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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:


This essay will explore and critically assess the strategic function of the College of Policing in shaping and advancing professional policing within the United Kingdom, with particular emphasis on its application in England and Wales. To achieve this, a broad range of academic and professional research will be examined to provide a comprehensive understanding of the College’s influence on contemporary policing practice, organisational development, and professional standards. Alongside this, I will draw upon my own experiences as a final year probationary constable, reflecting on how my approach to policing has evolved throughout my probationary period and how these changes align with national expectations of professional competence. The discussion will also incorporate an analysis of key strategic documents, including Policing Vision 2025 and the College of Policing’s five year strategy, to evaluate how these frameworks guide operational practice, support professionalisation, and shape the future direction of policing.

According to the College of Policing (2019), constables play a central role in modern policing, contributing to crime prevention, detection, and the effective operation of the wider criminal justice system. Their responsibilities extend beyond enforcement, requiring them to work closely with communities and partner agencies to build trust, reduce fear of crime, and improve overall quality of life. Constables must also exercise significant legal powers responsibly, making impartial decisions within national frameworks that guide professional judgement and ensure actions remain lawful and proportionate. As a result, they are expected to uphold the highest standards of conduct at all times. By maintaining fairness, neutrality, and accountability, constables help sustain public confidence and achieve appropriate outcomes across a wide range of policing situations.

The College of Policing is responsible for setting and upholding professional standards across the policing landscape, developing codes of practice and regulatory frameworks that ensure consistency among the 43 police forces operating in England and Wales. It also plays a central role in defining national expectations for training, professional development, skills, and qualifications, thereby promoting a coherent and professionalised approach to policing across the service (College of Policing, 2025). One of the most significant developments introduced by the College is the Police Education Qualification Framework (PEQF), which established a unified national structure outlining minimum qualification requirements for each policing rank and level of practice, applicable to both officers and staff. This framework marked a substantial shift in contemporary policing by embedding evidence‑based practice and formal academic study within professional training and development pathways (Northumbria University, 2025). Introduced in 2018, the PEQF integrated traditional police training methods with accredited academic programmes delivered in partnership with higher education institutions. However, despite this move towards a more structured and academically informed model of police education, recent developments shaped by political pressures and a range of internal and external influences suggest a gradual return to earlier, more conventional training approaches (Hough and Marshall, 2025).


PEQF is comprised of two principal entry routes into policing. The Police Constable Degree Apprenticeship (PCDA), and the Degree Holder Entry Programme (DHEP). The PCDA is a three‑year, apprenticeship‑funded programme delivered jointly by police forces and higher education institutions, enabling new recruits to earn a degree in professional policing practice while developing operational competence. It should include protected learning time, the completion of an evidence‑based research project, and a three‑year probationary period. In contrast, the DHEP is a two‑year, force funded route designed for applicants who already hold a level 6 degree in any subject. It leads to a graduate diploma in professional policing practice and is delivered entirely at academic level 6, with a reduced curriculum that removes generic study skills content. DHEP recruits also have a shorter, two‑year probationary period. Both pathways provide opportunities to specialise in core policing areas and are grounded in the national policing curriculum as set out by the College of Policing, reflecting the broader professionalisation agenda within contemporary policing (College of Policing, 2020).


My personal entry route into Gwent Police was through the PCDA, which I commenced in July 2022. I am now working towards my final year of PCDA which includes a level 6 workbook and a dissertation. Throughout this period, I was required to complete a substantial volume of academic work alongside my operational duties, making extensive use of the protected learning time allocated within the programme to ensure that assignments were completed within prescribed deadlines. While the PCDA aims to integrate academic learning with practical policing experience, I found this pathway particularly demanding. Balancing academic expectations with the realities of frontline policing created significant pressure, and at times detracted from my ability to fully engage with and focus on developing my operational competence. The requirement to work towards a professional qualification while simultaneously adapting to the complexities of policing as a probationary constable proved challenging, and I often struggled to perceive a clear or immediate benefit of the academic component in relation to my day to day practice. My final year of probation has seen my view of the degree and job role change. With gaining more experience as a constable and generally finding the role becoming less challenging in my final year on probation. It has changed my perspective on the PCDA. I am firm in my belief that it is not required, and more practical training is more beneficial; however I am grateful for the opportunity to become a professional in policing with the added confidence that completing the qualification provides.

Despite my own difficulties with the PCDA, wider research conducted by College of Policing (2022), suggests that many new recruits experience the programme far more positively. Findings from the 2022 New Recruits Survey undertaken by the College of Policing, supported by interviews with PCDA officers, indicate that those entering through the PCDA and DHEP routes generally report higher satisfaction with their education and training than recruits on the traditional pathways. Officers on the newer routes were more likely to feel that their training had equipped them well for operational duties and increased their confidence in performing the role. The research also shows that understanding of evidence‑based policing and problem‑solving approaches is strongest among PCDA and DHEP recruits, improving further as officers gain experience. Additionally, DHEP officers in particular demonstrated more favourable attitudes associated with procedural justice, including stronger commitments to victim care, service quality, and fairness in interactions with the public.

