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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 undertake a critical assessment of the College of Policing's contribution to the professionalisation of policing in the United Kingdom. Additionally, I will demonstrate how I am actively embodying the responsibilities of a modern police officer as I approach the conclusion of my probationary period, while also reflecting critically on the changes in my role during this final year of probation.

Policing in the United Kingdom has undergone significant transformation in recent decades, moving steadily toward a model that embraces evidence-based practice, leadership development, ethical standards, and community-focused service (Williams & Paterson, 2021). Central to this evolution is the College of Policing, established in 2012 as the professional body for policing in England and Wales (Eason & Blandford, 2021). Its role in shaping and professionalising the workforce has become increasingly strategic, particularly in light of major policy frameworks such as the Policing Vision 2025, the Strategic Policing Requirement (SPR), and the College’s own 5-Year Strategy.
As a probationary police constable nearing the end of my initial training period with Gwent Police, I have not only observed the impact of the College’s initiatives on operational practice but have also actively engaged with the expectations of the modern police professional. This essay critically evaluates the College of Policing’s strategic role in professionalising UK policing. It then reflects on how I have worked to fulfil the role of a modern professional officer and how my responsibilities have evolved during my final year of probation. 

The College of Policing was established with a clear remit: to serve as the professional body for policing, promoting high standards in leadership, ethics, training, and evidence-based practice. Its strategic role is underpinned by the belief that policing must be treated as a profession, not merely a vocation. This vision aligns with broader societal and political demands for transparency, accountability, and legitimacy in policing (Pepper, et al., 2024)
In its 5-Year Strategy, the College outlines five strategic objectives: enhancing leadership, embedding evidence-based practice, improving diversity and inclusion, developing learning and professional development, and building trust with communities. These aims form the core of the College’s role in guiding forces toward long-term cultural and structural change (College of Policing, 2025).

A key element of the College’s strategy is the promotion of evidence-based policing. Through its partnership with the ‘What Works Centre for Crime Reduction’ and the development of platforms like the Knowledge Hub, the College ensures officers have access to research and guidance that supports informed decision-making. This has begun to shift the culture of policing from experience-based judgement to a more analytical and data-driven approach (Hunter, et al., 2017).
The emphasis on evidence-based policing is particularly relevant given the complex nature of modern crime and public safety challenges. By making research accessible, the College enables officers at all levels, not just senior leaders—to make decisions that are both operationally effective and ethically defensible.
However, critics argue that evidence-based policing is still underutilised at frontline level. Research by (Lum, et al., 2025) suggests that while evidence-based policing is widely endorsed in theory, practical implementation remains inconsistent. This highlights a gap between strategic ambition and operational reality, and places responsibility on forces like Gwent Police to create time, training, and incentives for officers to embed evidence-based policing in daily practice.

Another major strategic intervention by the College has been the introduction of the Policing Education Qualifications Framework (PEQF). The PEQF represents a foundational shift in police training and recruitment, standardising entry routes and ensuring that new officers are equipped with critical thinking, legal knowledge, and reflective practice skills. This framework reflects a wider professionalisation trend comparable to other public services like nursing or social work.
While the PEQF has faced criticism, particularly over concerns about academic workload and its applicability to frontline tasks, it nevertheless supports the long-term aim of developing officers who are adaptive, reflective, and ethically grounded. For probationary officers like me, this approach fosters habits of critical reflection and evidence-informed practice from the outset (Police Federation , 2019).

The College’s role in developing ethical leadership is another cornerstone of its strategy. Through leadership programmes such as the Senior Leadership Development Programme and the Strategic Command Course, it seeks to cultivate a culture of integrity and strategic thinking across all ranks. The Code of Ethics, introduced in 2014 and reviewed in 2022, sets clear expectations around fairness, integrity, and accountability. It serves both as a behavioural guide and as a framework for decision-making under pressure (Esteves, 2024).
The College also plays a key role in promoting diversity and inclusion. This is reflected in its strategies to improve recruitment and retention of officers from underrepresented groups, and in its guidance on tackling bias within policing culture. While progress is ongoing, the strategic emphasis on inclusive professionalism marks a significant step forward in reforming the institutional image and culture of policing.

Despite its strategic clarity, the College of Policing has faced scrutiny. Critics highlight issues around accessibility of resources, the pace of reform, and the extent of its influence over operational priorities. Some officers perceive the College as detached from the realities of frontline work, raising concerns that strategic ambitions do not always translate into meaningful change on the ground.
Moreover, the College's reliance on guidance rather than statutory power means that implementation is largely dependent on individual forces. While the College provides a strategic blueprint, it is ultimately up to Chief Constables and Police and Crime Commissioners (PCCs) to embed its principles into local practice. This decentralisation can lead to variability in professional standards across forces.
Nonetheless, the College’s role as a strategic driver of professionalisation is clear. It has elevated the conversation about what it means to be a modern police officer and has laid the groundwork for long-term cultural change (Reed & Colover , 2024).

As I approach the end of my probationary period with Gwent Police, I have become increasingly aware of the expectations placed on modern police officers, expectations that go beyond traditional policing functions. The modern officer is expected to be ethical, reflective, data-informed, community-focused, and capable of adapting to a complex and evolving criminal landscape. These expectations are deeply rooted in national strategy documents such as the Policing Vision 2025 and the College of Policing’s 5-Year Strategy, which have guided my development and practice during this pivotal stage in my career (College of Policing, 2025).

