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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:

During my final year of probation as a response officer within South Wales Police, I attended a call concerning a male experiencing an acute mental health crisis. The call was made by the subject’s mother, who reported that her 32-year-old son had barricaded himself inside a detached shed on their remote farm on the outskirts of my team’s catchment area of Merthyr Tydfil, was in possession of a knife, and had made explicit threats to end his life. The rural location immediately presented operational challenges, including limited mobile phone and police radio reception, reduced officer availability, and extended response times for ambulance and mental health services. Upon arrival, I conducted a dynamic risk assessment using the National Decision Model (NDM), identifying immediate risks to life, access to weapons, environmental hazards, and the subject’s deteriorating mental state. My decision-making was guided by the College of Policing Code of Ethics (2014), particularly the principles of respect, accountability, and fairness. I was also mindful of my obligations under the European Convention on Human Rights, specifically Article 2 (right to life) and Article 8 (right to private and family life), ensuring that any police action was lawful, necessary, and proportionate.

Communication was prioritised as the primary tactical option. I engaged the male in prolonged dialogue, utilising de-escalation techniques, calm tone, and active listening. I consciously avoided authoritative language and instead adopted a supportive, empathetic approach, recognising that his behaviour was driven by acute distress rather than criminal intent. This approach aligns with trauma-informed policing principles, which emphasise understanding behaviour within the context of psychological vulnerability (Cummins, 2021). Over approximately 40 minutes, rapport was gradually established, enabling the subject to articulate his feelings of isolation, hopelessness, and perceived lack of support. My primary concern at this time was the welfare of the subject and the safety of myself and my colleague as the subject was still in possession of the knife. However, due to the subjects continued engagement I believed that this posed less of a risk to myself or my colleague as he showed no signs of aggression or volatility towards us. Despite this, I was also conscious to keep at a safe distance as a precautionary measure throughout.

Due to the immediacy of the risk and absence of viable alternatives, I detained the male under section 136 of the Mental Health Act 1983, enabling him to receive an urgent mental health assessment. While the detention was necessary to safeguard life, I was conscious of the potential impact on his dignity and sought to explain the process clearly and respectfully. A significant challenge arose due to delays in partner agency support. Ambulance services stated that they would take 3 hours to attend, as a result myself and colleague have conveyed the subject to a local hospital with a mental health support services available, reflecting recognised pressures within rural health provision (HMICFRS, 2022). During this period, I remained with the detainee, providing reassurance, monitoring his mental state, and managing the emotional distress of family members, who expressed frustration at the lack of immediate clinical intervention.

Using Gibbs’ (1988) reflective cycle, I identified both strengths and limitations in my response. Positively, effective communication, ethical decision-making, and adherence to national guidance prevented harm and avoided the use of force. However, the prolonged detention highlighted systemic shortcomings beyond police control, reinforcing concerns that officers are increasingly required to act as default mental health responders. Reflecting on my emotional response, I experienced frustration and moral discomfort at the lack of timely specialist support. This incident deepened my understanding of vulnerability-focused policing, ethical responsibility, and the emotional labour inherent in modern frontline roles.

The College of Policing occupies a central strategic role in the professionalisation of policing in England and Wales, functioning as the recognised professional body responsible for standards, ethics, training, and evidence-based practice. Since its establishment in 2012, the College of policing has sought to reposition policing from a predominantly craft-based occupation towards a knowledge-led profession comparable to teaching or nursing (Brown, 2021). One of the most influential mechanisms through which the College has driven professionalisation is the Code of Ethics, which establishes a nationally consistent ethical framework for policing practice. The Code supports legitimacy and public confidence by ensuring that officers’ discretion is exercised transparently, proportionately, and in line with shared values (College of Policing, 2014). In operational contexts such as this mental health incident, where I needed to balance safeguarding with individual rights, the Code provides critical ethical guidance beyond legal compliance alone. The College has also promoted professionalism through its emphasis on evidence-based policing, most notably via the What Works Centre for Crime Reduction. This initiative encourages officers and organisations to evaluate the effectiveness of interventions using research and data, rather than relying solely on experience or tradition. This strategic focus aligns with Policing Vision 2025, which calls for policing to become more analytical, preventative, and outcome-focused (NPCC and APCC, 2016).

A further significant contribution to professionalisation is the Policing Education Qualifications Framework (PEQF). By embedding degree-level learning into initial police education, the College has reinforced the importance of critical thinking, reflective practice, and academic rigour. This framework aligns closely with the Workforce Transformation Strategy (Home Office, 2018), which identifies professional development, diversity, and wellbeing as central to sustaining an effective policing workforce. However, the College’s strategic role has not been without criticism. Some frontline officers perceive the College as overly academic and insufficiently grounded in operational realities, particularly within forces facing high demand, limited resources, and cultural resistance to change (Porter, 2020). Additionally, the decentralised nature of policing in England and Wales has led to inconsistent implementation of college guidance, resulting in variable standards across forces (HMICFRS, 2023).

