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Task 1

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

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


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

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

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

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

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

Within this essay, I will look to evaluate the use of the College of Policing’s strategic function in professionalising policing across the United Kingdom and consider the use of other national strategies, such as The Policing Vision 2025 and the College of Policing’s 5-Year Strategy. 

I will aim to critically reflect on my final year of probation, using Gibbs’ Reflective Cycle which consists of six stages: description, feelings, evaluation, analysis, conclusion and an action plan, to provide a structured framework for critical reflection (The University of Edinburgh, 2024). In using this cycle, I will analyse an incident that I attended and examine how my approach is in accordance with the professional expectations set out by the College of Policing. 

The College of Policing was devised in 2012 with the sole intention to strengthen professionalism across the policing service in England and Wales (NPCC, 2013) and is a professional body that aims to support officers in delivering the best service by encouraging consistent standards (College of Policing, 2021).  Professionalism is the act of transforming an organisation into one that operates using the best practices, ensuring that they abide by a consistent set of processes and upholding standards (Kevin Robins, 2023). Alongside this, the College of Policing worked alongside the National Police Chief’s Council (NPCC) and the Police and Crime Commissioners (PCC) in order to devise a Policing Vision 2025, which creates a vision in relation to the way in which the police will be shaped over the next ten years and outlines the need for constables to be held accountable and responsible within their roles (NPCC, 2016).

However, over the last few years, the professionalism of the police has come under scrutiny, particularly in the media, due to an abundance of misogyny, racism and criminal offences (Kotecha and Myranda Mowafi, 2025). The College of Policing (2025) plays a crucial part within the professionalisation process and alongside the National Police Chief’s Council (NPCC), they devised a 5-year strategy, intending to re-establish policing as a “trusted profession, demonstrating the highest levels of integrity, fairness and respect towards each other and the public we serve” (College of Policing, 2025). This strategy aims to retain a competent workforce, increase digital policing and increase collaboration between other forces and their external partners, in order to develop a professional and cohesive workforce.

 The Policing Vision 2025 (College of Policing, National Police Chiefs' Council and Association of Police and Crime Commissioners, 2025) makes frequent reference to the important of embedding codes of ethics into modern policing practice. The College of Policing created a series of policing principles under the Code of Ethics to support the ethical expectations of staff when upholding professionalism, ensuring that officers act in a way that is expected of them. Some of these principles include accountability, objectivity, honesty and integrity (College of Policing, 2024).

Despite this framework providing officers with expectations, when put into practice, its reliability can vary. Brown (2013) states that there tends to be ambiguity surrounding ethical codes due to these being completely open to individual interpretation since ethics are typically “based on personal views of morals and principles” (Brown, 2013, pp.465). Further to this, Brown (2013) identifies that officers usually work in situations that require heat of the moment decision making, and in-turn, ethical decision making suffers. This suggests that while ethical frameworks provide a good foundation for professionalism, when implemented into real situations, officers do not have the capacity to refer back to them. 

During my third and final year of probation, I have come to recognise that policing does not solely focus on crime, and we spend a considerable amount of time responding to calls with those in a mental health crisis. Research has found that officers spend around 20-40% of their time dealing with such calls (Kotecha and Golding, 2023), which is something I have had to really develop my approach towards. The College of Policing (2024) emphasises the need to treat others with respect and empathy, which is necessary when dealing with those in a crisis to ensure that their needs are able to be met to the best of my ability. 

To fully reflect on my development as a police officer over the past three years, I will be using Gibbs’ Reflective Cycle (Gibbs, 1988) to conduct an analysis of an incident in which I attended. 

Description
During this incident, an urgent response call was received from a third-party report, stating that an individual had contacted a crisis helpline with the intention to end their life due to ongoing mental health struggles. During this initial report, there was a mention of this person potentially being in possession of a knife, due to the mention of a weapon, ambulance did not attend and police attended as a priority. The initial report was very vague, we did not know whether this individual had harmed themselves or was a risk to others, and there was limited information about them on our system, so the risk remained unknown.

