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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 the strategic role of the College of Policing in professional policing in the United Kingdom (U.K.), I will evidence how I am working to fulfil the role of a modern professional police officer in my final year of probation, and finally, I will reflect upon how my final year of probation has changed my role within the police. I will use an example of an incident I was allocated to, where the victim would claim that the subject had fraudulently signed a will of a deceased family member. The victim was within the South Wales Police area; the subject was within the Gwent Force Area.

Within the UK there are 43 territorial police forces, 39 being in England and 4 being in Wales (Donoghue Solicitors n.d.). Each force has different needs, different objectives to achieve, and different crimes to investigate. Due to this, each force has its own force policies and procedures, which may differ from those of its neighbouring police force. Due to knowing that the subject was in another force area, my first assumption would be that the incident would get passed to Gwent. This is due to recording standards, in that where the subject commits the crime is where the relevant force would take initial ownership of the offence. For a short period of time, Gwent and I would send the crime back and forth—often quoting policies from our own respective forces to take ownership. Francis and Walby (2025) research article highlights this within their research, stating that within recording violent crimes within organisations there are seven reasons why the data may be different in each force—reason two being that there may be different standards for counting and not including violent crime statistics between forces or organisations. This is just one example of how forces may differ in their force policies or procedures. Whilst forces have the capability to do this, there still needs to be a standardised overall governing body that highlights the UK's needs above all else.

The College of Policing was established in 2012 as a professional organisation to enhance the knowledge, standards of conduct, leadership, and professionalism necessary for police officers and personnel in England and Wales (House of Commons Home Affairs Committee 2016). What this allows is that whilst forces can police in their own fashion, they still must adhere to the standardised policies brought by the College of Policing. A massive strength of having the College of Policing is that it allows the core of policing to be governed at a political level and not an individual forces level. Meaning that such things as how officers are trained are the same throughout, or how officers interact with victims is identical in each force. What was being missed while Gwent and I would discuss ownership is that the victim was not being contacted and was left without engagement, something that is standardised through the UK through the College of Policing (Clamp 2022). As I felt the victim should come first, I have begun to engage with the victim, advising them that going forward I will look at the offences mentioned. Dealing with this incident caused me to feel a level of anxiety and stress, with worry that I didn’t know where to begin to investigate it. I felt that while the College of Policing highlights victim contact, it lacks true standardised measures of officers’ well-being, as I felt this case was far from my expertise and truly felt it should be dealt with by another force. The College of Policing's main utility is to focus on that standard value of training; however, it lacks that true frontline engagement about what is needed from officers on the ground. This is highlighted by Marsh (2022), who expresses that officers and staff are regularly overwhelmed, meaning they have little time to reflect on their own well-being or mental health needs. Marsh (2022) focuses on this negative to state that the College of Policing must be at the forefront of helping officers and staff overcome barriers such as mental health. What this means is that the political side of policing doesn’t necessarily translate to frontline officer needs.

I felt that my emotions about this case would overcome me. I felt like if I can't investigate all crimes, why should I remain in the police? I became guilty each time the victim would contact me, as I gave no update. I didn’t see a sure future in my policing career. I reviewed the future of policing, whether I fit or whether I could become better. The College of Policing released its Corporate Strategy in 2022, which aims to have a set of objectives achieved by 2026. The College of Policing (2022) explains this strategy as having various targets to aid police officers in reducing crime and ensuring public safety. The four-year corporate plan will assist the College of Policing in achieving its critical function in the policing sector through five main objectives: 1-building trust and a fair culture, 2-transforming police leadership, 3-supporting career long professional development, 4-boosting core skills, and 5-strengthening and implementing what works. The Corporate Strategy highlights areas based around retention of police officers, which is a positive narrative to have. In that each point can only be achieved with police officers who are able to see the benefit of having professional development. A point that is missed is why there is a lack of retention of police officers. Currenti (2024), with the Home Office, released figures surrounding the retention of officers, with her finding that police officers who voluntarily resigned from their post were predominantly new recruits, with 72% of all resignations occurring among officers with less than five years of service. What this emphasises is that the main issue of the corporate strategy is that it first needs to ensure officers are not resigning to even achieve such long-term development, to help in culture change, or to become the leaders of the next generation. Porter and Lee (2023) article is a reminder that police officers frequently encounter distressing occurrences, with little support. This lack of support can result in a decline in police officers mental health. The existing police culture, especially in asking for help around mental health, can lead to significant conditions such as depression, anxiety, or posttraumatic stress disorder. What the corporate strategy ultimately misses is the need to secure officers within its four-year plan to achieve its goal. I couldn’t initially see a path where I would touch the five-year mark; I would approach my sergeant, who seemed too busy to help at times. I would do little response work but mainly focus on how to achieve a positive outcome for this crime. I sought advice from different departments that may be better suited to help me.