Policing Vision 2025 outlines a ten‑year strategic plan designed to modernise policing across England and Wales and ensure that the service remains effective, trusted, and responsive to public needs. Developed by policing leaders and the National Police Commissioners Council, the Vision emphasises the need for transformative rather than incremental change, recognising that communities are becoming increasingly diverse and that contemporary threats such as cybercrime, child sexual exploitation, domestic abuse, terrorism, and organised crime require more sophisticated and adaptive approaches. The document sets out how policing should use its resources more efficiently, embrace technological innovation, strengthen partnerships, and deliver a service that is accessible. It also outlines the value for money for the service and centred on public confidence. Ultimately, Policing Vision 2025 positions the public at the heart of policing reform, aiming to inspire officers, staff, volunteers, and senior leaders to work collectively towards a modern, preventative, and intelligence led policing model (NPCC, 2016).

As outlined in Policing Vision 2025, there is a recognised need for officers to have rapid access to information while on the move, rather than relying on static or cumbersome computer systems. The Vision emphasises the adoption of cloud based technologies to enhance operational efficiency and improve communication across departments and forces. Such systems support streamlined information sharing, reducing the likelihood of miscommunication and duplication of effort. By enabling officers to quickly access data that colleagues or other forces have already gathered, these tools free up valuable time that can be redirected towards frontline policing. Furthermore, cloud based platforms should allow officers and staff to use a range of devices to retrieve information and facilitate remote meetings, contributing to a more flexible and responsive policing environment. Policing Vision 2025 also emphasises the need for greater organisational efficiency and collaboration across the policing and criminal justice system. It calls for coordinated investment in technology, including the development of shared data standards and nationally aligned procurement. The Vision promotes deeper partnership working with external agencies to improve areas such as offender rehabilitation and overall criminal justice cohesion. Additionally, the Vision highlights the financial benefits of increased shared procurement, enabling forces to reduce costs while improving consistency and interoperability. In summary, having information available to hand whilst mobile increases officer productivity and increases public confidence (Hypergate, 2019).

An example of the point above is the development of accessible and instant facial recognition software. This is called Operator‑Initiated Facial Recognition (OIFR). OIFR enables police officers to capture an image of an individual using a mobile device and compare it instantly against a database of reference images to assist in verifying identity. Designed for real time data. The system uploads the captured image to a facial recognition platform, which then generates a ranked list of potential matches based on confidence levels. This information supports officers in making informed decisions regarding an individual’s identity and any subsequent actions required. OIFR is particularly valuable in situations where rapid identification is essential, such as identifying persons of interest during patrols, enhancing security at large public events, or locating missing persons and individuals unable to identify themselves. Integrating OIFR into existing facial recognition capabilities offers significant organisational benefits, including reducing the time required to confirm identities and enabling officers to access these tools directly in the field. This mobile functionality minimises the need for officers to return to police stations to access traditional request based systems which generally take a period of time to return, thereby increasing operational efficiency and maintaining frontline presence (Booth, 2025). Gwent Police use OIFR and have done since July 2025. However, they have strict policies on when the technology can be used. Importantly, OIFR is not intended to replace traditional methods of identification, such as officers engaging directly with individuals to obtain their name or confirm their identity through conversation and documentation. However, in situations where such conventional approaches are not feasible, OIFR provides a legitimate and proportionate alternative means of establishing identity, thereby supporting operational decision making while maintaining public safety (Gwent Police, 2025). 

Moss (2025) argues that reflective practice is vital in policing because it enables officers to analyse their experiences, improve decision‑making, and identify areas for development. In such a complex profession, structured reflection supports ongoing learning and improvement. In this essay, I also reflect on my final year as a probationary constable using Kolb’s experiential learning cycle, a model that helps individuals learn from their experiences (University of Hull, 2024).

Concrete Experience - 
Over the past year, my role has developed significantly as I moved from a new constable to a more confident and capable officer. I dealt with a wide range of incidents that required greater independence and decision‑making. At the same time, completing the academic requirements of the PCDA was challenging, and balancing coursework with frontline duties often felt overwhelming, sometimes limiting my ability to fully focus on practical learning.

Reflective Observation -
These experiences showed that balancing operational policing with academic study created significant pressure. Although I grew more confident in handling incidents and applying legislation, the academic workload often conflicted with developing core policing skills. This led to frustration when deadlines overlapped with demanding shifts and made me question the immediate relevance of some assignments.