Upon arrival to the property, we were met by a young female who was visibly distressed and pacing back and forth. She did not have any visible injuries that we were able to see, nor did she have any weapons on her. We sat down with the female in her living room, and I was able to make her a cup of coffee while she calmed down before we could have cohesive communication with her.

After she became less distressed, she disclosed that she has suffered with mental health problems for a number of years and is usually able to deal with this by herself. However, she has tried to contact her social worker and her mental health team for a number of hours, to which she had no luck – leading to her feeling as though she was in a crisis and wanting to “lash out” and harm herself. We asked the girl if she was able to have any family or friends come and stay with her, but this was not something that was able to be done due to them being away. This also meant that she had nowhere else to go for that evening and would be staying at home by herself, as she was not willing to attend hospital.

Whilst there, a brief search was conducted to ensure no weapons were present, and my colleague and I consistently tried to contact the social worker and crisis team on behalf of this girl and after a few attempts, we managed to make contact. 

While this girl spoke to the crisis team in front of my colleague and I, she stated that she was due to have an appointment today, but the person did not follow through with it, which caused her to become anxious and distressed. The girl also made reference to having sensory issues constantly which is adding to her distress and her mental health issues. 

Following this disclosure, I used my own personal experience with neurodiversity issues and was able to signpost this person to a number of alternative methods of therapy that she had not yet experienced, namely Radically Open Dialectical Behaviour Therapy (RO-DBT), which seeks to provide more skills focused therapy to help assist with coping (NHS Foundation Trust, 2026).

The crisis team scheduled an appointment for the female for the next morning, and she assured us she was safe this evening now that she had spoken with relevant persons. 

We were then able to leave the property and completed all relevant safeguarding paperwork through the use of a Public Protection Notification. 

Feelings
During the initial report and our journey to the incident, I felt a sense of anxiety due to the minimal information that we had received on this person. However, due to now being in my third year, I have been exposed to countless of mental health calls and I know that my main priority is the safety of the person who is currently experiencing a crisis. 

Due to the ambulance not being in attendance, I felt a strong sense of responsibility to safeguard this person and ensure that they received the correct support required. I was also concerned about the potential hurdle we would encounter in the sense that we have no powers to detain somebody under the Mental Health Act 1983 when they are within their own home.

Prior to attendance, subconsciously, I was already referring back to the Code of Ethics (College of Policing, 2024), in the sense that I was ensuring that I would be taking responsibility for this incident and the care of the individual. I also ensured that I would be treating this person with respect and empathy, and I would be understanding the impact that their emotions are having on them and provide them with the best outcome.

Furthermore, due to the female making reference to being caused distress from a change in scheduled plans and sensory overload, I began to feel as though there may be an element of neurodiversity that was not disclosed to us, which I then was able to empathise with and assist her further.

Evaluation
Overall, I believe there to be a number of positive aspects from this incident and the way in which I managed it. I was able to approach with a calm and appropriate manner to ensure that communication could be effective in reducing the female’s distress, and I was able to effectively build rapport with the female by using my own personal experience to resonate and advise her appropriately. This approach was again acting in accordance with the professionalism expected from the College of Policing (2024) as I was able to treat the female with respect and dignity.

The National Police Chief’s Council (2025) recognises that mental health calls are often complex and high risk, but officers are able to utilise innovative and problem-solving approaches to achieve appropriate support. So, while we were limited on what we were able to do from a police perspective, we were able to use our problem-solving approaches to ensure that all the appropriate support services were contacted with priority. 

I was overall very pleased with the outcome of the incident, and I do not believe we could have done anything differently given the circumstances, but I do appreciate that attending calls like this gives me the capability to improve when attending the next one.
 
Analysis
This incident was able to reflect the situation in which modern-day policing has a heavy focus on mental health calls, and it is down to first responders to deal with that, despite having minimal mental health training, which can often lead to negative outcomes due to misunderstandings (College of Policing, 2024b).

Despite this, the response acted in accordance with the professional expectations promoted by the College of Policing, and upheld the ethical standards expected. 

Conclusion
This incident allowed me to recognise the importance of being calm and empathetic towards those who are experiencing a mental health crisis and has further reinforced the need for cohesive working with mental health professionals, as they were able to provide support over the phone that I was not otherwise able to. 