On my journey to develop and understand fraud better, I came across the College of Policing's Policing Vision 2025, which is focused around modern policing and how this looks in the next 10 years. This document shapes decisions on how the police use their resources to ensure public safety whilst delivering a reliable police service (College of Policing 2025). As I am now in my last year of probation, this document gives me structure on how to fulfil more roles within modern policing; it showed me that there is still a lot to learn. One aspect of modern policing that is underlined for future development is ‘local policing,’ where there is a push for police to be more integrated into the community. As I reach my final year in policing, I am aware that ‘local policing’ is becoming more important in policing day to day. This, however, for a response officer, becomes difficult. Dumas et al. (2021) support that integrating into the community is something that takes time to fully achieve, something response policing doesn’t offer. This is further pushed by the “Neighbourhood Policing Guarantee,” an initiative pushed by the Home Office (2024), which claims to deliver more visible police on the street and crack down on anti-social behaviour. As I aim to fulfil my role in modern professional policing, I am aware that my current role prevents that level of engagement needed, something which can be resolved through a change of department to give me a more comprehensive view of what the police can offer. I viewed this as that I needed to disseminate tasks to resolve this crime; I simply had no time to offer the level of engagement needed. I utilised the neighbourhood team to offer regular visits and reassure the victim we are looking into the matter.

I was advised to reach out to the Fraud Department, a department I didn’t know existed until advised. The fraud department reviewed the matter and confirmed they had the capacity to handle the crime and manage all related issues going forward. I felt that this would ease a lot of stress and panic, but I felt like I still needed to learn about fraud. Should another case come my way, I wanted to avoid feeling overwhelmed. Another area of modern policing that I aim to fulfil is developing knowledge and understanding of more complex crimes. Police officers on response generally have little exposure to complex crime, such as fraud and cybercrime. This issue is caused by a lack of knowledge in investigating these crimes, as well as the complexity of investigating something that can be spread far and wide (Kassem and Erken 2024). Fraud is documented as being the most common crime in England and Wales, covering 41% of crimes reported as being fraud. Furthermore, from 2023 to 2024 there has been an increase in fraud reported to various agencies (Shanmugaesan 2025). As I move closer to the final months of my probation, exploring complex crimes such as fraud is becoming more of a necessity to complete my role. I would often keep in contact with the case and how it was developing to learn and understand what happens when investigating such a complex crime. I would later read that proving such a crime is incredibly hard and that they needed evidence of a forged signature or an expert to review the signature. The crime is still under investigation, and I am still actively curious about how it is unfolding. I regularly keep in contact with the officer in case I develop my understanding of how these crimes can be proven. To become a fulfilled modern police officer, I have to understand all crimes and, at the very least, be able to start the investigation correctly.

This essay critically evaluates the strategic role of the College of Policing in the UK. I used an example of an incident where a subject fraudulently signed a will of a deceased family member in another force area. Within the essay I highlighted the flaws and positives of forces having their own policies but also highlighted the need for the College of Policing—especially with victim contact. I emphasise the struggle and feelings towards investigating a complex crime, an area where I feel the College of Policing lacks in frontline officer mental health.

Time passed, and I was finally advised to reach out to a dedicated department relating to this offence, the Fraud Department. The case was reviewed, and fortunately they took the matter going forward. What this crime shows me is that fraud is a massive part of reported crimes within the UK and that to be a modern, complete officer, I needed to further understand how to investigate and resolve fraudulent matters. I reviewed various documents to show me where the police aim to be. These documents would support that there is plenty of time for my own development; it highlights that the police is still a changing and developing organisation.