Abstract Conceptualisation -
These reflections show that the PCDA programme, while designed to professionalise policing through higher education, can place considerable pressure on new officers who are still adapting to frontline duties. Although the academic element supports theoretical understanding and evidence‑based practice, it does not always align smoothly with operational demands. This has led me to think more critically about my own learning style and how academic requirements might be better integrated with practical development.

Active Experimentation - 
I plan to develop better strategies to manage both the academic and operational demands of my role. This involves organising my studies more effectively, seeking support when needed, and building resilience to handle stress. By doing so, I aim to maintain a healthier balance between policing duties and academic work, supporting my continued professional development.

In conclusion, the College of Policing has played a central role in driving the professionalisation of policing through national standards, evidence‑based practice, and structured learning pathways. As I near the end of my probation, I have worked to meet these expectations by developing my operational competence, reflective ability, and professional judgement. My final year has also marked a clear shift in my role, with increased responsibility, confidence, and the challenge of balancing academic and operational demands. Together, these reflections demonstrate both the impact of the College’s professionalisation agenda and my own progression towards becoming a fully competent and reflective police officer

Word Count: 2138









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:


Social media has become an integral component of contemporary policing, reshaping how forces communicate with the public, disseminate information, and promote policy initiatives. As platforms such as X, Facebook, Instagram, and TikTok increasingly influence public discourse, police organisations have sought to harness their reach to enhance transparency, strengthen community engagement, and support operational effectiveness (Jones et al., 2025). I do not have experience of using social media in a professional policing context myself, however I have witnessed firsthand how it is used and how it can benefit the service by engaging with the community and providing quick updates during real time incidents. While force policies emphasise the importance of accuracy, professionalism, and ethical conduct online, the practical realities of engaging with diverse audiences in fast‑moving digital environments can be challenging (Dekker, van den Brink and Meijer, 2020).This essay critically evaluates my experience of using social media as a tool for informing and engaging the community, examining the platforms commonly used by policing, and analysing the benefits and risks associated with their use. In doing so, it considers how organisational policy shapes professional online behaviour and the extent to which social media can genuinely support policing objectives.

In recent years, police forces throughout the United Kingdom have increasingly integrated social media into their communication and engagement strategies. The rise of platforms such as Facebook, X, and Instagram has created a range of new digital spaces through which officers and police organisations can interact with the public. These online channels have become important tools for modern policing, offering opportunities to share information rapidly, reach diverse audiences, and maintain a visible presence within local communities. Recognising the speed and accessibility of social media, many forces now rely on these platforms to circulate updates on active investigations, issue timely warnings about emerging threats or incidents, and provide practical advice aimed at enhancing public safety. As a result, social media has evolved from a supplementary communication method into a central component of everyday policing practice, shaping how information is delivered and how the police build relationships with the communities they serve (Guide, 2023). 

According to the research of Aston et al. (2024), the public hold clear expectations about how police should communicate through digital channels, emphasising the need for online content to be accessible, practical, and supported by timely acknowledgement. Participants in the research highlighted that digital updates must provide straightforward information and realistic guidance on response times, helping to manage public expectations and reduce uncertainty. However, they also stressed that online communication cannot replace the reassurance offered by face‑to‑face interaction, noting that many individuals still prefer or require traditional contact methods. As a result, the public viewed digital content as a valuable enhancement to policing communication rather than a substitute for visible, in‑person engagement. These expectations suggest that while digital tools can improve accessibility and information flow, they must be integrated into a broader approach that maintains personal connection and trust within communities.

Although there is a use for social media in policing, it is governed by the College of Policing’s Media and Communications APP (Authorised professional practice). There are national standards for how police forces should communicate with the public and the media, ensuring that information shared is accurate, timely, and professionally delivered. The guidance outlines the responsibilities of communications teams and stresses the importance of openness, lawful information sharing, and maintaining public confidence. It also highlights the need to balance transparency with operational and legal considerations, such as privacy and the integrity of investigations. Importantly, the APP acknowledges the fast‑changing nature of communication technologies and incorporates learning from major incidents and public inquiries to support consistent, trustworthy, and effective communication across policing (College of Policing, 2013).

Gwent Police’s social media guidelines set out clear expectations for professional online conduct, emphasising the need for a respectful and consistent tone, the sharing of accurate and verified information, and strict compliance with confidentiality and data‑protection requirements. The guidance makes it explicit that staff must avoid posting operationally sensitive material or expressing personal opinions that could be interpreted as political, controversial, or unprofessional, as such behaviour risks damaging public trust and the reputation of the force. These principles are designed to ensure that all digital communication reflects organisational values and supports constructive engagement with the community (Gwent Police, 2025). My own operational experience demonstrates how these guidelines can be applied effectively in practice. During a serious fire in my local policing area, I requested that social media be used to inform residents about the incident, including the need to keep windows and doors closed due to toxic fumes. The updates provided through official channels offered reassurance, shared verified information, and explained the actions being taken by police and partner agencies to manage the risk. Similarly, while dealing with a high‑risk missing juvenile, social media proved invaluable as members of the public engaged with the appeal post, offering observations and information that directly assisted officers in locating the young person safely. These experiences highlight how, when used in accordance with policy, social media can significantly enhance public safety, support operational outcomes, and strengthen community collaboration. Gwent Police ensure that their guidelines are adhered to by having designated corporate communications on call point of contact to draft and vet all outgoing communications. 

