evaluate and evidence my flexibility in leadership style, analysing leadership strategies and discussing how I have developed them to manage a range of different operational situations. I will draw reference from personal situations and incidents I have attended throughout my career so far whilst discussing how certain leadership models may have been used and how imperative it is to change leadership and teamwork styles based on the change in circumstances. 

Leadership and teamwork are key components of any department within the police. It is hierarchy structure and team dynamics are imperative to ensuring a team can work together harmoniously and efficiently. Collins dictionary defines teamwork as ‘the ability a group of people have to work well together to achieve a common goal to complete a task in the most effective and efficient way.’ (Collins Dictionary, 2019)

Teamwork is crucial within the police, especially response due to the situations and incidents we deal with. Every individual is part of a team in some capacity and there are times where officers will rely on one another for support of guidance. I recently attended a call for a missing person alongside one of my colleagues. We initially began with taking the report from the reporting person, ensuring to make not of every detail that could be relevant to the investigation. My colleague and I then had to produce a plan as to how we were going to structure the investigation and decide what enquiries were of higher importance than others. 

We had to work together as a team to search the area in which the missing person was last seen, creating a working strategy of how this would look and how we could work efficiently to ensure the area was thoroughly searched. It is imperative during a missing person investigation that officers work with one another to ensure continuity and limit the opportunity for other officers to repeat the work already done by the attending officers. The onus of this type of investigation does not fall on one officer, it is a collaboration between multiple teams of people from different departments and services. In this case, we requested mobile work to be done to access any data that could be relevant to the investigation, including finding a reason behind the persons disappearance. This would not have been possible unless we worked in collaboration with the departments to conduct this work. 

There have been several occasions in recent years which highlight the cruciality of teamwork and how necessary it is within the police. For example, the terrorist attack in London in 2017 highlighted the importance of teamwork not just between officers but other agencies. A critical event such as this required more than just a police presence, control rooms between the police and ambulance service had to collaborate with one another as well as council cctv operators to ensure relevant and crucial information was being passed in relation to casualties and suspects. (Vikram Dodd, 2017) Teamwork in a situation like this is crucial, the result of organisations working together saved the lives of many and saw threats minimised. 

Teamwork is a vital component of policing and there are several benefits as to why it is crucial. It enhances officers’ safety when attending high-risk incidents as well as large scale protests, disorder or even incidents involving weapons. As well as improving decision making by officers, this allows for officers to make decisions under pressure and work as a collective to investigate incidents effectively. (Zaghloul and Partridge, 2022) 

Another important and crucial part of policing is leadership. As quoted by Yukl leadership is “the process of influencing others to understand and agree about what needs to be done, and the process of facilitating individual and collective efforts to accomplish shared objectives.”  Leadership in the police does not just lie with senior officers such as sergeants or inspectors. However, the influence does start with them. Every officer will have a unique way of how they define leadership and what it looks like to them. Leadership comes in many forms and can be presented in vastly different ways. For example, there are transformational leaders who seek to inspire their peers and function as a positive contributor to their officers’ experience, knowledge, or skills. (Blue Light Academy, 2025)

Policing leadership is not just situational, but it is also dynamic. One incident can introduce more than one leadership style. For example, during my tour of duty, I attended a domestic incident in which the subject was armed with a knife and was threatening to harm the victim. 

As the first officer off at the scene, I adopted an authoritarian style of leadership. Authoritarian leadership is defined as “any situation where a leader keeps hold of as much power and authority as possible.” (Oxford Review, 2025) due to the heightened emotions and threat of the situation due to the weapon, this style of leadership was necessary. It ensured that the subject understood the firm instructions being given by myself in order to maintain control of the situation. I then used this style to ask other officers to deal with different elements of the call such as removing the weapon, subject and safeguarding the victim. 