The College’s Five-Year Strategy (2022–2027) seeks to address these limitations by strengthening engagement with practitioners, embedding leadership development, and promoting continuous professional development throughout officers’ careers. Strategically, the College plays a vital role in aligning ethical and professional standards with the Strategic Policing Requirement, ensuring officers are prepared to respond to national threats while maintaining public trust. Overall, while challenges remain, the College of Policing is fundamental to the professionalisation of UK policing, providing the ethical, educational, and strategic foundations necessary for modern, legitimate policing practice.

In my final year of probation, I have increasingly demonstrated the competencies associated with the role of a modern professional police officer, as articulated within Policing Vision 2025, the Workforce Transformation Strategy, and the College of Policing’s professional standards. This has involved a transition from procedural compliance towards reflective, evidence-informed, and community-focused practice. In responding to mental health related incidents, I have applied learning drawn from College of Policing research and national guidance, particularly regarding de-escalation and safeguarding. The adoption of trauma informed approaches has improved engagement with vulnerable individuals and reduced reliance on coercive powers, reflecting best practice in contemporary policing (College of Policing, 2023). Partnership working has been central to fulfilling my professional role, particularly within a rural policing context where access to specialist services is limited. I have actively contributed to multi-agency discussions involving mental health services, social care, and third sector organisations to manage repeat demand and identify preventative interventions. This collaborative approach reflects the whole system response to vulnerability promoted by Policing Vision 2025 and the Strategic Policing Requirement.

Professionalism has also been demonstrated through ongoing reflective practice and continuous professional development. I have routinely reviewed body worn video footage to critically assess my communication style, use of language, and decision making. This process has enhanced accountability and self-awareness, aligning with the College’s emphasis on reflective supervision. Engagement with the College of Policing Knowledge Hub has further supported my learning in areas such as vulnerability, procedural justice, and ethical decision making. In addition, I have developed digital competence through effective use of mobile data terminals, intelligence systems, and evidential technology. Policing Vision 2025 identifies digital capability as essential to modern professionalism, and I recognise its role in efficiency, transparency, and safeguarding.

I also acknowledge that professionalism extends to officer wellbeing. The Workforce Transformation Strategy identifies wellbeing as a professional responsibility rather than an individual concern. I have therefore engaged with peer support networks and wellbeing initiatives to manage the emotional demands of repeated exposure to mental health crises. This has enabled me to maintain resilience, ethical judgement, and empathy in my interactions with the public. Through these actions, I have evidenced my progression towards the role of a modern professional police officer, one who applies discretion ethically, works collaboratively, embraces learning, and aligns practice with national strategic priorities. The final year of probation has marked a profound shift in my professional identity, transitioning from a supervised learner to an autonomous practitioner capable of exercising informed discretion. 

Earlier in my probation, my approach to policing was heavily procedural, with a strong reliance on guidance and reassurance from supervisors. As my experience increased, I developed confidence in my own judgement and an improved ability to assess risk, vulnerability, and proportionality independently. Applying Kolb’s (1984) experiential learning cycle, my development can be understood as a continuous process of experience, reflection, conceptualisation, and experimentation. Incidents such as the rural mental health crisis required me to integrate theoretical knowledge, ethical principles, and operational skills. Reflection following these incidents enabled me to identify learning points and apply them to future encounters, reinforcing professional growth.

My decision making has evolved from reactive to reflective. I now apply the National Decision Model intuitively, balancing legal powers, ethical considerations, and community impact. This reflects the ambition within Policing Vision 2025 for officers to act as problem solvers and leaders within their communities, rather than solely as enforcers of the law. I have also developed an increased awareness of the strategic context shaping frontline policing. Understanding the Strategic Policing Requirement has enabled me to recognise how local incidents connect to national priorities, particularly in relation to safeguarding vulnerable individuals. Engagement with the College of Policing Five-Year Strategy has reinforced the importance of lifelong learning and professional accountability.

Leadership has emerged as a key area of development during my final probation year. I have supported newer probationers through informal mentoring, sharing learning from my own experiences and modelling ethical behaviour. This aligns with the College of Policing Leadership Review (2015), which emphasises ethical leadership at all levels of policing. Emotionally, repeated exposure to traumatic and distressing incidents initially resulted in frustration and emotional fatigue. Through reflective practice, supervision, and engagement with wellbeing support, I have developed resilience and emotional intelligence, enabling me to maintain empathy while setting appropriate professional boundaries (Hesketh and Tehrani, 2019). Overall, my final year of probation has consolidated my understanding of policing as a profession grounded in ethics, evidence, and public trust. This transformation has prepared me to contribute effectively and confidently to the continued professionalisation of UK policing. Going forward with my career I plan to become a tutor to pass on my knowledge obtained from my probationary period and develop new constables with the College of Policing’s framework in mind.

1821 words.

















1

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


  
Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing?
What are the benefits and risks of using social media?


