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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:


The professional association for police forces in England and Wales is the College of Policing, which was founded in 2012. Developing evidence-based practice, encouraging moral leadership, standardising education and assisting with workforce development are the main focusses of its strategic role in professionalising the police force.  Although it has made a substantial contribution to modernising UK policing, it has also come under fire for its efficacy, influence, and capacity to enact broad cultural change in a disorganised and operationally independent policing environment.

As part of its strategic function, the College of Policing plays a central role in setting and maintaining professional standards across the policing profession. The Code of Ethics is a fundamental component of this duty, providing the context for ethical behaviour, professional conduct, and decision-making across the service. College not only develops and maintains this code but also oversees key processes such as promotion frameworks, misconduct guidance, and recruitment and vetting standards (College of Policing, 2015). These initiatives are designed to promote a consistent and accountable culture within policing, ensuring that officers operate with integrity, fairness, and transparency. By embedding ethical standards into all levels of practice from frontline decision-making to leadership development, the College supports the professionalisation of policing and strengthens public trust in police force.

Integrating evidence-based practice into policing is another one of the College's main strategic objectives. Using the best available research, statistics, analysis to guide decisions and professional experience instead of depending just on custom or gut feeling is known as evidence-based policing (Wheller, 2019). This strategy aims to increase policing's efficacy, accountability, and transparency by firmly establishing actions in tried-and-true procedures and quantifiable results.

A key component of the College of Policing’s strategic ambition to professionalise policing is the promotion of ethical leadership and cultural change, embodied in its Code of Ethics which was first introduced in 2014 and revised in 2024. Based on fundamental principles including honesty, integrity, responsibility, justice, respect, and leadership, the Code creates a national framework for behaviour and decision-making, this is based on the Nolan Principles of Public Life (Governance, 2020). Its purpose extends beyond simple rule compliance. it is designed to embed a culture where officers consistently apply ethical reasoning, particularly in complex, high-stake situations where discretion and moral judgment are essential. The revised 2024 version strengthens this commitment by responding to contemporary challenges in policing, including public trust, institutional bias, and legitimacy. By integrating the Code into leadership development, disciplinary processes, and daily operational decisions, the College aims to instil a values-based culture that supports both individual accountability and organisational learning.

Another key element of the College of Policing’s strategic approach to professionalising the police service is the development of leadership across all ranks. Through the introduction of structured programmes and the Policing Education Qualifications Framework, which was initially launched in 2016, and the College has aimed to embed core leadership competencies such as ethical decision-making, emotional intelligence, and inclusive leadership into all stages of police education and professional development (College of Policing, 2020).. The Policing Education Qualifications Framework, particularly through the Police Constable Degree Apprenticeship, offers an academic and vocational pathway that integrates leadership theory with operational policing practice. This framework reflects a shift toward a more evidence-informed, reflective, and values-driven leadership culture. By embedding these principles early in an officer's career, the College seeks to develop leaders who are not only operationally competent but also ethically grounded and responsive to the complexities of modern policing.

A significant limitation of the College of Policing lies in its perceived disconnect from the realities of frontline policing, particularly for response officers. While the College plays a central role in shaping national standards, developing academic frameworks, and promoting evidence-based practice, many officers on the ground argue that these initiatives often lack practical relevance or adaptability to the fast-paced and unpredictable nature of frontline work. For example, response officers frequently face high workloads, time-critical incidents, and resource constraints which are environments in which lengthy procedural guidance or academic models may appear out of touch or even unworkable. As a result, the College’s guidance is sometimes viewed as being theoretically sound but operationally impractical. This perception can hinder frontline engagement with the College’s initiatives and limit the uptake of new policies or best practices. Research conducted by Kassem, R. and Erken, E. (2024) showed that officers viewpoints on “generic training” “insufficient training” and “heavy workloads” hinder their capacity to implement new policies or apply theoretical or academic guidance to practical circumstance. According to officers, certain standards seem perfect in theory but are challenging to use in practice dye to operational demands such as staff shortages and urgent deadlines. 

The Policing Education Qualifications Framework is another component of the College of Policing’s professionalisation strategy that has been subject to criticism, particularly from longer-serving officers. These critics argue that it places too much emphasis on academic, textbook-based knowledge, while undervaluing practical experience, flexibility, and professional judgement qualities that are often essential in high-pressure, fast-paced policing environments. Williams, Norman, and Rowe (2019) conducted qualitative research that highlighted these concerns. Their study found that many officers felt The Policing Education Qualifications Framework restricted access to traditional forms of policing knowledge, such as those developed through on-the-job experience, mentorship, and situational awareness. Officers emphasised that much of what is required in real-life policing particularly in volatile or high-risk scenarios cannot be taught in a classroom or through academic assignments. Instead, they stressed the value of tacit knowledge: the ability to make quick, sound decisions under pressure, something developed through direct exposure to operational policing rather than through structured education. This raises important questions about the balance between theory and practice in police training. While the Policing Education Qualifications Framework aims to raise professional standards and align policing with other graduate professions, there is a risk that it may alienate seasoned officers or undermine forms of knowledge that are vital but difficult to quantify. Moreover, if recruits are encouraged to rely heavily on theoretical models without sufficient grounding in frontline realities, the effectiveness of policing in dynamic environments may be compromised.