Action Plan
In order to deal with similar situations in the future, I will ensure that I maintain my empathetic and understanding approach to those who are experiencing a mental health crisis. I will also ensure to keep up to date on changing policies and procedures that are ever changing when it comes to approaches to mental health.
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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:


During this essay, I will reflect on an incident using Gibbs’ (1998) reflective cycle which is a six-stage process that allows for reflective learning from personal experiences (The University of Edinburgh, 2024). I will analyse an incident in which I attended and used social media to actively inform and engage with the community, all while promoting policy initiatives. I will also look to consider the force policy on social media and identify what the benefits and the risks are of using social media in a policing context. 

Description
During a shift, we received an immediate response call in relation to a four-year-old girl who was meant to get on a school bus and meet her mother at the other end, but she failed to arrive. 

I attended the location to speak with the mother and complete initial enquiries with her, including finding out information such as her school, the bus she was meant to get on and any other family members who may have collected her from school. One other main priority of these enquiries was to obtain an image of the child, as well as consent for this to be shared via a social media appeal, which she was initially unsure of given the child’s age and the risk of people seeing this on social media.

The mother contacted all family members who all confirmed that they had not collected the young girl from school and given all this information I requested an immediate search with the help of all local units, along with the request from specialist unit such as the Territorial Support Team and a dog unit. 
I attended the school shortly after and they informed me that they saw the child get on a bus but were unable to confirm if it was the correct one. I notified her mother of this and following her receiving this information, she then consented to a media appeal of the young girl. 

I informed our control room that the mother had consented for a social media appeal and that I was in possession of a photograph of the young girl and that I would send it through for the social media appeal to be published as soon as possible.

The social media appeal was published immediately after via the force’s official Facebook page and detailed a description of the child along with where she was last seen and urged the public to get in touch if they had any information surrounding her whereabouts.

The post was shared hundreds of times almost instantly and went to all local community pages. 
Shortly after, an email was received by a bus driver who informed us that the young girl had incorrectly gotten onto his bus that afternoon and was taken to the depot and left with his manager.

I attended the bus depot as soon as we received the email, along with the young girl’s mother, and she was located safely at the depot with the members of staff.

Feelings
This was an incident that was very emotionally challenging as the young girl’s mother was incredibly distressed and it not only caused a lot of concern from myself, but all of my colleagues involved with the incident. 
I felt hopeful that our social media appeal would assist us with any information that would assist with finding the young girl but also remained worried due to the risks that come with social media. 

Evaluation
Fortunately, the use of social media within this incident proved to be entirely positive. We were able to gather information and react quickly to ensure the child was returned safely to her mother.
Despite this being a positive outcome, due to social media being implemented and open to the wider public, there were a lot of criticisms on the post regarding the school, the police and the child’s mother, which could have led to harmful speculations had our social media team not intervened.

Analysis
This particular incident highlights the importance of social media as without this, we potentially would have been searching for hours until the bus depot contacted the police themselves. This goes to show just how important community engagement is, especially within missing person cases as the assistance of the public has proven to be beneficial in locating a missing person (Lam, José Kerstholt and Kop, 2024). Lam, José Kerstholt and Kop (2024) go on to note that members of the public feel more inclined to help if they feel as though their response will help contribute to another person’s safety, which is crucial to missing person cases.

Conclusion
This incident allowed me to recognise the strengths that social media can have, especially when investigating a missing person incident. This situation in particular was able to ensure that social media was used in accordance with professional guidelines as expected by the College of Policing (2024a) and contribute to a positive outcome through the use of community engagement.

Action Plan
When attending such high-risk incidents like this, I think I would stress the importance and the benefits of social media in this context, just to prevent any delays in locating the missing person safe and well. I think I would also request assistance from a school officer to raise awareness across the school staff to ensure that an incident like this did not happen again. 

According to research conducted by DataReportal (2025), it is estimated that around 5.07 billion people across the world now use social media accounts, 259 million of these creating accounts within the last year, with Facebook being the most commonly used app amongst all age groups. In light of this, it is clear that with police utilising social media platforms, they are provided with an opportunity to reach a greater audience.

