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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:

In this essay I will critically evaluate professional policing in the UK. I will evidence how I am working towards fulfilling my role as a modern police officer by reflecting on an incident “whereby” there was a domestic situation between a trans female and male. This will demonstrate how I adapted my thought process by using the National Decision Model (NDM) as depicted by the College Of Policing (2013) to support a more sophisticated response for the ever evolving community (COP, 2023). 

The College of Policing (COP) was established by policing minister Nick Herbert. Herberts ambition was to “improve leadership, standards and professionalism within policing” (COP, p. 3, 2022).  Over the next ten years, Herbert highlighted that communities continue to evolve, presenting new complexities and diversities which require a more sophisticated approach from the police service (COP, 2022). In 2022, a review undertaken by Herbert was published after many serious failings in the police service which included “misogyny, racism, homophobia, and the worst criminality imaginable by a serving officer” (COP, p. 4, 2022). This fundamental review highlighted the many areas in which the police could improve their practice and highlighted the complexities the police service are now facing within communities. Herbert reflected that whilst the college was doing good work it was failing to meet its potential therefore a new strategy was developed. The strategy consists of three priority strategies which are; “Boosting professionalism, improving leadership and driving consistency” (COP, 2022). This strategy encompasses previously initiated plans to improve professional policing (COP, 2022).

In order to boost professionalism and consistency within the police service, The Policing Vision 2025 was implemented, the plan is to transform how the police service use resources to provide an “effective, accessible and value for money service that can be trusted” (NPCC, 2022). The Policing Vision 2025 will continue to inspire confident professionals who will work collaboratively and consistently together to provide an autonomous service whilst retaining officers and improving policing standards in the community (NPCC, 2022). The Policing Vision 2025 encourages the police service to use specialist capabilities to better combat both existing and new emerging crimes. The plan recognises the increase in prevalence of “High harm crimes” which include the increase in child exploitation, domestic abuse and safeguarding concerns (NPCC, 2022). The National Office of Statistics reports close to 87,000 cases of child exploitation were recorded by police in 2022/23 (ONS, 2023). These crimes are “staff intensive” and require efficient and effective responses which must become autonomous within the police service after many failings leave the police service subject to public scrutiny (NPCC, 2022). The increase of “High harm crimes” which require a forward facing police service to attend, requires a more modern approach to policing. 

The introduction of digital policing is a fundamental tool in policing. For lesser crimes, digital policing provides another point of contact for the public to access the service. Digital policing also encourages local communities to engage with the police service positively and provides information. The introduction of digital policing also links with the strategic policing requirement 2015 which was designed to counteract national crimes including terrorism, organised crime and national cybercrime incidents. Digital policing improves the way the police service investigates and collates evidence of emerging crimes such as online fraud and sex trafficking and also improve the use of digital intelligence and the fast transfer of this intelligence directly to the criminal justice system (Home Office, 2023).

Following the fundamental review of the College of Policing, the priority strategy of improving leadership in the police service led to the introduction of Police and Crime Commissioners (PCC). As of May 2024, there are 37 PCCs in England and Wales (Mitchell et al, 2024). PCCs are responsible for “how your area is policed, the police budget and appointing and dismissing of police constables” (GOV, 2024). Following the May election, Emma Wools was elected as the PCC for South Wales. Emma Wools is the first female, black PCC and is the embodiment of modern policing following criticism that the police service did not provide diversity. Wools has “played a leading role” in the Criminal Justice Anti-Racism Action Plan for Wales. Wools recognises the need for a modern police service within our ever evolving communities. One of Emma’s priorities is community policing (The Association of Police and Crime Commissioners, 2023). In Herberts’ review, Andy Marsh commented that whilst the police service is something to be admired and recognised for their hard work, there are unfortunately officers and members of staff who do not meet the standards set by those we serve. Therefore, the public’s perception of police is not that of what the COP aim for. The COP aim for the police service to be viewed as a service of legitimacy that the public can trust and have confidence in (COL,2022). 

To increase the public’s trust of the police service the Police Reform act 2002 initiated a plan to introduce PCSO’s into communities. The Police Service Statement of Mission and Values describes the role of the police service is 

“to make communities safer by upholding the law fairly and firmly; preventing crime and antisocial behaviour; keeping the peace; protecting and reassuring communities; investigating crime and brining offenders to justice” (Policing Vision, 2015).