Policing has undergone a profound transformation in recent years, influenced by societal changes, growing public scrutiny, and the demand for greater transparency. High-profile incidents such as the deaths of George Floyd and Sarah Everard have not only shaped public discourse but have also placed considerable pressure on UK policing to rebuild trust and demonstrate legitimacy. As I reach the final stages of my probation, I recognise that the role of a modern police officer has changed and I am working proactively to meet these evolving expectations in line with national strategic frameworks.

The Policing Vision 2025, developed by the NPCC and APCC, highlights the need for policing to be more preventative, proactive, and digitally capable (Policing Vision 2025, 2025).  I have adapted to this vision by prioritising early intervention and safeguarding, particularly when working with vulnerable individuals. Rather than defaulting to enforcement, I take time to assess the wider context of incidents and consider the least intrusive, most effective options. For example, I have dealt with incidents involving mental health crises by referring individuals to appropriate services and using my discretion where necessary, supported by the National Decision Model.

Accountability and ethical decision-making are fundamental to public confidence and closely align with the College of Policing’s 5-Year Strategy, which emphasises legitimacy and leadership (Policing Vision 2025, 2025). I ensure that I consistently demonstrate integrity and transparency through my actions. One of the tools that supports this is body-worn video (BWV), which I use appropriately to record key interactions. BWV footage has proven invaluable not only for evidence gathering but also for managing complaints and showing the public that officers are held accountable. Additionally, I record my decisions clearly in my pocket notebook, particularly in situations where I decide not to arrest, ensuring that all considerations are documented and can be scrutinised.

Modern policing also demands a higher level of technological competence. The Workforce Transformation Strategy (2018) focuses on developing a workforce that is digitally skilled, flexible, and equipped to meet future challenges whereby there was a 223 million pounds funding (College of Policing, 2022). I have responded to this by actively improving my digital investigation skills. I regularly engage with colleagues in technical departments to better understand evolving tools for data extraction from mobile devices and CCTV. This allows me to collect evidence more efficiently and support investigations in a way that meets both operational demands and the expectations of the Crown Prosecution Service.

Furthermore, the Strategic Policing Requirement (SPR) outlines the need for forces to maintain national resilience in areas such as cybercrime, public order, and serious organised crime (Home Office 2023). While working at a local level, I remain mindful of how my role supports broader national priorities. For instance, in a recent investigation involving online harassment, I worked closely with digital evidence teams and safeguarding units to ensure a victim-focused approach, while also contributing to the force's overall response to emerging cyber threats.

This final year of probation has marked a clear shift in my role. Early in my training, I relied heavily on direction and focused on procedural learning. Now, I am trusted to manage incidents independently, use my professional judgement, and engage more confidently with the public and partner agencies. I have become increasingly reflective, regularly reviewing my performance through debriefs, supervision, and personal learning logs. This self-awareness has helped me identify areas for growth and remain committed to continuous improvement—an approach strongly encouraged by the College of Policing’s strategic goals.

I also recognise the importance of leadership at all levels. Even as a probationer, I understand that setting a positive example—whether by challenging unprofessional behaviour, supporting colleagues, or showing resilience under pressure—is a key part of building a healthy police culture. These values align closely with the Policing Vision 2025 and national efforts to professionalise the workforce and develop leadership throughout the service.

In conclusion, my final year of probation has been a period of significant development, shaped by both operational experience and strategic awareness. By aligning my practice with national policing priorities and maintaining high personal standards, I am fulfilling the role of a modern professional police officer—one who is ethical, accountable, digitally capable, and committed to public service in a rapidly changing environment.
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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:

Within this essay I will discuss my experience with the use of social media as a means of informing and engaging with the community and promoting policy initiatives. 


