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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:


Professionalism is important in all jobs, especially in policing where the actions and behaviours of an individual officer, and a force as an organisation, into the managing and dealing of incidents is so widely criticised and analysed by the public (Holdaway,S. No date. Pages 1-33). As a police officer, professionalism within a law enforcement role is not solely a matter of following rules and regulations, but also extends to they way in which officers interact with their community, colleagues and the people they serve (McKee, A. 2023). It involves a combination of technical skills, ethical and timely decision making, good communication and the ability to work well in high pressured and dynamic situations (College of Policing, 2024).
In this assignment, I will talk about the concept of professionalism in policing within the UK, and how I have developed this skill to improve my own professionalism within the role as a police officer during my final year of probation. 

In 2011, Peter Neyroud QPM, was commissioned by the Home Secretary to undertake a review of Police Leadership and Training which highlighted the need for the creation of a Professional body in policing which he stated should be “…transparent, accountable and act as the public’s guardian of excellence in policing” (Neyroud, P. Page 2. 2011). As a result of Neyroud’s recommendation, The College of Policing was established with the aim to develop a framework of accredited qualifications, a code of ethics, and a training programme based on scientific evidence and work. Alongside the development of The College of Policing, the police services across England and Wales also adopted the graduate entry of the Police Qualifications Education Framework to reconstruct professionalism in policing (Martin, D. 2019). 


As described by Police Federation (no date), The College of Policing is a professional body established in 2012 to help support those working in policing by setting standards to all 43 forces across England and Wales through the requirement and deliverance of ongoing professional development, training, skill and qualifications. In addition to this, The College of Policing define themselves as “…a professional body for everyone working across policing. It is an operationally independent non-departmental public body.” (College of Policing, 2024). The College of Policing works alongside the UK Government and partnership working, by recognising areas of concern from the public and highlighting areas of crime that the police need to focus on and deliver strategies for tackling; this was highlighted in a fundamental review of the College of Policing in 2022 which stated that more work needed to be done and to assess its effectiveness as a service across national constabularies. As part of their review, the College of Policing identified 3 key strategic areas that required improvement to ensure they are reaching their full potential in supporting all police officers and staff across the UK forces. The 3 areas of improvement were listed as: Boosting Professionalism – Ensuring that police forces were equipped to access and deliver the best CPD opportunities, and prioritising this to ensure officers of all rank had a good standard of a continuation of professional development to deliver a good quality service to the public. Improving Leadership – Recognising that all officers and staff of any rank have the ability to be leaders, and empowering them to develop this to be effective leaders. Driving consistency – Focusing on the key areas as a collaboration of forces across England and Wales, to ensure there is consistency in the approach of the police and for the public to be fully informed as to what they can expect from their police service. This report highlighted areas of variation across all of the forces which effected the sharing of good practice to tackle crime (College of Policing, 2022). Whilst there is a continuation of review in how effective The College of Policing is in professionalising the police, the social expectations of the police continually changes and is influenced by movements globally. Work is being done to adapt and change priorities in tackling crime and effective training to meet public expectations of how a police force should act, movements such as Black Lives Matter, as a result of the death of George Floyd in 2010, and Violence Against Women and Children, can drastically reroute the priorities which forces and institutions are unable to keep up to date with. 

The Policing Vision 2025 recognises that the communities police forces in the UK serve are becoming increasingly more diverse and complex, and in 2016 it set out a 10 year plan to adapt to modern policing requirements. Led by the National Police Chiefs Council (NPCC), the vision is a collaborative effort alongside all 43 Chief Constables as well as bodies such as The College of Policing and the National Crime Agency to reform priorities in tackling crime (NPCC, 2016). This in turn, supports individual force crime plans, such as the South Wales Police & Crime Plan 2023-2027, which sets out priorities and principles as derived from a collaborative partnership from Chief Constable, Jermey Vaughan, and South Wales Police Crime Commissioner, Rt Hon Alun Michael. Since the introduction of The Police Reform and Social Responsibility Bill in 2011, the election of Crime Commissioner’s gives power back to the voice of the people. The Crime Commissioners role is to hold Chief Constables accountable to their communities by representing members of their serving communities, ensuring that their voices and concerns are heard by identifying their needs and setting them out in strategic policing plans (Home Office & The Rt Hon Lord Herbert, 2011). 