Over the past year, my operational responsibilities have grown significantly. I have become more confident in leading investigations, engaging with vulnerable victims, and managing dynamic incidents. These tasks have evaluated my ability to act decisively while remaining within the ethical and legal boundaries outlined in the Code of Ethics.
One example involved responding to a domestic abuse call where multiple safeguarding risks were present. Drawing on College of Policing guidance and my training in the Domestic Abuse Matters programme, I ensured the victim was safeguarded, the evidence gathered was robust, and referral pathways were activated. I also engaged with a multi-agency team the following day, reinforcing the modern approach of partnership working in community safety, a key pillar of the Strategic Policing Requirement (Home Office , 2023).
The strategic role of the College of Policing was evident here, not only in the form of training resources and guidance but also in the way I was expected to embody professional conduct under pressure. These experiences have encouraged me to develop a proactive mindset and a commitment to continuous learning, in line with the Workforce Transformation Strategy, which promotes lifelong development and reflective practice (College of Policing , 2022).

Reflective practice has become a cornerstone of my professional identity. Initially introduced through structured academic assessments, reflective practice now forms a natural part of my daily routine. After complex incidents, I routinely review my decision-making process, considering how I managed conflict, applied legislation, communicated with stakeholders, and upheld ethical principles.
Following a public order incident at a protest, I reflected on my approach to crowd engagement and conflict de-escalation. I recognised areas for improvement in communication, particularly when engaging with agitated individuals. I discussed this with a supervisor during a debrief and followed up with reading on conflict resolution strategies from the College of Policing's Knowledge Hub. This learning informed how I approached a similar event weeks later, demonstrating how reflection can lead to tangible improvements in performance.
Such practices are encouraged by the College’s strategic framework, which positions reflection as key to professional maturity. This approach is also mirrored in the Policing Vision 2025, which promotes a workforce capable of adapting and learning in response to evolving threats (College of Policing, 2025). 

Ethics and legitimacy are central to public confidence (Jackson & Gau, 2016). Throughout my probation, I have worked to uphold the ethical standards set out in the Code of Ethics, which has guided my interactions with both colleagues and the public. In the final year of probation, I have become more attuned to the broader impact of my actions, not just in terms of legal outcomes, but also in how they shape perceptions of police legitimacy.
One example involved a stop-and-search encounter with a young person in a high-crime area. Conscious of the ongoing scrutiny around disproportionality in stop-and-search practices (Ellis, 2010), I took time to explain the grounds for the search clearly and respectfully. I also ensured the encounter was recorded in full and later reviewed it with my tutor constable. This incident reminded me that every action has an impact on community trust, a key theme in the College of Policing’s emphasis on ethical professionalism and cultural reform.
My growing ability to manage such moments reflects not only personal development but also the influence of the College’s long-term strategic focus on building public trust and professional accountability.

The final year of probation has marked a significant transition from novice to independent practitioner. This shift has brought not only greater responsibility but also a deeper understanding of the strategic demands placed on modern police officers. It has required a move away from reliance on close supervision to confident, ethical decision-making in complex and unpredictable environments.

Early in my probation, much of my focus was on reactive policing, responding to calls, following procedure, and completing tasks under supervision. Over time, I have developed the capacity to think more proactively. This includes identifying crime trends in my local area, engaging with partner agencies, and contributing to early intervention strategies.
For instance, after repeated callouts to a neighbourhood experiencing anti-social behaviour, I collaborated with local council representatives to develop a joint intervention plan. This not only reduced incidents but also improved public perceptions of policing in the area. This initiative-taking, problem-solving approach is championed in the Policing Vision 2030, which calls for a more proactive, preventative and intelligence-led policing model (College of Policing, 2025). 

A critical change in the final year has been the expectation of autonomous decision-making. I am now routinely expected to assess risk, apply legislation, and make judgments without immediate supervisory input. This transition has not always been easy, especially in high-pressure situations. However, the training and guidance provided by the College, such as decision-making models have helped me feel more confident in exercising discretion while maintaining accountability.
In one case involving mental health crisis response, I had to weigh public safety against the rights of the individual. Applying the National Decision Model and consulting with healthcare professionals, I made a time-critical decision to detain the individual under Section 136 of the Mental Health Act. Reflecting on this, I recognised how far I had progressed in understanding risk, safeguarding responsibilities, and ethical decision-making (Edwards, 2021).

Perhaps the most significant transformation has been in my sense of professional identity. I now see myself not just as an enforcer of the law, but as a analytical person, communicator, and community partner. This identity aligns with the College’s vision of a modern professional—someone who is competent, reflective, inclusive, and trusted.
Moreover, being part of a national profession brings a sense of pride and responsibility. The College of Policing’s efforts to create a shared professional framework have helped to unify officers across the UK around a common purpose. As I approach full attestation, I feel ready to contribute to this professional community and take on future leadership responsibilities.

To conclude, the strategic role of the College of Policing in professionalising UK policing has been both ambitious and transformative. Through its emphasis on evidence-based practice, ethical leadership, education reform, and inclusive culture, it has laid the foundations for a more competent, reflective, and trusted police service. While implementation challenges remain, particularly at the operational level, the College’s influence is undeniable in shaping the expectations and development of modern police officers.
My final year of probation with Gwent Police has mirrored this strategic direction. I have moved from a reactive, supervised role to one defined by autonomy, reflection, and ethical accountability. Through operational experience, reflective practice, and engagement with national standards, I have worked to fulfil the expectations of the modern professional officer. 
As I transition into the next stage of my career, I do so with a deeper appreciation of my role not just within a local force, but within a national profession committed to serving communities with integrity, transparency, and professionalism.
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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 conduct a critical analysis of my experiences with social media as a tool for informing and engaging the community, as well as for promoting policy initiatives. 