PCSOs continuous professional development is imbedded with the Police Service statement of mission and values. The role of a PCSO is “to provide additional capacity to combat low level disorder” (COP, 2022). PCSOs have the capabilities to attend to low level crimes, anti-social behaviour and local problems whether that be quality of life or local priorities. PCSOs represent a forward facing police service, wearing uniform and supporting local communities to play an active role in encouraging trust and confidence within the police service. 

To reflect on the modernisation of the police service I will reference a call I attended where we had a domestic incident between a male and a trans female. On the initial text of the call, it appeared to be a domestic incident between partners. En route I used the first element of the NDM being gather information and intelligence (COP, 2013) initially it appeared to be a female and male partnership where an assault had taken place by the female. I used the second element of the NDM being assess risks and threats and develop a working plan (COP, 2013). On reading I noticed that it was an upstairs flat and there was markers on the person for violence and assault police, I then had to re assess the situation using the guidance by (COP, 2023) on the use of force and firearms which states that you should use reasonable force and only use the amount necessary for the situation, it also mentions that all force should be justified and within reason. On this I notified my colleagues on what was happening and requested a female officer to assist so there was a female present to search the female should there be a disclosure of assault by the male. This also co insides with the powers and policy element of the NDM by College of Policing (COP, 2013) The fourth element is to consider the options available to myself and any contingency plans as depicted by the NDM (COP, 2013). This is where it states that a plan should be made but in the safest way possible for everyone involved including the suspect, I also needed to think what resources were available to me in the event that anything went drastically wrong. I also needed to know who my closest officers were and inform them as this incident was around 25 minutes away from the closest officer at the time I called. On arrival, I noticed there was one officer already in the area and requested him to speak with the victim and safeguard in the security of the van  as the suspect was inside.

Before I entered the property, I noticed that there was a note on my text to call stating a males name for the female as well and then instantly realised that this is a trans female. I then went back through the NDM and use of section to consider the new information and intelligence, I then remembered the Policing Vision 2025 and decided that a male and female should go in first to ensure there is an option for the individual to choose who they would like to deal with them. The other officers in the meantime cleared a path to allow a safe exit for all. While in the room I heard a commotion and noticed the individual was resisting arrest where I had to consider the powers and policy guidance again as depicted by the college of policing (COP, 2023). The individual was on the floor with their arm underneath their body and would not move it, I then used reasonable force with the baton and placed it inbetween her armpit. With the help of my female colleague, we did a push and pull manoeuvre to get her arm out from underneath her, the manoeuvre proved successful and handcuffs where able to be placed on the individual.

I will use the ERA cycle (Jasper, 2013) to reflect on my practice and experiences and how they align with the Policing Vision 2025. The first element is experience and even thought the Policing Vision 2025 states that the PCSOs are there to assist with the low level crime and aid with response policing, this has not been the case, and the police are still as stretched as ever. There was a survey conducted by Police Federation (2022) where it showed that there was a 22% rise on assaults which shows the new strategies and plans on how we deal with the public is ineffective. Thus far, assault of police officers by a member of the public is becoming more prevalent.

Within the reflection part of the ERA cycle explained by Jasper (2013), I refer to the police staffing levels and number of police in relation to the number of PCSOs and staffing levels. Within the Policing Vision 2025 it mentions an increase in police staffing levels which has been acknowledged by the government. Data shows the amount of officers across England and Wales have increased by 7,201, which is an increase of 5.1% of all police officers which can help assist with dealing with crime (ONS, 2023). However, PCSOs are there to assist with the low level crime but the data shows that there is now only 7,539 PCSOs across all of England and Wales which is an average of 175 PCSOs per force to assist with the low level crimes (Statista, 2024). These statistics do not include those who are on long term sick, restricted or those under investigation. In 2022 there was an average of 195 PCSO per service which in turn shows the  PCSOs role is decreasing in number year on year. On reflection, despite the PCCs strategy of importance being community policing a survey taken undertaken by the IOPC in 2023, to provide statistics on  the public’s perception of policing  after the release of the anti-racist action plan produced by the government of Wales showed that even though there was 46% and 47% of positive outcomes of trust for the police for men and women, the minority community was still low with only 36% trust within the black community (Wools, 2022). This shows that there is still a large amount of public trust to gain. A recent publication by BBC News in 2024 showed that there was a rise of 50% of police officers being sacked for bad behaviour, not going to aid or having a negative look on the police, however what this does show is that the officers who fall far below the code of ethics are being removed from post which could be a result of the new police 2025 reform act (COP, 2013). 

