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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 order to critically evaluate the strategic role of the college of police in professionalising policing in the UK, evidence my role in fulfilling that of a modern police officer and reflecting on my final year of probation, it is important to understand the context the of the college of policing in developing this role. 

The College of Policing, (2021) serves as the professional body for policing in England and Wales, it sets standards, improves training and development, promotes ethics and professionalism of the police force. It advances leadership and oversees roots of entry into the profession, in order to achieve the best quality recruits. 

The key aim of the College of Policing (2016) ‘to provide those working in policing with the skills and knowledge necessary to prevent crime, protect the public and secure the public trust’. 

The College of Policing has made significant contributions to the modernisation and professionalisation of UK policing. It’s work in standardisation in training, promoting ethics, and imbedding evidence-based practice reflects progress toward treating policing as a true profession. To maximise its impact, it needs greater authority, better engagement from frontline officers and a stronger role in holding forces accountable for cultural and operational reform. 

Chief constable Andy March CEO of college of policing UK made the following statement, “For me, getting the basics right means delivering what the public expect the prevention and detection of crime by officers and staff exercising the highest professional standards. To professionalise policing, we must raise standards through evidence-based training, ethical leadership and continuous learning.’ (Thompson, 2022).

Strategic policing requirement is a national context for policing which is adapted by the college into skills, knowledge and standards required to counter threats such as, terrorism, organised crime, civil emergencies, cybercrime and child sexual abuse, (Home Office, 2023). 

The nature of crime is changing therefore police resources must match the intelligence and skill required to deal with increasing technologies, (McCann and Granter, 2019). 

Part of the strategic role is setting professional standards by giving guidelines, codes of conduct and frameworks on which to base best practices. Well trained officers with ethical standards and a good knowledge base promotes professionalism which is key to building public trust and enhancing effectiveness, (GOV.UK, 2020). 

The complexities and challenges faced by modern police forces have changed, requiring more skills and abilities, (Martin, 2021). 

Education and continuous professional development in programme such as policing education qualification frameworks (PEQF), ensure incoming officers possess the necessary academic and practical competencies by the use of evidence-based practice, leadership initiatives and training standards. 

This however can deter recruits from diverse backgrounds and put extra burden on officers, (Brown, 2018). 

Evidence based policing enhances the effectiveness of policing strategies to promote decision making however research and actual practice can become disjointed due to limited access and resistance to change. 

Crime reduction toolkits and evidence-based police matrix integrating research into everyday practice can be used to assist officers (Tong, 2016). 

Having a code of ethics sets up acceptable behavioural standards of integrity but relies on integrating these standards into everyday culture. 

Policing principles are used as guidance support for ethical and professional behaviour, statutory guidance in the form of code of practice and code of ethics are part of the strategic role of the college to counter broader priorities. 

The College of Policing ensures police officers have the competencies and frameworks to address threats, contributing to a cohesive and professional service. 

The police vision 2025 NPCC, (2016) is a plan launched in 2016 to transform policing, focusing on integration, prevention and public trust. It promotes local community policing, liaising with health, education, social services and community projects tackling problems at the source using technology and research and adapting to new working conditions, reconstructing police professionalism. 

The college of policing five-year strategy uses training and education, standards and ethics, evidence-based policing, leadership and community engagement to deliver a professional service. 

Professionalising policing improves accountability, professional standards, reduces corruption and mis conduct and builds public trust, (Martin, 2021). By engaging with communities, building better relationships and cooperation with officers who are well equipped to modern crime challenges, competent in skills in modern technology and delivering crime resolutions by problem solving and with fairness and equality. 

However, we must address the cost on budget to training and technology, over professionalising the role could increase the public gap, making police more formal and less approachable with negative results. Rules and procedures could slow decision making and reduce flexibility and a resistance to change, increased scrutiny and over standardisation could reduce the popularity of its results, (McCanney, Taylor and Morris, 2022). 

Taking in to account the training and requirements of a modern and professional police officer, I feel now that I am in the final year of probation, I am fulfilling the role steadily with growing confidence and experience. I feel I have the ability to balance ethical standards, cultural competence, technical skills and a commitment to continued development. 

I am fair, respectful and treat individuals with dignity, my communication and interpersonal skills have grown which has reflected in feedback from my colleagues and the public. 

As advocated by Lyons (2015) I am able to engage well with people, gaining trust and empathy especially with children, mental health cases and victims of crime, often in stressful situations whilst acknowledging diversity and inclusion (Westmarland and Conway, 2020). 

My ability to record, evaluate, and report incidents has become more proficient and applying research and data is supporting my decision making and operational ability, alongside professional development, regular training and reflection. 