Research has found that a social media platforms such as Facebook and X (formerly Twitter) have transformed the way in which public sectors communicate with the public (Cullen and Williams, 2026). Kershaw (2023) found that there’s a significant importance on police having a social media presence as it allows for greater community engagement and allows for the opportunity to optimise crime prevention and investigations. Bullock (2017) further supports this in stating that social media is typically used by police forces in an attempt to make assistance requests from citizens, often relating to crime prevention and information circulation.

Crump (2011) found that there was a growing interest amongst UK police forces towards social media since 2008, and it has aimed to establish an increased public trust through the use of putting a sense of responsibility onto the public to tackle crime reduction. The use of social media was later widely accepted and promoted by the Association of Chief Police Officers to engage those who were otherwise uninvolved with the police (Crump, 2011). 

Despite social media being ever growing, the College of Policing still upholds its key principles through the Code of Ethics (College of Policing, 2024a), to ensure that standards of accountability, respect and integrity are being upheld both online and offline. South Wales Police (n.d) also has its own social media policy which is there to ensure that the force is able to participate in community engagement, whilst upholding ethical principles. The force states that it uses its social media in an attempt to keep local communities informed of what is happening in their own area, all while providing tips to support crime prevention and requesting assistance with information gathering (South Wales Police, n.d.). South Wales Police (n.d) in particular, have social media presences across a multitude of platforms such as, Facebook, X, Instagram, TikTok, Youtube, LinkedIn, and are also available to be contacted WhatsApp. Facebook and X, however, are their primary use platforms where latest appeals, information and engagement will be posted .

A report published by The Police Foundation (2014) highlighted the positives that can come from the way that a police force effectively uses social media. This report highlighted that social media has allowed forces to connect with a public in a way that is second nature to them, all while effectively engaging and building relationships with the public.

 The report indicates that social media allows for forces to share information with the public in a way that is readily available to them and highlights an example whereby information sharing has proven to be useful across critical incidents when police were able to reassure members of the local community and lower community tensions (The Police Foundation, 2014).

In addition to this, the use of social media allows for two-way communication through public engagement, which is crucial for improving trust and building relationships, making the public feel as though the police are easily accessible. Community engagement is not limited to crime and information sharing, but it allows for interactive content to be posted, allowing the police to be seen as more human and further strengthening community relations (Police Foundation, 2014; Webster, 2013). 

Furthermore, social media is incredibly beneficial in assisting with the gathering of intelligence and the progress of an investigation. Appeals can be published via social media pages, this can help assist with locating witnesses of crime or locating any footage that may be applicable (Police Foundation, 2014).

Despite the multiple advantages of social media within policing, it also has several risks and challenges for organisations. One of these risks would be the potential for misinformation to be spread across social media platforms. While social media allows for information to be spread quickly across large audiences, misinformation can be spread just as much, if not more. Research has found that having exposure to misinformation increases the likelihood of it being shared by the public due to the beliefs in the information consumed, or the intent to elicit emotional responses (American Psychological Association, 2023). 

Additionally, due to the organisation’s social media posts being immediately viewed by the public, it opens the possibility of response, whether this be negative or positive. Crump (2011) highlights that there is a risk of reputational damage through misinformation or unprofessionalism being spread but goes on to state that there are a number of protocols in place to ensure that accounts and posts are only authorised by the central media team, further minimising the risk. It is also crucial that those who are associated with the organisation aware of and consistently uphold the Code of Ethics expected of them (College of Policing, 2024a), both in and out of work, to ensure that they are meeting the public expectations of how a police officer should behave. 

In conclusion, social media has rapidly grown over the past few years and has become an important aspect of policing. While there are risks to using social media in a policing context, if the proessional standards are upheld, the potential for any risks should minimise, further strengthening the benefits of social media usage. The incident that I attended provides a clear example of just how well correct social media usage can work in raising awareness and sharing information and further highlights cohesive working between the public and the police. 
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Task 3

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


Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 

ANSWER:

Within this essay, I will seek to critically analyse leadership strategies that have been developed throughout my probationary period to assist with the way I manage different operational situations. I will look to evaluate and evidence my flexibility with these leadership styles and consider a range of leadership models that are frequently used within policing, evidencing how I was able to alter my leadership styles to suit changing circumstances.