This essay shows that even though we are adapting ourselves better to the modern society to align with the Policing Vision 2025 along with meeting the requirements set by Emma wools, it is becoming ever more dangerous for front line police. Police are dealing with more low level disputes which will prevent them from being able to deal with the high level crimes affectively. This also shows that there are more officers being sacked due to their conduct within England and Wales which is having an impact of the public, but in turn shows that the Policing Vision 2025 works for catching those rogue officers but has not assisted in the retention and recruitment of officers. 

Words 2093




















1

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


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

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


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




ANSWER:

In this essay I will critically evaluate the use of social media by the police service. I will also demonstrate how this can affect the force in a positive light and a negative light. I will reflect on my own experiences where the use of social media had a positive impact along with times social media has had a negative impact to assist in a positive outcome for the police. I will evaluate the personal use of social media and explain the risks of being active on social media outside of work.

Firstly, I will critically evaluate social media policies within the police service and the use by police officers. Research conducted by Dean (2024) on behalf of Backlinko shows that internet usage and social media has grown expeditiously over the past three years going from 4.6 billion in 2022 to 5.17 billion in July 2024, with the UK having 82% of people using social media regardless of age. There is no clear statistical evidence that the police service have increased their social media presence, however, the use of social media by the police force is recognised by both the service, public and government. Fielding (2022) states the role of social media, and its usage has become pertinent to the service. He continued that higher figures within the police service confirmed this and added that the police service now incorporates social media such as Meta (Facebook) and X (Twitter) into daily practice. The use of these social medias sites have led to successful arrests of wanted criminals, the location of missing persons and also communicated information to the public effectively. The use of social media within the police service also aligns with the use of digital policing. Media posted by the police service regarding wanted criminals receive a huge amount of engagement from the public and have become very popular, these types of posts have become an invaluable tool in the capturing and prosecutions of wanted criminals (COP,2022). 

Whilst social media is becoming an invaluable tool in policing, it has also highlighted the negative affect it is having towards both the public and the image of the police service. Evidence presented by Owen (2023) emphasised media published by the public is becoming harmful towards the image of the police service. Owens highlighted an instance where social media was used to provide “fake news”. He said there was footage that did not depict the full and accurate incident being spread across social media. The footage was of individuals entering a store and assaulting staff; however, this was later to be shown false. Further evidence was produced by (Spring, 2024) who highlights the positive impact of social media byshowing that social media was used to capture two individuals in the riots who spread racial hatred, this in turn led to a successful prosecution. 

I am able to reflect on the evidence presented by Owen regarding the inaccurate sharing of evidence on social media. I was an attending officer to this incident Owens refers to (Owen,2023). I will use the “What, So What, Now What” reflective model to evidence my experience (Janse, 2024). I will use the “What” part of the model which refers to the incident Owen highlighted. On this occasion the full incident was captured by the instore CCTV, however, only part of this was published on social media which only depicted the store staff in a negative light. Unbeknown to the public, the unedited media actually showed the store staff acting in self-defence. The media shared online by the public omitted crucial evidence. Evidence that showed the beginning of the incident and depicted members of the public attacking staff. This caused major disruption to the investigation as the public were calling the store and causing the staff further issues due to not seeing the full footage or incident. The next part of the reflective model by Janse (2024) is “So What”, this is where I needed to think about how to stop the tensions and safeguard others. A response given previously by Hopkins (2014) about the social media usage in this circumstance, provides support for the negative effects of social media. Hopkins stated;

There are some hugely productive uses of social media that support crime reduction and detection. The speed and reach it gives us is a very powerful tool. As with all aspects of media, not all things that are discussed are representative of the wider view, but it does stimulate debate and give insight (Hopkins, 2014).