I find with growing physical and emotional resilience, I am managing stress, getting support and improving my general wellbeing. Fulfilling my role is multi-faceted and complex, requiring commitments, continuous development and the ability to adapt to diverse and forever changing demands. Recognising these demands and addressing my limitations and learning needs is vital to my development. As a result, I have seen myself change and mature, I have engaged in varied tasks, emergency calls, investigations, community engagements, working with other core services and in different facilities. For example, hospitals, secure units and children’s homes. 

I have gained my blue light driving qualification and worked within different teams in the south Wales force, with very experienced officers and learnt valuable lessons. 

I have gained confidence in my ability, particularly applying theory to practice by using scanning, analysis, response and assessment (SARA) College of Policing, 2019), bridging the gap between theoretical training and the real world of policing. 

Working as part of a team I feel included and valued dealing with unpredictable circumstances, crisis situations, death and emergencies. Using a specific incident in which I played a significant role was in the arrest of an offender, a 40 year old male following a grade 1 domestic abuse call, at the call an allegation was made against the male in question, this male was highly intoxicated and had warning markers for being violent. 

This was extremely challenging, requiring my knowledge, skills and professionalism using good communication and leadership skills, whilst adhering to the code of ethics 2024 by using policing strategies which have been my guiding principles, (Marsh, 2024). 

 Despite the manner in which the offender behaved, my instinct and professionalism lead me towards deescalating the stand off with clear and firm communication, using professional judgement, courage and maintaining safety and integrity. 

Despite the situation I was respectful and honest which was eventually reciprocated by the offender and enabled an arrest without excessive force. It was therefore a good outcome from a potentially volatile situation. 

This was learnt behaviour drawn from my teaching, continuing professional development, skills and competence, academically and in practice. Working with and learning from other officers and by adding my own personal attributes. 

As a modern officer I feel I play a far more complex role than simply enforcing the law, today’s officers are problem solvers and public servants who work towards building trust between the police and the people they serve. 

The use of modern technology body worn cameras and data systems increases transparency and effectiveness, using digital evidence and information and intelligence, (College of Policing, 2024). 

 I feel that I have been trained to help with sensitive situations such as mental health crisis trough de-escalation and communication rather than force by engaging with the community, liaising with support groups, respecting human rights and being accountable to fulfil the evolving expectations of 21st century policing, (College of Policing, 2020). 

On reflection of my final year of probation, I feel that I have taken on more responsibility within my team and become more autonomous working with other agencies, for example social services, health and community groups, contributing to the support of the local area, and being proactive rather than reactive to prevent crime in problem areas by addressing root causes in the community. 

As well as working within the team, I have handled several incidents independently, including domestic abuse claims, victim statements and interviews, which has given me confidence in myself as well as accountability for my actions. 

I have focused on how the role, responsibilities and mindset has changed over time, from a beginner to a more confident, capable and autonomous police officer, in preparation for full integration into the force.  

Learning the value of reflection and sharing thoughts and feelings has helped me to process experiences and areas for growth using the Gibbs reflective cycle 1998, (McLeod, 2025). 

An area that stood out for me was building a rapport with the public often in stressful, upsetting times, earning trust requires empathy, consistency and integrity, skills in which I feel I am gaining. 

Although there are many positive aspects to my final year, there have been negative sides, feeling overwhelmed, exhausted, unsure and hesitant under pressure and fearful of making mistakes. Time management, taking things too personally and dealing with upsetting scenarios are aspects of myself I will work on to improve, (Kolb D.A., 1984). 

This shift can be both empowering and daunting, it requires balancing confidence with accountability, recognising the consequences of my actions and trusting my judgement, whilst being mindful of policies and legal boundaries. 

Emotional resilience and adaptability have proven to be an essential characteristic especially after difficult shift. 

I appreciate I have much to learn especially around leadership, proactive policing and balancing enforcement with empathy. Moving forward I will continue to seek feedback from supervisors and colleagues, engage in continuous training, continue to develop my emotional intelligence and resilience through self-care and reflection. I will continue to take on more responsibility within my team. 

This year has been transformative and challenging moving from learner to practitioner, from dependent to independent. Learning on the job and working under supervision has allowed me to refine my decision-making skills and understand the realities of modern policing and embracing my responsibilities, focusing on strategic objectives, leadership opportunities and technology with the constant guidance of the college of policing’s initiatives, with ongoing reflection, resilience and professional growth. 

The role of a police officer evolves with experience, confidence and understanding of what it means to serve the public, uphold the law and support colleagues. The transition from probationer is about identity, judgement and values. 

(1855 Words)
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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:


Communication is a fundamental aspect and a cornerstone of effective policing. The exchange of information between the force, officers, departments and the public, demonstrates trust, safety as well as promoting transparency. 

Good communication channels build a rapport within communities which is crucial for public co-operation and successful investigations.  