Gwent Police use a range of social media platforms, each serving different communication needs. X and Facebook are the primary channels for fast‑moving updates, incident information, and local engagement, making them especially useful for neighbourhood policing and public reassurance. Instagram, TikTok, and YouTube are used more for visual storytelling, campaigns, recruitment, and showcasing positive policing activity, reflecting their younger and more informal audiences. In my own experience, Facebook and X have been the most effective for urgent operational communication, such as warning residents during a serious fire or issuing appeals for a high‑risk missing juvenile. In both cases, public interaction, particularly comments and shared information which played a crucial role in supporting police activity and improving outcomes. By contrast, I see platforms like TikTok, Instagram, and YouTube as better suited to longer‑form content and campaign messaging rather than immediate updates. These differences show how each platform’s culture shapes public engagement, with some encouraging rapid information sharing and others supporting slower, narrative‑driven communication.

Alhabash et al. (2024) explains that different social media platforms attract different types of users, each engaging with policing content in their own way. Faster‑paced platforms like X encourage brief, immediate updates, while Facebook supports longer posts and community discussion. Visual platforms such as Instagram, TikTok, and YouTube appeal to younger or more media‑focused audiences, requiring more creative or narrative driven content. Because of these differences, police forces must adapt their messaging style and format to suit the culture and expectations of each platform to ensure communication remains effective and relevant. By comparing this analysis with Gwent Police’s practical use of its various social media platforms, it becomes evident that the force demonstrates a clear understanding of the distinct audiences each platform attracts and adapts its communication strategies accordingly.


Bullock (2017) argues that although social media provides policing with new opportunities to increase visibility and engage communities more informally, forces have yet to fully exploit its potential for genuine two‑way communication and trust‑building. Instead of fostering dialogue, much police activity online still mirrors traditional one‑directional information sharing, with limited space for public interaction or meaningful exchange. The research suggests that while social media could strengthen police–public relationships through more responsive and conversational engagement, this potential is often constrained by organisational caution, established communication habits, and concerns about risk. Consequently, police use of social media tends to reinforce existing communication practices rather than transform them, despite the clear capacity for deeper community involvement and enhanced trust. My own observations of Gwent Police’s online activity reflect this pattern, as the force regularly posts updates on incidents and appeals but does not consistently engage with the public in the comments. Although these posts effectively share information, the communication often remains one directional, offering limited opportunity for dialogue. This supports Bullock’s (2017) view that police use of social media frequently mirrors traditional broadcast methods rather than fully utilising the platforms’ potential for genuine two way engagement and trust building.

Many officers report that contemporary media coverage often presents policing in an unfavourable light, creating a persistent challenge for those working within the profession. There is a widespread perception among officers that media representations are frequently unfair, with reporting sometimes distorting or oversimplifying events involving the police. As a result, many feel that public narratives shaped by the media do not always reflect the realities of policing practice (Gramlich and Parker, 2017). Bliven (2018) states that positive storytelling on social media can humanise policing by highlighting constructive interactions, community involvement, and everyday acts of service, helping to counterbalance negative narratives that often dominate traditional media. Such content can strengthen public trust by presenting officers as approachable and engaged members of the community. In my own experience, these benefits are visible on platforms such as Facebook and Instagram, where posts showcasing community events, successful outcomes, or acts of support tend to attract encouraging responses from the public. However, the impact of this approach can be limited in practice. While positive stories generate visibility, they do not always lead to sustained dialogue, and operational updates still dominate much of Gwent Police’s online presence. This reflects my earlier observation that although the force posts regularly, it does not consistently engage with commenters, resulting in communication that remains largely one‑directional. Altogether, this suggests that while positive storytelling has clear value in humanising the police and countering negative media portrayals, its transformative potential depends on consistent engagement and a willingness to interact meaningfully with online audiences.