Following this statement, my line manager liaised with the social media officer who then put a statement of factual events on social media platforms regarding this incident to help ease tensions. This sparked a debate on the social media post, and it successfully stopped the tensions at the store. It’s important to note that there are strict guidelines on speaking with the media under the code of ethics and ensuring that sensitive information is not released, only information needed to be released is released and there is a continuation of openness and transparency which are set out by (College of Policing, 2022). Most forces will use a social media officer to liaise on their behalf as was done in this incident. 

The last part of the model by Janse (2024) is “Now, What” which is where I evaluated what went well and what could be improved for any future incidents. During this incident I acted promptly as soon as I became aware of the stores harassment. I informed my line manager who informed the social media officer, and the statement released helped move the debate online and stop the harassment of the store. However, I could have improved my practice by liaising with the line manager on the night in question so an accurate social media post could be produced prior to the footage being released on social media to prevent any harassment on the store at all. 

Even though social media is a great presence within the police service there are times the police service need to intervene to protect members of the public. An article produced by Spring (2024) was about an incident that happened where social media was used to spread false information, otherwise known as “fake news”, about a person who was not involved in what was being portrayed. This resulted in a lot of hatred on that individual and caused them a lot of stress and alarm until police were able to investigate the media shared. Spring (2024) went on to say the police opened up an investigation against X the social media site and as a result Elon Musk sacked several employees. 

This growth of social media and the ever growing “fake news” is becoming more of a concern for police service. On researching, Bar-tur (2021) from Police Insight stated that the police service can become more susceptible to ‘fake news’ which if not dealt with immediately can cause community tensions. There is evidence of this produced by Levison (2024) on behalf of the BBC News where an individual made a false statement on social media in regard to the individual being investigated for a crime by their local police service. The post gained popularity on social media and led to politicians siding with the individual publicly without validating the individuals claims. This sparked widespread tensions against an entire police force and was later found to be untrue. There have been reports into “fake news”, Statista (2023) has published, in Great Britian more than 72% of the public are worried about “fake news”. Whilst the negative affects of social media in the relation to the police service are yet to be evidenced, the negative impact of social media and the portrayal of the police service is evident by public and the police service.

South Wales Police (SWP) have their own social media pages and widely use Facebook, X, TikTok and YouTube to spread news, information and also engage with the members of the public. SWP however, have strict guidelines on how police officers conduct themselves in line with the code of ethics, they also have guidelines on communication as depicted by COP (2020) which are to ensure there is no private data disclosed. All media and data shared by the police service is known as open data. This is data that can be reused and re shared by any individual. However, whilst the police service conduct themselves in line with strict protocols, outside of work, some police officers fall outside of these guidelines on occasion and land themselves in trouble. Personal social media can also be accessed by members of the public and so the police service should always be mindful of the code of ethics and what they are posting online. The Independent office for police conduct are in charge for investigating officers for their conduct and are able to decide how individuals should be sanctioned if they are found to be using social media negatively. The IOPC (2021), released a report where they found several officers were sanctioned and later resigned due to posts put on social media by the officer, this shows that even though the use of social media within the police service is positive it will in turn have a negative impact on the community if serving police use it incorrectly. There is also a risk with groups created on social media platforms which also pose a major risk. BBC reported an incident where six police officers where sacked due to their group chat which had grossly offensive messages (BBC News, 2021). 

On the other hand, there are benefits to the police using social media. Levinan-Waldman (2024) produced a report whereby they demonstrate that law enforcement can use the social platforms to aid criminal investigations, share public engagement events, protect against profiling and targeting of others, control undercover accounts and to help protect against ‘Whistleblowers’. This followed on from the article published by BBC News (2012) where they came to the conclusion that police who have a higher social media presence have a better relationship with their citizenships. 

Research shows that even though social media is growing and become a lot harder to control, there are benefits to the police service using social media.  The use of social media by the police service can be greatly positive and has had a major impact on cases, however, it has been shown and proved that not all officers follow the code of ethics and misuse the online platforms. Furthermore, there is a  gap in the research currently being conducted to evidence whether or not social media is having a positive effect on catching criminals. Whilst its been proven effective in communicating with the public and providing information, the police service is yet to provide data to provide an accurate overview of whether social media has been a hindrance to catching criminals or aided in the arrests and prosecution of criminals. In addition, there is yet to be published any data on whether or not social media is having a positive affect on the publics view of the police service or whether it is in fact causing more tension between the public and the police service.