This necessity to promote precise clear communication enhances relationships, reduces conflicts and helps to build safer communities. 

Social media has become a powerful tool in modern policing transforming communication and promoting technology in this contemporary digital era, (NPCC, 2014). 

Public engagement has increased by allowing rapid information dissemination, sharing news and safety alerts which allows for transparency through platforms such as:
· Facebook- detailed posts, community / police interaction, video sharing, neighbourhood watch updates, crime prevention, local arrests and information on missing persons. 
· Twitter/X- real time updates, emergency alerts and local engagement. 
· Instagram- community outreach, appeals to younger audience, visual updates, event sharing. 
· Linked in- professional communication 
· TikTok, youth engagement, education, information videos, crime prevention, police routines and profiles. The use of TikTok has concerns around professionalism and public perception, e.g. TikTok videos of police on duty. 
·  YouTube, documentaries, press briefings, recruitment information, educational videos.

Social media can help the public relate to police officers and opens up two-way communication, sharing updates, press releases and emergency information in an accurate and timely manner, (NPCC, 2014). 

This helps assist with crime prevention, community activities and updates, missing persons, warrant / arrests, witness appeals, road traffic accidents, next of kin searches. 
Community engagement gains positive relationships with the public building trust, sharing intelligence and a wealth of information. 

Public assistance is vital, social media gives the public an insight into daily police operations sending a positive message of continuously working within communities.
 
The police force’s strategic use of multiple social media platforms is in alignment with varied preferences of the public, especially the younger population, (Jones et al., 2025). 

South Wales police maintain a comprehensive social media house rules policy April 2021, to ensure their online platforms remain safe, respectful and effective. 
 
It outlines for both public interaction on their social media accounts and the personal use of social media by police officers and police personnel.

For the public, reporting crimes is not advocated on social media, therefore 101 and 999 and Live chat options are encouraged as appropriate. 

Comment moderation is used to hide or delete comments or block abuse, hate speech, discrimination, sensitive information on comments that may prejudice ongoing investigations, (South Wales Police, 2021). 

For staff, South Wales police expect caution and professionalism in personal use of social media maintaining professional conduct and privacy.
 
The communications Act 2003 section 127 ‘’criminalises the sending of malicious communications over public electronic networks’’ (Legislation.gov.uk, 2010), for example offensive messages. 

Based on personal and observed professional experience, social media proves to be a powerful but complex tool. Whilst reflecting and evaluating on social posts, there are strengths, limitations and ethical considerations. 

Timely updates via social media can be more effective than traditional communication channels, for example, live tweets which save precious time. Regular updates give a human touch and can showcase active involvement, relatability and trust of the police. 

Direct interaction is made enabling feedback and opening up questions from the public however, posting personal details, information, photos and last known locations can cause some problems in my experience with particular individuals. 

Having been called to an incident of domestic abuse of a female by her husband, a 999 call from a neighbour. I was involved in her assistance and protection of her and her child. 

I carried out a dynamic risk assessment to quickly identify threats from the suspect and any risks within the environment. I used my communication and de-escalation skills to calm the situation while positioning myself to provide a protection barrier between the female, her child and the aggressor. 

I reassured the female and child, ensuring they felt supported and safe, while remaining alert to any changes in risk. 

I drew on my legal knowledge to establish whether an arrest or removal of the suspect was necessary, always placing the protection of the vulnerable at the forefront. 

By working closely with colleagues and maintaining tactical awareness, I ensured both the female, and the child were safeguarded whilst upholding professional standards. 

Domestic violence and abuse related crimes represented 15.8% of all offences recorded by police in the last year, 72.5% of victims being female, (Office for national statistics, 2024).  

Following this incident a post was released on a social media platform, Facebook to raise awareness and an update without identifying those involved. 

As this is such a common unfortunate incident, South Wales police wanted the public to be aware that they are committed to supporting victims of domestic abuse. 

We felt this would give confidence to others to come forward if experiencing or being in similar circumstances, identifying Clare’s Law, helplines, support groups and how to report domestic abuse safely, (South Wales Police, 2023). 

All posts must be professional avoiding bias, offence and ethnical background. The information shared must be correct to avoid compromise to investigations and public safety. Posts must comply with data protection and evidence should have legal standard authority, (College of Policing, 2023). 

In contrast to the domestic violence post, I have also experienced CCTV images of crimes and offenders publicly looking for information and witnesses, again this shows the public active police work, asking for help from communities to make them safe places. 

Viral social media posts have led to the identification and arrests of high-profile cases, users of these platforms provide vital information, leads and sightings. It is stated by the BBC, (2017) that the show Crimewatch used the help of viewers and social medias to convict multiple offenders including murderers. 

Relatives and families often also create their own dedicated pages on social media platforms for updates and support, especially with missing person cases and appeals for information. 