Social media refers to online platforms where users can share information and connect with virtual communities through text, video, photos, and other content (Paljug, 2025). In this reflective exercise, I will employ the Gibbs model of reflection (Williams, et al., 2020) to organise my response. This framework facilitates learning from experiences by allowing an analysis of both successful and less successful elements. The model consists of six stages, beginning with the description stage, where I will provide a concise account of the incident, including the actions I took and the rationale behind them. The second stage, feelings, will involve articulating my thoughts and emotions during the incident. In the third stage, evaluation, I will assess my actions, identifying what I executed effectively and areas for improvement. The fourth stage, analysis, will focus on exploring the reasons behind the outcomes of the incident. In the final two stages, evaluation and action plan, I will reflect on the lessons learned and outline the changes I would implement if faced with an analogous situation in the future.

The incident I have chosen to reflect upon involves my assignment to a missing person case. The individual in question was a 15-year-old male who had left his home late in the evening following a verbal dispute with his mother. In accordance with standard procedure, I proceeded to the residence to perform an address check. Subsequently, I began gathering information from his mother regarding the events that led to his disappearance in order to complete the missing person report. During our discussion, she revealed that he had been struggling with mental health issues over the past few months, stemming from a traumatic event. She noted that in the days prior to his disappearance, he had exhibited signs of increased withdrawal and anxiety. His mother emphasised that he had never gone missing before and that this behaviour was entirely out of character for him. While she could provide the names of friends he might have visited, she was unable to offer further details at that moment. Considering the situation, the level of threat, harm, and risk to the missing individual was assessed as medium risk. Consequently, several officers were dispatched to conduct searches in the surrounding area in an effort to locate him. After several hours had passed, a police inspector outlined the inquiries necessary regarding the missing person, one task involved reaching out to the mother of the male to obtain permission for a social media appeal. Upon contacting her, she revealed that her son frequently used social media, particularly Snapchat, to communicate with his friends. Once permission was secured, I posted the appeal on the police force's Facebook and Twitter accounts. Within 15 minutes, a friend of the missing person responded, indicating they had just been in touch with him and that he was at the local train station. I proceeded to the train station and found the individual, who was safe and unharmed. During our conversation, he shared that he had been experiencing significant distress and had contemplated self-harm and suicide. He acknowledged his mother's efforts to assist him but expressed that the pressure had become overwhelming, prompting him to leave home for some time alone to reflect. I engaged in an extensive discussion with him in my vehicle, offering as much guidance as I could before returning him to the safety of his home and his mother.

Throughout the course of the incident, I experienced a range of emotions. Initially, as the call was being transferred, I was deeply worried about the well-being of the missing individual. In my experience, a young person leaving their home late at night after a verbal dispute typically signals trouble. This concern intensified as I learned more about the circumstances leading to his departure, particularly since it was highly uncharacteristic for him. As time progressed, my anxiety grew, fearing that he might have encountered danger. When the inspector proposed investigating social media, I felt a sense of embarrassment for not having considered that option earlier. Ultimately, when I found the individual safe and unharmed at his home, I experienced a profound sense of relief.

I am confident that my actions during the case were both effective and executed promptly. My diligence and attention to detail facilitated the proper risk assessment and the allocation of officer responses. Nevertheless, I recognise that I should have prioritised the police's use of social media earlier in the process. This approach could have reduced the duration of the male's disappearance and mitigated the risks he faced. Social media functions as an essential resource for police in the acquisition of intelligence, providing a considerable benefit through its swift distribution of information when attempting to collect data, or find missing persons. This is exemplified by the disappearance of Joanna Yeates, Avon and Somerset Police leveraged Facebook to prompt individuals with pertinent information to come forward and CCTV footage was disseminated on YouTube to support the investigation (The Police Foundation, 2014).

Following this incident, I have resolved to use social media at the earliest opportunity and have sought permission to initiate a social media appeal at the outset of my address checks. This approach has proven to be highly advantageous in subsequent calls, and I intend to maintain this practice. 

Using social media for policing purposes offers numerous benefits. It serves not only as a valuable tool for finding missing individuals, but its primary strengths are in delivering information to the public efficiently and affordably. It facilitates communication between the police and local communities, it can be seen as a tool for enhancing trust and collaboration between police and the community (Bullock , 2018). Additionally, it enhances the collection and utilisation of intelligence by enabling police to heed community feedback and gather evidence for investigations through the monitoring of social media content  (The Police Foundation, 2014). 

As of February 2025, the global internet user base reached 5.56 billion, representing 67.9 percent of the total world population. Among these, 5.24 billion individuals, equivalent to 63.9 percent of the global populace, were active users of social media (Petrosyan, 2025). 

Social media provides a valuable avenue for police to engage with 'hard to reach' groups, particularly demographics that are often absent from public forums. For example, younger individuals tend to prefer contacting the police through digital platforms (London Assembly, 2013). Furthermore, it acts as an effective tool for engaging with community members who might otherwise be indifferent or antagonistic (Knibbs , 2013). 

The absence of a social media presence is not a viable choice for police. This necessity arises not only from the rise of new criminal activities, including financial fraud, identity theft, terrorist recruitment, and the online exploitation of children by paedophiles, but also from evolving public service expectations. Citizens now demand quicker responses and the constant accessibility of public services, regardless of their physical location (Bayerl, et al., 2014). 