To conclude, whilst there is no figurative data evidence to prove social media is becoming an effective tool in policing, the arrests, traffic to social media posts and engagement is clear. More research needs to be conducted to fill the gaps in data to discover whether the overall use of social media by the police service is having a positive or negative affect on policing. Thus far, social media continues to aid the police service in a positive way, however, the negative affects of social media such as fake news continues to require solution.

	
Words: 1956











Task 3

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


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

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




ANSWER:

In this essay I will critically evaluate leadership strategies and the different types of leadership by examining a combination of factors which influence leadership. I will then evidence my findings and how they impact my leadership style and how I would need to change and adapt my leadership style in different scenarios and incidents.

Before considering my own leadership style, I must evaluate the innate components of a person’s intelligence and personality and how that affects leadership styles. Effective leadership styles can be understood using the direct correlation of a person’s intelligence to their leadership style (Pendleton et al, 2021). Intelligence is defined as “the ability to learn, understand, and make judgments or have opinions that are based on reason” (Cambridge University Press and Assessment, 2025). Pendleton et al, categorise intelligence into two categories. The first being, academic intelligence and the second being social intelligences. Academic intelligence is explained as the use of a person’s IQ, whereas social intelligence is explained as the use of communication, using emotions to adapt to social situations (emotional intelligence) and social insight. Pendleton et al, highlight, despite beliefs that a person must be academically intelligent to be a successful leader, academic intelligence contributes to less than half of the outcome achievements in job performance. They continue that social intelligence actually contributes more to a person being a successful leader by means of success in social situations by being socially competent. They continue that effective leadership is linked to social and personality traits over intellect. (Pendleton et al, 2021). 

A persons personality and personality traits are also important when it comes to being a successful leader. Zapata et al, explain personality has a significant impact on effective leading (Zapata, et al., 2014). Personality is defined as a “predisposition to think, feel and act in certain ways “ (Pendleton et al, 2021, p. 175). Individual personalities display individual personality traits. Daft explains the different personality traits and calls this the “Big Five Personality Traits”. Daft explains each individual personality includes five traits individuals exhibit, these compose of Openness, Conscientiousness, Extraversion, Agreeableness and Neuroticism. He continues that every individual is different and displays different amounts of these personality traits, therefore having an effect on what leadership style suits each individual (Daft, 2008). Zapata et al, highlight the correlation between personality and behaviour, however the text stresses the importance of distinguishing behaviours and personality. As previously explained, personality is a predisposition that effects the way a person reacts in every situation, this could be from smiling at those who smile at you to be mistrusting of someone who has a wary look upon their face. However, a person’s behaviour is a mix of personality and the situation a person is in, such as fight or flight. Therefore, behaviour is the reaction of a situation based upon their personality (Zapata, et al., 2014).

Leadership is determined by personality, personality traits and individual intelligence.  There are six common leadership styles; “ Coercive leadership” which is defined as a style that demands prompt compliance, “Authoratative leadership” which is defined as leading individuals towards a successful outcome, “Pacesetting leadership” which is defined as leading with high standards, expecting excellence and self-direction, “Affiliative leadership” which is defined as using emotional bonds to lead, “Democratic leadership” which is defined as “creating a consensus” and coaching leadership which is defined as developing individuals for the future (Knight, 2024).