Word count: 1965
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Task 2

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


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

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


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




ANSWER:

In this essay I will critically evaluate my use of social media as a means of informing and engaging with the community and promoting policy initiatives. I will use an example of a domestic violence incident where I have had to use initial communication skills to get a clear picture of the incident, followed by the use of social media to locate and track the subject. I will refer back to policy initiatives surrounding domestic violence that aided me during this incident.

Domestic violence is estimated to affect 1 in 4 persons aged 16 and older, which amounts to approximately 12.5 million people. According to sex, it is believed that out of the 12.5 million people, 7.4 million are women and 5.1 million are men; this is an estimate done by the Office of National Statistics (2025). What this highlights is that domestic violence is still a prominent issue within the United Kingdom (U.K.), and that domestic violence is not just confined to just women. But it can be towards children and men. Charles and Davies's (2018) book explains that domestic violence is not a one-off occurrence and can be done over a period of time. The book further details how any person can be the victim of domestic violence, be that between family members or intimate partners. Something that is important in domestic abuse cases is the understanding that domestic abuse can last weeks, months, or even years in some cases. As a response officer, my role is often to attend emergency calls, sometimes with little to no information. On this occasion I was allocated to an emergency call, where the incident was described as a domestic assault; the subject had fled prior to police attending.

On arrival the victim was in clear distress, shouting and screaming at me, with clear signs of being injured. The victim was not making much sense, swearing and insulting officers as they were within her living room. Communication skills in these scenarios become very important to calm a situation, as information becomes crucial. What often happens is that whilst the victim is irate due to the incident, officers can often become frustrated. The Betari Box model suggests that an (in this circumstance) officer’ attitude can influence the victim’s/subject’s behaviour, which in turn can affect the attitude of officers and then their behaviours (Tang 2023). This model showed that whilst I was being insulted, I remained calm and only wanted to help and get information. The victim saw this and began to talk to me calmly, proving that the Betari Box model is something that can work well in domestic incidents where the victim may still be heightened.

Coercive and controlling behaviour is a criminal offence under the Serious Crime Act (2015), where the act is focused around behaviours of a person over a longer period of time—these behaviours can amount to isolating a person or controlling a person’s life through their finances or who they socialise with. Wiener (2020) further explains the Act as being introduced in December 2015 in England and Wales, where it can be between intimate or family relationships. Where the ongoing strategy of domination in that relationship can affect them not only physically but also emotionally. The victim in this case detailed a mass of behaviours where the subject would humiliate her, abuse her, and restrict her so she had no money. I was made aware that their child, who was upstairs, was also subject to physical domestic abuse.

I was aware that speaking to a child was a more complex situation, as I was fully aware that their father had run away after an assault on their mother and possibly they had also been assaulted. The Betari Box model in this instance wouldn’t work, as the child’s demeanour is already calm. The Transactional Model of communication in this instance is more beneficial, as the model focuses on the situation, the environment, and smaller physical cues to guide the conversation—the model emphasises the exchange of information through empathy. Both models of communication have their place in domestic situations; both are equally utilised in the given circumstances. Due to the incident, I explained to the victim that as part of South Wales Police policy, I had to submit a Public Safety Notification (PPN), where, with or without her consent, I would be required to submit this. His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (2023) explains a PPN as a way for partner agencies and multi-agencies to receive information about an incident that could affect an adult or child. The victim understood that there may be lasting effects from the incident on herself and her child, and that she supported the PPN to be submitted.

The police duty is to investigate and apprehend the subject to safeguard a victim; however, in some cases the subject can't be found, despite several efforts to locate the subject. The police can utilise other methods to find the subject, such as crowdsourcing. The term crowdsourcing often relates to when an agency puts out a message about a disaster on social media; this message is received by many, and it can then be shared or disseminated, causing the message to have further reach (Tavra et al., 2021). This can translate to what the police do when they post certain things on their social media platforms, with the intention of informing a mass amount of people. The National Police Digital Strategy 2020-2030 highlights that the use of digital media can be utilised to disrupt criminality in certain areas, intervene where the public may be at risk of harm, or prevent persons from offending (NPCC 2020). The use of social media in the police can be utilised in many ways, as South Wales Police have adopted many different platforms to better communicate with the public where needed. The police can use social media platforms to warn the public about any threats locally, report any problems in the area, and use them to show persons they are looking for in connection to crimes (Dekker et al., 2020). In the cases where a subject can’t be found through traditional policing, social media can be used to encourage the subject to turn himself in to custody.