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

ANSWER:

The purpose of this reflective account is to critically evaluate my experience of using social media as a means of informing and engaging with the community and promoting policing policy initiatives. This reflection is based on a policing incident in which I played a significant role during a collaboration with our local neighbourhood policing team, involving community reassurance following repeated reports of anti-social behaviour (ASB) at a local cinema that is located within the area that my sector covers. Social media was used as a professional communication tool to address community concerns, promote reporting mechanisms, and support wider force priorities around community engagement and legitimacy.

Social media has become an integral feature of contemporary policing, enabling forces to communicate rapidly and directly with the public while increasing transparency and visibility (Mawby, 2010). However, its use must be balanced against ethical considerations, professional standards, and organisational risk. For student officers such as myself, undertaking the Police Constable Degree Apprenticeship (PCDA), understanding the appropriate, proportionate and ethical use of social media is essential in maintaining public trust and confidence. This reflection is structured using Gibbs’ Reflective Cycle (1988), allowing for a systematic examination of the incident, my actions and decision making, the outcomes of social media engagement and the learning gained as a result. The reflection will also critically evaluate force policy, the social media platforms used by policing, and the benefits and risks associated with professional digital engagement. The incident occurred while I was attached to a call alongside our neighbourhood policing team in an urban residential area, where a cinema and entertainment complex is located, that had experienced a rise in reported anti-social behaviour. Residents in close proximity to the complex had raised concerns regarding groups of youths congregating in communal areas, engaging in noise nuisance, criminal damage, and behaviour perceived as intimidating. Although the behaviour was predominantly low level, the cumulative impact on nearby residents and users of the cinema was significant, and there were increasing expressions of dissatisfaction with the perceived police response.

I was involved in a coordinated policing approach that included high visibility patrols, engagement with partner agencies such as youth services and housing providers, and the use of social media to communicate with the wider community. Under the supervision of a sergeant and in consultation with the force’s corporate communications team, updates were disseminated via the force’s official Facebook account.

The purpose of these communications was to reassure residents, demonstrate police activity, outline the steps being taken, and encourage the reporting of incidents through appropriate channels such as 101 and online reporting systems. The posts also supported policy initiatives relating to ASB management, early intervention, and safeguarding. At no point were suspects, victims, or precise locations identified in a way that could compromise privacy, safeguarding, or operational effectiveness. In addition, I assisted with monitoring public responses to the posts, identifying recurring themes of concern and escalating sensitive or hostile comments to supervisors in line with force policy. Initially, I felt cautiously positive about the use of social media as part of the policing response. I recognised its potential to provide reassurance to a large audience quickly and to demonstrate police presence beyond physical patrols. As a student officer, I was also aware that engaging with social media represented a significant professional responsibility and required strict adherence to force policy and the College of Policing Code of Ethics (2014). This was also an area that I knew would present multiple challenges however be visibly rewarding should it achieve the desired outcome.

At the same time, I experienced apprehension regarding public scrutiny. Social media exposes policing activity to immediate and often unfiltered feedback, including criticism, which can be challenging for officers such as myself who are still in their probation or early in their service. I was concerned about how messages might be interpreted, shared, or taken out of context, and whether negative commentary could undermine public confidence. As engagement increased, my feelings became mixed. Positive feedback from residents expressing reassurance and appreciation reinforced the value of transparent communication. Conversely, hostile and critical comments highlighted the emotional demands of online engagement and the importance of professionalism, restraint, and resilience. This stage of the reflection reinforced the need for ethical awareness and emotional intelligence when engaging with the public through digital platforms.

The use of social media during this incident demonstrated several strengths in supporting the policing response. One of the most significant benefits was the ability to communicate timely, consistent, and authoritative information directly to the public. This was particularly important given that misinformation and rumours were already circulating within the community. Research suggests that proactive digital communication by the police can reduce fear of crime and increase public reassurance when messages are perceived as transparent and credible (Brainard and McNutt, 2010; Bullock, 2018). Social media also enabled two-way communication, allowing community members to raise concerns, ask questions, and express dissatisfaction. This aligns with the principles of procedural justice, which emphasise voice, fairness, and transparency as key drivers of police legitimacy (Tyler 2006). By acknowledging concerns and demonstrating that issues were being addressed, the force reinforced its commitment to neighbourhood policing and community engagement (Loader and Walker, 2007).

In addition, social media supported the promotion of policing policy initiatives. Posts encouraged appropriate reporting of ASB, explained the role of early intervention, and reinforced the importance of partnership working. This educational function is increasingly important as policing seeks to manage demand and encourage shared responsibility between the police and the public (College of Policing, 2020).