In the police service we are asked to undertake a personality test to understand our personality and our personality traits, the results of this test then provide information on our strengths and weaknesses which enables us to adapt our leadership styles accordingly and find a leadership style that is tailored to us as individuals. I would describe myself as a chameleon as I am able to adapt my responses and behaviours easily in different situations. The outcome of my personality test supports this and  stated that I was a mix of personalities, the first being a “commander”. A commander is described as bold and imaginative and always finding a way to overcome challenges. The test describes weaknesses and strengths. Some strengths are being charismatic and inspiring along with being a strategic thinker, some of the weaknesses I can face are being impatient and intolerant. I would agree that I am a strategic thinker and am always seeking solutions to the days problems, whether that is an arrest or reevaluating evidence to make sure the correct person has received punishment. I also agree that I am charismatic and inspiring as my team regularly seek me for support and guidance. I can also agree with the weaknesses suggested as I can be intolerant and impatient in my service due to suspects being purposefully argumentative or not listening and team members being purposefully lazy with computer work (Personalities, 2024). The second outcome of the personally test states I am a “protagonist”. A “protagonist” is described as being inspiring and optimistic who take action when they feel it’s the right thing to do. Some of the strengths protagonists have are being altruistic and reliable. I would agree that I am altruistic as I do think I am able to accomplish positive outcomes and change. I also agree that I am reliable both at work and at home and will always follow through with my word. Some of the weaknesses protagonists can face are being unrealistic and intense. I agree with the weaknesses stated as there was a sudden rise in absence from my team members due to mental health, so I tried to undertake all of the work for both myself and colleagues without asking for help due to the pressure on the remaining team member. Eventually I realised this was unrealistic and had to ask for extra resources. This also confirms the weakness of intensity as when the extra help towards this work was provided, this work was not completed to a high standard by others, and I would come across as intense as my expectation for the completion of this work was high (Personalities, 2024).

The police service have an overall “Operational Strategy”. The “Operational Strategy” is explained as the service being forward facing, in uniform to discourage crime and also enforce the law (Walsh, 2018). The “Operational Strategy” suits individual leadership styles and enables individuals to work collaboratively to overcome weaknesses. 

My personality results, my suggested strengths and weaknesses along with my own self evaluation mean that I tend to use a Pace Setting leadership style along with an Affiliative style of leadership. For example, there was an incident I was in charge of that meant I had to lead my team with high standards which would lean towards a Pacesetting Leadership style. I explained what I required from my team such as prioritising casualties whilst also instilling their need for self-direction whilst liaising with other authorities. This incident was dealt with efficiently and effectively due to my leadership. Another example of me being a Pacesetting leader is a member of my team was finding her workload overwhelming due to disorganization and a lack or coaching and mentoring in this area. I was able to prioritise and organise her workload with her so that it was easier to achieve and understand her duties and responsibilities. An example to reference my use of Affiliative leadership would be an incident I attended in which I was successful in talking a lady in crisis out of committing suicide, I used an emotional bond to reinforce my leadership and get the victim to safety. Another example of the use of Affiliate leadership is a missing person case in which a young person continued to go missing and I was able to use emotional bonds to encourage the young person that the social system was there to help them and that running away from them would not solve the problem. This young person stopped running away following this incident (Knight, 2024). Finally, an example of the police services Organisational leadership strategy that uses individuals specific leadership styles collaboratively is, an incident where I attended a domestic dispute. Whilst I was able to effectively lead my team during the dispute, there was another suspect that needed to be arrested and so I called for backup. My leadership style meant that I was able to use my strengths in communication and emotions to settle suspects inside the house, however, we were unable to settle the suspect outside of the property and so required another team. I radioed for back up and the solidarity of the of the team and different leadership styles ended with a successful arrest (Walsh, 2018).

To reflect on my own leadership and how I had to change and adapt my practice, I will use the reflection in action part of the Schon reflective model (Schon, 1991). Reflection in action is where you go back to analyse and scrutinise your own action and outcomes (Schon, 1991). To reflect back, when I have been in a leadership role, the outcome has resulted in positive outcomes. The individuals were saved from causing significant injuries to themselves and colleagues were assisted so they could progress their own work. Also, the mentoring of other colleagues to ensure the golden hour enquires such as the victim and witnesses details are taken, a record of events were taken, the physical evidence that may present itself were noticed and noted and the lines of responsibilities were undertaken successfully (COP, 2024). However, on the other hand I could have done a check prior to arrival of the names who were present, and I may have learnt that this individual was at the location. When I took it upon myself to assist the colleague with organisation, they may have taken a disliking to this and thought I was overreaching and thought they were performing under par. To reflect I could have also used the knowing in action and reflection in action section of the Schon model (Schon, 1991). This will assist me next time in having more options and contingencies than I had on these occasions, where I had just acted instantaneously without a second thought, even though there was a positive outcome on each situation it doesn’t mean it always will be.