Once the initial threat was eliminated, I then adapted my leadership style into a more transformational style. As theorised by James MacGregor Burns, transformational leadership “focuses upon motivations and values in assessing how a leader approaches power.” This style was used during this incident as a reminder to my colleagues of the importance of safeguarding the victim and ensuring the understanding of the importance of gathering all relevant evidence to ensure the investigation was conducted appropriately and effectively. (Burns, 2010) it was imperative that even during a stressful situation, I maintained morale between my colleagues and ensured we were all focused on achieving the same goal. 

It is important to note that leadership is not always defined by the rank of the officer. Any officer can take control of a situation regardless of rank and this should be respected by all officers attending calls with one another. Leadership does not end when the initial incident has been resolved, it continues throughout the investigation. For instance, an investigation of domestic violence may require a meeting between police, domestic abuse charities and social services. In this instance, a strategy meeting was arranged to discuss the safeguarding of the victim and the continued support needed whilst an investigation was ongoing. 

In this instance, I adopted more of a democratic style of leadership. Democratic leadership is defined as “actively involving team members in decision-making.” (Radebaugh, 2025) it allows for other agencies to work together towards a common goal. It was important to adopt this style of leadership as its not to have power over others but to ensure that organisations and services are working as one in order support victims. It helps to develop working relationships and partnerships between services and puts the victim at the heart of every decision. 

There are several benefits to changing and adapting leadership styles, dependant on the situation and how it changes. Taking the initial leadership approach of being more authoritative style allowed me to contain the initial threat and situation by delegating actions to officers but then being able to adapt to a more transformational style whilst dealing with the victim, to ensure safeguarding measures were taken and every step was met in terms of leading an investigation. Once the incident had been dealt with, I then adopted a more democratic style to converse with agencies to ensure the safeguarding remained in place and the victim was supported by other agencies whilst a police investigation was ongoing. 


It is a skill I have developed throughout my time on response and will continue to improve on as I move forward in my career. There is a plethora of research to support the use of multiple leadership styles, dependant on the situation or incident and it applies to incidents we attend as police officers. For example, it can build trust between officers as well as service users as it can invoke better listening and communication skills, allowing officers to foresee threats, challenges, and changes in situation dynamics. (GBS Corporate, n.d.) It can also achieve higher levels of engagement due to officers being able to tailor their approaches to the situation at hand and the need of the individual. It can create higher levels of productivity by officers and support further engagement from those involved. (Business School, 2024)
Although the importance of officers understanding their roles when it comes to leadership, it is important to note that there is still in hierarchy in the police. Officers are granted with automatic leadership power, dependant on their role and rank. In an article written by Paul Williams, editor of “Policing Leadership.” He discusses the issues surrounding overall leadership in the police and how each force in England and Wales has one chief constable with their own set of policies and agendas. (Williamson, 2024)

Williams is of the opinion that crime and police error is linked to the issue surrounding leadership. The article discusses how poor leadership has a direct correlation to the impact of engagement with public. Williams has evidenced this with the “Gallup Global Employee Report” the report highlights the “correlation between leadership and employee engagement.” (Williamson, 2024) 

It is important to take from this research that leadership does not just lie with individual officers, it lies with the organisation to identify areas in which adaptiveness of leadership styles could be seen as imperative to the improvement of the organisation overall, focusing on the top down not the bottom up. 

In conclusion, the use of adaptive leadership styles in the police is crucial when dealing with critical incidents and overall situations whether that be organisational or personal within response policing. There is always a necessity for senior figures to adapt their leadership styles according to the issue or situation at hand. It is also important for officers of any rank to identify the use of different leadership styles in every situation they deal with. The use of different leadership styles is crucial to the success of response officers’ ability to deal with dynamic situations, it joins theory and practice in order for officers to distinguish which style of leadership is necessary in changing situations. It will overtime, help to build trust within the organisation and other agencies as well as trust with the public. 

This essay has critically evaluated the flexibility of leadership styles within my role as a police officer, I have drawn on leadership strategies in order to manage different operational situations as well as drawing inference from models used in policing as well as in society. It has focused on the different leadership styles and how they can be adapted by officers during investigations and highly stressful environments. 
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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:


As I come to the end of my three years of probation, I look to reflect on the experiences of the job and what I have learnt since I came out on response in September 2023. The job itself has changed rapidly throughout the three years, from tutorship, to independent patrol to being an officer with some experience. 