Social media has become an important part of modern policing, offering fast communication, public reassurance, and a way to show the human side of police work. At the same time, it brings challenges that forces must manage carefully. Organisational policies help guide officers on what they can share and how they should present information, which is essential for professionalism and protecting sensitive details. However, these rules can also limit how freely officers engage with the public or how creatively they use different platforms. The benefits of social media are clear, it supports quick updates, appeals, and community messaging, and it allows police to share positive stories that help balance negative media coverage. It also gives the public a space to raise concerns or contribute information. Yet these strengths come with risks, including misinformation, reputational damage, and communication that can become one way rather than genuinely interactive.
From my own experience, social media is highly effective for urgent updates such as major incidents or missing person appeals, but engagement can be limited when comments are not responded to. Platforms like Facebook and X work well for fast information, while Instagram and similar sites are better for positive stories. These experiences highlight the need for ongoing reflection to ensure social media is used responsibly and in ways that genuinely support stronger relationships between police and the communities they serve.
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Task 3

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


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

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

ANSWER:



Leadership and teamwork are a core part of policing, especially during fast‑moving and high risk incidents. This essay looks at an incident where I was involved in locating a high risk missing person who had seriously injured themselves. During the initial golden hour, I helped carry out early enquiries, assisted in coordinating the search, located the individual, provided first aid, and worked alongside the ambulance service while keeping regular contact with the Force Control Room. Although the operational details are kept brief, the incident provides a useful example for reflecting on how my leadership approach developed as the situation unfolded. The aim of this essay is to examine my leadership style during the incident and consider how I adapted it as circumstances changed. I will link my actions to recognised policing leadership models to assess how effectively I responded to the needs of the team, the victim, and partner agencies. This reflection supports the National Policing Curriculum focus on Leadership and Teamworking (College of Policing, 2023), as it encourages me to think critically about how I lead in practice and how I can continue to develop these skills in future operational situations.

Policing today faces pressures that are very different from those of the past. New crime types like cybercrime, ongoing terrorist threats, and reduced budgets mean that traditional, rank‑focused leadership approaches are no longer enough. Modern officers, especially new graduates entering the service, need leaders who can support their development, encourage initiative, and help them adapt to fast changing demands. Leadership models such as servant leadership are increasingly seen as useful because they focus on empowering others, building capability, and responding to wider social changes that affect how policing is organised. Strong, flexible leadership is therefore essential for helping teams work effectively, meet public expectations, and manage the complex challenges of policing. Additionally, it is recognised that many officers today have to become leaders as they navigate modern day policing issues in the United Kingdom (Martin et al., 2017). 

This essay will focus on two leadership styles, namely servant leadership and situational leadership.  Situational leadership is a flexible approach that suggests there is no single correct way to lead; instead, effective leaders adjust their behaviour to match the abilities, confidence, and needs of their team, as well as the demands of the situation. Originally developed by Hersey and Blanchard (Hersey and Blanchard, 1993), the model emphasises balancing clear direction with appropriate levels of support, allowing leaders to shift between directing, coaching, supporting, and delegating depending on how prepared their team members are. This adaptability makes the model particularly relevant to policing, where circumstances can change quickly and officers often have varying levels of experience. By tailoring their leadership style to the readiness of those they are guiding, police leaders can make safer decisions, support team development, and respond more effectively to operational pressures (Johansen, 1990). 

Servant leadership is a leadership approach that places the needs, growth, and wellbeing of others at the centre of the leader’s actions. Rather than focusing on authority, hierarchy, or personal power, servant leaders prioritise supporting their team, developing people, and creating an environment where individuals can perform at their best. The concept, originally introduced by Robert Greenleaf (Greenleaf, 1977), emphasises empathy, listening, ethical behaviour, and a genuine commitment to helping others succeed. In contrast to traditional top‑down leadership models, servant leadership “inverts” the hierarchy by encouraging leaders to serve first and lead second, fostering trust, collaboration, and shared responsibility. This approach is increasingly discussed within policing because it aligns with modern expectations of professionalism, community engagement, and values‑based practice. By focusing on empowerment and personal development, servant leadership can help officers adapt to complex social challenges and support a more motivated, capable workforce (Coetzer, Bussin and Geldenhuys, 2017).

To analyse the above leadership styles, I will draw upon experiences I have had which I touched on in the introduction to this essay. The incident involved a high‑risk missing person who due to information received from previous incidents, was capable of causing serious injury to himself. I was one of the first officers deployed, and my initial role focused on completing the essential “golden hour” (Roycroft and Brine, 2021, pp.129–135) actions. This included speaking with the informant, gathering background information, checking recent activity, and identifying likely locations the individual might have travelled to. The information available suggested an immediate threat to life, which meant the search needed to be coordinated quickly and effectively.

Working with colleagues, I helped organise the initial search plan, dividing areas between units and maintaining regular communication with the Force Control Room to ensure updates were shared promptly. As the search progressed, I located the missing person in a secluded area with significant injuries. My priorities shifted immediately to providing first aid, assessing the severity of the wounds, and offering reassurance while requesting urgent medical support. I relayed accurate information to control so that ambulance crews could be directed to our location without delay.

Once paramedics arrived, I assisted them and continued to manage communication between agencies. The incident required fast decision‑making, clear communication, and effective teamwork, and it presented several leadership challenges as circumstances changed throughout the response. 