Police force policy of using social media generally focuses on information sharing, community engagement, reputation management and operational integrity, monitoring and intelligence gathering can use this information to locate suspects, prevent crime and detect threats. 

Open-source intelligence departments use this with legal frameworks e.g. the Human Rights Act 1998 (Equality and Human Rights Commission, 2018), Data Protection Act 2018 (2018), undercover activity must also follow strict protocols. 

Activities which are not supported are political activity, harassment or bias and unauthorised confidential departmental information. 

Unfortunately, there are challenges and risks in using social media within the police remit. False information and false allegations can spread quickly if not monitored and this can impact on privacy, raising legal and ethical issues if suspect’s names or photos are used, (Dhiman, 2023). 

 Rumours, misidentifications and hoax calls can delay and challenge investigations, leading to negative publicity which can damage community relationships. 

Online abuse, vigilantism and trolling can lead to harassment and bad feeling within the force and community.

Scamming and exploitation of vulnerable families can also have harmful consequences putting individuals at risk, (Dhiman, 2023). 

Verification of information before sharing is best practice, using precise information with careful consideration of ethnical implications. 

Designated social media officers can be trained to handle content creation and monitor feedback. Clear policies are in place for what can and cannot be posted, along with tone management. For example, a professional yet approachable manner, with knowledge of departmental policies, public communication and crisis management, (Jones et al., 2025). 

Consistency is key to respond to and maintain the flow of information and comment appropriately. 

The police digital service has brought about social media management and engagement framework which gives standardised tools, flexible options for different communities, 24/7 digital contact channels, timely and effective communication is essential for public safety and trust, (Police Digital Service, 2022). 

The National policing digital strategy 2025 – 2030 (National Police Chiefs Council, NPCC, 2025), represented by the National police technology council and the police digital service outlines 5 key targets: 
· Enabling officers and staff the necessary digital skills and tools 
· Empowering private companies with own responsibilities
· Addressing harms, identifying risks 
· Enhancing public engagement through accessible digital channels 
· Whole public service approach collaboration across public sectors. 

The association of police and crime commissioners aims to modernise police services to ‘challenge the complexity of modern-day crime’ (Association of police and crime commissioners, 2025), with the use of technology and data to make communities safe and gain the trust of the public. This technology would improve efficiency saving time and resources. 

The college of policing gives authorised professional practice (APP) on media relations and digital communications by ethical standards using confidentiality and impartiality, (College of Policing, 2022). 

Professionalism is directed by respect and integrity with credibility, transparency, consistency and responsiveness. These principles build bridges with communities and improve public relations, the use of social media by police forces offers significant benefits and noticeable risks. 
As previously mentioned, social media platforms enable direct interaction with the public, strengthening community ties. 

Platforms like Facebook and Twitter/X allow police to monitor public posts for potential threats, missing persons and evidence / information / intelligence gathering. During emergencies social media is a critical channel for real time updates and public safety information, this can give lifesaving information and spread public awareness during a crisis. 

The risks of police use of social media is the potential for mis information which can spread false or misleading content. 

For example, the 2024 far right riots the UK police monitored TikTok for live streamed evidence of criminal behaviour, aiding identification and apprehension of offenders, (The Guardian, Waterson and Dodd, 2024).  

However, misinformation on social media exacerbated public disorder following the 2024 Southport murders spreading false claims, (HMICFRS, 2024).  

Inaccurate posts can escalate tensions and have a detrimental effect on public trust. 

Improper surveillance of social media can infringe upon individuals’ rights, leading to violations of privacy and leading to civil rights concerns. 

There is also a concern that social media monitoring may disproportionately target different communities leading racial profiling or unjust surveillance. Incidents have occurred where individuals were misidentified or unfairly monitored due to social media activity. 

 The final risk of social media within the police can be reputational damage due to misuse. Inappropriate use of social media such as strong offensive content or engaging in misconduct can damage the reputation of the police, (Gov.UK, 2019).  

The IOPC, (2021), Independent Office for Police Conduct has warned of the consequences of inappropriate social media use, which can lead to disciplinary use of action. 

‘The college of policing code of ethics also provides guidance on use of social media’, (IOPC, 2021). 

It is clear that social media provides police forces with valuable information but also presents challenges related to misuse, privacy and misinformation. To maximise benefits and reduce risk, law enforcement agencies require clear policies, ethical practice and transparency when utilising social media platforms. 

Reflecting on my experience both for mentioned examples had positive outcomes and social media proved invaluable in raising awareness but highlighted the fine line of navigating privacy and public reaction. Having policies and foundations, it is essential that training and guidance continues to be reviewed, to move with the times and technology, to improve evaluation and to reduce risk associated with the use of social media. 