As a police officer, the use of social media when aligned with force policy can be a valuable tool to support investigations. It allows us to gather additional information on ongoing cases, update the community on police activity, and share important updates that may affect public safety. Social media is also particularly effective for issuing urgent appeals, such as in missing person cases, where public assistance can help locate individuals more quickly. However, its use is not without risk. Posts made by officers can sometimes be misinterpreted, leading to negative public perceptions, and there is the potential for sensitive information to be compromised. The benefits and risks of using social media in policing will be explored further in this essay, supported by relevant research and examples.
When using social media and posting information which can be accessed by anyone world-wide, both staff roles and constables must ensure the information being shared is within force policy. College of policing (2017) details throughout their media platform guidance that all information published should be true, accurate and well-structured and thought-out prior to releasing the information. This becomes crucial in particularly delicate situations where information may upset people. Having a single spokesperson to convey this information is advantageous because it is honest, clear, and free of contradicting remarks made on other social media platforms that could further agitate or confuse people. College of policing (2017) further states how information released should be in line with the code of ethics, meaning information shared should be transparent and truthful which builds further positive communications between the police force and the community, Additionally, information supplied should only be made public when absolutely essential, such as when it poses a threat to someone's life or is of public interest. Social media is a vital communication tool that the police force use to keep the public informed and engaged. Through these platforms, The Police are able to share timely updates on ongoing investigations, issue appeals for information, highlight court outcomes, and celebrate positive news within the community. Beyond simply delivering information, the goal is to create a secure and trusted online environment where community members feel comfortable engaging directly with the force. Members of the public are encouraged to use social media to ask questions, raise concerns, or suggest ideas that could contribute to safer neighbourhoods (Gwent Police, 2025). By fostering open dialogue in this way, not only does it strengthen trust between the police and the public, but it also empowers communities to take an active role in shaping local policing efforts.

Gwent Police primarily utilise social media platforms such as Facebook, Twitter (now X), and Instagram. These platforms not only allow members of the public to report crime, but also enable the force to share real-time updates, provide information on the progress of ongoing investigations, and communicate the outcomes of operations and enforcement activity.

As an Operational Response Police Officer, social media can be and has become a very important tool in major investigations where further information is needed and assistance from members of the public is required. In cases such as locating an offender who is outstanding for serious offences and actively avoiding police, while other officers may be aware and actively searching, we physically cannot be everywhere at every minute of the day. Therefore, by posting images of the offender, if deemed necessary and following the correct guidelines, members of the public are able to provide valuable responses if they believe they have seen the individual. Social media also becomes a powerful tool when all information is needed urgently, such as in high-risk missing person cases. The more information a police officer has regarding a person’s whereabouts, the quicker that individual can be located and safeguarding measures can be put in place to ensure they are safe and well. In both scenarios, the use of social media strengthens our operational capacity and supports better outcomes for community safety and public protection.
A time when social media proved to be a valuable tool in supporting my investigation was during a missing person report involving a young female. She had previously been reported missing on numerous occasions; however, the circumstances of this particular report were more complex and presented heightened risk factors. The individual was already considered high risk due to her age—being under 18—but on this occasion, she had also expressed concerns about her mental wellbeing, telling the reporting person that she felt mentally low. Although previous reports had provided a substantial amount of background information, little was known about her mental health history, as this had not been a prominent concern in earlier incidents.
As my investigation progressed and the information I had was insufficient to locate her, I sought approval to issue a public appeal via social media. The post detailed when and where she went missing and was shared with the consent of her parent or guardian. Social media can be an extremely effective investigative tool, as hundreds or even thousands of people across different communities can quickly share information, increasing awareness and generating new leads for the police to follow. In today’s society, social media is used daily on a massive scale. Research from 2019 indicated that Facebook had 2.37 billion users, while Instagram had over 800 million users (Lauth, 2020). This highlights the vast audience that can potentially assist in missing person cases, and these numbers continue to grow.
By publishing a media appeal and allowing time for responses, I was able to gather multiple sightings from members of the public, both locally and outside the force area. This significantly benefited the investigation, ultimately leading to the safe recovery of the missing female and allowing the appropriate support services to be put in place. Once she was located, it was important to remove the original social media post and provide an update to the public confirming that she had been found. This helps maintain public trust and ensures that sensitive information is not unnecessarily circulated once the matter is resolved.