Now that I am in my final year of probation, I am considering what areas of policing I would like to extend my career into and what I can to do continue my level of professionalism within the service. I am aware that I have always had a strong interest into the complex investigations into Rape and Serious Sexual Assaults (RASSO) and how as first responders, we are adequately trained to carry out the Golden Hour enquiries which are vital to the ongoing investigation of specialised departments such as the Rape Investigation Team (RIT). As detailed in the South Wales Police Crime Plan 2023-2027, one of the main priorities for tackling crime at a local level is working to protect the most vulnerable within the forces communities; priority 3 of the Crime Plan focuses on the work that needs to be done to tackle Violence Against Women and Girls (Police and Crime Commissioner, 2024). This key priority has been a focus of South Wales Police for sometime and was also detailed in their Tackling Violence Against Women and Girls Joint Strategy 2019-2024 plan, which took a ‘whole-system’ approach to ensure an effective multi-agency partnership. The strategic plan was designed to ensure that South Wales Police continuously scrutinise and seek to review the way in which they work with such partners in tackling Violence Against Women and Girls, by implementing programmes to tackle the problem from the very roots of the issue, as well as how to effectively respond and provide support to victims of violence, domestic abuse and sexual violence (Crime Commissioner, 2019). Moving back to the South Wales Police Crime Plan 2023-2027 and its focus on continuing to work in the area of tackling violence against women and girls, one of its commitments in the financial planning of the document, details how it aims to invest in the forces police staff by delivering ongoing professional development. I have decided to utilise this commitment for the benefit of my own professional development by signing up to several courses to deepen my understanding and deliverance as a first responder to calls of domestic and sexual violence. I am due to undertake courses such as College of Policing Domestic Abuse Investigators and Sexual Offences First Responder. I hope to achieve a broader and deeper understanding of how violence and sexual assaults can create barriers to victims reporting, breaking down the myths and misconceptions around victim perception of the police and to be more trauma informed. I, in turn, hope to bring this knowledge and information back onto my team and act as an advocate, which I feel meets the part of the College of Policing’s fundamental review and its strategic area of boosting professionalism and improving leadership. Another core aim of this for me, is to broaden my understanding of how LBGTQ and BAME persons experience RASSO and how I can recognise and identify offences in our communities who may be more resistant to reporting to police. 

I have also completed attachments with specialised departments such as CID, RIT and the Public Protection Units to gain an insight into how other areas of the police system work, manage serious and complex investigations and evidence gather to achieve best outcomes for the victims. By doing so, I have been able to understand how the work that I do at the initial stages can have a significant influence into the ongoing investigation. To me, this has allowed me to begin meeting the expectations of a modern day professional police officer by gaining a better prospective on how the entire system works and what specialised departments require from me in the early stages in order to achieve best outcomes for our victims of crime. It has also allowed me to work on my “whole system” approach to attending calls, by looking at not only supporting my victims, but also identifying early stages of help with offenders and referring them through to the right agencies as a form of prevention to tackling crime. This has allowed me to work on my ability to be unbiased in my approach to investigating, a core requirement and expectation of a modern day police officer. During my time on attachments, I was able to experience a subject interview for a rape allegation, something that I would not usually be able to participate in as this would be over seen by RIT. As a result of this, I was able to learn about programmes such as StopSO (Specialist Treatment Organisation for the Prevention of Sexual Offending) who offer support and counselling to those who have committed sexual offences or have been accused of sexual offending. 

One incident where I have played a significant role was a report of Stalking against an ex-partner. During this incident, I was involved in utilising my skills to engage with the victim, identify the offences and take immediate action to safeguard her. This incident required fast time actions which I coordinated with my colleagues to ensure we were able to evidence gather all the information we needed from witnesses, disclosure witnesses, section 18 searches of the subjects address and ultimately arrest and remand the subject. As I first mentioned in my understanding of what a modern day police officer is, my actions and those of my colleagues resulted in excellent service delivery to the victim who initially was reluctant to report to police due to her belief that we would not do anything to support or safeguard her. It required the use of a combination of technical skills and experience to be relied upon from within myself, as well as making timely decisions and the ability to work well in a high pressured situation. 

