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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. 


[bookmark: _Hlk209346356]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:


The professionalisation of policing in the United Kingdom (UK) has undergone significant reform in recent decades, particularly since the foundation of the College of Policing in 2012. Created as the professional body for policing in England and Wales, the College plays a strategic role in raising national standards, promoting evidence-based policing, and developing leadership and ethical frameworks to enhance public trust and operational effectiveness (College of Policing, 2021). Within this context, the concept of the “modern professional police officer” has shifted, increasingly emphasising on community orientated policing, crime prevention, policing culture and use of technology, as outlined in the Policing Vision 2030 (National Police Chief’s Council (NPCC), 2025). 

This essay will critically evaluate the College of Policing’s role in the professionalisation of policing, examining how documentation such as the Strategic Policing Requirement (Home Office, 2023) align national policing efforts with evolving societal and operational demands. I will also reflect upon my own development during my final year of probation, assessing how my personal experiences reflect national priorities and the principles of professionalism. The essay will explore the extent to which the College’s efforts have translated into improved frontline practice and whether the strategic aims have fostered consistent development across forces. 

The expectations placed on a modern police officer have shifted significantly in recent years, driven by an evolving threat landscape, heightened public scrutiny, and strategic reforms aimed at enhancing professionalism. According to the Policing Vision 2030, officers are expected to safeguard the vulnerable, reduce serious violence against women and girls and strengthen public trust (National Police Chief’s Council, 2025). My own experience, my final year of probation has provided a clear insight into what it means to meet these modern professional standards in practical, high-risk scenarios. 

The Policing Vision 2030 refines and updates the Policing Vision 2025. It outlines six policing missions which include policing missions, focusing on keeping communities safe, preventing crime, responding to all forms of demand, and transforming the workforce and cultures. In my probationary experience, several of these missions are clearly evident. For example, the need to build trust locally, protect vulnerable people, use digital tools in investigations and continuously reflect and improve practice. 

To critically evaluate the College of Policing’s contribution to professionalisation of policing, it is important to contrast the current model with the pre-2012 landscape. Prior to the College of Policing’s formation in 2012, professional standards, training and leadership pathways across forces were fragmented, with only slight oversight by the National Policing Improvement Agency (NPIA). Since 2012, the College of Policing has introduced national frameworks such as the Police Education Qualifications Framework (PEQF), the Code of Ethics and Authorised Professional Practice (APP). This marked a shift from fragmented professional practices to a recognised profession, underpinned by evidence-based policing and continuous improvement. However, while this centralisation improved consistency across forces, critics argue that the College of Policing put forces “in a position where more is spent on scrutiny and inspection” (Thompson, 2022). This tension between the bodies that promote centralisation and local forces remains central to debates about the College of Policing’s strategic role. 

Prior to the foundation of the College of Policing and creation of strategic documents such as the Policing Vision 2030, policing was more reactive, less guided by national missions or unified priorities. The Strategic Policing Requirement forces more on resource allocation, demand management and cross-force consistency, which contrasts with earlier models that relied heavily on local tradition and ad-hoc responses. 

A case I recently dealt with involved an allegation of stalking and harassment perpetrated by the victim’s ex-partner.  The victim was receiving persistent and unwanted contact via emails, phone calls, and text messages. More concerning were multiple reports that the offender had entered the victims home address without her consent and stood over her whilst she slept. This case required victim reassurance, legal intervention and multi-agency co-ordination, elements that exemplify the professional competencies expected of modern police officers. 

Throughout the investigation, I engaged external agencies including an Independent Domestic Violence Advisor (IDVA) and Women’s Aid to ensure the victim was thoroughly safeguarded and reassured throughout the investigation and any subsequent court proceedings. Recognising the escalating nature of the offender’s behaviour and the serious psychological harm being caused, I also submitted a Multi-Agency Risk Assessment Conference (MARAC) referral and arranged for target hardening measures through the forces safeguarding team. This allowed me to provide a victim-centred, trauma informed approach and the importance of early safeguarding interventions in line with the College of Policing’s (2021) Victims’ Code for Policing. 

Working with Joint Legal Services, I gathered the necessary evidence to make an application to the Magistrate Courts for a Stalking Protection Order (SPO), although this was not granted, the court were agreeable to implementing a Restraining Order (RO) against the defendant. These proactive safeguarding measures contributed to the case, resulting in the offender receiving a suspended sentence. 

In the stalking and harassment case I investigated, working with safeguarding teams, legal services, IDVA’s and Women’s Aid, showed I fulfilled the objective “collaborate more across policing and local authorities” from the Policing Vision 2030. In addition, as digital evidence played a part in the investigation, the objective of “increase the use of science, technology and research across policing” is shown in how I utilised risk assessment tools (Such as DASHRA), civil orders and legal options were explored. 