Another occasion where I benefited from using social media both as an investigative tool and a method of engaging with the community was during an operation targeting areas with high levels of anti-social behaviour and increased crime. This operation involved the regular deployment of officers to specific locations in the local town centre where issues had been identified through crime statistics and numerous complaints from members of the public. These concerns were further supported by a rise in negative social media posts, with many people expressing frustration that not enough action was being taken. Anti-social behaviour has become a growing concern across the UK (Home Office, 2023). From my own experience, there was a noticeable increase in positive feedback from the community when they observed officers actively addressing issues in problematic areas, which also helped to prevent further incidents. Details of these operations were shared through Gwent Police’s social media accounts, allowing the public to see the proactive steps being taken. This helped strengthen relationships and build trust between the police and the communities we serve. While it is important to tackle crime and anti-social behaviour, it is equally important for the public to be kept informed and involved, so they feel reassured that action is being taken. However, I have found that while many people respond positively on social media to visible policing efforts, others express dissatisfaction believing that police resources should be focused on what they perceive as more serious crimes. Social media, therefore, serves not only as a platform for information sharing but also as a space where public opinion is voiced, both in support and in critique. This dual nature reinforces the importance of using social media carefully and strategically, ensuring that communications are clear, balanced, and demonstrate how various policing priorities are being addressed.
There are numerous benefits to using social media as a police force however it is also important to recognise the risks of using social media and releasing police information. A large element and benefit of using social media and releasing information builds trust and increase further community engagement between a police force and the community in which they protect and serve. By creating reliable routes for candid criticism, open communication, and teamwork, it promotes meaningful engagement between police forces and the community (Ministry of Defence Police, 2013). It further demonstrates the transparency in the polices actions and helps to humanise the police by creating opportunities for positive interactions and strengthen the relationship between the public and foster trusts and understanding (Carr, 2023). By posting on social media the organisations actions against ongoing crime or anti-social behaviour shows the community exactly what is being done to take action, it shows that the police force is open and honest with their plans to help keep the community safer. 

Another element of implementing social media usage by police forces is for public safety and crime prevention. Social media platforms can be used to quickly share alerts and vital information especially when it comes to missing people as gathering the most information early on benefits the investigation the best. It can also be used to share about dangerous situations and provide real time updates provide people with safeguarding (https://facebook.com/abdullahmalik86, 2024)

Social media offers police officers a fast, wide-reaching and cost-effective channel for communicating with the public compared to traditional media. In the aftermath of the 2013 Boston marathon bombing, for example, the Boston police department used Twitter and Facebook to replay critical and accurate information rapidly, within hours of the event, correcting misinformation and keeping members of the public informed. This responsiveness was faster than traditional outlets and helped the Boston Police department maintain trust and clarity during a crisis (Communications, 2014). Moreover, targeted social media campaigns have demonstrated strong cost effectiveness. By using targeted social media messaging, Leicestershire Police were able to reach a large number of young people in specific regions with a minimal investment. Metrics such as impressions and engagement were achieved at a significantly lower cost per person than would have been possible through traditional methods like print or billboard advertising (College of Policing, 2024). Social media enables police forces to disseminate information quickly, engage in two-way communication, correct inaccuracies in real time, and do so at a lower cost with greater precision rather than traditional media approaches. 

With the benefits of police forces using social media comes the risks such as misinformation as explored above and public backlash. Police social media posts, even those with the best intentions, can backfire if they are unclear, poorly places or lack of context. Before corrections can be made, misinformation may spread due to misinterpretations of simplifications or misstatements. For example, studies on social media during catastrophises reveal that early claims made by emergency services or police, like labelling an incident as “terrorist related” before it has been fully confirmed, can create amplification loops where false information spreads quickly (Eriksson Krutrök and Lindgren, 2022). Studies show that when consumers see postings with high engagement indicators, such as shares, even partially inaccurate or deceptive content gets credibility and spreads more broadly (Drolsbach and Pröllochs, 2023). 

Sharing data from ongoing investigations or operations has the potential to seriously compromise efficacy and safety. For instance, by alerting offenders to plans, sources, techniques or suspect identity's they may avoid rest destroy evidence or change their behaviour which complicates the investigation and makes it more challenging (D.L, 1990). 


In summary, social media can significantly enhance communication, transparency, and investigative capabilities for police forces. However, it also presents inherent risks related to ethics, privacy, misinformation, and reputational damage. To maximise the benefits while minimising potential harm, it is essential to implement carefully crafted policies, provide comprehensive staff training, and maintain strong accountability measures. These steps ensure that social media is used responsibly and effectively, ultimately strengthening public trust and supporting law enforcement objectives.
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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:


This essay will detail a specific operational incident in which I demonstrated flexibility in leadership style. It will also critically analyse leadership strategies I have personally developed to manage a range of operational circumstances, drawing on recognised leadership theories and models relevant to policing.

Leadership in policing is particularly significant, as officers must continually balance operational accountability, public trust, ethical decision-making, and the effective exercise of authority. Given the unique pressures of the role, police organisations often adopt established leadership models to guide officers in dynamic and often unpredictable environments.