In conclusion, whilst I feel that this incident is evidence of how my confidence has grown during my probation period, it also highlighted my need to lean on my more experienced colleagues to help with completing the required case file in order to get the subject charged and remanded. I recognise that this is an area of development I need to progress as I do feel that this a major set back on my ability to progress cases. As a result of that, I have arranged further professional development for myself by arranging attachments with departments who regularly deal with case files and can teach me how to properly compile one together for more complex investigations. Professionalism within policing remains a highlighted area of discussion across forces throughout the UK, as well as topics of discussion and expectations from public bodies who continue to raise the call for more work to be done for this to be recognised. 

Total word count: 2010
1

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


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

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


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




ANSWER:

Social Media is a rapidly growing form of communication in a modern day society, with platforms offering the opportunity for a two-way dialogue between its users. There are many forms of social media including, but not limited to, social network sites such as Facebook and Instagram, as well as micro blogging sites which offer short time updates such as Twitter (Police Federation, 2014). During this topic, I will be exploring how social media has a benefit for engaging and communicating with the communities that police forces serve, as well as what risks and considerations need to be taken into account when accessing information on public forums. 

Social Media is defined by Britannica (2024) as being “…a form of mass media communications on the internet … through which users share information, ideas, personal messages, and other content…”. The first social media platform was started by MySpace in 2004 which established over 1 million monthly users which has seen a fast growing use of social media ever since, with platforms across the sector now having over 5billion users as of 2024; the equivalent of more than 62% of the worlds population (Investopedia, 2025). The College of Policing (2020) details how technology and online platforms, such as social media, can help shape effective communication and in turn provide a delivery of service which is tailored to the needs of the communities in which forces serve. The use of “open data”, which is the use of non-personal information, can allow community members and organisations to hold public sector bodies to account and supports the sharing of such data between public sector partners to be more efficient, with the aim to create a more transparent government. Under section 34 of the Police Reform and Social Responsibility Act 2011, public meetings are a requirement to meet and engage with community members and police officers to help drive problem-solving initiatives and the use of open data can provide members of the public with information available to analyse, challenge and hold forces to account for their service. This is particularly beneficial to under-represented groups and assist with ongoing engagement plans – one particular use of open data is in relation to the widely criticised stop and search power given to police and the proportionality of its use against black and ethnic minority groups. However, as Bullock, K (2017) writes, there are many studies that show that police and community meetings have not been beneficial in the transformation of police communication showing that participation was low, and that typically many of the members who did participate were of white ethnicity and from middle-class backgrounds with outcomes of engagement only embedding decisions already made within constabularies rather than promoting increased transparency and accountability to constabularies. K,Bullock goes on to write that despite the use of social media to aid communication, debate and problem solving within constabulary communities, it has in turn been observed that the primary use has been to make requests for assistance or to circulate real-time incident information. However, to argue this, The Police Foundation (2014. Pages 2-3) details how the use of Social Media can be beneficial to engaging with ‘hard to reach’ demographics compared to those who typically would engage with in person community meetings, and further explains that the use of social media in a policing context can be broken down into 3 key areas; Providing Information, Engagement and Intelligence and Investigation. 

To support the statements above, as a response officer, I have utilised the use of social media on a couple of occasions though the request of social media appeals for missing persons, however one incident whereby I have found the use of police social media useful was involving an appeal for a high priority suspect involved in a stalking and harassment case. The subject was repeatedly turning up to the victims home address and there were multiple calls made over a short period of time to police from both the victim and her family to report the presence of this male, however on all occasions where police have attended, the male has made off prior to their arrival, and all attempts at arrest enquiries were proving negative. Therefore, with inspector authorisation, I was able to make an appeal to the public for information or intelligence relating to the subject which prompted a wider number of calls made to police by neighbours and other members of the public who were sighting the male in the area which allowed us to develop a pattern of movements and known places to hide for us to devise a strategy plan and lead to his subsequent arrest and safeguarding of the victim and her family. Without the use of this online appeal to the community, and with the situation escalating in the suspects behaviour, the outcome may have been very different and it proved to be a vital tool available to us to apprehend the offender and see a prosecution as a result of it.  