(1861 words)





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 critical component of effective policing. They impact everything from community trust and officer moral to operational success and public safety outcomes. Leadership is the ability to guide, influence and inspire officers to achieve law enforcement goals, ethically and effectively. The key elements of vision and direction ethical leadership, decision making, adaptability and support and development, (College of Policing, 2023). 

Teamwork in policing involves collaboration among officers, departments and external agencies to achieve shared goals, maintain public safety and solve problems. The key elements are communication, trust and respect, shared goals, role clarity and interagency co-operation. 

The benefits of teamwork are enhancing problem solving and decision making, improving officer safety and support, promoting moral and job satisfaction and gaining community engagement and trust. Teamwork supports leadership and leadership shapes team culture, (Asana, 2025).  

The National Centre for Police Leadership (NCPL) has established 5 progressive leadership stages in UK policing, from stage 1, frontline constables to stage 5 executive leaders.

These standards define, knowledge, values, behaviours and ethics, expected at each level, emphasising empathy, public service, inclusion, resilience and collaboration. 

They also define key capabilities such as ethical conduct, inclusive culture, effective communication, decision-making, team leadership and wellbeing, (College of Policing, 2022). 

Team working is explicitly embedded, and leadership development is linked to promotion and progression frameworks. 

The Police Foundation 2014-20215 (The Police Federation, 2015) round table report highlights the evolving expectations for leadership moving away from command and control toward inspiring, inclusive, relatable leadership that motivates collaboration, encourages challenges, supports wellbeing and aligns with professional values. 

Leadership that attends to wellbeing and resilience via training helps teams manage stress and maintain performance, teams under supportive leadership perform better under pressure, (Hesketh, 2019). 

In March 2023 South Wales Police, (2023) launched a mission aligned around 3 principles, pursue criminals, prioritise victims and protect vulnerable people. Focusing on neighbourhood policing, vulnerability and victim experience. 
Bearing in mind, these standards and leadership values, this essay reflects on an incident in which I played a significant role. 

The incident began with an emergency call, reporting a disturbance in the street involving several people. On arrival at scene, the situation was far worse than anticipated with 3 individuals armed with a knife, gold club and a hammer. 

The offenders were agitated, aggressive and threatening anyone within their immediate vicinity. At this point, my priority was safety, assessment of the situation, attempt to de-escalate and minimise harm and detain the offenders to avoid further escalation, as I could see individuals with significant injuries amongst the chaos. 

Using clear and direct instructions and concentrating on my communication skills I found myself in dialogue with an offender who was wielding the golf club. The goal was to take control of the situation, engaging with this offender required firmness and good communication skills as he continued to show threatening behaviour. 

During this exchange, I was aware of further units in attendance, I was able to change and adapt my manner to a more situational flexibility in order to respond to the changing dynamics of the situation ensuring maximum effectiveness with available personnel. 

With the growing police presence and the perimeter secured, in time, the offenders became compliant, surrendered their weapons, the offenders were arrested, and the area was made safe.

Authoritative characteristics were used in this instance during this high-pressure situation, acting quickly, being decisive and directive, with fast decision-making skills. 

Drawing on my experience and academic studies, the leadership styles employed were adaptive, decisive and aligned with tactical priorities and ethical responsibilities. 

As one of the first on scene with officers of varying competencies, I found myself taking care of a specific area and using a directive leadership style, (College of Policing, 2023). 

Management of casualties, bystanders and witnesses required my attention and continuation in leadership style to allow for a more collaborative, constructive and flexible approach, more in line with situational leadership based on the needs of the moment, balancing directional support and delegation. 

Due to this dynamic situation this style allowed me to adapt to shifting circumstances and personal readiness. It was clear that in an emergency situation one cannot be locked into one leadership style, by reading the moment, adjustments are made and being able to switch styles is a vital skill. 

Within my role I have had to be flexible in leadership style, adapting my behaviour, communication and decision-making approaches to suit different situations, individuals or organisational and occupational changes. The situational leadership theory points out that no single leadership style is best, effectiveness depends on the team, task complexity and dynamics, (College of Policing, 2023). 

The strengths of flexible leadership have been recognising the adaptability to situational needs, tailoring the approach on the situation from a crisis to a routine operation. 

In emergencies directive command style approach has shown to be most appropriate while participative collaborative style has been more effective during developmental planning or communication phases of my role, which builds trust and rapport, (Post et al., 2022). 

This involves team members in decision making and supports neighbourhood policing and citizen engagement, building trust as a slower process which may not suit urgent operations. 

Adapting to individual needs from engaging with new recruits as opposed to responding to senior team members has helped to improve team moral and performance enhancing motivation, satisfaction and trust in my team. 