One of the most commonly applied models in policing is transactional leadership. This style is based on a clear chain of command and operates through a system of rewards and sanctions (Cockcroft, 2014). Reflecting policing’s traditionally paramilitary structure, transactional leadership has historically been used to maintain discipline, ensure accountability, and standardise performance across teams. It remains particularly effective in high-risk operational scenarios where strict adherence to procedure is vital such as during public disorder, critical incident response, or pursuits where officer and public safety are paramount.  Transactional leadership focuses on short-term goals and immediate compliance, rather than long-term growth or innovation. Transactional leadership proves particularly effective in maintaining consistency, operational efficiency, and compliance in policing environments where tasks are routine, structured, and clearly defined. In contexts such as scheduled patrols, fixed shift rotations, traffic enforcement, or standard investigative procedures, this leadership style helps ensure that officers perform their duties reliably and in line with established protocols. By emphasising clear expectations, performance monitoring, and a system of rewards and sanctions, transactional leaders can minimise operational disruptions, reduce errors, and maintain a steady throughput of work (The Cognition Sentinel - Guarding Knowledge, Inspiring Minds, 2023) While this model can be effective for delivering rapid results and maintaining order, it has clear limitations. Transactional leadership often limits opportunities for professional judgment, proactive problem-solving, and innovative responses to complex and evolving situations. By placing a strong emphasis on strict adherence to rules, procedures, and performance metrics, this leadership style can create an environment where officers feel compelled to comply with directives rather than exercise discretion. As a result, they may default to rigid, rule-bound behaviour, even in scenarios that demand flexibility, critical thinking, or adaptive strategies (Klijn, de Boer and Eshuis, 2020) Given these limitations, it is essential for police leaders to be flexible adapting their approach based on situational demands, team dynamics, and the emotional climate of a given incident. 

Throughout my operational experience, I have learned to move beyond a single leadership style and instead apply elements of situational, transformational, and servant leadership as circumstances change. The following example illustrates how I applied and adapted these leadership strategies in a real operational setting.

Transformational leadership is widely regarded as an effective leadership style in policing, particularly in the context of modern law enforcement agencies striving to be more adaptive, community-focused, and ethically grounded. Unlike transactional leadership which emphasises hierarchical command, control, and adherence to rules transformational leadership focuses on inspiring and motivating officers to exceed expectations through shared values and vision (Ugochukwu, 2025). In policing, transformational leaders act as role models, demonstrating integrity, professionalism, and commitment to public service. They foster an environment where officers are encouraged to engage in critical thinking, innovate, and develop professionally (College of Policing, 2015). The key components of transformational leadership idealised influence, inspirational motivation, intellectual stimulation, and individualised consideration align strongly with the challenges police leaders face, including managing diverse teams, complex operational demands, and evolving community expectations. With these benefits of transformational there are also limitations to take into consideration. Transformational leadership often places significant demands on both leaders and followers, requiring high levels of moral commitment, creativity, adaptability, and sustained personal engagement. While this can foster a motivated and purpose-driven workforce, it may also create additional responsibilities and pressures that extend beyond routine duties. For police officers, the need to consistently meet elevated standards, align with the leader’s vision, adapt to ongoing change, and frequently exceed baseline expectations can become a source of elevated stress. In a profession already characterized by intense workloads, high-risk situations, and substantial emotional strain, these added demands may contribute to fatigue, emotional exhaustion, and, ultimately, burnout. As a result, the very qualities that make transformational leadership inspiring can also become counterproductive if not balanced with adequate support, resources, and realistic expectations (Meng et al., 2020)
.
During my third year of probationary service, I encountered an incident at a hospital involving a detainee under police custody who required medical attention. This situation became challenging when the detainee’s behaviour escalated, presenting increased risk to officers, the public, and hospital staff. I was responsible for managing this complex situation alongside a less experienced colleague, requiring me to demonstrate flexibility in my leadership style to ensure safety and effective resource allocation. At the start of the shift, there was pressure from senior leaders to reduce prisoner watch from two officers to one, based on an initial low-risk assessment and the high demand on response teams due to outstanding calls. However, as the detainee became increasingly irate and aggressive, I identified a clear escalation of risk that necessitated additional support.

In line with transactional leadership theory (Cockcroft, 2014), my first priority was to maintain control of the detainee’s behaviour to ensure safety and compliance. This involved clear communication of expectations and immediate direction to both the detainee and my colleague. Recognising that the risk was rising beyond what could be managed with one officer, I took the initiative to contact my Sergeant to request more resources.