Whilst many forces are seen publicly to be utilising social media for appeals, information requests and real-time updates, there is a deeper use of social media which aids police investigations and this is the gathering of Intelligence and Information through the use of Open-Source investigations. Open-Source research is defined by the National Police Chiefs’ Council (NPCC) (2015) as being “The collection, evaluation and analysis of materials from sources available to the public, whether on payment or otherwise to use as intelligence or evidence within investigations” and can be used within surveillance operations in order to establish and gather evidence relating to potential/active offenders, prevention and identification of offences, and to assist in ongoing live investigations. There are a number of ethical and legislative risks considered when police forces use this form of surveillance tactic and officers must take into account the following pieces of legislation before carrying out such methods, the following list is not exhaustive or limited to; Human Rights Act (1998), Regulation of Investigatory Powers Act 2000 (RIPA), Computer Misuse Act 1980 (CMA) and Data Protection Act 1998 (DPA) etc. The NPCC also goes on to write that there is a list of 10 considerations to take into account before applying for Open-Source data, this is known as “Ten Tests for the Intrusion of Privacy” which was developed by the Royal United Services Institute (RUSI) in a 2015 report. This covers some the following points; the necessity, proportionality and legal considerations into the intrusion of a persons privacy and largely that the level of intrusion must be the only practical method available to achieving the objective as well as assessed against the level of seriousness of harm to be prevented (RUSI, 2015). 

Whilst South Wales Police has its own departments that work covertly to gather information and intelligence for investigative purposes through the use of social media platforms, they also have their own Communications and Media Department which is responsible for all of the forces digital and social media output. A policy on the use of social media was developed in 2018 and has since been reviewed in 2024, which outlines South Wales Police’s use of digital and social media channels for the purpose of engagement with the public. South Wales Police namely uses Facebook, Twitter, Instagram, TikTok, Youtube and Linkedin as their platforms.
Within this, it details how the use of social media has allowed the force to adapt to the way in which it communicates with members of its area with the aim to inform and educate those who are interested in knowing about the work being done in their local areas. It also expands how the use of social media for engagement purposes only is supported by national guidance and is not used by the communications and media department to gather intelligence and information. 
As detailed within the policy, South Wales Police highlights the benefits of using social media to:
· Reach a larger number of people in quick and efficient time
· Promote relationships with the communities they serve which helps improve the confidence of the service provided
· Cost effective method
· Help to assist in the prevention and detection of crime
· Promote the services available and ongoing policing operations
· Respond to public concerns about local and force wide incidents
· Providing an alternative way in which the public can contact the police

All persons who have access to the force’s social media accounts are trained in media law and must adhere to both national and force policies when sharing information; this can include appeals, operational issues, arrests & charging information on a person, or outcomes of court. This is to ensure consistency in style and policy, and to help minimise the risk of sharing information which could prejudice a proceeding. There are risks involved in the use of making social media a communicative platform to members of the public who may not necessarily understand that this cannot be used as a form of reporting, and therefore risk is managed by those who hold responsibility of the accounts, to respond and escalate any reports through the most appropriate channels but not to manage them through the platforms. Prior to July 2023, members of the public could make reports directly through messaging services on social media platforms which was monitored and responded to by specialist trained operators within the Public Service Centre (PSC), who were able to apply the THRIVE principles however it has since been decided by the Head of PSC and Deputy Chief Constable that this should cease, however it is not clearly documented within the policy as to why this decision was made. 

The policy further highlights the importance of professionalism throughout; stating that whilst ‘personality’ is allowed, personal opinions of account holders should not be divulged and that the public expects all officers to be impartial, meaning they should not give personal views and opinions on matters or to public responses, and refrain from providing political opinions. It later discusses the impact that private social media accounts held by officers and staff should also follow the same level of professionalism and whilst they are considered ‘private’, comments, posts of images of behaviour which could be deemed as contrary to the expectations of behaviour as outline in the standards of professional behaviour, can put the force and individuals at risk. 

In conclusion, there are many benefits from the use of social media for policing purposes which namely allows for transparency, quick time updates and opportunity to reach to larger demographics of the communities that the forces serve. Alongside this, comes risk of improper use of information sharing which could have a detrimental effect on forces which could be both costly and reputational difficult to repair. Whilst the use of social media is a cost effective tool to engage with the public, it does reduce the ability to engage with face to face consultation with communities which would be beneficial in gaining trust and partnership to address local and national issues. It also means that regular and up to date training of officers and staff who have access to the social media accounts, to ensure that the force is not at risk or liable to any complaints whereby there has been a misuse of national legislation. Overall, I feel that in a modern day world, the use of social media is a beneficial tool to support police engagement with the communities that they serve and helps to make the public aware of the ongoing work that the police are doing. 