A report from the Police Foundation accurately highlights the remarkable speed at which social media can be used to solicit witnesses or gather other pertinent information, representing a significant advantage in intelligence collection. This is exemplified by the incidents related to a playoff in the 2011 Canadian Stanley Cup hockey tournament on June 15th, which, as noted by Trottier, marked a pivotal moment for the integration of social media in policing efforts (Trottier, 2012). The event under discussion occurred in Vancouver when the home team suffered a loss to Boston. Following this defeat, approximately 100,000 individuals gathered in the city centre, engaging in acts of arson against vehicles and vandalising storefronts. Within an hour of the unrest beginning, thousands of residents took to Facebook, aiming to express their indignation and share photographic and video documentation in an effort to hold those involved accountable. According to (Trottier, 2012), the initiative attracted more than 100,000 users, accumulated over 5 million views, and generated numerous photographs within a span of just five days. The participants were convinced that this form of public shaming, facilitated by visibility, serves as a powerful deterrent against future occurrences. Users actively submitted images, names, and detailed accounts of incidents. The police significantly benefited from the thousands of photographs and hundreds of videos they obtained.

Later that same year, the Metropolitan Police Service adopted a similar strategy in their efforts to hold accountable those involved in the London riots. As part of their initial strategy to identify suspects through crowdsourcing, the Metropolitan Police Service uploaded CCTV and photographic evidence of the individuals in question to the Flickr platform, while also using Twitter to enhance public awareness of the ongoing campaign. Additionally, the police encouraged the public to contribute their own images and videos from the events (Crump, 2011). Within just one day of being shared, the Flickr images were retweeted over 8,500 times and garnered 4.3 million views, demonstrating the significant potential of social media for enhancing police intelligence efforts (The Police Foundation, 2014).

In a subsequent article, (Trottier , 2015) highlighted the significant role that Open-Source Intelligence (OSINT) can play in assisting police in both predicting and potentially mitigating instances of disorder. They initiate their analysis by referencing a prior investigation conducted by (King & Waddington , 2004), which examined the community tensions that preceded the 2001 riot in Burnley, a textile-manufacturing town in East Lancashire.  (Williams , et al., 2013) rightly suggested that if social media had been accessible in 2001, one could reasonably contend that the tensions resulting from extreme far-right political agitation would have been evident in social media discussions, thereby revealing additional factors that were contributing to, and potentially predicting, the rise of this civil unrest.

Research indicates that police have increasingly utilised social media platforms to engage with local communities, thereby mitigating the risk of large-scale public disturbances. A notable instance of this occurred in January 2010, when Staffordshire Police integrated social media, primarily Twitter and Facebook into Operation Chime. This initiative was launched in response to a protest organised by the far-right English Defence League, alongside a counterdemonstration by opposing political factions. In preparation for the event, the police enhanced their presence on relevant social media channels, adopting the hashtag #policingstoke. On the day of the protest, they facilitated a 'live' Twitter feed, while two police media representatives monitored social media activity, which proved to be effective. Throughout the operation, key messages regarding the management of the protests were disseminated via Twitter and Facebook. The thorough monitoring allowed the police to address public inquiries and counteract misinformation regarding potential disorder in residential areas. Following the operation, a video was uploaded to YouTube, highlighting police actions and providing information about the policing efforts (National Policing Improvement Agency (NPIA), 2010).

While there are numerous benefits to utilising social media for policing purposes, there are also several disadvantages. (Bullock, 2018) argues that the police's predominant reliance on Twitter, coupled with their hesitance to engage with other media platforms, stems from a perception among senior officers that Twitter is a simpler and less time-intensive option. Bullock warned that this approach may unintentionally limit the outreach of community policing teams, resulting in a focus on an audience primarily composed of well-educated, affluent, younger adult males (Bullock , 2018).

The presence of adequately trained personnel is essential for the successful operation of police social media systems; however, possessing the necessary technological infrastructure is equally vital. The 2011 riots highlighted that the mechanisms in place for extracting intelligence from substantial volumes of social media data often fell short, failing to process information swiftly enough to effectively guide on-the-ground strategies and tactics (The Police Foundation, 2014). Social media participants frequently cultivate unique cultures of communication and engagement that are specific to individual platforms, making them susceptible to misunderstanding. Additionally, the messages shared may be misleading, false, and characterised by exaggeration and bravado (Dencik , et al., 2018).

In summary, engaging with social media is essential to address the continually rising demand for crime prevention and safety concerns on a national scale. Criminal behaviour is evolving and becoming increasingly sophisticated due to technology, with a significant amount of crime now perpetrated through various electronic devices. Police forces must enhance their online presence to effectively combat the growing threat posed by cybercriminals. Nevertheless, the preceding analysis indicates that it is crucial for police to uphold traditional methods of communication and investigation to ensure inclusivity for all community members and to adequately address inquiries related to crimes that do not involve technology.
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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:

In this essay, I will conduct a critical assessment of my adaptability in leadership during a policing incident. Additionally, I will analyse the leadership strategies I have formulated to effectively manage various operational scenarios.