Anticipating resistance due to force-wide resource constraints, I carefully prepared for the conversation. I applied situational leadership theory (Hersey & Blanchard, 1969) by adapting my approach to fit the context and audience due to the quick changes in team dynamics and operational situations. Initially, my request was factual and directive, but when met with pushback, I shifted to a more collaborative and persuasive communication style. This involved articulating the specific risks posed by the detainee’s behaviour and discussing alternative risk mitigation strategies. By doing so, I demonstrated emotional intelligence understanding the pressures my Sergeant faced and tailoring my communication to address these concerns while prioritising safety. This flexibility in leadership style was crucial in overcoming resistance and securing additional officers. I also demonstrated transformational leadership qualities (Burns, 1978) by advocating for the welfare of all parties involved and inspiring confidence in my assessment of the situation. Throughout, I provided individualised consideration by supporting my less experienced colleague, debriefing with them to ensure a shared understanding of the incident and the communication strategy. Once the additional resources were allocated, I retained responsibility for the prisoner watch, as I was best placed to monitor the detainee’s behaviour and adjust resource needs dynamically. This ongoing leadership ensured an effective balance between operational efficiency and safety.

Reflecting on this incident, I have come to deeply appreciate the critical importance of flexibility in leadership within the policing environment. Effective leadership in such dynamic and often unpredictable situations requires the ability to seamlessly transition between different leadership styles. In this case, shifting from a more directive, transactional approach where clear instructions and decisive actions are necessary to a more adaptive, collaborative style allowed me to engage with team members, respond to emerging information, and manage the evolving circumstances effectively. A study, which is based on data from more than a thousand police supervisors from different agencies, emphasises that good leadership in policing calls for more than simply hierarchical authority; it also calls for great communication skills, adaptability, integrity, and a sincere care for the welfare of employees (Schafer, J.A., 2010). This flexibility not only ensured operational success but also fostered a sense of cohesion and trust among the team. The experience also highlighted the indispensable role of critical reflection and strong communication skills. Being able to analyse the situation objectively and adjust my approach under pressure was key to influencing decision-making and maintaining control. Clear, calm communication helped to minimise confusion, maintain focus, and empower others to contribute constructively despite the stress of the moment. This, in turn, reinforced the importance of emotional intelligence and situational awareness in leadership roles within policing. My Sergeant’s commendation of my calmness, decisiveness, and adaptability served as valuable external validation, reinforcing the significance of flexible leadership approaches in high-pressure operational contexts. Such feedback not only boosted my confidence but also encouraged me to continue honing these skills. This incident has profoundly shaped my ongoing development as a leader. It has taught me to continuously assess situational demands with a critical eye and to apply the leadership style best suited to safeguarding individuals while upholding organisational goals. Ultimately, it has strengthened my commitment to becoming a versatile and resilient leader capable of navigating the complexities of modern policing with professionalism and empathy.

Another example where I demonstrated my leadership strategy was during an incident involving a highly aggressive female in custody, whom I had arrested earlier that evening. While in custody, her behaviour became increasingly volatile, exhibiting both verbal aggression and physical hostility towards me and my colleague. To prevent further assault, I began restraining her on the floor, with additional colleagues assisting in controlling her. Recognising that continuing the usual booking procedure was not safe or suitable, I made the decision to instruct my colleagues to assist me in escorting her to her cell. As we reached the cell, continuing to restrain her further, I quickly formulated a plan to safely exit the cell without provoking further aggression. I instructed my colleagues to move to her upper body and step out, while I remained by her lower body, continuing to restrain her legs, keeping her handcuffed behind her back. After a few minutes, once I assessed the situation was safe, I carefully removed the handcuffs and released her legs, before safely exiting the cell myself.


Throughout this incident, I applied key leadership strategies such as clear communication, rapid risk assessment, and adaptive problem-solving, all while maintaining control and calm under pressure. My leadership approach reflected elements of transactional leadership through the clear directive commands given to colleagues, combined with situational leadership by adapting tactics according to the detainee’s behaviour and the environment. Being situationally aware might help you spot dangers and prevent mishaps and It allows you to remain secure (Carr, 2025). This experience also highlighted the importance of emotional intelligence in policing leadership understanding the detainee’s state and my colleagues’ capabilities to coordinate a safe and effective response.

This example reinforces how flexibility in leadership style and strategy is essential in policing, allowing officers to respond effectively to unpredictable and high-risk scenarios while maintaining team cohesion and operational safety.
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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:

This essay will critically reflect on my experiences of coaching and mentoring during my probationary service as a response police officer. I will consider how these approaches have benefited me personally and professionally, helped me to achieve organisational goals, and aided my learning, development, and performance in the workplace. In addition, I will explore how I have both received and provided feedback, using relevant theories and models of coaching and mentoring to support my reflections.