However, the limitations of social media were also evident. Digital engagement is not universally accessible, and reliance on social media risks excluding individuals who lack access, digital literacy, or trust in online platforms. This can unintentionally reinforce inequalities in engagement and representation (Millie, 2012). Furthermore, the need to condense complex policing activity into brief posts increased the risk of oversimplification and misunderstanding. Negative comments occasionally escalated into broader criticism, illustrating how social media can amplify dissatisfaction and undermine reassurance if not carefully managed. Research indicates that online criticism can disproportionately shape public perception due to its visibility and permanence (Mawby, 2010). While force policy prevented direct engagement with hostile individuals, the presence of such comments highlighted the importance of moderation, realistic messaging, and strategic oversight.
Overall, this incident demonstrated that social media is most effective when used as a supplementary tool, integrated with traditional policing methods such as patrols, face-to-face engagement, and partnership work.

Force policy on the use of social media played a central role in guiding professional behaviour throughout the incident. The policy reflects national guidance and emphasises that officers must maintain the same standards of professionalism online as they do offline, in accordance with the College of Policing Code of Ethics (2014). This includes the principles of integrity, accountability, respect, and confidentiality. One of the most important considerations was information management. Force policy clearly prohibits the disclosure of operationally sensitive material, personal data, or any information that could identify suspects, victims, or vulnerable individuals. This was particularly relevant given the involvement of young people and safeguarding considerations. Compliance with data protection legislation and safeguarding principles was essential to prevent harm and maintain public trust (Home Office, 2022).

The policy also emphasises that officers should not express personal opinions or engage in online debate. This was challenging when monitoring critical or inaccurate comments, as there was a temptation to defend policing decisions. However, engaging emotionally could have escalated conflict and undermined perceptions of impartiality and professionalism (College of Policing, 2020). By adhering to SWP policy, communication remained organisational rather than personal, reducing individual risk. For me as a student officer, this experience highlighted the importance of policy literacy. Understanding force policy provided clarity and confidence in decision-making, reducing uncertainty and anxiety when engaging with social media. It also reinforced the concept of accountability, as online actions are highly visible and subject to scrutiny from supervisors, the public, and oversight bodies (HMICFRS, 2021). This reflection demonstrates that force policy should not be viewed as restrictive, but as an enabling framework that supports ethical policing, public confidence, and officer wellbeing in a digitally connected environment.

UK policing uses a range of social media platforms to engage with diverse audiences and fulfil different operational and strategic objectives. Commonly used platforms include X (formerly Twitter), Facebook, Instagram and YouTube each offering distinct advantages and limitations. X is primarily used for real-time updates, incident notifications, and urgent appeals due to its immediacy and wide reach. Facebook allows for longer-form communication, community discussion, and targeted local engagement, making it particularly suitable for neighbourhood policing. Instagram and YouTube are increasingly used to humanise policing, support recruitment, and promote campaigns, particularly among younger audiences (Bullock, 2018).

During this incident, Facebook was the most effective platform due to their established local following and ability to disseminate reassurance messages quickly. However, the experience highlighted the importance of a coordinated, multi-platform approach. Relying on a single platform risks excluding sections of the community and limiting the effectiveness of engagement (Mawby, 2010). This incident reinforced the need for strategic oversight of platform use, ensuring consistency of messaging while tailoring content to the strengths and audiences of each platform. In reflection I was initially apprehensive to posting relevant communications regarding the anti-social behaviour at the local cinema complex, I had a degree of anxiousness at the negative comments that may be made by some members of the local community. Despite this, I was aware of the positive impact that these communications may have should they be successful which I believed far outweighed my prior anxiousness of a potential backlash from the community.

The benefits of social media in policing include increased transparency, improved communication, enhanced community engagement, and support for crime prevention initiatives. Social media can also reinforce public confidence by demonstrating visible policing activity and responsiveness (Millie, 2012). However, the risks are significant. These include breaches of confidentiality, misinterpretation of information, online abuse directed at officers, and reputational damage to the organisation. There is also a risk of creating unrealistic public expectations regarding police capacity and response times, particularly when complex issues are presented in simplified formats (HMICFRS, 2021). Additionally, constant connectivity can blur the boundaries between professional and personal life, placing emotional and psychological strain on officers. These risks highlight the importance of training, supervision, and adherence to policy.

This reflective account has critically evaluated my experience of using social media to inform and engage with the community during a policing response to anti-social behaviour. The incident demonstrated that social media can be a powerful tool for enhancing transparency, reassurance, and engagement when used ethically and professionally. As a student officer, this experience has strengthened my understanding of digital policing, force policy, and reflective practice. Moving forward, I intend to continue developing my digital communication skills, seek further training, and ensure that social media engagement remains proportionate, policy-compliant, and aligned with community needs. By integrating digital engagement with traditional policing methods, forces can enhance legitimacy, trust, and effectiveness in an increasingly digital society.
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Task 3

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


Critically evaluate 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:


This essay critically analyses my leadership during a fraud related incident involving a vulnerable elderly male. As a Police Constable, I was required to demonstrate leadership through decision-making, communication and coordination with partner agencies to manage risk to a severely water damaged property and safeguard the victim. This reflection evaluates how I applied flexibility in leadership style in response to changing circumstances, drawing upon recognised leadership models commonly used within policing.
The incident involved an elderly male who had been the victim of a fraud, resulting in financial loss and damage to his property. The victim lived alone and presented as emotionally distressed and vulnerable due to his age and the impact of the offence. Upon attendance, the primary risks identified were the potential for repeat victimisation, the victim’s immediate welfare, and the insecurity of the damaged property, in particular the lack of electricity and water flowing through the light sockets. These risks required prompt safeguarding action and effective coordination with partner agencies.
Although I did not hold a supervisory rank, the situation required leadership through professional judgement and initiative. The College of Policing (2023) emphasises that leadership is demonstrated through behaviour and decision making rather than rank, particularly in complex operational contexts. Initially, the incident required a structured and directive approach to stabilise the situation. As support was introduced and risk reduced, I adapted my leadership style to a more supportive and collaborative approach. This reflection critically evaluates that transition, evidencing leadership flexibility and alignment with policing leadership theory.
The operational context required me to assume a leadership role despite my position as a Police Constable. On arrival, I took responsibility for engaging with the victim, assessing risk, and coordinating immediate actions. This reflects the College of Policing’s position that leadership in policing is behaviour-led rather than rank-dependent, particularly in frontline operational situations (College of Policing, 2023). My initial focus was to stabilise the situation, establish trust with the victim, and gain an accurate understanding of the risks present. The National Decision Model (NDM) provided a structured framework for my decision-making. Information gathering focused on the circumstances of the fraud, the victim’s emotional state, indicators of vulnerability, and the condition of the property (College of Policing, 2020). The victim’s age, isolation, and visible distress significantly increased the level of concern, particularly given research highlighting the heightened risk of repeat victimisation among elderly fraud victims (HMICFRS, 2020). The damaged property further elevated safeguarding concerns, as it increased both physical risk and the likelihood of further criminal exploitation.
At this stage, a directive leadership style was necessary. I prioritised immediate safeguarding actions, including coordinating colleagues to secure the property and prevent further harm. Clear communication and task allocation were essential to ensure efficiency and avoid confusion. This approach aligns with transactional leadership theory, which emphasises structure, clarity, and compliance in high-risk or time-critical situations (Bass, 1985). Transactional leadership was appropriate here as it enabled rapid risk mitigation and ensured that safeguarding actions were completed without delay. In addition to task-focused leadership, I was required to demonstrate emotional intelligence. The victim’s trust in police intervention was fragile, and maintaining calm, professional authority was critical. By clearly explaining my actions and rationale, I aimed to reassure the victim while maintaining control of the situation. The College of Policing (2021) highlights that effective leadership in safeguarding contexts requires both decisiveness and empathy, particularly when managing vulnerable individuals. This balance underpinned my operational decision-making and leadership approach during the initial phase of the incident.
Effective leadership in policing requires the ability to adapt style in response to evolving circumstances rather than relying on a single approach. At the outset of this incident, the level of safeguarding risk necessitated a directive leadership style focused on control, protection, and clarity of instruction. However, as the incident progressed and mitigating actions were implemented, the context changed significantly, requiring a reassessment of my leadership approach
Hersey and Blanchard’s Situational Leadership Model provides a useful framework for evaluating this transition. The model suggests that leaders must adapt their style based on the competence, confidence, and emotional state of those involved (Hersey, Blanchard and Johnson, 2013). Initially, the victim required high levels of direction and reassurance due to distress and uncertainty. As safeguarding measures were introduced and partner agencies engaged, the victim became calmer and more engaged, indicating that continued directive leadership was no longer appropriate. At this point, I consciously shifted towards a more supportive leadership style. This involved active listening, reassurance, and encouraging the victim to express concerns and preferences regarding ongoing support. This approach aligns with principles of procedural justice, which emphasise fairness, respect, and giving individuals a voice in decisions that affect them (Tyler, 2006). By adapting my leadership style, I was able to support the victim’s autonomy while maintaining safeguarding oversight.
Critically, this flexibility reduced the risk of over policing and dependency. Maintaining a command led approach throughout could have reinforced feelings of helplessness and undermined confidence. Instead, adapting my leadership supported the victim’s emotional recovery and engagement with longer term support services. However, reflective analysis also highlights limitations. While leadership flexibility was demonstrated in response to immediate changes, there was scope for earlier consideration of longer-term fraud prevention strategies. HMICFRS (2020) identifies that police responses to fraud often focus on initial safeguarding at the expense of preventative follow up.
This reflection demonstrates learning by recognising that leadership flexibility must extend beyond reactive adaptation to include proactive anticipation of future risk. Developing this aspect of leadership will enhance my effectiveness in managing complex vulnerability-related incidents in the future. This incident demonstrates the practical application of multiple leadership models commonly used within policing, highlighting the need for an integrated and adaptive approach. The National Decision Model (NDM) formed the foundation of my leadership and decision making throughout the incident. By systematically assessing threat, risk, and harm, I was able to ensure that my actions remained proportionate, lawful, and ethically justified (College of Policing, 2020). This was particularly important given the victim’s vulnerability and the safeguarding focused nature of the incident.