This case reflects a number of professional policing competencies. Firstly, it demonstrates effective decision-making and leadership, I was able to act with autonomy, organise a multi-agency approach to the investigation, and navigate all the complexities of the investigation and safeguarding processes. These are all qualities prioritised within the Workforce Transformational Strategy (Home Office, 2022), which highlights the importance of equipping officers with the skills to manage vulnerability and risk effectively. Secondly, my actions were underpinned by ethical practice, particularly in placing the victims’ needs at the centre of the investigation. This aligns with the College of Policing Code of Ethics (2024), which emphasises the need for respect, empathy, and understanding. In addition, I aligned my efforts with Gwent Police’s force priorities, specifically when supporting the victim, who was considered vulnerable due to the domestic nature of the investigation (Heddlu Gwent Police, 2025). 

Furthermore, the case illustrates how officers must combine traditional investigative techniques with a broader understanding of safeguarding, victim support pathways, and legal solutions. The integration of partner agencies and use of protective legislation reflects a collaborative, community-based approach as outlined in both the Policing Vision 2030 (NPCC, 2025) and the Strategic Policing Requirement (Home Office, 2023). It also evidences the growing requirement for officers to engage with digital and administrative tools, such as risk assessment frameworks and civil order applications, which are now a routine part of modern professional policing. 

Overall, my involvement in this case highlights how I am fulfilling the role of a modern professional police officer, someone who is proactive, reflective, safeguarding-focused, and guided by national standards and ethical principles. The skills, decisions, and partnerships developed in this investigation are a direct outcome of structured training provided by the police and a cultural shift promoted by the College of Policing, NPCC and the Home Office. 

To critically reflect on my evolving role as a police officer in my final year of probation, I have chosen to apply Gibb’s Reflective Cycle (University of Edinburgh, 2024), focusing on the stalking and harassment case discussed. This case involved high levels of victim vulnerability, legal complexity, and required multi-agency collaboration, a clear test of my development as a modern police officer. 

Initially, I felt a sense of pressure and uncertainty, particularly around how best to navigate the process of an investigation, victim support and reassurance, and the legal options available to me (E.g. SPO, RO, etc). I recognised the potential harm the victim was experiencing and felt a strong responsibility to ensure her safety. At the same time, I was aware of my position as a probationer and the need to demonstrate my professional judgement and capability. 

While I was satisfised with the eventual outcome, including the application of a SPO which resulted in the implementation of a Restraining Order, the appropriate safeguarding and the investigation was challenging. I had to learn quickly, seek guidance from specialist departments and external agencies, and make decisions which would subsequently have consequences not just for me as an officer, but also for the victim. I believe the early intervention from multiple agencies and applying safeguarding guidance effectively improved my approach and my knowledge. However, there were also moments where I hesitated, particularly in the early stages when determining the legal thresholds for the SPO application. 

This case has marked a clear transition in my professional development. Earlier in my probation, I may have relied heavily on senior officers for support or lacked the confidence to take decisive safeguarding action. However, in this instance, I relied on APP guidance, legal advice, and risk frameworks to take informed action. This reflects the Workforce Transformation Strategy (College of Policing, 2022) which emphasises frontline leadership and professional decision-marking. 

I also better understand the emotional and psychological needs of the victim, recognising the trauma caused by not only the physical harm was sustained by the defendant but also the ongoing intrusion into the victim’s life. This deeper awareness aligns with the College of Policing’s Code of Ethics (2024), which encourages officers to act with empathy, fairness, and respect. Additionally, the emphasis on multi-agency working and early intervention, which mirrors national strategy in both the Policing Vision 2025 (NPCC, 2025) and the College’s 5-year Strategy (College of Policing, 2025), reinforcing how my practice reflects national expectations. 

This case confirmed that I have grown in confidence and ethical awareness during my probation. I am no longer simply applying procedures. I am actively managing complex cases with a clear strategic understanding and a victim centred mindset. The ability to remain calm under pressure, make informed decisions, and take ethical leadership are now embedded into my practice. 

Looking ahead, I will continue to develop by engaging in continuous professional development focused on domestic abuse, safeguarding, and legal options. I also aim to take on informal mentoring toles within my team, supporting newer officers as they navigate similar challenges.  Remaining up to date with National guidance and reflective practice models to uphold the standards of a modern professional police officer. 

Looking forward, I am to continue aligning with the Policing Vision 2030’s expectations, enhancing my digital and investigative skills, seeking opportunities to lead in safeguarding and multi-agency working, and maintaining a reflective practice that supports continuous development. These align with the College of Policing’s objective to “embed a culture of continuous improvement”.  

The professionalisation of policing in the UK has been significantly shaped by the strategic work of the College of Policing, particularly through its efforts to establish national standards, promote ethical practice, and embed evidence-based approaches to policing. While its initiatives such as the Police Education Qualifications Framework (PEQF) and Authorised Professional Practice (APP) have elevated expectations of officers, challenges remain in ensuring consistency, accessibility, and frontline engagement across all police forces. 