Hersey and Blanchard’s situational leadership model 1969, recommends adapting leadership based on followers, competence and commitment, especially the developmental needs of junior officers as opposed to autonomy and empowerment from a more experienced officer. This is useful in training environment and dynamic incident response, (Murphy, 2024).  

Being a flexible leader helps with innovation and change and adjusting interpersonal approaches can lead towards to team cohesion especially with areas such as conflict resolution. 

Flexibility in leadership style is vital for navigating these challenges effectively, however due to the nature of policing, flexibility can be both necessary and potentially problematic, (McLane, 2025).  

Flexible leadership can sometime cause confusion if there is inconsistency or lack of direction and therefore a loss of confidence in the leader. For example, alternating between authoritative and democratic styles may look indecisive or manipulative. 

Traditionally policing relies on hierarchy and a chain of command especially in emergencies, flexibility can be seen as indecisive or lacking assertiveness and therefore cause a risk with ambiguity in leadership to officers and the public, (College of Policing, 2013). 

Not all leaders can read situations and respond appropriately, poor flexibility and lack of emotional intelligence can lead to disengagement, under performance and poor moral. 

The College of Policing leadership review 2015 encourages emotional intelligence, collaboration and ethical decision making with transformational leadership, (College of Policing, 2015). 

The Casey review 2023 of the Metropolitan police criticised rigid leadership which contributed to cultural problems, (Casey, 2023). 

Flexible leadership therefore needs to be responsive to diverse operational context, the 1999 McPherson report requires leaders who can adapt within diverse communities who will empathise, listen and engage leading to co-operation and transparency, (John, 2019).  

Adapting to organisational change of this current climate of this technology, culture and structural change requires a leader that can help their team navigate without resistance. 

Transformational leadership focuses on inspiring, motivating and developing team members with emphasis on change, vision and ethical strength, (Burns, 2025). 

Balancing modern inclusive leadership styles with traditional notions of discipline and command are essential to avoid cultural resistance and avoid undermining a leader’s authority. 

Transactional leadership emphasises on performance management and compliance based on structure, rules and rewards / punishment systems, (Cherry, 2025). It is used daily in policing tasks with set procedures, e.g. case handling. However, it may lack flexibility. 

Adapting leadership style intelligently and with transparency is deemed to be effective in the modern force, to manage complexity and improve community relations with clarity and consistency, navigating complex change and uncertainty by collaborative problem solving and distributed leadership. 

The National Police Chief Council encourages this in its framework tacking cybercrime and exploitation within multi agency partnerships, (Levin, 2024). 
The ability for myself to apply a change in leadership style and strategy is essential due to crime patterns, public expectations, team dynamics and operational challenges. 

To maintain effectiveness and legitimacy I feel I must have self-awareness and flexibility to adapt to the shifts in demands by assessing different situations I have been faced with, requiring different leadership styles looking at what is changing and who is affected. 

By applying situational leadership, it is possible to match the appropriate style, for example the Tell, Sell, Participate and Delegate for the team dynamic i.e. the new recruit versus sergeant, (Murphy, 2024). These styles are directive, coaching, supportive and empowering. 

Personally, leadership adaptation is a new process with feedback and reflection on my performance. 

Using the national decision-making model (College of Policing, 2013), I am able to review my actions and conduct. On reflection, using Gibbs reflective cycle (McLeod, 2025) with limited experience in this situation, I felt in the incident previously discussed I took the initiative by assessing the situation on level of danger whilst remaining calm and confident. 

I felt this demonstrated leadership skills and projected authority which helped prevent the situation from escalating further, clear and respectful communication was used to de-escalate both verbally and through body language, decisions were also made to prioritise public safety. 

This incident highlighted to me the importance of continuous scenario-based training, building communication confidence early in my career and promoting leadership for junior officers. 

Though junior myself I was able to take some control of the situation until further units arrived, I felt anxiety due to the risk involved but I also felt a strong responsibility to respond appropriately. I believe I handle the situation well, assessing the aggressors, gave loud clear verbal commands, delegated and worked with other emergency services. 

The feedback I had was positive generally however there were areas where I feel I could have done better, for example evidence and crime scene conservation. 

From this experience I have learnt that junior officers must be prepared to step in to leadership roles when the situation demands it. It also highlighted the importance of emotional control, strong communication and decisive action. 

I have grown more confident in my ability to lead when necessary and have identified areas for further development, especially in evidence preservation. 

To build on this experience I planned to continue developing leadership and communication skills through training, reflect regularly on incidents to identify strengths and gaps and seek feedback from senior officers to improve my situational response. 

This incident taught me that leadership is about response, managing people, giving directions and prioritising safety. Situational leadership allowed me to adapt to unfolding events, especially in this stressful situation, demonstrating resilience, clear communication and the ability to remain calm under pressure while ensuring the team worked effectively together to achieve the best and safest possible outcome. 
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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:




Mentoring and coaching during the three-year police probation period are critical components in shaping a competent, ethical, confident and resilient officer. 