In this reflective exercise, I will employ the Gibbs model of reflection (Williams, et al., 2020) to organise my response. This framework facilitates learning from experiences by allowing an analysis of both successful and less successful elements. The model consists of six stages, beginning with the description stage, where I will provide a concise account of the incident, including the actions I took and the rationale behind them. The second stage, feelings, will involve articulating my thoughts and emotions during the incident. In the third stage, evaluation, I will assess my actions, identifying what I executed effectively and areas for improvement. The fourth stage, analysis, will focus on exploring the reasons behind the outcomes of the incident. In the final two stages, evaluation and action plan, I will reflect on the lessons learned and outline the changes I would implement if faced with an analogous situation in the future.

A leadership style refers to the methods, characteristics, and behaviours that a leader uses to direct, motivate, and manage their teams. This style is shaped by numerous factors, including the leader's personality, values, skills, and experiences, and it can significantly impact the effectiveness of their leadership. Additionally, a leader's approach affects the development of strategies, the implementation of plans, and the adaptation to changes, all while considering the expectations of stakeholders and the well-being of their team (IMD, 2025).
The past few years have presented numerous challenges for police. Police officers function within intricate social and political contexts. It is essential for police leadership to possess the skills necessary to navigate these demanding circumstances. Currently, police leaders face a variety of challenges, including the emergence of new technologies such as body-worn cameras (Lofstrand & Blackman, 2021), reputational issues exemplified by movements like Black Lives Matter, and social upheaval resulting from the COVID-19 pandemic (Moura & Borges, 2023). The need for consistent and professional leadership has become increasingly critical. Although various leadership styles exist, some are more commonly observed in the management of police officers. This discussion will examine three distinct leadership styles and evaluate their effectiveness in navigating difficult circumstances. Namely, autocratic leadership, Transformational leadership and Laissez-faire leadership. In policing, various leadership positions exist, ranging from the Chief of Police to the Sergeant, each ascending through a structured hierarchy. At the base of this hierarchy lies the role of a police officer, which is considered a non-managerial position. However, they can still demonstrate leadership at the incidents they attend routinely (Miller , 2020)

The autocratic leadership approach, often referred to as authoritative leadership, involves the leader making decisions independently, with minimal or no contributions from team members. The leader exerts control over all choices, relying primarily on their own perspectives and beliefs, while largely disregarding the insights of subordinates. While maintaining a clear chain of command is essential in a paramilitary organisation, this leadership style is generally viewed as the least effective within policing (Chukwusa, 2018). Authoritative leaders are frequently described as visionary figures. Those who embrace this leadership style view themselves as mentors to their followers. Leaders exhibiting authoritative characteristics are adept at inspiring and motivating their teams. They offer overarching guidance while also delivering feedback and encouragement, fostering a sense of achievement among team members. The effectiveness of the authoritative leadership style is significantly enhanced by the leader's effort to understand each team member individually. This personalised approach enables leaders to offer tailored guidance and feedback, facilitating individual success. Consequently, authoritative leaders must be flexible, especially as their teams expand in size. While authoritative leadership is characterised by a hands-on approach, leaders must exercise caution to avoid micromanagement. This tendency can overwhelm team members and lead to negative feelings within the group (IMD, 2025). Authoritative leadership is characterised by a strict adherence to rules and a strong emphasis on maintaining order, often resembling a military structure. In such environments, leaders maintain complete control over their teams, with subordinates expected to comply without providing feedback or sharing their ideas. As a new generation of police officers begin to enter the field, this rigid leadership style is proving less effective than it once was. Consequently, numerous modern leaders are seeking alternative methods to lead, motivate, and engage their teams (Fritsvold, 2025).

The transformational leadership approach gained prominence following the publication of political sociologist James MacGregor Burns' influential work, "Leadership," in 1978. A transformational leader leverages their charisma to inspire and connect with others, thereby enhancing team motivation. Such leaders are attuned to the needs of their team members and strive to understand what drives them. They adopt a personalised approach, emphasising the collective good and prioritising the insights shared by their team. In the context of policing, an executive leader who embodies transformational leadership not only inspires their team but also addresses the needs of the community they serve. These leaders focus on enhancing performance for both the agency and the community, ensuring that all stakeholders reach their full potential. They foster an environment of creativity and innovation while promoting a supportive atmosphere through active listening, which benefits not only their organisation but also the wider community. Thus, the transformational leadership style is particularly effective for leading police officers, as it integrates the strengths of various leadership approaches while valuing the contributions of others. It is crucial for police officers, to be guided by charismatic executive leaders who inspire trust and accountability in their decisions, while upholding professionalism and integrity. Simultaneously, the community requires a charismatic police officer who can cultivate confidence and trust through appropriate engagement with both their subordinates and the public they serve (Denton, 2020). An individual who adopts the transformational leadership style cultivates unity, strengthens relationships, generates enthusiasm, and ignites passion among the group. Transformational leadership is characterised by its emphasis on change and evolution. Leaders who embrace this style aim to motivate their followers to realise their full potential, encouraging them to achieve goals they may have previously deemed unattainable. This leadership approach is particularly effective in organisations seeking to implement substantial changes or transformations. Key attributes of transformational leadership include a forward-looking perspective (Ismail, 2018).
Transformational leaders consistently focus on the future, contemplating the necessary actions to fulfil the organisation’s objectives. They inspire their followers to adopt a similar outlook. Transformational leaders are adept at navigating change, recognising its essential role in achieving organisational success. They actively work to help their followers embrace change and adapt accordingly. Transformational leaders recognise the inherent potential in each of their followers. They are dedicated to nurturing the individual strengths and capabilities of their team members, enabling them to achieve their maximum potential (IMD, 2025). Transformational leadership emphasises a "people-oriented strategy" designed to inspire, empower, and motivate team members. Leaders who adopt this approach collaborate with their subordinates to foster a commitment to a common vision and organisational objectives, promoting innovation and creativity in the process. These leaders are inclusive, taking into account the distinct needs, skills, and motivations of each individual. They typically maintain an "open door" policy to encourage more regular and honest communication (Fritsvold, 2025). Transformational leadership is characterised by its ability to inspire employees to transcend their personal interests and enhance their performance. In contrast, transactional leadership emphasises adherence to established roles and responsibilities rather than the encouragement of innovative endeavours. While these two leadership styles are often compared, they are not mutually exclusive; leaders may exhibit both styles depending on the circumstances (Ndisya, 2016). 
The limited evidence available indicates that transformational leadership styles may be more effective in promoting innovative behaviour. A study conducted in the Netherlands involving employees of a government agency revealed that line managers exhibiting transformational leadership traits were more likely to encourage innovation among their staff, particularly among those who felt confident in their roles. Transformational leaders are characterised by their ability to communicate a compelling vision for the future and their commitment to mentoring their employees. Conversely, even employees who felt empowered showed reduced innovation when they perceived their leaders as employing transactional leadership styles. Additionally, employees lacking a sense of empowerment were found to be unaffected by the leadership style of their supervisors (Ordon, et al., 2019). Police leaders who aim to motivate their teams, establish a clear vision, provide intellectual engagement, and resonate with the moral values of their followers are often perceived as more effective than those who do not. Research suggests that such leaders can positively influence their subordinates' commitment to the organisation, as well as their readiness to go above and beyond in their efforts and adhere to directives (Campbell & Kodz, 2011). 