Bwalya (2023) defines leadership as the “ability to inspire, motivate, and empower individuals or groups to work collaboratively and effectively” (p.1). These qualities are particularly important within a policing context as without effective leadership, public safety and colleague safety could be at risk. Every person within policing takes on a leadership role at one point or another, often in more extreme situations that other professions (College of Policing, 2023), so these leadership qualities should be implemented across every rank. 

There are a number of leadership roles that are commonly used in policing contexts. One of the most widely used approach is the model of transformational leadership. 
The Transformational Leadership Model is quite a modern concept, and it was initially devised by James MacGregor Burns (1978) in a book titled ‘Leadership’ (Openlearn, 2024). Transformational leadership is a style in which the leader will focus on inspiring and motivating the followers, while making an attempt to appeal to their moral values in order to achieved shared goals (Campbell, 2011). This is incredibly beneficial in a policing context as it often allows for change and innovation to take place, which also further allows teams to work collaboratively, creatively and achieve an inclusive working environment (Bwalya, 2023). 

However, the transformational model does not come without its challenges and research has found that being transformational without being actively present, does not bring positive changes to police behaviour (Campbell, 2011). This type of leadership also relies heavily on the leader having positive influence over their followers, should they fail to do so, it can negatively impact the way in which the followers adapt and accept the changes proposed (Bass and Riggio, 2006; Bwalya, 2023). 
Another widely accepted model within policing is the Transactional Leadership Model. This leadership model was created in 1947 by sociologist, Max Weber (STU, 2014). A transactional leader will allow for clear structured expectations and will often provide the followers with a ‘reward’, providing these expectations are met. These leaders typically monitor their teams closely and only intervene when the expectations are not being met, to ensure compliance (Bass & Riggio, 2006; Bwalya, 2023; Kouzes & Posner, 2017). This leadership model is arguably one of the most crucial models within policing as it provides emphasis on procedures and standards and effective decision making while relying on protocols (Bwalya, 2023). 

Again, this model does not come without weaknesses, and one of the main ones would be the rigidness of this model. When implemented in real scenarios, the ability to provide creativity and innovation really suffers due to the set objectives provided by the leader (Bwalya, 2023). This would cause officers to suffer as they are required to be able to develop new skills and able to adapt to different ways of thinking depending on the situation (West Mercia Police, 2026). 

Furthermore, The Situational Leadership Model, devised by Paul Hersey and Ken Blanchard in 1977, suggests that effective leaders are able to adapt their behaviours depending on the context of the task. Hersey and Blanchard (1977) emphasise that this particular style of leadership tends to come with experience and maturity. This model is particularly relevant within a policing context as it allows for flexibility within operational situations and encourages the overall team performance and development (Bwalya, 2023). 

Bwalya (2023) states that unfortunately, this model is only effective when the leader reaches maximum experience and knowledge. Bwalya (2023) goes onto say it is also complex in nature and requires the leader to possess great situational awareness and the ability to assess this appropriately, which is not always accurate, and due to the constant changing between leadership styles, it opens the leader and followers up to inconsistencies with their decisions. 

The model in which I cecently have found to use the most, would be The Servant Leadership Model. This model was devised in 1970 by Robert K. Greenleaf and proposed the idea in which “leaders put the needs, aspirations, and interest of their followers above their own” (Shonk, 2024) and would encourage their followers to grow themselves into competent leaders. Research has found that leaders who follow this model use their position to encourage a trustworthy and loyal dynamic from their followers, leading to them to become further invested and supportive of the leader’s commands, promoting more cohesive working (Gardner and Reece, 2012). Bwalya (2023) states that this leadership model is typically time intensive as it requires support and encouragement over a long period of time, which is not always able to be done in fast-paced policing environments. 