Mentoring and coaching can be applied effectively during this developmental phase as mentoring focuses on long term personalised and professional growth, while coaching focuses on short term performance improvement and skill development, (College of Policing, 2023).

Both are essential for ensuring professional standards, encouraging emotional resilience, reinforcing ethical behaviour and supporting adaptation to police culture and procedures. 

The College of Policing (2023) explains that mentoring in policing is ‘a process in which a more experienced or senior officer provides guidance, support and knowledge to a less experienced officer to aid their personal and professional development.’ 

Long term goals focusing on career development, values, professional identity and includes role modelling and guidance on navigating organisational culture. 

The College of Policing (2024) explains that coaching in policing is ‘a development technique used to improve individual performance through structured conversation, questioning and reflection with the aim of helping officers find their own solutions.’  
Coaching has short term focus on performance goals and skill development with ongoing self-directed learning and accountability. 

Core competencies of support are in decision making, integrity and ethics, emotional intelligence, public engagement, report writing and case file management, whilst strengthening mental and physical resilience and wellbeing. 

Best practises are in structed mentor programmes with assigned trained mentors and with clear expectations, by the use of coaching logs and reflection tools documenting valuable learning outcomes, (CIPD, 2024).  

Performance reviews with peer mentoring options and well being support are important monitoring and evaluation aids, (College of Policing, 2023). The desired outcomes expected would be higher retention rates of quality officers, fewer misconduct incidents, strong community police relations and clearer pathways for career progression. 

My probationary period has been a challenging phase requiring the transition to an independent, confident and mature officer getting to know the real world of policing, requiring professional development and understanding the principles of policing standards. 

During this crucial time the support mentoring coaching and assessment I have received has been an influential part of my development, helping me to meet my professional goals.

 A qualitative study by a student Pickering, (2022) from the University of Leicester explored the experiences of new police officers within the first two years of training. It was found that formal training felt disconnected from frontline reality, the probationary officers reported that mentors were the most influential factor in helping to integrate training into real situations. 

Mentoring has helped to bridge the gap between theory and practise, helping me to make informed decisions on the frontline. This in turn promotes confidence, a sense of worth and professional growth, shortening the learning curve, supporting career development and tackling challenges with guidance and support. 

Mentorship helped me to navigate police culture, learning from experienced officers, understanding the path of integration of force culture. 

Coaching has helped me build emotional intelligence, self-awareness and interpersonal skills, essential for use in the community and a lesson difficult to teach in the classroom. 

Coaching has helped to reduce workplace stress and increase confidence in expressing myself and making a contribution to my role in the team. 

In a UK study on police driving training using a coaching approach, it was reported that it raised trainees’ self-awareness, reduced risk-taking behaviour, encouraged flexibility and strengthened the link between attitude and driving performance, (Passmore and Townsend, 2012). 

I can personally relate to this study during my experience in my blue light driving training course, from which I gained immense self-confidence as well as practical and theoretical learning skills. This was achieved through experienced guidance, teaching and coaching by putting classroom training into context and shaping safer behaviour behind the wheel. 

The benefits of mentoring and coaching in this instance accelerated my learning and skill development, connecting theoretical training with real world applications. 

The coaching I received encouraged reflection and self-directed problem solving, reinforcing the need to think and understand each new task. 

Pickering (2022) found that mentors help student officers integrate formal training into practical scenarios, improving decision making on the job. 

Both mentoring and coaching boost self esteem and reduce anxiety during high pressure learning periods, students feel more supported and empowered to handle challenges. The International Association of Chiefs of Police (IACP) notes improved confidence, leadership capacity and morale amongst mentees, (Tung, 2023).  

While mentors model professional behaviour, ethics and standards help students understand the role of a police officer, coaching then helps the students to reflect on their own values and how they compare with professional expectations, (Garvey, Strokes and Megginson, 2010). 

The College of Policing (2022) highlights that role models can shape the occupational identity of new police officers. Coaching supports the growth of communication, emotional intelligence and conflict resolution, while mentoring enables practical insight in to handling sensitive situations. 

Magny (2021) reports that coaching improves emotional intelligence and de-escalation skills which are vital for community policing. 

These coached police officers are more aware of their behaviours and risks especially in tasks like driving or arrests. Mentors help prevent errors by providing real time feedback and correction. 

Dennison, (2023) reports that mentoring increases job satisfaction, productivity and likelihood of promotion. Increased retention is also more likely and coaching helping identify and prepare future leaders and career progression. 

Mentors can pass on information with an experienced based insight of situations, circumstances and responses not found in textbooks. This helps to navigate unwritten rules and expectations, the why and not just the how behind procedures. 