In this case the subject was not found over a lengthy period of time, which resulted in the subject being posted over South Wales Police social media; a ‘wanted post’ was made with the subject’ photo and name. This can be referred to as the hypodermic needle model, where the concept is that a message (in this case, a ‘wanted’ post) is injected into media; this media post causes people to predictably share the post (Mwengenmeir 2014). There are huge benefits to using this model, the main one being that it can be spread far and wide in the local areas, or the pressure for the subject to turn himself in heightens. It also enables people to call in with any tips or sightings to help the police apprehend the subject. The hypodermic needle model suggests that people are passive in social media and that a person, without any thought, would share the post, leading to a wider audience. The models’ main benefit is that when everyone passively shares it, eventually it will hit the correct audience with information. A negative aspect of using social media is that the subject is reviewing the comments about him, seeing where he’s been seen, or whether the social media post has traction. Especially as the comment section enables discussion about the incident, which can cause people to reach out to the subject for clarity about the post, this I called the two-step flow model of communication. Postelnicu (2016) explains that the two-step flow model first reaches ‘opinion leaders,’ who would gather, analyse, and disseminate the significance of the media post. Meaning that the public space of the post can encourage people close to the subject to give his side of the story, changing the dynamic of the post. Both models act in different ways to target different areas of information. The hypodermic needle model suggests that, in this case, people will share the post without thinking about it. Compared to the two-step flow model, which suggests that people will not blindly share something without seeing the comment section first to grasp the story behind the post.

Due to the post on social media, the subject of the matter did contact the police, and the subject wishes to speak to me to discuss how this would happen if he cooperated. When I called the subject, I was aware of two models that could assist me, the first being the elaboration likelihood model. The elaboration likelihood model suggests that how a person receives information can alter the outcome into two paths, as it can change their behaviour, attitude, and how they feel the outcome would go, meaning that one path would offer more of a favourable outcome and the other a more negative outcome (Nickerson 2023). Certainly in this case I didn’t want to alarm the subject, as this would be the first communication I had with the subject; as such, I was informative and gave clear expectations of what would happen should the subject cooperate with me. I also consider the unimodel of persuasion with my discussion with the subject; this model slightly differs from the elaboration likelihood model, where the unimodel believes there is only one path, not two. Perloff’s (2023) book describes the model as that when information is received by a person, it doesn’t matter how it is received; the outcome would remain the same. This is regardless of how it is presented; the model would suggest that a person would only look at it as evidence given to them. Especially in this circumstance, I believed that due to the social media post, the elaboration likelihood model would be more favourable, as I could aim to offer a quicker resolution with cooperation.

The subject agreed to hand himself in, with the conditions that he be interviewed immediately and not kept in custody longer than needed. This couldn’t have been done without the original use of social media pressure, where it was only after the message was posted that the subject wished to discuss handing himself in. This shows that social media has massive benefits for the police when utilised correctly. Understanding that the subject has called himself allowed me to consider different persuasive communication strategies, where I believe my use of the elaboration likelihood model meant that the case came to a resolve.

In this essay, I critically evaluated the use of social media in informing and engaging with the public, especially in the case of using it to put pressure on a subject to hand themselves in. I used an example of a domestic abuse case I attended, where I had to utilise different communication models to ensure that I got the clear and accurate information. I explained the need and policy requirements to submit a public protection notice, where the aim was to further support the victim and her child going forward. As South Wales Police have a large social media platform, I highlighted different techniques where posting about a wanted male can be received by the public, whether they share the post without thinking or whether persons discuss the matter before sharing. The subject reached out, which may be due to the social media post, which meant that the line of communication needed to be correct to ensure a resolution to the matter. I considered different communication strategies whilst understanding that the subject contacted me, so this was my first cue that he wanted to see a resolution. The subject came into custody, where his detention was not for a long period, bringing the matter to a resolution.

Word count: 1970



Task 3

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


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

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




ANSWER:

In this essay, I will critically evaluate and evidence my flexibility in various leadership styles and will critically analyse leadership strategies that I have developed to manage a range of different operational situations or incidents. To achieve this, I will explain my role as part of a team that needed to gain entry to a property to ensure a person was safe through a possible false imprisonment incident.