My three-year probation began with a ten-week tutorship period in which I was trained by a senior officer and guided into how the job works and what is required of me as an officer. This stage would be categorised as tutorship or mentorship. A mentor is someone who will ‘educate, evaluate, and challenge their students’ tutors use this as a way of applying an officer’s academic knowledge and transferring it into practicable skills they can use whilst out on patrol. (Art of Mentoring, 2015)

The initial tutorship will always be conducted by an officer at the same rank of the probationer as the rank of the officer is not applicable in terms of being able to mentor another. It is used so that an officer with experience is able to teach those who are new to the role. It gives the office a full insight into what the job entails and what is asked of us as response officers. (Art of Mentoring, 2015) 

Some forces also use the reverse mentoring scheme. The College of Policing defines this as ‘policing professionals who are trained as mentors are matched with senior leader who will act as their student’ it increases the visibility and engagement of senior officers and helps those not on the frontline everyday understand the current issues surrounding the police. (College of Policing, 2023)

There have been a number of occasions throughout my three-year probation where officers from other departments or of higher ranking, have joined response for a shift to better understand what is going on, on the ground. It helps officers air concerns or frustrations but also discuss ways in which changes could be made that not only benefit response officers but other departments as well. My mentor during my tutorship had over 10 years of experience and he used that knowledge and experience to explain how situations are handled, he showed me how we implement the policies and guidelines for certain incidents such as domestic incidents, missing people, anti-social behaviour, etc. This allowed me to transfer the academic side of policing and turn it into practical work. 

Tutorship or mentorship is crucial when learning the role of a police officer on response. Officers receive 26 weeks of theory and academic training but are not shown how to be and act as an officer within their specified roles. Tutorship was beneficial to me as it built a foundation of what an officer should look like and the standards we should live up to everyday. It taught me the necessity of why we use certain powers and how important force policies are such as the code of ethics. Taking accountability for one’s actions, being honest with ourselves and the public as well as maintaining a level of professionalism and integrity. (College of Policing, 2024)

There are many theories and models used in terms of mentoring and coaching. Coaching is defined by the Blue Light Academy as ‘developing a person’s skills and knowledge so that their job performance improves.’ (CIPD, 2019)

 A popular model in which could be used by officers when it comes to training and development is the GROW model. GROW is an acronym for goal, reality, options, and way forward. The model was developed by Sir John Whitmore in 1980 and has been used by many for years. The model allows people being mentored to set goals or aspirations at the start of their mentorship whilst dealing with situations and obstacles they may be faced with during this time. It gets mentees to look for strengths and resources to help them as well as being able to take accountability for their actions. (Miller, 2020)

This type of model is used subconsciously within the police and is something I feel was used whilst I was in tutorship. Part of said tutorship is for officers to give themselves feedback on situations they have dealt with, discussing what went well and what could be improved. The mentor/tutor would then add their own feedback, and it could then be used to develop the officers’ skills for further incidents. On reflection, this model was used during my tutorship where my initial contact with my tutor was to set out goals of what I wanted/needed to achieve during the first 10 weeks. My tutor and I would then break these goals down into what could be achieved within the time frame and what I could continue to develop out of tutorship. 

By completing the feedback every set, it would allow me to look back at the work I had done, the situations I had dealt with and how they were dealt. It would allow me to reflect on the areas in which I did well and what needed improvement, meaning I could take accountability for any mistakes and learn from these when dealing with future incidents. 