Mentoring and coaching are often closely linked but have different purposes in a policing context. Mentoring is usually understood as a developmental relationship where a more experienced colleague provides guidance, knowledge, and support to a less experienced officer. Kram (1985) identifies two key functions of mentoring: career functions such as sponsorship, coaching, and exposure; and psychosocial functions such as counselling, role modelling, and friendship. Within policing, mentoring is a critical tool in probationary development, supporting officers to build confidence, resilience, and professional competence.
Coaching, on the other hand, is more performance-focused and structured, aimed at helping an individual to set goals, reflect, and take responsibility for their development. The GROW model (Whitmore, 1992) Goal, Reality, Options, Way Forward, is frequently used in workplace coaching and has direct applicability in policing. Coaching encourages officers to analyse incidents, identify areas for improvement, and develop practical strategies to enhance performance.
Together, coaching and mentoring provide complementary mechanisms for supporting new officers through the challenges of their early career while ensuring organisational standards and competencies are met.
During my probation, both mentoring and coaching significantly enhanced my confidence, resilience, and ability to perform under pressure. Early in my service, I relied heavily on more experienced officers and my sergeant for advice and reassurance. This aligns with Kolb’s experiential learning cycle (1984), where I moved through stages of concrete experience, reflective observation, abstract conceptualisation, and active experimentation. Mentors guided me in making sense of challenging incidents, allowing me to transform experience into learning.
As I progressed into my third year, the level of direct support reduced, but the foundations laid through coaching and mentoring meant I was more confident in making independent decisions. I became less reliant on constant guidance and increasingly trusted my own judgement. For example, when attending incidents involving public disorder, I was able to take a leadership role, assess risks quickly, and make decisions without second-guessing myself. This was a direct outcome of the gradual release of responsibility facilitated by coaching and mentoring.
Another personal benefit was the development of emotional resilience. Policing inevitably exposes officers to traumatic and stressful situations. In my early service, mentors and senior colleagues often accompanied me to particularly sensitive incidents, such as sudden deaths or domestic abuse cases, helping me to process the emotional impact. Their reassurance that my reactions were normal, combined with their practical strategies for coping, helped me to manage stress more effectively. Over time, this built my confidence to face difficult situations alone while maintaining mental wellbeing.

From a professional perspective, mentoring and coaching helped me to align my development with career aspirations. My tutor, constable, sergeant, and more senior colleagues provided guidance on professional standards, report writing, evidence gathering, and risk assessment, all of which are essential skills for an independent officer.
In line with transformational leadership theory (Burns, 1978), these mentors did more than provide instruction; they inspired me to aspire towards higher standards and future roles. For instance, discussions with my sergeant encouraged me to consider leadership pathways and the skills I would need to develop to support newer officers myself. This mirrors Kram’s (1985) concept of role modelling as a key function of mentoring.
A mentoring theory used is called Evidence Based or Reflective mentoring. In order to assist officers’ professional development, evidence based or reflective based mentoring in the police force promotes the application of research, critical thinking and reflective practice in decision making. This method seeks to close the knowledge gap between academia and front line police officers by empowering the persons that they are mentoring to apply evidence to practical issues and enhance their abilities to learn and adapt over time.  Fostering a culture of critical reflection and responsibility is one of the model's advantages, as it encourages innovation and more successful enforcement tactics. For instance, some police officers are trained as evidence-based champions by the police mentor project to implement reflective mentoring techniques that enhance the organisational learning and personal development (Open University, 2025).  A weakness that is clear is that it is heavily reliant on the operations resources and without mentoring in this manner it risks becoming a tick box exercise with limited impact.

The coaching I received also encouraged me to take ownership of my professional development. Using a coaching approach, my sergeant would often ask me reflective questions after incidents, such as “What went well?” or “What would you do differently next time?” This mirrored the GROW model, enabling me to identify my own learning needs rather than relying solely on external direction. As a result, I became more proactive in seeking opportunities to develop, whether through shadowing experienced colleagues, taking lead roles in incidents, or reviewing case files to identify improvements.
A current coaching theory utilised in policing is positive psychology coaching. This is a method based on positive psychology that emphasises growth, resilience and wellbeing. Coaches assist people in developing a culture of positive feedback and building on what is effective and rephrasing obstacles in a positive way. It employs a range of proven research techniques, grounded in evidence from psychology and behavioural science, to help individuals build greater resilience, develop a more optimistic outlook and enhance their abilities to cope effectively with personal and professional challenges (MEAD 2020). The strength of this theory is that it helps with officers' wellbeing, leadership, development, particularly in stressful and high pressure environments.  The weaknesses of this theory are that it requires substantial resources and is heavily time consuming.

Policing organisations have clear objectives: ensuring public safety, upholding the law, and building public trust and confidence. At a more operational level, forces aim to support probationers in becoming competent, independent officers who can contribute effectively to their teams. Coaching and mentoring have directly supported me in aligning my personal growth with these organisational goals.
One example is the shift in my role from being primarily a learner to becoming a source of support for junior probationers. As newer officers joined my shift, I found myself offering advice, sharing my experiences, and guiding them through challenging incidents. This not only supported their learning but also reduced the burden on the sergeant, allowing them to focus on supervisory duties. In this way, my development through coaching and mentoring contributed to team efficiency and organisational resilience.
Additionally, mentoring has helped me to manage workloads and stress effectively, ensuring that I can maintain attendance and performance. By building coping strategies and resilience, I am less likely to experience burnout or prolonged absence, which supports organisational aims of maintaining an effective workforce.