Through my final year of probation, I have increasingly aligned my practice with these national priorities. The stalking and harassment case I reflected upon demonstrated how I have applied a multi-agency, safeguarding, and ethical decision-making, key components of the modern professional police role as defined in the Policing Vision 2030 (NPCC, 2025) and the Workforce Transformation 2018 (College of Policing, 2022). 

Critically, this investigation has seen a increase in my confidence, autonomy, and ability to lead in complex, emotionally charged situations. I no longer see myself as simply enforcing the law, but as a reflective, victim-focused, and accountable officer, committed to learning and ethical service. As I move beyond probation, I aim to continue engaging with national guidance and reflective practice to uphold the standards expected of a modern police officer. 

WC: 1965







Task 2
Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
**You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened. ** 


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

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


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

ANSWER:



Effective communication is a core policing skill and is vital element of both community reassurance and operational success. With the rise of digital platforms, police officers are expected to not only interact with the public face-to-face but also to engage through social media, using it to share information, promote public safety, and build public trust. Research in the UK shows that public perceptions of fairness, transparency, and respectful communication are central to police legitimacy and influence compliance within the law (Jackson et al., 2012). In this context, social media has become an essential channel of communication between the police and the public. 

This essay will critically evaluate the use of social media in policing, with specific reference to a high-risk missing person case in which I played a lead role during my probation. I will explore how platforms such as Facebook and X (formerly Twitter) were used to disseminate appeals, engage with the public, and coordinate updates, while reflecting on the benefits, risks and ethical considerations involved. I will also examine how my own communication practice aligned with my forces social media policy and consider areas for improvement through the use of Gibbs reflective cycle. Through this case, I aim to demonstrate how digital communication skills are essential for professional policing. 

The incident involved a high-risk missing person, a 17-year-old girl with a history of child sexual exploitation and suicidal ideology, who had not returned home after school and was last seen near a local woodland. I was assigned as the investigating officer and coordinated early enquiries, including a review of CCTV, contacting potential witness, and liaising with the missing persons family. Given the level of concern and the potential for public support, a social media appeal was authorised by our corporate communications team and published on our forces Facebook and X (Twitter) pages. This appeal included her photograph, a physical description, and her last known location. In addition, I utilised intelligence teams to analyse her social media to see when she was last active, who she had recently been messaging and if she had posted any images since the report which could indicate her location. Within hours, members of the public responded with sightings, one of which led to her safe return. The case underscored the impact of timely, professional use of social media in high-risk scenarios. 

The aforementioned missing person case demonstrates the operational value of social media in time-critical policing scenarios. Research in the UK highlights that missing persons present complex safeguarding challenges, particularly when individuals are below the age of 18, or have vulnerabilities such as mental health concerns or a history of exploitation (Greene, 2020). The report emphasises the need for timely, accurate information sharing and co-ordinated responses, which supports the operational use of social media in this case. 

The use of social media in policing has become increasingly prominent as forces adapt to a more connected, digitally literate public. Social media platforms such as Facebook, X, Instagram and TikTok are now widely used by police services across the UK to engage communities, share updates, gather intelligence, and promote operational transparency (College of Policing, 2017). In the context of the missing person case I was involved in, social media played a vital role in engaging the public quickly and effectively, directly contributing to a successful outcome. However, its use also raised important concerns around risk, adhering to policy, and ethical practice.  

In my force, the corporate communications policy outlines the process and authorisation required for all public-facing posts, including appeals for missing persons. Officers are not permitted to post independently from personal or force accounts. Instead, official messages must be routed through corporate communications team and the force control room. This helps to ensure the content is accurate, lawful, and appropriate, particularly in high-risk cases where public perception and privacy raise sensitive concerns. In my case, once I established that the missing individual met the high-risk criteria, based on factors including age, mental health history, associates and the sexual exploitation concerns, I provided verified details to the communications team, who published a carefully worded appeal that complied with both force policy and national guidance on data protection and safeguarding. 

One of the primary benefits of using social media in policing is its immediacy and reach. In this case the appeal was shared hundreds of times within a matter of hours, extended its visibility far beyond the geographical limits of our area. Members of the public engaged directly through comments and direct messages, offering potential sightings and CCTV opportunities. This reflects broader research that identifies social media as a powerful tool for obtaining information, especially during time-sensitive incidents (Crump, 2011). However, the effectiveness of public engagement through the use of social media depends not only on reach, but also on the perceived fairness and legitimacy of police communication. UK research highlights that public co-operation is strongly influenced by whether the police are seen to act with transparency and respect in their communications (Jackson et al., 2012). In this case, the careful wording of the appeal helped to encourage constructive responses while maintaining community trust. 