Total: 1827 









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:

Policing in the UK is a role that requires professionalism and leans on the trust from the public in order to maintain effective collaboration of partnership between the communities that forces serve, and the organisation itself. In order to develop and uphold the expected level of professionalism, it is important to understand the difference between leadership and management, as well as the range of deliverance styles and how together police officers and staff at all levels and ranks can provide a model which best serves the public and organisation. Within this assignment, I will be exploring a range of leadership styles, what work is already being done to develop and support organisations in effective leadership, as well as exploring what techniques I personally use within my own role. 

Gavin, M (2019) wrote an article for the Harvard Business School online which describes and explains the difference between ‘management’ and ‘leadership’, whereby he describes that the two pieces of terminology are often intertwined but important to understand the difference between the terms and how they are best used in varying situations to achieve the best in a work environment. UCD Dublin (2025) further explains that leadership focuses more on communication, motivation and positive relationship building with the aim to solve problems for a longer term goal with a clear purpose in which they want to take the organisation. Whereas Management focuses more on the day to day strategic planning whereby responsibilities are given or directed and have less room for flexibility as their vision is likely to be more specific. To put this into context for the role of police organisations, Management roles may focus on financial budgets and constraints or HR processes and vetting, whereas leadership can be developed and should be integrated at all levels of rank and role to empower people working within the organisation to bring their own levels of experience, diversity and visions to develop a partnership approach (Morreale, S. 2024). The College of Policing (2023) best describes it as that everyone within policing, from police constable to Chief Constable, has a role in driving leadership and are encouraged to demonstrate this from responding to incidents with the public, to delivering projects and critically evaluating future challenges and priorities in policing. It is further recognised by the Chief Constable for the College of Policing, Andy Marsh, that it is no longer viable to underinvest in members of police forces and that leadership training and development should be at the forefront in order to equip officers to meet the requirements of forces service delivery plans and to champion the values of policing. The National Centre for Police Leadership has developed 5 stages of leadership which sets out a clear framework of what is expected by officers of all ranks and the different responsibilities that are required at each stage, from front line officers to executive leaders. The initial stage, or standards for leadership foundations, is most appropriate to my current level of rank within the job and is listed to encourage officers and staff with equivalent levels of responsibility by ensuring that they act in the public interest to investigate crime and prioritise public service and delivery, uphold of the Code of Ethics, have values that promote fairness, transparency and integrity to both the public and their colleagues, promote an inclusive workplace and challenge inappropriate behaviour. Some of the expectations remain consistent throughout but can be expanded and set clearer organisational visions and expectations that are to be managed and maintained. 

The College of Policing’s guide for organisation leadership discusses the 70:20:10 approach as a style of leadership used to assist with delivering learning and development (College of Policing, 2017) The 70:20:10 approach was developed in the 1980’s by McCall M, et al at the Centre for Creative Leadership which suggested that learning and development is best achieved through 3 key components; 70% first hand experiences, 20% social interactions and 10% formal training. Whilst this is a general approach for leadership styles, it has been adopted and used for policing organisations. The first section of ‘on the job’ experience relates to officers applying their knowledge, critically evaluating mistakes made and addressing ways to overcome them or develop, and to experiment using new ideas in real time situations. This stage is best for developing practical skills and gaining valuable experiences. The 20% refers to the development of relationships; learning through social interactions and developing interpersonal skills by sharing knowledge and experience to coach, mentor and support colleagues whilst fostering a collaborative relationship at all levels of rank and role. With the last element relating to formal training needs and programs provided to increase knowledge and understanding, as well as growth of skill and professional development (Mentoring Complete, 2024). The College of Policing describes that the use of this approach allows leaders to participate in taking an active role in the mentoring and coaching of others, as well as to develop skills and confidence to improve their performance through the use of reflective practice. This is delivered through the organisation by CPD plans, force training days, as well as offering opportunities for work place attachments within a variety of departments and the strive to support academic qualifications to enable officers to develop their professional growth. 