Leadership in the police is not set to one style, as there are many differing incidents, events, and situations where a single authoritative rank in the police may need to adapt their style to better suit their audience. Generally, most ranks will have a situational leadership style, which will allow them to get the most out of their audience. Wang et al. (2024) gives context to the situational leadership model, which is where a leader would change or adapt their leadership style to achieve the best results, to get the most out of an organisation, or to increase productivity within an organisation. This leadership style directly complements the command-and-control model. Where situational leadership means that a person adapts to suit the audience, the command-and-control model structure means that regardless, a person still respects the person directly above their rank. Adams et al.'s (2017) book explains that in hierarchical organisations it can be nearly impossible for people young in their career (service) to ask questions or to be heard about their opinion. This causes a barrier to basic human exchange in certain situations. Command-and-control is knowing when to respect a certain rank in the police and when to speak to that same person with a more personal touch. During my tour of duty an emergency call has come in regarding a possible false imprisonment, where a person has called their father asking for £1,000 or they would be hurt, giving their father a location where they were held. The father has called the police instead of giving any money, causing several ranks and departments to take an interest in the call. Olliers Solicitors Law Firm (2024) gives a shortened definition of false imprisonment as the illegal restriction of someone’s freedom of movement.

As the incident came in, there was a clear command and control model structure forming, where each rank would seek further advice from the rank above. In this circumstance there are few negatives in adopting this model, as the offence requires a more informed and authoritative rank to take ownership to establish next steps. By establishing the hierarchy of who would review the incident, it meant that there was no confusion on what each department's roles were; this also enabled a further positive in that it meant that there was discipline and compliance with everyone below the senior rank. A negative of this model is that it discourages flexibility during the incident, as it restricts officers who may know more about the persons linked (Musings on Effective Management 2008). As the incident was coming out, the victim was very well known to officers as being a frequent drug user who would often claim outlandish things to the police to get a positive result. This information in the command-and-control model becomes hard to pass, as the information officers had was more a personal opinion that the victim often lies. This then becomes problematic as the information becomes anecdotal evidence, where information is more based on personal events, stories, or isolated examples of interaction—and not verifiable or proven (Vivian 2022). Due to the situation, there was a rendezvous established between several officers, a sergeant, and an inspector to discuss the incident before deploying.

When everyone met, it was easier to pass information to the inspector that the victim is well known to local officers as being someone who often lies to get what they want; this was because we could all have a more personal conversation over being monitored over the radio. The inspector adapted to the situational leadership model, where he became flexible to the information he was receiving. There were many positives to the inspector adapting to this style, as the personal, grounded attitude to the situation encourages motivation and engagement regardless of rank (Walls 2019). As I sat there, I felt a certain rush to bring the incident to a resolve, where I saw the negative of the inspector using the situational leadership model—that it can be quite time-consuming and unstructured conversation. Whilst in conversation the inspector would reveal that this is believed to be a hoax call, in that the father believes that this is an attempt to gain money for drugs; however, he can’t confirm it. This information further supports that leadership requires different models at different times; the inspector listened and respected the rank above him regardless. But, when in a smaller personal group at the rendezvous, the inspector would become more grounded to the lower ranks and agree that this is more than likely a hoax call.

At the time of the incident I was looking after a student officer, when we were advised that the student officer and I would knock on the front door while officers waited at the rear of the door. I began to explain our roles to the student officer, defining what the student officer should do initially and then, if we gain entry, what the student officer should then do. This fell within the transactional leadership model, where I understood that I am responsible for the student officer; as such, I required the student officer to complete the task to a high level. I was also responsible for the safety of the student officer, meaning that the commands and actions I wanted done were to ensure their safety. McCleskey (2014) details the transactional leadership model as an exchange between a leader and follower, where the leader has a set of objectives and tasks that they need to achieve through the follower. The transaction is not just through one’s own accomplishment but also focuses on the follower’s work ethic and safety whilst doing the task. The transactional leadership model generally works very well between a student officer and someone who is teaching them, who isn’t their usual tutor. This is because the leader in this circumstance still needs to go to high-level emergency calls, where there could be an aspect of danger. During these calls the task and outcome are something the leader already has in mind due to experience, and the follower is to complete the task and outcome. As I am not the usual tutor for the student officer, I wanted to ensure that all actions are within guidelines and we reach a positive outcome; in this circumstance, the best result would be if the student listened to what I wanted them to do.