However, these benefits are counterbalanced by significant risks. In particular, the potential for misinformation, speculation, or misidentification can rapidly escalate when a post is shared widely. In my case, despite guidance to limit speculation, several members of the public began suggesting unverified sightings and referencing previous incidents involving the same individual. This risked the missing persons privacy, which reflected a wider concern about how online spaces, while fostering engagement, can also increase misinformation and speculative commentary (Loader and Mercea, 2011). Our communication team had to monitor and moderate comments, in line with our policy, and ultimately has to remove several posts that violated policy guidelines. 

There are also legal and ethical implications around the use of personal images and sensitive information in appeals. The Data Protection Act 2018 and Human Rights Act 1998 require a clear justification for releasing personal information, even in urgent situations. The College of Policing’s media relations guidelines (2017) recommend that forces adopt a victim-sensitive approach and document decision-making when releasing images or personal details. In our case, the family’s consent was formally recorded, and a risk-assessed decision was made that the public interest in locating the individual outweighed the privacy concerns, an approach that aligned with the College of Policing’s Missing Persons guidance documentation (College of Policing, 2016). 

There is also a growing expectation that officers be digitally competent and ethically aware when using or authorising social media content. The rise of “trial by social media”, where individuals are subject to speculations or harassment, is a growing concern, particularly in a missing person case that involves mental health or exploitation. Innes et al’s (2021) research on digital influence highlights how such online environments can quickly foster misinformation and harmful narratives, amplifying the risks for vulnerable individuals. 

In summary, social media can be an extremely effective tool for operational policing and community engagement particularly in time-critical incidents like dealing with a high-risk missing person. However, its use must be governed by clear policy, ethical awareness, and professional restraint. In the case I was involved in, success was achieved through structured authorisation, accurate messaging, and active monitoring, all of which are crucial to mitigating risk while maximising the value of public engagement. 

Gibbs Reflective Cycle (The University of Edinburgh, 2024) offers a structured method for examining critical experiences, with a focus on continuous learning and professional development. In this section, I use Gibbs model to reflect on my involvement in a high-risk missing person investigation, particularly focusing on how communication and social media played a central role in shaping the outcome and influencing my development as a police officer. 

The case involving a 17-year-old female with a known history of mental health and other vulnerabilities, reported missing after failing to return home from school, Initial risk assessment categorised her as high risk due to her age, mental health, and other vulnerabilities. As the attending officer, I was responsible for coordinating the search response, liaising with the family and preparing information for the force’s corporate communications team to authorise a social media appeal. The appeal was shard across the forces official Facebook and X accounts and promoted a significant public response, which ultimately led to a credible sighting and her safe return home. 

At the time, I felt a high level of pressure. The emotional distress for the family was intense, and I was conscious of my responsibility to act swiftly but sensitively. I was initially hesitant about utilising social media, particularly because of the females age and sharing of an image of her, and the potential for online speculation or harm. I also felt the weight of needing to get every detail of the post right, knowing that a small mistake in wording could affect public reaction or breach of policy. However, I also felt reassured by the presence of clear force protocols and the support of our communications team. 

Reflecting on this case through Gibbs reflective cycle (The University of Edinburgh, 2024), it highlighted both the challenges and learning opportunities presented by the use of social media. Initially, I felt significant pressure to balance rapid public engagement with the responsibility of safeguarding the missing person. UK research suggests that perceptions of legitimacy and fairness strongly influence public cooperation (Hough, Jackson and Bradford, 2013), which reinforced the importance of careful wording when posting on social media. Comparing Gibbs with Kolb’s experiential learning model (1984), it is clear that reflection and adaptation are essential for professional development. I had to continuously evaluate the wording of posts, monitor community responses, and adjust the communication strategy accordingly. This experience emphasised the importance of interdepartmental collaboration, ethical consideration and digital literacy. I also recognised that professional growth requires not just following policy but critically analysing how communication choices affect public perception, community trust, and operational needs. 

The outcome of the incident was positive and the missing girl was returned home safely. The social media post proved to be an essential tool in locating the female and generating community involvement. The public response helped narrow down search areas and reassured the family that the case was being taken seriously. However, there were some issues with inappropriate comments on the appeal post, which the communication teams had to moderate. While these comments did not derail the investigation, they highlighted the ongoing risk of misuse or harm in online spaces. 

This incident deepened my understanding of how digital communication strategies are applied in real-world policing. Social media, when used appropriately, offers far-reaching potential for engagement, information sharing, and operational effectiveness, but it also demands professionalism, caution and awareness of risk. I was able to reply on guidance from the communications team and supervisory support but also had to take personal responsibility for ensuring that all information was accurate, proportionate, and authorised. 