Throughout the incident, I moved between situational leadership and servant leadership as the demands of the scene evolved. For much of the initial response, I was the most senior officer present, which meant colleagues naturally looked to me for direction. In the early stages, when information was limited and the risk to life was high, I adopted a situational leadership approach. This required clear, directive decision making by allocating search areas, prioritising tasks, and maintaining structured communication with the Force Control Room. The urgency of the situation meant that a more authoritative style was necessary to ensure the search progressed quickly and safely.

However, when I located the missing person and saw the severity of his injuries, my leadership shifted. I had to take responsibility for the initial medical treatment, applying a bandage and later a tourniquet due to the level of bleeding. In this phase, servant leadership became more prominent. My focus moved to the needs of the casualty and the wellbeing of my colleagues, offering reassurance, maintaining calm communication, and supporting others as we managed a traumatic scene. When the ambulance crew arrived, I recognised their greater clinical expertise and stepped back to allow them to lead. Effective leadership at that point meant supporting their work, not directing it.

Although situational leadership was helpful during the early stages, it is not without limitations. The model assumes leaders can freely adapt their style, yet in policing this flexibility is often constrained by organisational demands, time pressure, and the need for rapid action. It also relies heavily on the leader’s personal judgement when assessing a colleague’s readiness, which introduces the risk of misjudgement. This is evident in particularly in fast moving, high stress environments. This can unintentionally shift focus toward immediate problem‑solving at the expense of longer‑term considerations, such as team development or reflective decision making (Kenton, 2024). Recognising these limitations helped me reflect critically on my own approach, highlighting the importance of balancing decisive action with broader situational awareness and collaborative input.

Reflecting on my own actions during the incident highlights not only how leadership shaped the outcome, but also why leadership itself is so critical within policing more broadly. My experience demonstrated how frontline officers are often required to make rapid decisions, coordinate others, and adapt their approach under pressure. Research shows that effective leadership in policing cannot be taken for granted. Studies emphasise that leadership plays a central role in achieving desired outcomes in both formal and informal police groups, and that weak or inconsistent leadership can have significant negative consequences for officers, teams, and the organisation as a whole. Despite this, relatively little is known about how effective police leaders are actually developed. According to Schafer (2009), leadership skills are best cultivated through a combination of education, operational experience, and mentorship, he also identified that leadership development is directly impacted by limited resources, aspects of police culture, and inconsistent leadership. Senior officers and decisions can all hinder the growth of effective leadership behaviours. This wider context reinforces the importance of developing adaptable, reflective leaders at every level of policing. My own experience illustrates how officers must often rely on their judgement and leadership ability in moments where formal structures or guidance may not be immediately available, making strong leadership not just beneficial, but essential to safe and effective practice. This is particularly relevant in policing, where incidents can escalate rapidly and there is not always time to move up the chain of command. When every officer possesses strong leadership skills—whether through clear communication, calm decision‑making, or the ability to coordinate others it strengthens the overall resilience and effectiveness of the team. Ensuring that leadership capability exists across all ranks means that critical decisions can be made promptly and ethically at the point of need, rather than waiting for supervisory direction. This reinforces why leadership development must be prioritised throughout policing, not only for those in formal supervisory roles but for all officers who may find themselves required to lead in high‑pressure situations (Russell, Broomé and Prince, 2015).


Reflective learning is a major benefit to leadership because it helps officers turn experience into genuine professional growth rather than simply moving on to the next incident. By taking time to analyse what went well, what could have been improved, and how decisions were made under pressure, leaders develop a deeper understanding of their own behaviour and its impact on others. This process strengthens self‑awareness, which is a core component of effective leadership, as it allows officers to recognise their strengths, identify blind spots, and adjust their approach in future situations. Reflective learning also encourages continuous improvement, helping leaders adapt to new challenges, refine their communication, and make more informed decisions. In policing, situations are unpredictable and often fast moving. This ability to learn from experience is essential. It ensures that leadership skills evolve over time, leading to more confident, ethical, and resilient decision making across the organisation (Muhammad ATHAR Hussaın, Mehmood and Sultana, 2011).


In conclusion, reflecting on this incident has reinforced several key learning points about leadership within policing. Firstly, it is clear that leadership in operational environments is inherently dynamic and situational. No single style is universally effective, and officers must be able to adapt their approach as circumstances evolve. It is beneficial when clear direction is given during high risk, time critical moments to adopting a more supportive, collaborative stance once the immediate threat has passed. While leadership models and organisational policies offer valuable structure, they cannot account for every nuance of real world policing. Their effectiveness depends on flexible, thoughtful application rather than rigid adherence.