To achieve a positive outcome, teamwork becomes crucial, especially in this type of incident. The police already utilise the Police Incident Command model, which is the overall teamwork model of the police: gold, silver, and bronze. Gold being the strategic view, where they have overall control of an incident. Silver being the tactical view, who is a senior rank at the scene of an incident and has an overview of all available resources— Silver's main goal is to achieve the strategic outcome for Gold. Bronze being the operational view, who generally directly controls resources at the incident, who listens to silver, and what they need to happen to achieve gold's outcome (Future Learn n.d.). This model of teamwork has many benefits, especially where someone needs to have overall control of an incident or where everyone has the same end goal of a positive outcome. This model of teamwork was established early on in this incident, where Gold and Silver were already monitoring the incident, and they set several objectives to achieve. Bronze, in this circumstance, was my inspector who attended the rendezvous.

All the officers attending were from the same division covering 3 stations; due to this, we all knew each other personally and could form a good team base to complete the task ahead. Naturally we would conform to the GRPI Model (goals, roles, processes, interpersonal relationships) of teamwork. Goal: the goal was to achieve a positive outcome, in that it is our duty to safeguard a person in this incident. Roles: Each member of the team had a set role to play, whether this was that they watched the rear of the property or that they entered at the front. Processes: the processes were something that we were all aware of, whether there was a true victim inside or not, and how to deal with that. Interpersonal Relationships: As I was with a student officer, I was focused on his safety as much as anyone else’s there. Stamatis (2002) book describes GRPI as four fundamental aspects through which any team or organisation can be viewed. These aspects all work together jointly and form a tiered relationship. As my student and I got to the door, I reminded my student officer that the main goal was to enter calmly and establish the report as it is believed to be a hoax. That our role was simple: to knock and enter and report back to bronze, who can reply back to silver/gold. Whilst inside we have processes in place to safeguard a victim if there was one and processes to adhere to should there be a suspect. And finally, that we are a team and that each other's safety is paramount.

On knocking on the door, my student officer and I were greeted by an unknown person, and we requested to enter. On entry the presumed victim was inside the property and was found to be safe and well; however, there was clear drug paraphernalia and several things to discuss. As there were several persons inside, clear drug use, and a hoax of false imprisonment, I requested that all other officers who were watching the house come inside and help with the situation now inside. Due to this, another teamwork model formed naturally, as there were different tasks to do at the same time to resolve the matter. Belbin (2025) is a recent model to suggest there are nine team roles. Social roles include resource investigator, team worker, and coordinator. The thinking roles are plant, monitor evaluator, and specialist. And the task roles, which are shaper, implementer, and completer finisher. Each person within a group has a significant part to play. My student, other officers, and I took the social roles as we entered and wanted to debrief the victim and speak to the other parties about how the original call happened. Officers with longer service who attended fell within the thinking roles, who would see that this was a hoax but also see the quantity of drugs that needed seizing and consider other offences. Finally, the task roles would be bronze, silver, and gold in that they wanted to bring the incident to a resolve and ensure that all offences there don’t involve danger to life. It was established that the victim did in fact lie about being imprisoned to gain more money for drugs and that the victim believed this avenue would work on his father to secure funds. Both models in this incident had their own positive place. The GRPI model structure is more focused on the short term, as the goals of something may differ day to day, and a person’s role may change depending on the incident an officer may attend. Whereas the Belbin Model is quite new, it can be seen as a medium- to long-term teamwork model, in that each person has a role they naturally fall into—this is seen with the thinking roles, as a more experienced officer would see other matters to deal with.

In this essay I critically evaluated leadership styles used in the police, focusing on the situational model, which allows senior ranks to adapt their leadership style to suit their audience. I used an example of a possible false imprisonment crime; the command-and-control model was used, which was jointly complemented by the police incident command model of teamwork. I also analysed other teamwork models that show benefits in the short and longer term. I determined that GRPI is more suited to short-term, and then the Belbin model is more suited to medium- to long-term. The incident came to a resolve where it was established to be a hoax call to the police.
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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 final year in probation with South Wales Police, focusing my reflection around coaching, mentoring and assessment over the last year. I will consider different theories and models to support my experiences.