This experience demonstrated the importance of confident, ethical communication in complex policing scenarios. It marked a shift in my practice, from focusing on procedural steps to thinking strategically and empathetically about how the public messages are constructed and received. It also increased my appreciation for interdepartmental collaboration and the safeguards in place to mitigate risk. 
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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:

Leadership in policing is a dynamic and complex function, critically influencing operational success, public confidence, and officer safety, and requires leaders to adapt to rapidly changing circumstances.  Modern policing environments are becoming increasingly complex, requiring officers to lead not only through authority but also through emotional intelligence, adaptability, and situational awareness. As frontline officers often operate in unpredictable and sometimes high-risk environments, adapting leadership style according to the circumstances is essential. This essay critically evaluates my flexibility in leadership style, using a real example from a period when I was on light duties, and I stepped in to assist another officer with a time-sensitive remand application involving a violent offender. 

Despite not holding a supervisory role at the time and still being in my probationary period, I was able to influence and support a colleague by applying a flexible approach that drew on elements on coaching, situational and task-focused leadership. The incident required fast thinking, emotional intelligence, and clear communication whilst under pressure, and provided an opportunity to develop another officer’s confidence and ability. 

To structure the analysis, I will draw on several established leadership models used in policing, including Hersey and Blanchard’s situational Leadership Styles (2001), and insights from the College of Policing’s Leadership Review (2015) and competencies and Values Framework (CVF)(2024a). Through this reflection, I will demonstrate how my ability to adapt my leadership style supported by both operational delivery and team development, and how this experience has influenced my ongoing growth as a professional police officer. 

Leadership in policing is no longer confined to rank or formal hierarchy, instead it is recognised as a dynamic and situationally driven responsibility. The College of Policing’s Leadership Review (2015) emphasises the need for officers at all levels to demonstrate flexibility, emotional intelligence, and influence, even without formal authority. To support this, a range of leadership models have been adopted within policing to help officers reflect on their behaviour and adapt to different operational demands. 

One of the most influential frameworks is Hersey and Blachard’s situational leadership model (2001) which argues that leaders must adapt their leadership style based on the maturity, skills and confidence of the individuals being led. In a policing context, this means recognising when to take control in time sensitive situations (directive leadership), and when to step back and empower others through support or delegation coaching or participative leadership. Although Hersey and Blanchard’s Situational Leadership Model has been influential, early critiques question its applicability in high-pressure, unpredictable policing environments (Novit, 1971), highlighting the need for discretion and flexibility in operational leadership. 

Daniel Goleman’s Six Leadership Styles (2000) builds on this by linking leadership behaviour to emotional intelligence. His model identifies six approaches: coercive, authoritative, affiliative, democratic, pacesetting and coaching. In high-pressure or developmental settings, coaching and affiliative styles can help build capability and morale, while a coercive leadership is more effective in crisis situations requiring urgent compliance. The ability to switch between styles depending on the situation is central to effective leadership within policing. 

Transformational Leadership, first developed by Bass and Riggio (2006), is also relevant to modern policing. It focuses on motivating and inspiring others, encouraging personal growth and fostering a shared commitment to service values. This contrasts with Transactional Leadership, which is more focused on task completion, accountability, and short-term performance, sometimes necessary in compliance driven policing environments. 

The Competency and Values Framework (CVF) further reinforces these ideas. It highlights values such as “we deliver support and inspire” and “we are emotionally aware” as critical for ethical and inclusive leadership. Officers are encouraged to lead by example, and adapt to both people and context, all of which requires flexibility. 

Together, these models provide a theoretical foundation to evaluate leadership in a real policing environment. The case involving a violent offender and the need to complete a red case file, remanding him to court, under time pressure gave me an opportunity to critically apply and evaluate flexible leadership strategies. Despite being on light duties and without formal supervisory responsibility. I recognised the need to step in and support a colleague who lacked the experience to complete the handover and remand file independently. The ability to assess the situation, understand the limitation of the officer, and adjust my leadership style accordingly was essential to achieving a successful outcome. 

Initially, I adopted a coaching leadership style, as outlined by Goleman (2000), focusing on developing the officer by identifying strengths and addressing areas for improvement thereby fostering competence and confidence. This approach aligned well with the Competency Values Framework. By encouraging the officer to take an active role in completing parts of the case file, while offering structured guidance, I helped them build confidence in an area the found challenging. Rather than take over entirely, I prioritised coaching them through tasks like drafting case file documentation and understanding the purpose and grounds of a remand application. 

As the time pressure intensified due to the offender’s custody clock, I strategically shifted to a more directive approach for critical tasks, balancing immediate operational requirements with the officers learning needs. According to Hersey and Blanchard’s Situational Leadership Model (2001), effective leadership must adapt their style based on the follower’s competence and the urgency of the task. For elements such as the stalking and harassment checklist and remand application, I adopted a more hands on role, to ensure accuracy and to avoid any delays that might lead to the suspects release without the remand application being submitted. However, I continued to explain the reasoning behind my decision to ensure the experience remained a learning opportunity, rather than simply task completion. 