This experience also highlighted the essential role of reflective practice in developing strong leadership. Taking time to analyse my decisions, actions, and emotional responses has helped me better understand my strengths and identify areas for improvement. Reflective learning ensures that each incident contributes to ongoing professional growth rather than becoming an isolated event. Overall, the incident strengthened my appreciation of what effective leadership looks like in practice. It demonstrated the importance of adaptability, self-awareness, and the ability to lead confidently when formal guidance is not immediately available. These insights will continue to shape my development as a police leader moving forward.
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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:





Coaching, mentoring and structured feedback are recognised as essential components of professional development within policing and form key elements of the National Policing Curriculum (Police Superintendents' Association, 2024). These approaches support the transition from initial learning to competent, independent practice by enhancing skills, confidence and reflective capability. They also contribute to meeting organisational expectations around performance, ethical decision making and continuous improvement (Staller, 2021). This essay will examine the role of coaching, mentoring and feedback within the policing context, drawing on established theories and models to explore how these practices support learning, development and workplace performance. Each component will be considered in turn to provide a critical reflection on their value and application.

A mentor can be described as a knowledgeable and experienced individual who supports the growth of someone less experienced by offering guidance, encouragement and constructive challenge. Within professional environments, mentoring usually involves an ongoing developmental relationship that aims to build confidence, deepen understanding and assist with both personal and career progression. Rather than focusing solely on immediate tasks, mentoring provides broader insight, helping individuals navigate organisational expectations, reflect on their practice and strengthen resilience. By drawing on their own experience, mentors offer valuable perspective while promoting independent thinking, making mentoring an important element of long term professional development (McLaughlin , 2010). According to Clutterbuck (2014), sponsored mentoring is a directive form of mentoring in which the mentor holds significant influence over the mentee’s performance and career progression. In this model, the mentor often sets expectations, monitors progress and provides corrective guidance, making the relationship similar to traditional coaching. Because the mentor has authority or organisational status, they may also use their position to create opportunities for the mentee. However, Clutterbuck notes that this power imbalance can limit openness, as individuals are less likely to discuss weaknesses with someone who has influence over their future. As a result, sponsorship mentoring is less suited to deep reflection and long‑term personal development compared with developmental mentoring. Sponsored mentoring is present in the police as when a trainee first joins their shift, they are assigned a ‘tutor’ who acts as a mentor to help them overcome their initial probationary period. A tutor can also be considered a coach and as someone to turn to when needing help (College of Policing, 2022a).

Coaching is widely recognised as a structured approach to developing an individual’s skills, confidence and overall potential within the workplace. It typically involves focused one to one support aimed at enhancing performance or helping a person work towards clearly defined goals. Effective coaching can also assist individuals in identifying and addressing challenges before they escalate, promoting healthier and more sustainable working practices. While coaching is most successful when the individual has a clear sense of what they want to achieve, the coaching process itself can help clarify these aims. By encouraging self‑reliance, ownership and responsibility, coaching not only strengthens specific skills and behaviours but also fosters creativity and the generation of new ideas, contributing to improved professional performance (Government Skills, 2026). Downey (2003) goes on to define coaching as “the art of facilitating the performance, learning and development of another,” emphasising the coach’s role in enabling individuals to think more clearly and take responsibility for their own progress. His definition highlights that coaching is not a directive process but a collaborative one, centred on questioning, reflection and the development of self‑awareness. By positioning the coach as a facilitator rather than an instructor, Downey reinforces the idea that effective coaching supports individuals in unlocking their potential and becoming more autonomous in their decision making. This perspective complements broader understandings of coaching as a developmental tool that enhances performance, confidence and independent problem‑solving within professional environments.

After completing my initial six months of classroom based training, I entered my first operational phase with very limited practical experience and had not yet interacted with members of the public in the role of a police officer. This transition from theory to practice felt significant, and it was during this period that my tutor played a vital coaching role in shaping my early development. Recognising my lack of real world exposure, they created a supportive learning environment in which I could begin to apply legislation, policy and procedure with growing confidence. Before attending incidents, my tutor encouraged me to talk through my decision making, prompting me to consider relevant powers, potential risks and the rationale behind each action. This reflective questioning helped me develop clearer reasoning and ensured I understood not only what to do, but why it was appropriate. This is the most effective way of preparing for potential scenarios and planning to tackle them (College of Policing, 2013a).



Their coaching extended beyond operational decision making. When faced with tasks such as statement writing or managing incidents, I was able to turn to them for guidance and reassurance. Rather than simply providing answers, they modelled good practice and then encouraged me to attempt tasks independently, stepping in only when necessary. This approach helped me build competence gradually while still feeling supported. After each incident, my tutor facilitated reflective discussions, encouraging me to evaluate what had gone well, what could be improved and how I might approach similar situations in the future. These conversations were instrumental in developing my ability to self-assess and learn from experience. This was particularly important as CET (2025) states, that giving direct instructions may appear efficient, however relying solely on telling others what to do often limits long‑term development. This approach can lead to dependency, as individuals become accustomed to waiting for guidance rather than thinking independently. It can also restrict creativity, since the coaches preferred method tends to dominate and alternative ideas are overlooked. When only one viewpoint is prioritised, others may withdraw, reducing the diversity of perspectives within the team. Ultimately, this style can weaken personal ownership, as people may follow instructions without feeling genuinely responsible for the outcomes.