During my three-year probation period I have gained hands on guidance in applying theoretical knowledge to real world situations and skill development for example, handling arrests, conflict resolution and response community policing. 

The coaching I have received has helped develop competencies like communication skills, situational awareness and report writing with supervision, support and structured feedback, this has helped in my role and job performance by accelerating my learning curve. 

Throughout the process having mentorship and coaching has helped with building my confidence by giving me reassurance, encouragement and constructive criticisms, personally building my self-esteem, reducing anxiety and allowing decision making, especially under pressure as well as encouraging reflective practice, as promoted by Schön, (1992).  

Working alongside experienced police officers has given me a professional socialisation by helping to understand the culture, values and expectations of the job, as well as informal rules that are not taught academically.  

This has allowed me to integrate into the team and promote my understanding of the dynamics of the departments. During difficult situations, I have received ethical and legal guidance sharing real life dilemmas and how they were handled, this has personally assisted with some judgement calls and integrity. 

By reviewing past incidents, the coaching I have received has notably improved my ability to make tactical decisions by exploring alternative options, learning from mistakes and the use of critical reflection and scenario analysis, (McLeod, 2025).  

My mentors have identified my strengths and highlighted areas for growth, helping to shape my early career goals and increasing my personal motivation. 

My wellbeing and resilience have been supported by having mentorship and coaching in the form of sharing coping strategies, normalising my feelings of stress, being able to talk to officers who understand the pressure and workloads of the job and encouraging me to find a good work life balance. 

My personal goals have grown in having more self-awareness by using reflection, identifying strengths, weaknesses and values. Self-belief and motivation have been driven by growing confidence encouraged by my mentors helping to set personal development goals, like managing emotional responses to high stress situations, confidence in public interaction and developing personal leadership styles. 

Professional growth is essential for success and progression in a policing career.       As stated by the College of Policing (2019), skill development in areas of handling conflict, communication and report writing have coaching targets for specific areas, clear guidance has helped to meet probation assessment standards and improve performance on real time situations. 

Organisational goals are related to performance, public trust, professionalism and accountability. Mentoring introduces new police officers into the force’s values, standards and expectations by using cultural alignment, performing and acting in line with the police force’s code of conduct. Professional conduct coaching supports ethical decision making and accountability, well supported police officers are more likely to succeed and stay in the force promoting retention and performance contributing to team cohesion and operational effectiveness, (Yates, 2018).  

By integrating mentoring and coaching into probationary training police officers are more likely to: 
· Succeed in their role 
· Grow into compliant professionals 
· Contribute meaningfully to their department

(Hayden, 2024)

There are several coaching and mentoring theories which are relevant to support professional development in policing. 

The G.R.O.W model developed by Sir John Witmore (1992) is widely used in coaching in policing, the simple framework guides individuals from their current situation to achieving their goals. 

The acronym stands for Goals, Reality, Options and Way forward, by addressing these areas, clear objectives can be set by understanding current context looking at solutions and committing to actions that lead to desired outcomes. 

Kolbs experimental learning theory cycle 1984 is also common in police training, it helps with reflection on real incidents and growing and learning from that experience, (Mcleod, 2025). 

The social learning theory by Albert Bandura (1977) proposes that people learn by observing others especially role models in a social context, this has relevance to police mentoring and coaching by experienced officers. 

The transformational leadership theory shows how leaders and mentors inspire, motivate and develop their mentees to reach full potential through professional growth and ethical development, (Ugochukwu, 2025). 

Situational leadership Hersey and Blanchard 1969 helps to adapt and adjust the approach of mentors based on the individual’s confidence, competence and needs, (Murphy, 2024).  

As a probationary police officer providing and receiving feedback has been a crucial part of my development, it has helped me to meet professional standards, improve performance and integrate into the force. I have received this feedback from many sources, colleagues and peers, community members and senior officers. 

These assessments have come in the form of structured reviews, performance reports and PDRs as well as informal feedback and reflection through debriefs I have found the best practise from receiving feedback is to listen, ask for clarification if unsure, reflect on the feedback and ask on how I can improve, apply feedback in future situations and keep a log of developments. 

Alternatively, I feel providing feedback a probationer is also important, it shows professionalism, communication skills, maturity and team engagement. The best practise for giving feedback I have personally found is to be respectful and professional using constructive language giving specific examples and offering suggestions for improvement and a positive contribution, (Sheeba Magazine, 2024). I have become more confident and competent in this area whether by discussing with peers, supervisors or the public in the form of team debriefs, formal feedback and in supervision meetings. 

Being able to partake in such a valuable aspect in policing encourages accountability, builds emotional intelligence and supports a learning culture while identifying issues and training gaps. This prepares police officers for leadership roles by generally contributing to team learning and improving the system. 
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