Situational Leadership theory was central to my approach. In the early stages, a directive or “telling” style was required to manage immediate risks, coordinate colleagues, and secure the property. As circumstances stabilised, I transitioned to a “supporting” style, focusing on reassurance and collaboration (Hersey et al., 2013). This adaptability reflects contemporary policing expectations that leaders must be responsive to context rather than rigid in their approach. Elements of transformational leadership were also evident in my dealings with the victim. Transformational leadership focuses on motivation, empathy, and empowering individuals through trust and understanding (Bass and Riggio, 2006). By acknowledging the emotional impact of the fraud and explaining police processes clearly, I sought to reduce the victim’s anxiety and restore confidence. This was particularly relevant given research indicating that elderly fraud victims often experience feelings of shame, fear, and loss of control (Home Office, 2018). This was made evident when the victim has confided in me stating that they felt ashamed of the amount of money that they had parted with to the suspect.
Transactional leadership remained important for coordinating immediate tasks, such as securing the property and initiating referrals. However, policing literature increasingly recognises that transactional leadership alone is insufficient in incidents involving vulnerability (Silvestri, 2017). Effective leadership in such contexts requires emotional intelligence, professional judgement, and adaptability. Silvestri, Tong and Brown (2013) argue that modern police leadership must move beyond hierarchical control towards relational and adaptive models, particularly when working with vulnerable communities. This incident reinforced the importance of blending leadership models rather than applying them in isolation. My leadership evolved as the situation changed, demonstrating an integrated approach aligned with contemporary policing leadership theory. The most significant change in leadership approach occurred once safeguarding support had been established. With adult social care and victim support services engaged, and the property secured, the immediate operational risk reduced. At this stage, continued command-style leadership would have been inappropriate and potentially counterproductive. I consciously transitioned into a facilitative leadership role, focusing on ensuring the victim understood the next steps and felt supported beyond police involvement. This included providing fraud prevention advice and encouraging engagement with partner agencies. This shift reflects principles of adaptive leadership, which emphasise adjusting leadership behaviour as challenges evolve (Heifetz and Linsky, 2002).
This change also applied to inter-agency working. Rather than directing outcomes, I adopted a collaborative approach, recognising the specialist expertise of partner agencies in addressing longer-term vulnerability. Munro (2011) highlights the importance of professional judgement and flexibility in safeguarding contexts, cautioning against overly procedural approaches that can undermine effective outcomes. Critically, recognising when to step back was as important as taking initial control. This reduced unnecessary police dependency and supported the victim’s longer term wellbeing. The ability to adapt leadership style in response to reduced risk demonstrates effective leadership and aligns with contemporary policing expectations around proportionality and partnership working (College of Policing, 2021).
Reflecting on this incident, my leadership was effective in managing immediate safeguarding risks and adapting to changing circumstances. Flexibility in leadership style was central to achieving a positive outcome, particularly in balancing control with empathy. The application of recognised leadership models strengthened decision making and ensured ethical practice. However, this reflection has highlighted learning opportunities. Earlier engagement with specialist fraud prevention pathways could have enhanced the victim’s long-term resilience and reduced the likelihood of repeat victimisation. Additionally, more explicit documentation of leadership decisions would support accountability and future reflective practice. This incident reinforced that leadership in policing is not dependent on rank but on professional judgement, adaptability, and emotional intelligence. Managing vulnerability requires leaders to be both decisive and compassionate. These insights will inform my future practice, particularly when dealing with elderly victims and complex safeguarding scenarios such as this.
This reflective account has critically evaluated my leadership during a fraud incident involving a vulnerable elderly victim, demonstrating how leadership can be exercised effectively at constable level without formal authority. The analysis has shown that flexibility in leadership style was essential in responding to changing risk levels, emotional dynamics, and operational demands throughout the incident. By adapting my approach as circumstances evolved, I was able to balance safeguarding responsibilities with empathy and victim empowerment. The application of recognised leadership models provided structure and legitimacy to my decision-making. The National Decision Model ensured that actions were proportionate, ethical, and defensible, while Situational Leadership theory supported the conscious adaptation of leadership style in response to reduced risk and increased victim engagement. Elements of transactional leadership were necessary to manage immediate safeguarding actions; however, the incident highlighted the importance of moving beyond task-focused leadership when dealing with vulnerability. The inclusion of transformational and adaptive leadership principles enabled a more holistic and victim-centred approach.
This reflection demonstrates that effective policing leadership requires more than procedural compliance. It demands emotional intelligence, professional judgement, and the ability to recognise when control should give way to collaboration. The incident also highlighted organisational challenges in responding to fraud, particularly around long-term victim support, reinforcing the need for police leaders at all levels to think beyond immediate resolution and consider prevention and resilience. From a professional development perspective, this experience has strengthened my understanding of leadership as a dynamic and contextual process. It has reinforced the importance of reflective practice in identifying both strengths and areas for improvement. Moving forward, I will seek to develop my leadership capability by enhancing my knowledge of fraud prevention pathways, strengthening partnership working, and continuing to refine my ability to adapt leadership style to complex and evolving situations. Ultimately, this reflection evidences leadership competence aligned with contemporary policing values and expectations and demonstrates readiness to apply flexible leadership in future operational contexts.
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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:

Mentoring and coaching are central to professional learning and development within UK policing, particularly within the Police Constable Degree Apprenticeship (PCDA) pathway. The PCDA requires officers like myself to combine academic study with operational policing, ethical decision making and reflective professional practice. Within this context, mentoring and coaching provide structured and informal mechanisms through which learning, performance and professional identity are developed. As a serving UK police officer, my experience of mentoring and coaching has been fundamental in supporting my transition from student officer to an increasingly confident and autonomous practitioner. Mentoring is widely defined as a developmental relationship in which a more experienced individual provides guidance, support and encouragement to a less experienced colleague in order to support long term professional development (Clutterbuck, 2014). Within UK policing, mentoring often focuses on professional socialisation, ethical awareness, wellbeing and career progression. Mentors are often experienced officers who can provide contextual insight into policing culture and organisational expectations. This aligns with the emphasis placed by the College of Policing on continuous professional development, reflective learning and evidence based practice throughout the career of a serving police officer.

Coaching, by contrast, is typically more structured and performance focused. It involves facilitating learning through questioning, the setting of goals and feedback rather than direct instruction (Whitmore, 2017). Coaching is often delivered by line managers, supervisors or tutor constables during operational policing. Within the PCDA pathway, coaching is used to support officers in developing operational skills, decision-making abilities and professional judgement.

Several theoretical models underpin mentoring and coaching practices within policing. Kolb’s experiential learning cycle is particularly relevant because policing is an experiential profession in which officers learn through operational exposure. The model outlines four stages: concrete experience, reflective observation, abstract conceptualisation and active experimentation (Kolb, 1984). Through mentoring and coaching discussions, officers are encouraged to reflect on operational experiences and apply learning to future situations. Another commonly applied model is the GROW coaching model, which focuses on establishing Goals, understanding current Reality, exploring Options and agreeing on the Way forward (Whitmore, 2017). This model promotes structured reflection and encourages officers to take ownership of their development. Additionally, Schön’s concept of reflective practice emphasises the importance of professionals reflecting both during and after action in order to improve practice (Schön, 1983). From my experience I believe that reflecting after action is particularly important as I am able to process the often sidelined emotions that may have built up as a result of a serious, complex or challenging incident. Understanding these theories has helped me engage more effectively with mentoring and coaching opportunities during the probationary period. Recognising the purpose of these approaches has enabled me to actively participate in reflective discussions, identify learning needs and develop professionally within the organisation.

Mentoring and coaching have played a significant role in helping me achieve personal, professional and organisational goals throughout my PCDA journey. Policing is a complex and demanding profession that requires officers to continuously develop their skills, knowledge and emotional resilience. Through mentoring and coaching relationships, I have been able to develop both operational competence and personal confidence. I have in particularly gained more personal confidence as my service has increased as I have realised that I am sufficient in dealing with challenging incidents and make the correct decisions when faced with high pressure scenarios. From a personal perspective, mentoring has supported my wellbeing, resilience and self awareness. Early in my career, exposure to emotionally challenging incidents highlighted the importance of having trusted colleagues with whom I could discuss experiences and concerns. Mentors have provided me reassurance and guidance, helping me process difficult situations while maintaining professionalism. Research has demonstrated that mentoring relationships can support wellbeing and reduce occupational stress in policing environments (Allen and Eby, 2011).

Mentoring has also contributed to the development of emotional intelligence, which is increasingly recognised as a critical skill for policing professionals. Emotional intelligence involves the ability to recognise and manage my own emotions as well as those of others (Goleman, 1998). Through mentoring conversations, I developed a greater awareness of how my behaviour and communication impact colleagues and members of the public. From a professional perspective, coaching has been instrumental in developing operational competence. My tutors and supervisors used coaching techniques to help me apply legislation, policy and procedural knowledge to real world policing situations. For example, after attending incidents, coaching conversations often involved reviewing my decision making process and identifying opportunities for improvement. This approach reflects the principles of adult learning theory, which emphasises that adults learn most effectively through experience and reflection (Knowles, Holton and Swanson, 2015). 

Coaching also encouraged accountability and ownership of learning. Rather than simply being told what to do, I was encouraged to reflect on my decisions and consider alternative approaches. This approach supports professional autonomy and critical thinking, both of which are essential for effective policing. At an organisational level, mentoring and coaching contribute to improved performance, professional standards and public confidence. By developing competent and reflective officers, policing organisations can enhance service delivery and maintain legitimacy within communities (Fleming, 2015). Mentoring and coaching therefore support not only my individual development but also wider organisational goals.