Fritsvold, E (no date) writes for the University of San Diego about other commonly used leadership styles and how some of these are fast becoming outdated, requiring forces to adapt to expectations of how employees want to be led by their superiors, and move away from previous authoritative styles. Authoritative leadership style adapts the idea that control is demanded by leaders from their ‘subordinates’ and that rules are followed without room for feedback or an interpersonal approach. Fritsvold explains that Transactional Police Leadership is a style which is similar to Authoritative but introduces a reward and punishment based system which allows officers to still conform to the expectations and vision of their leader and be rewarded for good work, but also that performance is driven through fear of discipline if it falls under the expected vision and values. Whereas a Transformational Leadership model provides a ‘people-centered’ approach which strives to inspire and motivate an organisation to have a shared vision and focuses on drawing upon the skills and innovation of individuals to strengthen its ethic and achieve its set out goals. The National Policing Improvement Agency (2011) further expands on these theories and discusses how Transactional and Transformational theories were combined to develop the Full-Range Leadership Model in 1985 by Bass, B which encompasses both approaches and allows for leaders to adapt their style appropriately to the situation. 

Having looked in depth at the range of leadership styles adopted in policing, I have assessed that the style in which I typically use is the Full-Range Leadership with the assistance for my own professional development of the 70-20-10 approach when evaluating my own performance. One way in which I promote leadership within my team is by creating and working on an inclusive workplace environment by building and maintaining trust and confidence within my colleagues, as well as promoting my own and their self development. I feel that I am able to critically manage my own performance and identify areas of development by leaning on the support of my colleagues and leaders to help me address these areas and call upon their knowledge and own personal attributes to help develop me. This in turn is reciprocated by ensuring that my team are aware that I am there to offer support and will draw upon my own personal experience or professional knowledge in attending and dealing with situations. An example of this is when attending one incident with a colleague of mine who was a more experienced officer which involved a domestic between a parent and her two teenage children. My colleague, who has years of experience was able to approach the matter professionally and knew of the specific force policies we have in place when attending such incidents however relied on my own personal experience of being a parent to lead the call and provide a restorative approach whilst being able to relate to the mother on a personal level to manage expectations and outcomes of the incident. This allowed for me to create trust and open communication with the mother, who in this was the aggrieved, by adopting a sympathetic approach to how difficult it is being a parent and allowing her to freely speak and offer advice from my own experiences on how to manage the behaviour of her children. This proved more receptive than when my colleague tried to lead the call as he was unable to relate and was more heavily focused on achieving an outcome inline with organisational expectations and was unable to look beyond the incident at hand and offer more long term solutions and support for the family. Because I have developed a trusting relationship with my colleagues, I was able to take leadership by asking my colleague if I could speak with the mother alone as I could sense his presence was causing her to continue to be irate and frustrated that her concerns and struggles around behaviour management with her children, and lack of support from external agencies was being ignored, and that I was aware my ability to speak with her and relate was achieving a better outcome. My colleague, despite his experience, did not underestimate this and has enough trust and confidence in me that he did not take this approach personally or in a way which would effect our ability to work together as a team. As a result of the call, I was able to reach an agreement with the mother that as no offences had taken place, that we would enforce some restorative justice by speaking with the children under her permission and giving them strongly worded advice on how they should be behaving within their home and as a consequence to their reckless actions, they were made to clean up the mess they had created. This enabled us to leave the situation without heightening any tensions and built trust with the mother to know that we were there to support her and would look to engage with external services to ensure more support was put in place through the paperwork we submitted. 

Whilst on this incident, my leadership skills proved useful and effective, there have been other examples in which I have recognised that my inexperience and personal values have led me to need to take a step back from an incident and allow my colleagues to take lead, allowing me to observe and learn from how they have dealt with something for me to use as an approach in the future should I deal with a similar call. I have recognised during my time within this role that my leadership skills are not always the right way and the importance of being able to adapt to the scenario and utilise these moments as periods of professional reflection and education in order to uphold the highest standards of professional behaviour. I have further learnt that any scenarios where I do not feel I have led a situation appropriately or to the best standard that I could have, that these are not opportunities to feel criticised but to lean on my colleagues for advice and guidance. 