Furthermore, officers continue to rely on training models outside of tutorship. One model that is used by many is ‘Kolb’s Learning Styles’ the model was developed by David Kolb in the 1970’s and it discusses how ‘people learn best when they go through four stages in a cycle’ those stages include experience, reflection, thinking and action. (Ketkin, 2025) this could be intricately linked with how officers use and revert back to the National Decision Model. 
The national decision model (NDM) is used by officers and police staff every day. It can be applied to incident or planned operations and can be used by any individual or team in both an operational and non-operational role. The NDM is split into six key elements, shown below. (College Of Policing, 2013)
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The national decision model follows similar style of learning as the Kolb’s style. It ensures officers know to gather information and intelligence as well as using their experience to assess the threat and risk of the situation. Once action has been taken, it allows officers to reflect on what actions they have taken and why. During my three-year probation, I have followed the college of policing’s teachings of the NDM to deal with situations and reflect on the actions I take as an officer. It is something I will continue to use throughout my career and will help me to continue to develop as I become more experienced. 

The ‘GROW’ model is shown slightly different within the police but still follows the same format as the original design of the model. Its set out in four steps, those being what an officer wants to achieve, including setting goals and objectives. Is then asks the individual to assess their current situation and provide feedback before moving onto what they could do, are there any suggestions or choices that could change the way situations are handled or the decisions that are made. It then asks what the individual will do, what action they will take, and they will they be supported when doing this. (Trinity St David, 2025) It allows us as police officers to breakdown our decisions and ensure they are not only appropriate but in line with force policies and guidance. David Kolb developed the theory as he believes that people were ‘more inclined to develop learning phases they were good at’ meaning they seemed to pay less attention to the skills in which they could improve on. (Mulder, 2014)

There are differences between coaching and mentoring. Coaching would apply more to the tutor you are given at the start of your probation, and a mentor is someone who continues to develop a working relationship and continues to support you throughout your career. This could be someone on shift or even a senior officer such as a sergeant. 

Coaching more structured and will only persist for a period of time in which they will develop your skills and give feedback in order for you to progress. Mentors will look to continue to give officers support by scheduling meeting and giving advice. (Trinity St David, 2025) 

Police forces also focus on work-based learning through academic work, practical police work and skills development. According to the Blue Light Academy, the work-based learning strategy is ‘driven by specific and immediate workplace environments.’ It allows officers to learn whilst in their current roles. The role of an officer is always changing, and officers are always learning and adapting to new policies, demands and environments. (Bowles, Knight and Williams, n.d.)

My first three years of my career have taught me the importance of always staying up to date with the theory behind what we do, the legislations in which we use, and the policies set out for us to follow. It is also important to remember to reflect on everything you do. I do this by using Borton’s Model of Reflection. The model was developed by Terry Borton in 1970 and then developed into a reflection-based situation in which it asks three questions, ‘what? So what? Now what?’ it is used during the initial tutorship of officers for them to reflect after attending incidents. (The University of Edinburgh, 2024)

It asks officers to describe the situations in which they attended and identify the facts of the situation as well as using the NDM to make decisions. It then allows officers to expand on their knowledge the situations, what knowledge they used including legislation, policies, and powers, etc. It finally asks officers to create a plan as to where they go next, how they can improve and what to take away from the situation they have reflected on. (The University of Edinburgh, 2024)

Reflective practice in the workplace is an integral part of any individual’s development. It helps officers recognise mistakes made or areas in which to improve and allows for the growth of officers and staff within the police. It can be used to boost productivity and allows officers to perform tasks better when they are able to reflect on their own work. (Janse, 2022)

As I come to the end of my probationary period, I continue to reflect on the work I conduct every day. I look to always seek advice from peers in relation to incidents to ensure I am behaving in the best manner and treating people with dignity and respect as well as doing my job properly. The methods in which have been discussed in this answer are applicable to how I support myself and how others support me, such as my sergeant. Response is ever changing and how we deal with situations changes. It is important to continue to use models such as Borton’s Reflection and Kolb’s learning styles to continue to develop skills and hold us accountable for the decisions we make. I will continue to receive feedback from senior staff during 1-1 meetings and give myself feedback when reflecting on the work I conduct. 

Reflective practices are beneficial to officers especially as they increase officers’ own awareness on their skills and behaviours as well as helping assist in making enhanced decisions which help officers learn from their mistakes. It also proves to help officers cope with stress as it allows them to be able to discuss incidents and find a structured way of processing their work. This is something I believe is a crucial part of officer’s development. 
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