Over the past few months, my team has hit critical staffing levels, and it has unfortunately left me as the most experience officer on the team. However, this has fortunately allowed me to manage a number of different leadership styles and below, I will evidence how I have done so. 

I was in the station focusing on existing workload that I had, when a colleague who had only recently finished their tutorship, informed me that he needed to attend an incident that he’d not dealt with before and was unsure on how to manage it, so requested that I attended with him. Despite having my own work to do, it was clear that his needs were greater than mine and so I put my work aside to assist with his, instantly adapting the Servant Leadership Model (1970).

On the way to this incident, my colleague disclosed that he was nervous and anxious about attending the incident due to his inexperience of attending incidents by himself and not having his tutor to lean on. 
As I was the senior officer attending this incident, knowing my colleagues concerns of attending it, I had to prioritise his development and wellbeing by giving him confidence to attend the incident knowing I was there. Continuing to utilise the Servant Leadership style (1970), my aim was to empower him to reach his potential, and would in turn, allow him to be able to deal with an incident of this nature on his own in future, so I talked him through what to expect from this incident and how this typical incident would be managed. As much as I know there are advantages to using this style, I also was mindful that using this style would not be a fast process to mentor my colleague, as this type of style does need significant time and investment to develop someone. 

We attended the incident which was a non-emergency report of domestic related harassment between ex-partners, whereby the victim reported that her ex-partner was constantly phoning, texting and leaving her threatening voicemails. Once we arrived, we were met by a young woman who appeared to be quite anxious and she informed us that shortly before arriving, her ex-partner sent her an image of him in the local area and stated he was looking for her. 

At this point, I immediately took charge of the situation and took the decision to adopt the situational leadership style (1977) as it allowed me to change my strategy to suit the situation. I asked the victim for a clear description of the male, as well as where he was exactly when he last messaged, and I directed my colleague to inform out control room that this male was in the local area and request further units to look for him. 

My colleague and I then sat with the victim to establish further information from her regarding the report that she made. My colleague appeared to be quite nervous in the way that he communicated with her, and so I took it upon myself to use a calm and empathetic tone with her, whilst asking her questions to obtain the most detail. She stated that her ex-partner has been attending the local areas and trying to look for her car, as he did not know where she lived, and was sending her threatening voicemails about what he would do to her, and her family should he come across them. The victim was clearly terrified of this male and was concerned for her safety, leading her to have her parents accompany her to and from work. 

I adopted the transactional leadership style (1947) and used clear and direct instructions to instruct my colleague to note down all key details and information that the victim was providing us with, as I was speaking with her. By giving him this task, it showed him what exact information needed to be taken within an incident like this, whilst also ensuring that he had supported involvement within the incident. Transactional leadership was particularly useful here, as it made sure that we had the best possible chance of finding the suspect. 

I have then utilised the servant leadership style (1970) and asked my colleague if he was comfortable taking the statement, obtaining the evidence and completing a Public Protection Notification, as this would prioritise my colleagues growth into becoming more competent in his role. During this, I have also used the situational leadership approach (1977) to check the updates of the potential location of the suspect, whilst updating the control room and overseeing the work that my colleague is completing. 
The suspect was located in a local retail park and was detained by other officers, and my colleague and I remained with the victim. I took this opportunity to ask the victim if she had any questions regarding what happened next and I allowed my colleague to answer these to the best of his ability. 

Reflecting on this incident has shown me that I have the capacity to alternate between different leadership styles, even when I might not necessarily realise that I am doing so. With this incident, I was able to adapt my leadership styles accordingly to meet both the needs of my colleague and the needs of my victim. However, I also am very aware that I was in a position of essentially leading a new colleague, when I too am relatively new to my role. While I have to use the servant leadership model the most, I do not feel as though I am equipped enough to utilise this as much as I can as I am still relatively young in service. In future incidents, I feel as though I would be better equipped to adopt a stronger balance between leadership roles as I would have developed my competency and experience as an officer, and I would be able to better support newer officers in developing themselves. 