Importantly, my tutor consistently promoted independent thinking. As my confidence grew, they deliberately reduced the level of direction they provided, allowing me to take the lead at incidents and make independent decisions. This gradual shift in responsibility helped me develop resilience and a sense of ownership over my practice. Their coaching style balanced support with challenge, enabling me to progress from a classroom learner to a more capable and reflective operational officer. This period of guided development laid the foundation for my ongoing professional growth and helped me transition more smoothly into the demands of frontline policing. Reflectively, they were instilling a reflective cycle much like that of Kolb’s reflective cycle (Kolb, 2015).


Coaching played a central role in helping me meet both personal and organisational goals during my early development as a police officer. Through guided reflection, structured questioning and supportive challenge, I became more confident in applying legislation, managing incidents and making sound operational decisions. This growth aligned with organisational expectations around professionalism, accountability and effective problem solving (London, 2013). At the same time, coaching helped me build personal resilience, improve my communication skills and develop greater independence in my practice. By strengthening my competence and decision‑making, coaching enabled me to contribute more effectively to public safety and the wider aims of the police service (Lexipol, 2021).


Within policing, mentoring is an essential mechanism for developing competent, confident and ethically grounded officers. Reflecting on my own experience, the presence of a supportive and knowledgeable Sergeant has been invaluable in shaping my early professional growth. Rather than providing direct instructions, this Sergeant acts as a mentor by offering guidance that encourages thoughtful decision making and a deeper understanding of the complexities of frontline policing. Their approach reinforces the importance of balancing legislation, risk, proportionality and public interest, all of which are core principles that underpin effective and accountable policing. A key strength of this mentoring relationship is the emphasis on reflective practice. After challenging incidents or unfamiliar situations, the Sergeant facilitates discussions that help officers analyse their actions, identify learning points and consider alternative approaches. This reflective space promotes continuous improvement and supports the development of professional judgement (Sadri and Tran, 2002). It also reinforces organisational expectations around transparency, integrity and maintaining public confidence.


In addition to operational guidance, the mentor provides broader career support, helping officers understand organisational culture, navigate professional challenges and recognise opportunities for development. By modelling high standards of conduct, communication and leadership, the Sergeant demonstrates what effective policing looks like in practice (Bradford et al., 2025). Their influence encourages officers to adopt similar behaviours, contributing to a culture of professionalism and accountability. Ultimately, mentoring in policing extends beyond individual support; it strengthens the organisation as a whole. By helping officers develop sound judgement, resilience and ethical awareness, mentors contribute directly to safer communities and improved public trust (Government Events, 2024). This form of guidance ensures that officers not only meet operational demands but also grow into reflective, responsible practitioners who uphold the values of the police service.


Mentoring has played an important role in shaping my development as a police officer, particularly through the structured feedback I have received in professional development review’s (PDR) and post incident debriefs (College of Policing, 2023b).  These opportunities for reflection allow experienced supervisors to highlight strengths, identify areas for improvement and reinforce good practice. Post‑incident debriefs, in particular, provide a timely space to analyse decisions, consider alternative approaches and understand how actions align with legislation, policy and public expectations (Police Executive Research Forum, n.d.). Similarly, PDR discussions offer a more formal review of progress, helping to set clear objectives and support long‑term career development. Through this ongoing feedback, mentoring has strengthened my professional judgement, improved my confidence and ensured that my performance continues to meet organisational standards.

In conclusion, coaching and mentoring have both been fundamental to my development as a police officer, shaping the way I approach decision making, professional growth and the responsibilities of the role. Coaching provided the structured, facilitative support necessary during the early stages of my operational learning, helping me translate theoretical knowledge into practical competence. Through guided questioning, reflective discussions and opportunities to take increasing ownership of tasks, coaching strengthened my confidence and ability to make sound, lawful decisions in dynamic situations. This approach not only enhanced my individual performance but also aligned with organisational priorities around accountability, professionalism and effective service delivery. Mentoring has complemented this by offering long term guidance and a broader perspective on policing practice. Through regular feedback, including PDRs and post incident debriefs, mentoring has helped reinforce good practice, highlight areas for improvement and support my ongoing career development. The insight and experience shared by senior officers have encouraged reflective thinking, ethical awareness and a deeper understanding of organisational expectations. Mentoring also contributes to a culture of learning within policing, ensuring that officers continue to develop the judgement, resilience and communication skills required to maintain public confidence. Together, coaching and mentoring have provided a balanced framework for growth, enabling me to develop both operational competence and professional maturity. These developmental processes not only support individual officers but also strengthen the wider organisation by promoting consistent, ethical and effective policing.
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