Lastly, the Laissez faire leadership approach stands in stark contrast to the authoritarian leadership style. Leaders who adopt a laissez-faire method refrain from making decisions themselves, instead empowering their team or subordinates to take the lead in decision-making. This approach relies heavily on the staff to navigate all decisions, irrespective of the circumstances. In the context of policing, such a non-interventionist strategy is less than ideal, as it is essential for leaders to provide direction. Under the laissez-faire model, subordinates are expected to be intrinsically motivated initiative-takers (Houlihan, 2020). However, within any department, there exists a diverse range of employee attitudes, with some exhibiting a proactive approach while others may adopt a more complacent, "retired-on-duty" mindset (Denton, 2020). Often termed the "delegative leadership style," the laissez-faire leadership style emphasises empowering team members by granting them autonomy. This approach is recognised as one of the least interventionist forms of leadership, effectively meaning "let them do." Consequently, it is characterised as a highly hands-off leadership method. Leaders who embrace this style place their trust in employees, relying on them to fulfil their responsibilities without micromanaging or excessively intervening with feedback or guidance. Instead, delegative leaders encourage team members to leverage their creativity, resources, and expertise to achieve their objectives. This leadership approach can be effective when team members are skilled and take ownership of their tasks. However, it may also result in conflicts among team members and potentially create divisions within the group (Houlihan, 2020). 
Newcomers may find it difficult to adjust to this leadership style, and existing staff might struggle to discern who holds ultimate authority and accountability for results. Therefore, it is essential to monitor this leadership style closely (IMD, 2025). Research suggests that police leaders who engage in passive leadership, effectively neglecting their leadership responsibilities, are generally perceived as less effective. Furthermore, there is evidence to indicate that such leadership styles can adversely affect the motivation of subordinates to go above and beyond in their efforts (Campbell & Kodz, 2011).


The incident I have chosen to reflect on pertains to my response to a road traffic collision involving three vehicles. This collision took place on a heavily trafficked road, necessitating a closure of the area. One individual sustained a severe leg injury and required immediate medical assistance. Upon arriving first at the scene and recognising the seriousness of the situation, I promptly requested additional police support. While waiting for the extra officers to arrive, I approached all parties involved to evaluate their injuries and determine the necessary response time for healthcare professionals. Fortunately, an off-duty paramedic was present at the scene. Shortly thereafter, my colleagues arrived, and I briefed them on the situation. During this phase, I employed an autocratic leadership style, assuming full responsibility for assigning tasks to the officers, as I was the first on the scene and possessed information about the collision that they did not. I directed one officer to block the road to prevent any additional hazards from entering the area and potentially causing further injuries. Another officer was assigned to gather the details of all individuals involved while I contacted the ambulance service to relay the circumstances and assist the off-duty paramedic in stabilizing the injured parties. As the ambulance arrived and the individual with the significant leg injury was transported to the hospital, the situation began to stabilize, allowing for a more measured approach. Given that my colleagues had more experience and had overseen numerous road traffic collisions, I shifted to a laissez-faire leadership style, permitting them to conduct the necessary inquiries, confident in their ability to manage the situation effectively.

In the midst of the high-pressure situation, I experienced significant stress to ensure that the casualty received the necessary medical care and that my colleagues were adequately informed and assigned their tasks, leaving no details overlooked. However, as the intensity of the situation began to diminish, I found myself able to relax and delegate more responsibilities to my team members. 

My actions were appropriate, and my leadership approach was timely throughout the incident. Should an analogous situation arise in the future, I would embrace a transformational leadership style, recognizing the expertise and capabilities of my colleagues. This approach would facilitate a more balanced distribution of responsibilities, alleviating the pressure on me alone.
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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 engage in a critical reflection on my three-year probationary period. I will examine the advantages I have gained from mentoring and coaching, and how these experiences have facilitated the achievement of my personal, professional, and organisational objectives.