1811 words









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:

Throughout this essay, I will look to critically reflect on my three-year probation within policing, with specific focus on mentoring and coaching and highlighting how this has helped me to 	establish myself as a competent officer. I will also consider coaching and mentoring theories and definitions that I consider to be relevant. 

Coaching and mentoring are both developmental tools which are often used interchangeably, depending on the context in which they are used (Blakemore, 2016), however, they are different in the approaches that they use.

Mentoring has been defined as a collaborative relationship between two people, often between those with differing seniority, with the purpose of the less senior person to focus on their career development through the support of a senior person(ATD, 2024). Mentoring has been highlighted as a key element of development within organisational settings and is something that is key in benefiting individual careers and wellbeing (Noe, Greenberger and Wang, 2002). 

Sir John Whitmore (2017) found that coaching is more about improving performance through encouraging others on a learning journey, as opposed to ‘teaching’ them, it focuses heavily on self-skill development and powerful working relationships. Coaching is particularly beneficial within organisational settings as it encourages resilience and self-awareness, which later allows for better teamworking. However, unlike mentoring, coaching is not directive which may not suit everybody (Blakemore, 2016). 

As of September 2023, I have been a student police officer. To begin this new career, I undertook classroom-based training for six months. This ensured that we understood basic levels of policing, whilst often putting this into practice through scenario-based training with our colleagues. 

From the first day that I walked into the police training centre I met many trainers, police officers and fellow students who had an influence on my role as a police officer. In the first 6 months we were gently eased into the role before putting into practise what we learned in the ‘real world’ of policing. I was fortunate to have two very good teachers during this period, who were very supportive and accommodating with my ASD. 

Following this six-month period, I was allocated to a team for a further three months and was allocated a dedicated tutor whose sole purpose was to mentor and coach me into a capable officer, whilst putting into play, everything that I’d learnt over the past six months. This closely reflects the Developmental Model of Mentoring, devised by David Clutterbuck in the 1980s, and highlighted that there’s significant importance on the mentor and mentee having a strong level of trust amongst them so that they can face difficulties cohesively (Hutson, 2018). This model  indicates that the mentor should have more experience in their field than the mentee and in turn, this would help the mentee to independently achieve their own experience and think and make decisions for themselves (Hutson, 2018). This model also highlights that there’s a “recognition of mutual growth and learning together, despite the different levels of experience” which is all the more relevant for my tutor and I’s situation as he was brand new to the mentoring role, and so we were both growing and learning together.

As stated, he was brand new to the tutoring role, so this left me apprehensive as to whether I’d be in capable hands. However, my tutor was fantastic. I had many occasions of feeling overwhelmed or self-doubt, but he always actively supported and encouraged me on this journey and make the whole process a lot easier. Cadena (2025) states that mentoring is one of the most beneficial tools within policing and it has actively been used to develop police officers, leading to organisational goals being met in the long run. Cadena (2025) also found that in policing, the relationship that mentees have with their mentors is arguably one of the most crucial developmental relationships, as new officers often link their positive skill sets to the mentoring experience that they had, which is something that I would have to agree with. 

Following any incidents that we attended, my tutor ensured that we would de-brief the incident and he would ask me to highlight what I thought went well, what I thought hadn’t gone well and what I could improve on in the future. This was incredibly beneficial to my development as it ensured that I was constantly assessing my actions and developing into critical thinking skills, which is a core theme in frontline policing, and has seen me become better at critical thinking and problem solving following my tutorship.

Following this tutorship period, I was moved teams and achieved independent patrol status, where I was now able to work independently, without my tutor. I was worried during this period as I was concerned about the lack of mentoring and coaching that I would receive. However, my shift sergeant was fantastic at adopting the coaching method, which has made me into a better officer. He ensured that instead of giving me the answers, when able to, he was putting it back on me to ensure that I was adopting a self-learning approach. This closely reflects the GROW model devised by Whitmore (2017), which focuses on the situation at hand and setting goals to act on this. 
The model is split into four parts, Goals, Reality, Options and Will (Wilson, 2020). The goal element is addressed at the very beginning of each coaching session, to remind the subject of what the goals are, if they get stuck – it focuses on the solution as opposed to the problem (Wilson, 2020). 