Mentoring and coaching have significantly enhanced my learning and workplace performance by embedding reflective practice into daily policing activities. The operational environment provides numerous opportunities for experiential learning, and mentoring and coaching enables me to convert these experiences into meaningful professional development. Kolb’s experiential learning cycle has been particularly relevant in my development as a police officer. Each operational incident provides a concrete experience, which can then be reflected upon during debriefs or supervisory discussions. Through reflective observation, I have been able to analyse my decision making, communication and risk assessment. This reflection allows me to identify areas for improvement and apply learning to future situations.
Coaching conversations with supervisors often encourage me to critically evaluate my actions rather than focusing solely on outcomes. This approach aligns with Schön’s concept of reflective practice, which emphasises learning through reflection both during and after professional activity (Schön, 1983). By engaging in reflective discussions, I developed greater confidence in my ability to justify decisions and apply professional judgement. Mentoring also contributed to broader professional development by providing insight into policing culture, career progression and leadership expectations. Experienced officers within my team shared their experiences and perspectives, helping me understand the complexities of policing beyond initial training. This guidance supported my development as a reflective practitioner and encouraged me to consider longer term career goals.

Additionally, mentoring and coaching have supported my learning from mistakes. In complex operational environments, I can sometimes complete errors in action or judgement despite my best intentions. Despite not making errors that would put the public in harm’s way, I have noticed areas for improvement that may streamline the service that I am able to provide to victims of crime over my probationary period. A supportive coaching culture allows me to reflect openly on mistakes without fear of disproportionate blame. This approach aligns with the concept of a “learning organisation,” where continuous improvement is encouraged through reflection and knowledge sharing (Senge, 2006). Through these processes, mentoring and coaching have enhanced my confidence, competence and professional judgement. As a result, my performance in the workplace has improved, enabling me to contribute more effectively to operational policing and public safety. As I look to progress to becoming a mentor to my colleagues I will aim to adopt the approach of a supportive culture as I personally feel that I have benefited most from experiencing and reflecting, despite this I recognise that all individuals learn at their own pace and with their own style of learning.

Providing and receiving feedback is a crucial component of mentoring and coaching within policing. Constructive feedback enables me to recognise strengths, identify areas for improvement and develop professional competence. Throughout my PCDA journey, I have developed a greater appreciation of the role feedback plays in supporting learning and development. Receiving feedback has been essential to my professional growth. Feedback from my tutor, supervisor and colleagues following incidents has allowed me to reflect on my actions and improve future performance. Effective feedback is most beneficial when it is specific, timely and focused on behaviour rather than personal characteristics (Hattie and Timperley, 2007). When feedback is delivered constructively, it encourages learning and promotes confidence rather than defensiveness.

I have also learned the importance of actively seeking feedback. Demonstrating a willingness to learn and improve reflects professionalism and commitment to development. Seeking feedback after operational incidents has helped me identify learning opportunities that may otherwise have been overlooked. Providing feedback to colleagues is equally important. As I gained experience, I began supporting peers and newer officers by offering constructive feedback on operational tasks. When providing feedback, I aim to adopt a coaching approach by asking open questions and encouraging reflection rather than simply giving instructions. This approach promotes collaborative learning and helps colleagues develop problem solving skills. Emotional intelligence is also important when delivering feedback. Policing environments can be stressful, and poorly delivered feedback may negatively impact confidence or morale, as I have learned from a first hand perspective when receiving negative feedback in the early stages of my probation. Developing effective feedback skills has improved my own learning while also enabling me to contribute positively to a culture of continuous improvement within the organisation. Encouraging open dialogue and reflective discussion supports professional growth and enhances team performance (WordPress, 2024).

In conclusion, mentoring and coaching have been fundamental to my development as a police officer within the PCDA programme. Through structured coaching conversations and supportive mentoring relationships, I have developed operational competence, professional confidence and reflective practice skills. Mentoring has supported personal development, resilience and career awareness, while coaching has enhanced operational performance and decision-making skills, particularly in high stress environments. Both approaches are underpinned by established learning theories, including experiential learning and reflective practice, which emphasise the importance of learning through experience and critical reflection. Furthermore, the development of feedback skills has strengthened my ability to learn from others and support the development of colleagues. By actively seeking feedback and providing constructive guidance to peers, I have contributed to a positive learning environment within the workplace. As I continue my policing career, I recognise the importance of engaging with mentoring and coaching both as a learner and as a future mentor or coach. I believe supporting the development of colleagues will not only enhance my individual performance but also contribute to organisational effectiveness and the delivery of ethical, professional policing to the public. As I look forward to becoming confirmed in rank, upon completion of my PCDA, I am looking to step into the role of a tutor as I believe that I will take from my previous experiences and provide to the student an up to date perspective on the modern world of policing to assist the trainee in their early stages of development as a police officer.
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