When I became aware that the remand application was at risk of not being completed in time, I recognised the serious operational and safeguarding consequences. The offender in custody had a history of violent behaviour towards the victim, and there were immediate concerns that if he was released without charge or bail conditions, he posted a risk to the victim’s safety. In addition, the reputational impact on policing if a violent offender was released due to poor time-management on administrative tasks (such as the remand) would have been significant. The colleague working on the case was relatively inexperienced and had not completed a remand file under time pressure before. I quickly noticed that their anxiety, shown through their hesitancy and repeated requests for clarification, risked further slowing the process. This required me to assess both time availability and the colleague’s ability to complete the documentation in a timely manner in order to intervene effectively. The custody clock added urgency, meaning that every minute spent teaching a guiding my colleague, was bringing us closer to the defendant’s potential release. My decision to step in, despite being on light duties, was driven by a professional responsibility to protect the victim, uphold public confidence, and ensure the integrity of the case. Without intervention, the outcome would have led to failure to remand the offender, exposing both the organisation and victim safeguarding. 

This flexible approach reflects the evolving demands of modern policing leadership, where the ability to shift between supportive, directive and collaborative behaviours is essential. The College of Policing Leadership Review (2015) and Workforce Transformation Framework (2022) both stress that leadership is not rank dependant, but rather ethics, values, and the needs of the moment. My experience showed that leadership can be demonstrated at any level, particularly when responding to the developmental needs of others in time critical scenarios. 

Bass and Riggio (2006) describes Transformational Leadership as comprising of four key elements: idealised influence, inspirational motivation, intellectual stimulation and individualised consideration. Reflecting on the incident, I can see how these elements were relevant. Idealised influence involves acting as a role model and demonstrating values in practice. By taking on the responsibility in a pressured environment, I showed that leadership can be exercised at any level, reinforcing the College of Policing’s emphasis on leadership as a shared responsibility. Inspirational motivation emphasises encouraging others to push beyond their comfort zone. Intellectual stimulation was applied by encouraging the office to think critically about the purpose of each case file document, rather than just completing them mechanically. Finally, individualised consideration was central to my approach. I recognised the officer’s nervousness and adapted my tone to provide reassurance, ensuring they left the experience with greater knowledge and confidence in completing case files. Applying Bass and Riggio’s framework demonstrates that transformational leadership is accessible at all levels and can be exercised effectively in everyday operational tasks, particularly when balancing immediate outcomes with the development of others. It also highlights the balance between inspiring growth in others and ensuring immediate operational outcomes, a balance that is particularly important within policing contexts. 

The experience also highlighted the importance of emotional intelligence in leadership. I was aware that the officer may have felt embarrassed or overwhelmed, particularly given the pressure of dealing with the safeguarding concerns should the offender be released without being remanded. By employing calm, non-judgemental communication and collaborative problem-solving, I supported the officer’s learning while preserving their confidence, demonstrating the practical value of emotional intelligence in high-pressure operational contexts. This emotional awareness helped build trust and reinforced a culture of mutual support, which is essential for team effectiveness. 

Overall, the experience demonstrated my ability to lead flexibly and ethically, even outside of traditional frontline roles. It reinforced the value of reflective practice emotional intelligence, and responsive leadership in achieving operational goals while also supporting officer development, aligning directly with both theoretical models and the professional expectations of a modern police officer. 

This essay has critically evaluated my ability to apply flexible leadership strategies within a policing context, demonstrating that effective leadership is not confined to operational command or formal rank. The incident involving a violent offender and a time critical case highlighted how leadership can emerge through influence, adaptability and emotional intelligence, even while on light duties. 

By drawing on established models such as Goleman’s Six Leadership Styles (2000) and Hersey and Blanchard’s Situational Model (2001), I was able to assess the needs of the officer I was supporting and adopt a coaching approach that built their skills and confidence. As the operational urgency increased, I shifted towards a more directive style, ensuring both the file’s completion and the offenders continued detention. This responsiveness to both the context and capabilities of the officer demonstrated the situational awareness and ethical responsibility expected of modern police leaders. 

The incident provided a clear opportunity to evaluate my actions against established policing leadership frameworks. The College of Policing’s Leadership Review (2015) emphasises that leadership is not dependant on rank but should be demonstrated by offices at all levels through influence, ethical behaviour, and adaptability. By stepping in to support a colleague under time pressures, I demonstrated leadership in action without formal authority, reflecting these principles. Similarly, the Competency Values Framework provides a structured lens for reflection, highlighting behaviours such as “we support and inspire”, “we are emotionally aware” and “we take ownership”. I applied these by coaching an officer through unfamiliar tasks, maintaining calm and clear communication to manage his nervousness, and ensuring the remand file was completed correctly. Additionally, the more recent Leadership Standards emphasise that effective leaders balance operational delivery with the development of others, showing adaptability and ethical responsibility. Aligning my behaviour with these standards illustrates that flexible leadership is central to modern policing, where outcomes and people development are equally important. Reflecting against these frameworks reinforces that leadership can emerge situationally, demonstrating ethical, inclusive, and value-driven practice even at early stages of a policing career. 