In conclusion, leadership skills and standard within policing should be able to uphold the visions and values expected of us by both the organisation and the public, and that leadership styles should be both adaptable and interchangeable to not only each individual scenario but also should be continuously evaluated as to whether they are meeting the services needs. It highlights the importance of continuous professional development and self reflection, as well as the understanding that leadership does not only come from higher ranking officers of management level but that leadership is delivered and encouraged within front line officers. 
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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:

Reflection on performance within any professional role is key, but particularly in policing, as it allows individuals to critically evaluate their performance, personal and professional growth and to help identify any areas to develop new skills, knowledge and overall competency (College of Policing, 2020). Part of this reflection, it is important to consider how coaching in the early stages of tutorship has played a vital impact on individual performance, as well as evaluating how ongoing mentorship continues to influence ongoing professional development. Within this essay, I will be critically evaluating how I have identified areas of professional competence as well as room to develop and further expand my knowledge and skills throughout my three year probation period, as well as exploring the different coaching and mentoring theories and how these have help shaped the way in which I work. 

Mentoring and coaching play a critical role in shaping professional development, especially in demanding fields of work such as front line policing. Whilst both mentoring and coaching offer structured support and guidance to support people to develop, they can differ in their terms of focus (PushFar. 2025). Coaching is typically used with a focus on short-term, performance orientated format which is aimed at focusing on specific goals and tasks. Providing the individual with guidance and feedback to help improve their performance and achieve specific outcomes. Where as mentoring often involves someone with more experience, such as a mentor, to help guide a less experienced individual by sharing their knowledge, offering advice and providing emotional support. Mentoring builds on developing longer term relationships with continuous support and development (Mundey, M. 2023). To put this into context of a policing role, both coaching and mentoring are essential for developing the skills required for dealing with complex and high pressured environments. Both coaching and mentoring have played a pivotal role in my learning and development in the workplace. Policing demands continuous adaptation and growth, particularly when it comes to the ever changing and evolving organisational policies, procedures as well as societal requirements and expectations of what police forces should deliver to the community (College of Policing, 2020). 

To further understand the difference between mentoring and coaching, it is useful to explore deeper into the different theories and technique styles often used within these roles. The GROW model is a widely used coaching framework and was developed in the 1980’s by Sir John Witmore. This stands for:
· G – Goal
· R – Reality 
· O – Options 
· W – Way forward 
The GROW model provides a structured, solution focused coaching approach that encourages self-directed learning, accountability and problem solving (Association of Business Mentors, no date). It is considered to be highly effective in helping individuals make decisions, overcome barriers, and improve performance, which in turn makes it particularly valued in professions like policing (Police Superintendents’ Association, 2018). To further break this down, the first stage of ‘Goal’ is crucial to defining a clear, specific and measurable goal which must be SMART (specific, measurable, achievable, relevant and time-bound (Leonard, K. 2025)), for me, this was to improve my interview skills so that I could confidently lead suspect interviews by the end of my 3month tutorship period. The second step of ‘Reality’ involves examining the situation honestly and accurately. This relies on open communication of ‘what is going well?’ and ‘what challenges or limitations are you facing?’(Engage,2023). In terms of policing, this could handling conflict situations where lack of confidence in policy knowledge can cause an officer to become defensive under pressure, this stage is designed to sharpen situational awareness and self assessment, particularly where decisions are often required to be made quickly. The third part ‘Options’ is designed to encourage the mentee to consider potential solutions and strategies to improve professional development. For example, with my desire to improve on suspect interviews, it was beneficial for me to explore what resources are available to me such as attending higher level interviewing courses, and being given verbal feedback from my tutor following interview to develop new techniques. The final stage, ‘way forward’, is where commitment and accountability are formed by the individual. This bares responsibility of the individual to make clear next-steps on what they will do in order to achieve their goal with a clear set time frame; for example arranging attachments with other departments who lead more complex cases and interviews in order for me to shadow them, and that I will achieve this in the next 6months. 
Overall, the GROW framework encourages individuals to set clear goals, assess their current reality, explore options, and commit to specific actions. I found this method particularly helpful during coaching sessions, as it gave me a structured way to break down complex challenges and develop solutions. 


Other theories used in mentoring and coaching are:

· Transformational leadership
A critical component in policing, transformational leadership focuses on inspiring and motivating individuals to reach their full potential. It draws upon individuals strengths and weaknesses rather than focuses on a ‘one size fits all’ approach (Baker,C. 2023). Both mentors and coaches worked with me to develop leadership skills, moving beyond just managing tasks to fostering an environment of inspiration, growth and innovation within the team.