My journey reflects the critical role of coaching and mentoring in workplace learning and performance. Learning in policing is not solely achieved through formal training but is embedded in practice, supported by the guidance of experienced colleagues. Through coaching, I developed problem-solving skills and reflective practice, allowing me to continuously improve performance.
For example, during debriefs after high-pressure calls, mentors encouraged me to analyse my decision-making processes. Applying Kolb’s learning cycle, I reflected on what happened, conceptualised the principles behind good practice, and experimented with different approaches in future incidents. Over time, this cycle reinforced my competence and adaptability in varied situations.
Performance improvements were evident in several areas. My report writing became more precise and legally robust due to constructive feedback from supervisors. My ability to manage incidents independently reduced reliance on colleagues, contributing to greater team efficiency. I also developed leadership skills by guiding junior probationers, which enhanced team cohesion and ensured operational effectiveness.

Feedback has been central to my growth. I received both formal and informal feedback throughout my probation. Formally, performance development reviews (PDRs) provided structured opportunities to discuss strengths, areas for improvement, and future goals. Informally, feedback occurred during debriefs after incidents or through quick conversations with supervisors. Effective feedback followed structured models such as Pendleton’s rules, which balance positive reinforcement with constructive criticism. For instance, supervisors would highlight what I did well before suggesting areas for development, ensuring that feedback was motivating rather than demoralising. Equally important has been my role in providing feedback to others. As I gained experience, I supported junior probationers by offering constructive advice. I used principles from the BOOST model (Balanced, Observed, Objective, Specific, Timely) to ensure my feedback was fair and actionable (David, 2021). This not only helped others to learn but also reinforced my own knowledge by articulating best practice.

While my experience of coaching and mentoring has been largely positive, there have been limitations. At times, the support available depended on the capacity of colleagues who had many competing demands. As a result, I sometimes felt I would have benefited from a more dedicated coaching or mentoring relationship, with greater time to explore my experiences and feelings in depth.
This highlights a broader organisational challenge in policing: balancing operational demands with the need to invest in developmental support. Coaching and mentoring are invaluable, but their effectiveness relies on supervisors and colleagues having the time and skills to engage fully. Embedding formalised coaching and mentoring structures within policing could enhance consistency and ensure all probationers receive the support they need.

Coaching and mentoring have been crucial in my journey through probation, shaping me into a confident, resilient, and competent officer. On a personal level, these processes have provided me with the support and guidance necessary to develop greater self-confidence, effectively manage the stresses inherent in policing, and build resilience in the face of challenging situations. The opportunity to reflect on my experiences with a mentor or coach has enabled me to better understand my strengths and areas for development, fostering a mindset geared towards continuous learning and growth. Professionally, coaching and mentoring have played a vital role in enhancing my practical skills, improving my decision-making abilities, and expanding my leadership capacity. Through regular feedback and structured discussions, I have been able to critically evaluate my actions, consider alternative approaches, and apply lessons learned to real-life scenarios. This has not only improved my individual performance but also contributed to my ability to work collaboratively within teams and take on responsibilities that require greater autonomy and accountability. From an organisational perspective, coaching and mentoring contribute to team efficiency and resilience by fostering a culture of support, trust, and shared learning. These processes help to nurture independent officers who are equipped to make informed decisions and manage complex incidents effectively, thereby advancing the broader strategic goals of the force. Reflective practice, which is the foundation of effective coaching and mentoring, has encouraged me to continually assess and adapt my approach to work, enabling me to perform consistently even under pressure.
Feedback, both given and received, has been central to this development process. Constructive feedback has allowed me to identify blind spots and reinforce positive behaviours, while also encouraging open dialogue and collaboration with colleagues and supervisors. Despite the clear benefits, I recognise that challenges remain, particularly in terms of organisational capacity and the availability of structured coaching and mentoring programmes across all teams. Time constraints, workload pressures, and inconsistent access to experienced mentors can sometimes limit the effectiveness of these initiatives.
Nonetheless, the value of coaching and mentoring within policing cannot be overstated. They represent critical tools not only for individual officer development but also for fostering a professional culture that prioritises growth, wellbeing, and operational excellence. As I progress beyond probation, I remain committed to engaging in coaching and mentoring, both as a recipient and as a provider, to contribute positively to my team and the wider policing community.
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