Leadership within the police service is strong, personally I have only experienced positive leadership and outcomes. However, it is important to highlight that not all leadership within the police service has been positive. An example of bad leadership within the police service is that of Wayne Couzens. Couzens used his leadership and authority to rape several victims and eventually murder a victim (Morton, 2021). 

To conclude, leadership is the underpinning of all work in the police service. Whether that be leadership as a whole police service, personal leadership or organisational leadership. Leadership styles differ individual to individual and so it is important to understand how different personalities behave in different ways along with understanding individuals strengths and weaknesses within the police service. This enables the police service to recruit individuals with different levels of intelligence, different behaviours and different leadership styles to collaborate effectively and ensure an efficient and successful implementation of the police service within society. 
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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:

In this essay I will critically reflect upon my three year probation period by evaluating mentoring and coaching methods. I will then reflect upon the method/s that I could use and adapt to suit my practice. I will demonstrate the method/s I will use moving forward in my practice whilst highlighting both my organisation and my personal goals. I will reflect upon how my personal goals can not only enhance my practice and in turn progress my career but also improve the organisational practice through mentoring and coaching.

Mentoring is defined as an individual who is experienced within an organisation and trained to aid and assist the development of others (Cambridge University Press and Assessment, 2025). Coaching is defined as an individual or individuals who are trained and given the responsibility to pass on this knowledge and techniques to individuals within a particular activity, subject or department (Cambridge University Press and Assessment, 2025). People mistakenly interchange mentoring and coaching as though they are the same thing, however, coaching is the assistance of an individual to develop their own methods and processes. Mentoring is the transaction of information and skills using experiences and knowledge to assist in the development of others (Lowisz, 2019). Mentoring is a key factor within the police service as this happens at all levels of hierarchy. The police service as an entirety are mentored to adapt and enhance their skillset (COP, 2023). 

I have benefited from mentoring as I have been able to understand the role of a Constable and how to adapt my practice to the organisational goals and aid the Policing Vision 2025. The Policing Vision 2025 is how the police will transform, recruit and adapt themselves to meet the needs of the ever changing world (National Police Chiefs Council, 2016). I have done so by reflecting on my past three years using the “What? So what? Now what? Reflection model (Janse, 2024). Firstly, we need to understand which version of reflection the police service utilise in this situation. Reflection in this instance is where an individual will need consider their practice and provide a careful and serious response to improve their own methods and work, they have already conducted (Cambridge University Press and Assessment, 2025). 

Within the “What?” element of the Borton’s reflection model (Janse, 2024) I will reflect on what I have done within the last three years. When I joined the police service, I had to undertake initial training that was provided by the trainers. I then moved onto a tutorship period where I had my own mentor (they are known as a tutor within the police service) to teach, transform and adapt my skillset. After the initial training and tutorship, you then become independent but due to low resources, I had to adapt and learn quickly. I am now in the closing period of my probation where I am mentoring others, this has given me the opportunity to lead my team by becoming an assisting manager when the Sargeant and acting Sargeant are not in work. During this period, I have managed to become one of the leading and more experienced officers within my shift and have been requested to assist others in workload management. 

Within the “So What?” element of the Borton’s reflection model Janse (2024) I will reflect on my feelings, whether they are the same or different, what has changed, the positive and negative aspects, the effects, what I did or didn’t do and have I noticed and changed in the situation (Janse, 2024). When I joined the police service, during training and tutorship I was excited. Being a police officer was my dream career, and I was learning as much as I could to be able to adapt myself when arriving at my first team. After tutorship I then started conducting overtime within different departments and other teams to learn how others work and how all the separate departments work in conjunction. I ensured I crossed departments as it is key to have an understanding of the other departments and how all departments collaborate towards the overall goal (Stojan, 2023). Where my feelings differed is when I was left with minimal resources, and I had a very steep learning curve which entailed to me feeling overwhelmed for several months. However, I kept my determination high to learn and as a result I ended up becoming a more experienced officer than my actual service which gave me great relief and a great desire in being a leading member of my team. Since this moment I am coming to the end of my probation period where the dynamics have been constantly moving. I am now seen as a more experienced officer who is asked to help mentor and coach others and help develop their capabilities and skills, in conjunction with this I have surpassed some colleagues who have undertaken a longer service and been requested to manage the team when both supervisor and acting supervisor are not present. What I didn’t do so well during the time of low resources is request for my supervisor to ask for extra resources, on the other hand I did continue to keep the thrill of the job which in turn led me to adapt my independent knowledge and skillset to progress my individual career. 