The transition from a policing student to a fully operational officer is a significant developmental journey. The three-year probation period within the UK professional policing degree framework is designed to support this transition by embedding learning through operational exposure, structured reflection, and professional guidance. Central to this process are coaching and mentoring, both of which provide the scaffolding necessary for probationers to grow into competent and confident police officers. This reflection critically explores how mentoring and coaching have benefited my development, supported the achievement of personal, professional, and organisational goals, and contributed to my ability to learn, develop, and perform in the workplace. Relevant theories and models of coaching and mentoring, particularly within a policing context, will be integrated to demonstrate the impact of structured support on officer development.

Mentoring and coaching are frequently used interchangeably, yet they represent distinct forms of professional development. According to (Sarpong, 2022), mentoring is a relationship in which a more experienced individual offers guidance, advice, and support over an extended period. Coaching, on the other hand, is more performance-focused and often shorter term, involving structured dialogue to unlock an individual’s potential (Whitmore, 2017).
In the context of policing, mentoring is typically undertaken by experienced officers who support new recruits by sharing tacit knowledge, helping them navigate the organisational culture, and reinforcing ethical standards. Coaching in policing often aligns with performance management, focusing on skill development, situational judgment, and operational decision-making (Jones, et al., 2016).

Coaching and mentoring fundamentally consist of conversations. However, these are not ordinary discussions; they involve a deliberate and skilful application of interpersonal communication that facilitates and accelerates change, growth, and development. It facilitate individuals in cultivating their own thought processes and discovering personal solutions to the challenges they encounter, as well as in capitalising on opportunities for growth. Coaching primarily represents a personalised and inquiry-driven approach to learning. It is facilitated by an individual who assists learners in identifying resources that they can subsequently explore, investigate, and assimilate at their own pace (Parsloe, 2022). Mentoring involves a relationship in which an individual with greater experience or expertise provides support, counsel, and direction to assist a less experienced individual in their development and advancement (Police Superintendents' Association , 2025).


Cognitive behavioural coaching is an effective approach employed in coaching to promote behavioural change and eradicate detrimental patterns. The Cognitive Behavioural Model/Coaching (CBC) operates on the principle that our thoughts (cognition) shape our emotions, which in turn affect our actions (behaviour). Understanding these interrelationships is crucial for effective coaching. In the context of coaching, the CBC approach is informed by empirical research on 'meta-cognition' and 'self-regulation.' Meta-cognition involves the awareness and evaluation of one’s own thoughts, feelings, and behaviours. Throughout the coaching journey, the person being coached must implement both cognitive and behavioural adjustments to reach their objectives. To facilitate this process, it is essential to examine the psychological mechanisms or 'meta-cognitive' skills that enable an individual to navigate the coaching cycle and manage their thoughts and behaviours effectively. The cognitive behavioural model serves as a practical framework that streamlines this process. Cognitive behavioural coaching offers numerous advantages, such as improving self-awareness and self-reflection, recognising and confronting limiting beliefs, fostering new thought and behaviour patterns, and cultivating resilience and adaptability (Engage , 2020). 

Kolb formulated a learning model known as 'experiential learning,' which initiates with a tangible experience. This process unfolds through three subsequent stages: reflection, analysis, and evaluation. Following these stages, the insights gained culminate in a new experience, thereby restarting the cycle.
Experiential learning serves as a framework that emphasises learning through direct engagement, illustrating how individuals acquire knowledge via their experiences. Kolb characterises this process as a continuous cycle consisting of four distinct stages: concrete experience, reflective observation, abstract conceptualisation, and active experimentation. Concrete Experience, this initial stage involves active participation in an activity, highlighting that mere observation or reading is insufficient. Examples include performing an experiment, cycling, or developing a website. Reflective Observation, in this phase, individuals take a step back to contemplate their experiences, linking their emotions and thoughts to what transpired. This reflection involves considering lessons learned and posing questions regarding the effectiveness of the experience, what succeeded and what fell short? Abstract Conceptualisation, during this stage, learners begin to identify patterns, theories, and principles that elucidate their experiences, while also formulating concepts that can be evaluated in the subsequent phase. If the previous stage focused on identifying successful elements, this one shift to exploring the underlying reasons for those outcomes. Active Experimentation, in the final stage, individuals apply their newly developed ideas, seek feedback, and design the next experience, thereby establishing a foundation for the cycle to commence anew (Pearce , 2025).

Throughout my probation, mentoring has played a foundational role in building my professional identity. My assigned mentor, an officer with 4 years of service, helped me understand not only procedural elements but also the less tangible aspects of policing such as emotional resilience, ethical decision-making, and interpersonal dynamics with both colleagues and the public.
For example, in my early months on response duties, I struggled with managing high-stress calls. My mentor used Gibbs' Reflective Cycle (Williams, et al., 2020) to help me unpack a particularly challenging domestic incident. By reflecting on what happened, what I was feeling, what went well, and what could be improved, I became more self-aware and developed stronger coping strategies. This reflective practice encouraged and guided through mentoring, led to significant personal growth.
Coaching, in contrast, was instrumental in performance enhancement. During a rotation in neighbourhood policing, my supervisor adopted a coaching approach by setting clear goals and facilitating problem-solving discussions. For instance, when working on anti-social behaviour initiatives, the coaching model known as GROW (Goal, Reality, Options, Will) was applied (Whitmore, 2017). This helped me identify community priorities, understand current strategies, explore innovative interventions, and commit to an action plan. Not only did this improve my confidence, but it also enhanced my ability to independently manage small-scale community projects.