As I have now reached my final year in probation this allows me to consider my next steps in my career, whether I wish to specialise in a certain department, go for promotion or maintain and develop in response policing. Generally, it can be quite difficult for police officers to be able to get the knowledge or the understanding of the department they want to go to as there may be little interaction between response police and that desired department. Due to this, police officer’s young in service will speak to their sergeant about where they want to go in the future with them coaching them how to achieve their goals. The GROW (Goal, reality, options and will/way) Model becomes crucial when an officer wants to achieve their next goal within their policing career as it sets out structured guidelines. Whitmore (2010) book on coaching and leadership explains that the GROW model was founded in the Inner Game of Europe 1979 where it was initially designed to coach tennis players and golfers, however, later was used as a coaching model. The ‘Goal’ refers to what does a person want to achieve in the future, the ‘Reality’ refers to where that person is right now in their life, the ‘Options’ refers to what a person could do to achieve the goal and finally the ‘Will’ is relates to whether that person will actually do what is needed. I have always advised my sergeant that I planned to become a police dog handler as my next step in my career, where my sergeant outlines the GROW Model. The main part of the GROW model for me was the ‘Options’ part, as my ambition has been there since quite young, and I knew that I was willing to do anything that was needed. My sergeant put me in contact with a sergeant in the Police Dog Unit, who would be able to discuss what things I needed to do in my career to get to where I wanted. The GROW model offers a simplistic set of guidelines when a person wants to achieve something, it doesn’t over complicate things or have unnecessary steps.

I found that knowing where I wanted to go in the future meant that I was able to focus my time and attention towards incidents that would benefit me in the future. This becomes a form of self-coaching, where I would begin to look at legislation around dangerous dogs, or speak to dog handlers where I could at incidents. What I was subconsciously doing was using Kolb’s Experiential Learning Cycle every time I would attend or be attached to a dog incident. This learning cycle has 4 main titles: Concrete experience, reflective observation, abstract conceptualisation and active experimentation. Meijer et al (2022) diagram shows that concrete experience is directly having the experience relating to something or seeking that experience to fulfil their goal. Reflective observation is where a person would then reflect on that experience they have encountered. Abstract conceptualisation is where a person would then learn from that experience. Active experimentation would then be putting what is learned into practice. Kolb’s experiential learning cycle is focused around past experiences, which then can complement the GROW model going forward. I made a dedicated folder based around dog incidents where I would document my learning, so that I could refer back to. This then can translate into the ‘Will’ aspect of GROW as I would be willing to put my name forward for incident relating to my future ambitions.

As I have now reached my final year where I am now engaging with dog handler, I can reflect on both of these coaching models to determine whether they have worked or at least benefited me in some way to make my next steps easier. To evaluate this I wanted to determine whether I felt ready to put an application in, or whether I still felt like I wasn’t confident enough. Originally I found that I suffered with imposter syndrome a lot, and that despite the hard work I did put it, I still felt I wasn’t good enough. Orb-Austin (2020) book on Imposter Syndrome not only explains it as a psychological pattern where a person doubts their accomplishment but also will live in persistent fear of being told they shouldn’t be in their job. The book also highlights ways to battle and overcome imposter syndrome especially when it comes down to a professional setting. Due to this book. To calm myself, I would start to utilise Kirkpatrick’s Model of Evaluation, as a form of self-reflection and consider my past self-coaching I have done over the last few years to determine whether I was ready. Kirkpatricks (2016) would break down evaluation into a tiered structure, first being ‘Reaction’, then ‘Learning’, then ‘Behaviour and finally ‘Results’. Reaction can be measured by whether a learner has found training that can assist them in their role. Learning is whether a learner has found the knowledge, attitude and confidence to commit to the program. Behaviour is measured around any changes in a person to adapt to what they have learned in training. Results is where a target has been reached from the mentioned training or learning. Knowing I wanted to become a dog handler, meant that I utilised coaching methods, which led me to search for legislation around dangerous dogs (reaction). Ater learning about the legislation, attending calls I begun to form a portfolio surrounding dog incidents (learning). Due to feeling confident in dog incidents, I knew that I felt that I could utilise all that I’ve learned into practice (behaviour). And finally, I came to the conclusion that over the last year years by utilising coaching methods, I have gained the knowledge, skills and attributes to support me going forward with my application.