· Kolbs experimental learning cycle
Policing is a field where real-world learning is crucial. This theory empathises the process of learning through experience, reflection and conceptualisation and experimentation (Mcleod, S. 2025). The mentoring and coaching processes often incorporated reflective practices, encouraging me to think critically about my experiences on the job and apply new insights to future scenarios. 

· Social learning theory 
This theory developed by psychologist Albert Bandura, emphasises learning through observation and interaction. Mentoring relationships are often built on this idea, where the mentee learns by observing the mentors behaviours and experiences (Verywellmind, 2024). In policing, learning through observation can be incredibly effective, particularly for complex tasks that require practical knowledge or judgement. 

At the beginning of my probation period, I was assigned a tutor for the first 12 weeks of being on shift. My tutor provided valuable day to day performance management, with an emphasis to enhance my job performance, particularly in areas such as handling high stress situations, or making positive, quick decisions when under pressure. My tutors structured feedback helped me to build confidence in these areas and reinforced the importance of effective problem solving skills and the use of critical thinking, which is crucial to the role of policing (College of policing, 2021). My tutorship period enabled me to put into practice what I learnt during my classroom based learning, and apply it to real-time scenarios with the guidance of my tutor working alongside me, helping me to progress and provide opportunities for self reflection (College of Policing, 2022). Working alongside a competency framework, I was able to evidence how I had achieved certain criteria such as managing high conflict scenarios, apply my knowledge to provide an initial response to policing incidents, as well as appropriately providing support to vulnerable people, victims and witnesses. The competency framework also offered opportunities for my tutor to evaluate my performance and allow for professional discussions in areas that he felt I needed more support on. The way in which my tutor approached this, would be to offer guidance and valuable experience and knowledge to guide me through areas of development, supporting me at calls and allowing me to take the lead and offering interjection if I was unsure or not confident. The relationship I built with my tutor allowed me to be open and honest with him if I felt I was unsure on how manage a situation, and he would utilise his skills to either support me through it or to evidence himself by taking lead and then offering a discussion afterwards to review what went well, and what I could have done to develop me further for next time. My tutor was very good at having clear yet empathetic communication with the public, and through observing his techniques, I was able to learn valuable skills that I will carry with me throughout my career. 

As my probation period extended into being based with a full time team, I moved into the mentorship phase of my career where I learnt to lean on the trust and support of my supervisor and experienced colleagues to guide me through my career, and further developing my knowledge and professional skill. At the beginning of my start with my new team, I was able to have a conversation with my supervisor about what I felt I could bring to the team, as well as highlighting areas of professional development that I would like to explore. This allowed for an open communication setting whereby I felt understood, heard and challenged by my supervisor to help me progress my career, and she was able to provide guidance in how I could best achieve this (College of Policing, 2025). I have considered what are the organisational values and goals are for my organisation and how I could best access further training and skill development by accessing courses such as Domestic Abuse Investigators, and Sexual Offences First Responder. These areas are highlighted in the South Wales Police & Crime Plan 2023-2027, which states it commitments to communities across South Wales in tackling Violence Against Women and Girls (VAWG) (South Wales Police, 2024), and by attending these professional development workshops, not only have I been able to progress my own personal goals within my career, but also to reinforce organisational commitment. In turn, this has allowed me to bring knowledge and experience to the team in areas that even some of my more experienced colleagues have not had further training or understanding in, allowing me to bring my own element of leadership and experience to the team. 
I continue to complete an evidence based competency framework which is assessed by an area training, someone who is not affiliated with my team and therefore can look at it unbiasedly and review whether I have hit the criteria to pass out of my probation. This has included providing evidence of work done, video footage from my police issued body worn, as well as feedback given from my supervisor on how they feel I have been performing. Whilst this framework gives an overview of the work that I have done, I welcome daily feedback and briefing with my supervisor and colleagues when attending calls to draw upon their experience and insight to assist with my ongoing development. 


In conclusion, throughout my three year probation, the combination of mentoring and coaching has been invaluable. Through mentoring, I have gained guidance on how to develop my career progression as well as meet organisational goals, whilst coaching has allowed me to enhance specific skills and achieve personal performance goals. Both have shaped my development as a professional, helping me to become more reflective, strategic and confident within my role. 
By applying relevant theories such as The GROW model, Kolbs experimental learning cycle and Social Learning Theory, I have been able to adapt more effectively to the dynamic nature of policing, ultimately making a meaningful contribution to both my professional growth and wider organisational goals. 
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