Crucially, this incident reaffirmed my commitment to continuous learning and reflective practice, highlighting how situational, ethical, and adaptive leadership contributes to both operational effectiveness and team development. Supporting a colleague in a high-pressure situation allowed me to grow as a leader, while also contributing to the overall effectiveness and resilience of the team. As I continue my development as a police office, I will continue to build on these leadership principles, applying them flexibly and ethically in a range of operational and support-based 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:



The transition from student officer to a competent, independent practitioner is a critical journey that defines the first years of any policing career. For officers in probation, this period is shaped not only by the operational demands of the role, but also by the support, feedback, and development opportunities provided through coaching and mentoring. These tools are now embedded in modern professional practice as outlined in the Policing Education Qualifications Framework (PEQF), and national approaches to learning and development. 

This essay critically reflects upon my three-year probationary period and explores how coaching and mentoring contributed to my personal, professional, and organisational development. Drawing on current theory and models used within policing, I will evaluate how these interventions supported my performance, helped me meet key learning milestones, and enhanced my ability to reflect and adapt within the workplace. 
A central focus of this reflection is an incident which I attended a safeguarding concern involving a vulnerable woman and her family. Following my Public Protection Notification (PPN) report, I received professional feedback relating to the tone and language used, which challenged my understanding of inter-agency communication. This moment although uncomfortable, became a significant turning point in my development, prompting me to seek guidance, reflect critically on my approach, and understand the wider implications of professional language and partnership working. 

By examining this and similar experiences, I will demonstrate how structured and informal coaching and mentoring supported my growth into a more emotionally aware, collaborative, and capable police officer. 

Coaching and mentoring are embedded in professional police development frameworks to support continuous learning, reflective practice, and emotional resilience (Cox et al. 2014). Mentoring typically refers to a long-term developmental relationship that supports personal growth, career progression, and ethical grounding (Megginson, 2009). Coaching, on the other hand, is often used to meet specific, short-term performance goals and can be especially valuable for addressing skill gaps or boosting confidence in high-pressure operational roles (Downey, 2003). 

While there is some overlap between coaching and mentoring, it is important to recognise that they serve different but complementary findings. The international coaching foundations (ICF, n.d) defines coaching as a “thought-provoking and creative process that inspires individuals to maximise their personal and professional potential.” This highlight’s coaching as a performance-driven, short-term process. By contrast, the In Professional Development (IPD) (IPD, 2025) describes mentoring as “experienced leaders, who seek to provide a safe, supportive space for mentees to explore issues”, which resonates strongly with the ongoing developmental relationships often found in policing. These distinctions are important because probationary officers require both types of input, coaching to build immediate competence in high-pressure tasks, and mentoring to support professional identity formation and long-term resilience. The PEQF also reinforces this by embedding reflective practice and supervisory support into training outcomes, ensuring that probationers are equipped to handle the complexities of frontline policing (College of Policing, 2020).  

In policing, these approaches are supported by frameworks such as the NPCC People Strategy and local force development plans, which promote structured coaching as part of both formal and informal supervision. Models such as the GROW (Goal, reality, options, way forward) model offer structured problem-solving conversations to support probationers in navigating unfamiliar territory, while reflective models such as Moon’s (2004) experiential learning theory deepen understanding and embed good practice. Additionally, Staller et al. (2022) emphasise the need for police trainers to acquire context-specific coaching knowledge to enhance critical reflection and improve training outcome. 

Throughout my three-year probation, both coaching and mentoring have significantly influenced my personal and professional development. One of the most formative experiences came during an incident involving a vulnerable female who had recently suffered a stroke and has severe mobility issues. She lived with her adult son, who had cerebral palsy and learning difficulties. Their sole carer was an elderly male, who was in poor health. Recognising safeguarding concerns, I submitted a PPN. However, the language I used in the submission was overly critical of Social Services, and I later received an email from my supervisor following concerns raised from a representative of Social Services. This prompted me to reflect on how professional tone, partnership working, and constructive communication can impact wider service outcomes. 

Initially, I felt defensive, believing my criticism was justified by the perceived lack of support. However, after discussing the issue with a more experienced colleague, I was able to take a step back. My mentor, a sergeant who has supported my development throughout my probation, helped me understand the importance of influence over blame in multi-agency environments. Through an informal coaching conversation, they guided me through rethinking how to frame safeguarding concerns more constructively. This guidance not only helped me restore a positive relationship with social services but also developed my communication and emotional intelligence. 

This incident also highlighted the link between feedback and learning. Moon (2004) argues that experiential learning is only fully realised when individuals engage in critical reflection, allowing them to move beyond surface-level understanding. In this case, the external feedback became a trigger for deeper learning, enabling me to adapt my future approach to similar cases. 
From a coaching perspective, the approach taken by my mentor reflected the principles described by Downey (2003), who notes that effective coaching allows individuals to find their own answers, guided by supportive questioning and active listening. Rather than being told what I had done wrong, I was encouraged to consider the impact of my wording, how it may have been perceived, and how I could express the same concern in a more collaborative tone. This made the learning far more impactful. 