As my sergeant advised me to seek better advice from other police dog handlers, I knew that I needed to find a mentor or someone I could contact regularly with questions or times when I needed advice. As I wanted a single point of contact, not several, I reviewed Kram's four stages of the mentoring model, as I felt it better suited my situation. I felt I didn’t want to pester or feel awkward but more find mutual ground and form a friendship through my career ambitions. Krams four stages start with initiation, which is described as the first interaction between a mentor and student, where both parties establish a connection. The next is cultivation, where a relationship is formed, and where conversations become easier and free flowing. Leading to separation where there is less intensity in the pressure for information, where the student drifts slightly away from the mentoring. Finally, redefinition is where the mentor and student are mutually respectful of each other, where neither feels they are better than the other (Rhodes Wellness College 2021). I was advised to contact someone who was previously stationed within my team many years ago, as this dog handler is still friends with colleagues currently stationed where I am. Due to this, I reached out to this dog handler through his personal mobile number, asking whether he was willing to help me with what I needed to do during the application should I get that far. As this dog handler knew my colleagues, he was happy to help, especially as we had a common ground of coming from the same station (initiation). As he felt I was following in his footsteps, he would often give me various documents that helped him, explaining his day-to-day as a dog handler and how his job has changed over the years (cultivation). Once I had been sent all available information the dog handler had, with various bits of information I found that we spoke less; this was mainly because I had everything I needed to go forward (separation). The dog handler mentioned it, and I would then only speak about the incident we both attended or when we saw each other (redefinition). I considered other mentoring models, where I considered Clutterbuck's 5 Stages of Mentoring (National Institute for Health and Care Research 2021); however, I felt Clutterbuck's and Kram's models were very similar. The main reason I chose Krams over Clutterbucks is that by removing that extra step, Clutterbucks offers less confusion and more structure on how mentoring works.

Completing all aspects of learning and development towards my end goal of becoming a dog handler has been a journey which started when I was very young; various models led me to educate myself around legislation and then seek advice and guidance from a mentor. As I await for police dog handler vacancies to be posted, I can now reflect on how far I’ve come, what I’ve learnt and the steps I’ve taken – To do this I referred to the Gibbs Reflective Cycle. Ocampo et al. (2025) would show the 6 stages in their article: Description: What occurred during the probation period? Are feelings based around thoughts and feelings during the probation period? Evaluation is based around advantages and disadvantages during the probation. Analysis is what aspects of the probation helped or didn’t help with outcomes or progress. Conclusion is what was learnt through the probation period. An action plan is what is next after probation. To summarise my own reflection utilising Gibbs cycle, I would say that originally joining the police, I thought that being a police dog handler was based around the high-octane incidents, chasing and apprehending subjects. I felt like maybe I didn’t know much about the job and only saw the side which seemed enjoyable. However, I realised a dog handler in the police does a lot more than simply chase subjects but also looks for deceased persons, manages dangerous dog incidents and searches for lost persons. I knew that I needed to engage with dog handlers to get a better understanding of the role, so I sought out a mentor. Now that I am near the end of my probation, I can evidence my knowledge around police dog handlers and their duty, as I’ve learnt about the legislation and what they do day to day. Finally, with a plan to apply for a vacancy.

In this essay, I critically reflected on my three-year probation period, with the focus around my ambition to become a dog handler. I first reflected and evaluated the coaching methods I used during my three years, where I found that GROW and Kolb’s Experiential Learning Cycle complemented each other while establishing coaching models. After this, I discussed and considered mentoring models as my next development, where I would determine that I didn’t want to overcomplicate the mentoring process and wanted to find someone who I could relate to – for this I used Kram’s four stages over other models with more stages. Finally, to assess and reflect on my experiences and development, I used Kirkpatrick’s four levels of evaluation and Gibbs reflective cycle to determine whether I was ready for the next stage in my career and, most importantly, to ensure that if I did have moments of imposter syndrome, I could refer back to the mentioned models to ease my concern.
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