Effective mentoring and coaching are closely aligned with organisational objectives, particularly those related to officer retention, performance, and public trust. Through mentoring, I internalised the values of the force integrity, fairness, respect, and accountability, which in turn influenced my everyday decisions and interactions.
Furthermore, structured feedback mechanisms supported by mentoring and coaching contributed directly to performance reviews and developmental conversations. For example, the Professional Development Review (PDR) process incorporated mentor feedback on my handling of a hate crime investigation. By receiving targeted developmental advice, I was able to refine my victim-focused approach, thereby aligning with the organisational goal of improving victim satisfaction and outcomes.
In another instance, coaching contributed to meeting broader organisational goals such as crime prevention. While collaborating with local schools on crime awareness, coaching conversations helped me tailor messaging and delivery strategies for diverse audiences, enhancing engagement and reinforcing the force’s commitment to community-based policing.

Mentoring and coaching have significantly shaped my learning style and professional capabilities. In line with Kolb's (1984) experiential learning theory, policing offers continuous opportunities to gain experience through doing. My mentor facilitated these learning experiences by encouraging critical thinking post-incident, asking reflective questions, and promoting deeper understanding of complex policing scenarios (Engage , 2020). 
On the development front, coaching has helped me build essential skills, including conflict management, leadership, and effective communication. These skills were particularly important during my attachment with the CID, where I was coached on investigative strategies. Through scenario-based learning and debrief sessions, I was able to progress from observation to taking the lead on minor cases with confidence.
Moreover, coaching contributed to developing emotional intelligence which is increasingly recognised as crucial in modern policing (Tschannen-Moran & Carter , 2016). My coach often highlighted the importance of empathy during victim interviews and encouraged mindfulness techniques to manage stress. This not only improved my workplace performance but also enhanced my well-being.

Several theories underpin the effectiveness of mentoring and coaching in policing. Dr Schon’s concept of the reflective practitioner is particularly relevant (Van den Bossche & Beausaert, 2011). Policing requires constant reflection-in-action and reflection-on-action. Mentoring supports the latter by enabling structured debriefs and learning from past incidents. Coaching complements this by developing competencies in real-time decision-making.
Clutterbuck’s Mentoring Maturity Model outlines stages of development from dependence to independence (Clutterbuck, et al., 2017). Reflecting on my own journey, I progressed through these stages—initially reliant on guidance, then gradually developing autonomy. This was visible in how I approached shift handovers: from initially listening passively to eventually leading briefings and contributing strategic insights.
In coaching, models such as the CLEAR model (Contracting, Listening, Exploring, Action, Review) were evident in formal development meetings (Cox, et al., 2023). These structured conversations helped align my individual goals with operational requirements, especially during end-of-probation assessments.

Feedback has been a cornerstone of my development. Receiving feedback was most effective when it was timely, specific, and constructive. Supervisors often used the BOOST feedback model (Balanced, Observed, Objective, Specific, Timely), which helped me identify strengths and address gaps without feeling criticised (Williams, et al., 2014).
For instance, after my first arrest, my sergeant gave feedback focusing on legal accuracy, tone, and procedural correctness. This enabled me to revise and improve my future reports. Regular feedback like this, supported by mentoring discussions, helped me avoid repeating mistakes and reinforced good practices.
Equally important was learning how to give feedback, particularly to peers or junior officers during attachments. Drawing on Pendleton’s feedback model (Burgess, et al., 2020), I learned to offer observations constructively: describing what was done well, what could be improved, and how to enhance future performance. This skill was especially relevant when supporting new recruits during my final probation year.


In the initial ten weeks of my training, I received continuous guidance from a colleague during our shifts. He dedicated time to discuss the specific areas from training school where I needed improvement. He actively participated in relevant calls, guiding me through the processes to enhance my comprehension. For instance, when it came to issuing a Traffic Offence Report, my understanding of the Road Traffic Act was limited. To address this, he would stop vehicles and clarify the legislation, demonstrating its practical application. This firsthand approach significantly improved my understanding, and I now feel confident in issuing traffic offence reports.
Each month, the on-duty sergeant conducts individual meetings with officers to assess their well-being and review the active investigations they are currently managing. My sergeant's insights, rooted in a profound comprehension of investigative processes, have significantly aided me in recognising pertinent outstanding inquiries related to my caseload. 
Throughout these monthly meetings, my sergeant offered insights regarding my performance over the past month, particularly in relation to statistics and the advancement of my workload. Such feedback is invaluable, as it enables one to assess progress, recognise achievements, and build confidence. Additionally, it highlights areas for improvement, facilitating personal growth and development in aspects where I may not excel.

Reflecting on my three-year probation journey, it is evident that mentoring and coaching have been pivotal to my personal, professional, and organisational development. Mentoring provided the emotional and ethical grounding I needed to build confidence and navigate the complexities of the role, while coaching sharpened my operational performance and strategic thinking. Both have contributed to my ability to meet professional standards, exceed personal development goals, and actively contribute to organisational priorities.
Through the application of relevant theories and structured models, these support mechanisms have enhanced my learning, built resilience, and instilled a reflective approach to practice. As I move forward in my policing career, I am committed to not only continuing my development but also to supporting the next generation of officers through mentoring and coaching, thereby contributing to a culture of continuous improvement within the force.
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