Within the “Now what?” element I will reflect on the implications for me and others, how my career and path will change should I do nothing, what I learnt and how I can continue this through guidance and finally what I need to improve (Janse, 2024). The implications on myself is that those who have a longer service may become disgruntlement towards me as they will feel as though they are the superior. However, more individuals on the shift will look towards myself for the answers and guidance. I have noticed, my team members will directly radio myself to ask for guidance or for assistance. The method I use to continue to grow and adapt myself is the Broadbent’s model which allows me to filter all the information and process it, so I keep the vital and important information and sift out the unwanted information (Clure, 2023). It is important for me to incorporate reflection into my daily life as if I do nothing following my probation period, I am likely to become overwhelmed with unimportant information, which will directly affect how I process important information and how I can continue to improve my knowledge. I can continue to use this method through my career, mentoring happens at all stages of policing, I will personally use it to allow myself to be guided which will have a positive affect on how I adapt myself to each situation (COP, 2023). The need for improvement is to improve your overall practice by working on the weaknesses you encounter and adapt the strengths which in turn allows you to expand your knowledge and skills, thus this strengthens your practice which helps you be more flexible and reach your dreams (Annie, 2024). If I choose not to improve then I will remain stagnant and not only will career progression dwindle away but also my own personality mentality will take a negative impact.

The organisational goals have been defined in the Policing Vision 2025, whereby the five priorities are Local policing, specialist capabilities, advancing officer training, working with the college of policing and adapting business support functions (National Police Chiefs Council, 2016). South Wales police have their own visions and goals which are to reduce and prevent crime, get involved and empower communities, protect the vulnerable and prevent re-offending (Police, 2021). There are six priorities, however the four above I can entail and interlock with my own personal goals. My personal goals are split into short term, mid-term and long term goals. The short term goals are to pass the detective exam and become a detective which will expand my knowledge base and help me become more observant. This will allow me to reduce and prevent crime and to protect the vulnerable from those who still wish to commit crime. My mid-term goal is to become part of the counter terrorism group which again will allow me to work on the Policing Vision 2025 of preventing crime and protecting the vulnerable. My long term goal is to gain several promotions, thus allowing me to work with other agencies to engage and work with the community and enhance communities through the ever changing climate and to prevent re-offending. My current goal is to learn and adapt myself to become the best police officer I can which allows me to work on the first and second priorities of South Wales Police which are reduce and prevent crime and to protect the vulnerable. 

Moving forward I will ensure reflecting is integrated into my practice as it is a transformative process that aids the continuation in the wealth of knowledge. I will also integrate constructive feedback into my reflections as this is also a key aspect of the continued growth. Constructive feedback is provided following an appraisal. An appraisal is defined as an examination of an individual to measure their success, qualities and in turn provide help to improve these (Cambridge University Press and Assessment, 2025). As part of the police service each individual receives appraisals along with the entire policing service to judge how the service is progressing and highlight any weaknesses that can be addressed along with any strengths that can be reinforced (His Majesty's Inspectorate of Constabulary and Fire & Rescue Service, 2024). As a police officer we also receive constructed feedback at the end of our shifts of how well things went, along with things that could be improved. To ensure this I will maintain my organisation of my workload and keep track of my achievements and challenges, I will give myself plenty of time to review my own performance and then use my constructive feedback from my Sargent to collate and review my own feedback to gain an outside opinion (Huettich, 2025). Reflection and feedback is like muscle memory the more you do something, the more it becomes second nature allowing more time to grow and adapt to new situations (Rehman & Scheherazade, 2022). This will in turn enhance my career allowing myself to have continued willpower, determination and overall passion for my career. 

In conclusion, I have evaluated mentoring and coaching by definition and also shown the differences between these two processes. I have then used a reflection model that is widely uses in the police service to reflect back on my last three years of probation. Following this, I have highlighted the entire UK Police Service, South Wales Police and my own goals and how they all intertwine in amongst one another and I have then explained how I will continue to reflect now the probation is over.
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