The reality element is there to ensure that the subject is able to view issues from other perspectives, whilst highlighting what is happening and how this may have an impact (Wilson, 2020). 

The option stage is something that the subject would naturally move towards once they have a clearer understanding of their current situation. This is typically where coaches would use open questions to establish what current options the subject has, until there’s no further open questions to ask (Wilson, 2020). 

Finally, the will element focuses on what the subject will do about their action they have concluded on. It allows for the subject to make a final decision and act on this accordingly (Wilson, 2020). This model is something that I react pretty well to, and I found that being mentored and coached in this way was beneficial to my development. 

Another model that I found to be beneficial to my development is the OSKAR model, devised by Mark McKergow and Paul Z Jackson in 2002, this model focuses on providing solutions to more complex issues, often when the subject of the model is feeling overwhelmed (Caveney, 2024). 

OSKAR stands for Outcome, Scale, Know-How, Action and Review. In the outcome stage, the coach looks to establish mutual goals with the subject, ensuring it aligns with organisational objectives (Caveney, 2024). During the scale stage, goals are aligned with realistic expectations and focus of these goals is narrowed down (Caveney, 2024). The Know-How element evaluates the subjects skills along with their strengths and weaknesses, allowing for understanding of what developments need to be had (Caveney, 2024). The action stage encourages the subject to reflect on their success while identifying future actions that need to be taken, this ensures that they are being motivated to continue to achieve their goals (Caveney, 2024). Finally, the review stage highlights areas that could have been improved, ensuring that development is carried into the next time (Caveney, 2024). 

During the time period between achieving independent patrol status and now, I have developed a huge amount of resilience. Being on a team that has been incredibly short I staffed has seen me be the senior officer in most instances but has also meant that I have lacked peer mentors and have had to lean on my line manager quite heavily to ensure that I had this. While this has had its toll on me, it has allowed me to develop quicker into a competent and resilient officer, and through regular check ins with my mentor / supervisor, it has reaffirmed that I am doing well and reacting well to his coaching. 

Throughout this period, I have also had an officer competency portfolio (OCP) to fill out every year, to ensure that I am achieving the relevant performance criteria in line with the organisation’s expectations. This OCP has been reviewed by training staff, and we have had numerous check-ins throughout the past few years. This has been incredibly beneficial as I had two very knowledgeable mentors readily available to me to assist with completing these learning objectives, while also providing me with feedback. I found that receiving different feedback from different people to be quite challenging, as I found that I only responded to a certain type of feedback particularly well. 

Feedback is defined as “information  given to the learner about the learner’s performance relative to learning goals or outcomes” (Education Endowment Foundation, 2021) and seeks to improve the student’s learning. There are a number of different types of feedback that are relevant to the workplace, and these are positive, coaching, constructive and negative (Boatman, 2023). 

Positive feedback typically looks to use praise and recognition to produce desired results (Boatman, 2023), this is not something that I find myself to be able to accept as much, which is unfortunately the feedback method that one of my training mentors preferred. My favoured method of feedback would be constructive criticism, which is fortunately the way in which my sergeant and another training mentor provided me with feedback. This method of feedback looks to observe the work itself and provide advice based on this (Boatman, 2023).

Overall, mentoring and coaching have played a very important role in my development over the past three years. It has allowed me to become a competent and confident officer, whilst abiding by professional and organisational goals and values. I have found that the biggest benefit I have taken from the mentoring and coaching sessions that I have had with my line manager, would be the emotional support that he has offered me over the past few years. Policing is a very emotionally demanding job, and on top of having a disability, the environment can be overwhelming at times. Despite this, I have received an abundance of support from my manager to ensure that my wellbeing is at the forefront of priorities. 

Despite the positives, I personally feel as though three-month tutorship may not be suitable for everybody and would be beneficial to be longer. When I achieved my independent patrol status, I feel as though I was completely left to my own devices, despite only having three months of practical experience, and this was incredibly challenging. Due to critical staffing levels, I found myself being new to the role, yet one of the most experience officers on shift, which saw me slip into a mentoring and coaching role, leading to its own individual challenges.
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