This experience also built my confidence to mentor others. As I progressed in my probation, I began supporting junior officers in their development, especially in safeguarding and report writing. My earlier mistakes became learning tools I could share. The process of being coached and then applying those lessons in peer development helped embed that knowledge and reinforced my own growth. 

Coaching and mentoring have not only helped me correct my mistakes but also shaped my long-term learning habits and professional mindset. The safeguarding incident involving a vulnerable family, and the resulting feedback about the tone of my report, was a pivotal learning moment. What began as a procedural task, became an opportunity to engage in deep reflective practice and significantly improve how I work with partner agencies. 

The learning process that I followed closely mirrors Moon’s (2004) model of reflective learning. According to Moon, effective learning occurs not just through experience but through the structured processing of that experience. Her framework outlines how surface-level learning (such as memorising procedures) can evolve into deeper understanding when individuals question their assumptions, consider emotional responses, and apply insight to future practice. In this case, the formal feedback prompted reflection on my use of language, emotional reaction, and my growing awareness of how partnership dynamics work in safeguarding. 

Rather than treating the situation as a one-off mistake, I used it as a development opportunity. With the help of a mentor, I engaged in structured reflection that led me to refine not just how I write safeguarding reports, but how I interpret the broader context, including the pressures faced by other agencies. This aligns with what Schon (2016) describes as “reflection-in-action”, where professionals actively think and adapt during and immediately after practice. It taught me to question how I could achieve the same safeguarding goal with a more balanced and collaborative tone. 

The outcome of this reflection was not limited to personal insight. It improved my performance across a number of professional competencies, including inter-agency communication, handovers, and PPN submissions. More importantly, it gave me a framework to coach others. I found that my earlier challenges allowed me to mentor others more effectively, reinforcing Downey’s (2003) observation that coaching is most impactful when it grows out of real, lived experiences. 

London (2003) also emphasises the importance of feedback being “developmental”, that is, aimed not just at correcting errors but at improving future performance. In policing, this is especially relevant given the high stakes of decision-making and the need to maintain positive relationships with external agencies. The feedback I received in this case was direct yet became developmental once I sought mentorship and use it as a trigger for improvement. 

In summary, this incident reflects how coaching and mentoring extend beyond technical learning. They have supported my transition from procedural thinking to professional judgement. Through this structured support and reflective practice, I’ve become more confident in handling sensitive cases, more emotionally aware of my communication style, and better equipped to support others, all of which have enhanced my operational performance. 

The ability to give and receive feedback constructively has been central to my development during probation. Early on, I viewed feedback primarily as corrective, a response to errors. However, my experience during the safeguarding incident shifted my understanding. The email from social services, although critical, was a form of professional feedback. I have come to recognise, that with mentorship, that the feedback was an opportunity to improve how I engage with external agencies and express concerns more diplomatically. 

London (2003) highlights that effective feedback must be timely, relevant, and focused on behaviour rather than personal traits. This case has shown that the concern was not about my motivation, but the tone I used, which could risk damaging multi-agency co-operation. By discussing this with a mentor, I was able to separate emotion from learning and use the experience to enhance my professional communication. 

Since then, I have become more proactive in seeking feedback, not only from supervisors, but also from peers. I now regularly ask colleagues to review my reports, particularly in complex safeguarding cases. This collaborative approach has helped improve accuracy and clarity while fostering a learning culture within the team. 

As I progressed through probation, I also began providing feedback to newer officers. Drawing on my own experiences, I’ve learned the importance of delivering feedback supportively, ensuring it is specific, framed around improvement, and tailored to the recipients experience level. This echoes the advice of Cox et al. (2014), who notes that feedback should be a dialogue, not a directive. It should encourage reflection, not just concern. 

Overall, feedback has moved form being something I passively received to a toll I actively engage with, both to improve my own performance and to support the development of others. This change in mindset has been central to my growth during probation, allowing me to develop greater in confidence, adaptability, and emotional intelligence. Coaching and mentoring have not only provided immediate solutions to challenges but have also fostered habits of critical reflections and collaborative learning that will continue to shape my professional practice. 

Looking ahead, the lessons gained from coaching, mentoring and structured feedback during my probation will remain highly relevant throughout my policing career. These approaches have not only enhanced my competence in safeguarding and inter-agency communication but have also reinforced the value of reflective practice as a foundation for professional judgement. In line with the PEQF, I now view continuous learning as both a personal responsibility and an organisational expectation. The transition from student officer to independent officer has been challenging, but by embracing coaching and mentoring I have developed the confidence to support others, the resilience to adapt to future challenges, and the awareness to contribute positively to a learning culture within policing. 
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