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Task 1

Relevant areas of the National Policing Curriculum: 
Understanding the Police Officer Role.

You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.

Critically reflect upon how your final year of probation has seen your role as a police officer change. 


Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.



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



ANSWER:

In this essay, I will be writing about critically evaluating the strategic role of the College of Policing in professionalising policing in the UK. I will also reflect on my understanding of the police officer role and how it has developed during my final year of probation. To support this reflection, I will refer to a domestic abuse incident I attended where I played a significant role in supporting a victim. This real-life example highlights how national strategies, professional standards, and the expectations of a modern police officer intersect in frontline policing.

The College of Policing was established in 2012 as the professional body responsible for raising standards across policing in England and Wales (College of Policing, 2018). It sets out national standards on recruitment, training, ethics, leadership, and professional development. The College’s work ensures officers are equipped not only with knowledge and skills but also with a clear ethical framework to guide their behaviour. This professionalisation is central to the modern policing approach, especially in increasingly complex and sensitive areas such as domestic abuse.
The College’s Code of Ethics (College of Policing, 2014) is the foundation of policing professionalism. It outlines key principles such as integrity, respect, fairness and accountability. Throughout my probation, this Code has been more than just a document — it has been a guiding light for the way I approach every call and interaction. Policing requires us to constantly balance legal powers with ethical responsibilities and the Code helps ensure victims, offenders, and the public are treated fairly and with dignity.

Alongside the Code, the College’s 5-Year Strategy (2020–2025) sets a vision for the future of policing. It highlights the need for officers to be skilled, ethical and innovative in meeting evolving challenges (College of Policing, 2020). This strategy emphasises evidence-based practice, digital innovation, and partnership working, all of which have become integral to my role on patrol. It encourages officers to be reflective practitioners who continuously develop, something I’ve experienced throughout my probation.

One call I attended during my final year perfectly encapsulates the demands of modern policing and how the College’s frameworks apply in practice. The incident involved a domestic abuse report where the victim’s partner had forcibly pulled out sections of her hair during a violent argument. When I arrived the victim was visibly upset and frightened, sitting on the stairs, while the offender was still inside the property and appeared agitated. I knew from training and policy that this was a delicate situation requiring careful assessment and swift action to ensure safety.
From the moment I stepped onto the scene I worked through the National Decision Model (NDM) to guide my decisions. The NDM provides a structured process — starting with gathering information, assessing risk, considering powers and policies, exploring options, taking action, and finally reviewing outcomes (College of Policing, 2017). I consciously applied each stage to manage the incident professionally and proportionately.

Initially, I gathered information by observing the victim’s demeanour, noting her visible injuries, and listening carefully to her account. I also assessed the environment for hazards and tried to get a sense of the offender’s behaviour from outside the property. I spoke briefly to neighbours who had heard shouting, which helped build a fuller picture. This thorough information gathering is crucial to understand the scale of risk and what resources may be needed.
During this stage I was aware of the potential for secondary victimisation, so I carefully ensured my body language was non-threatening and that I used a calm, steady tone when speaking to the victim (Williams, 2018). I gave her space but remained close enough to provide reassurance. Research shows that victims of domestic abuse often feel powerless and afraid to speak out, so the officer’s role in creating a safe space is essential (Brewster, Kerr and Yu, 2017).

Next, I defined the problem: a vulnerable victim who had suffered assault and was at risk of further harm from an agitated offender still inside the property. This clear problem statement helped me focus my next decisions. I reviewed my powers and policies — including the Domestic Abuse Act provisions for arrest and safeguarding, plus force policies on evidence gathering and victim support (HM Government, 2021). I also considered my responsibilities under the Strategic Policing Requirement (Home Office, 2015), which prioritises protecting vulnerable people.
I then explored options. I could attempt to calm the offender without arrest or remove him immediately to protect the victim. Given the visible harm and ongoing threat, arresting the offender was necessary. However I recognised the importance of maintaining a calm environment to avoid escalating violence. This balancing act requires experience and confidence — something I’m developing through ongoing training and reflective practice.

Throughout this decision-making I kept the victim’s welfare front and centre. I introduced myself clearly, spoke gently, and used open body language to build rapport. Domestic abuse victims often feel isolated, scared or ashamed (Mirrlees-Black, 1999), so building trust is critical. I explained what I was doing, what she could expect next, and reassured her about confidentiality and support options. Using the trauma-informed approach advocated by the College (College of Policing, 2019) helped me avoid inadvertently increasing her distress.

At this stage, I was conscious of the importance of involving specialist services quickly. I knew that I would have to arrange for a referral to local domestic abuse support charities and safeguarding teams, following multi-agency safeguarding protocols. This multi-agency approach is essential for effective protection and support, something highlighted in the Tackling Violence Against Women and Girls strategy (HM Government, 2021).

While engaging sensitively with the victim, I maintained a firm but professional stance with the offender. I gave clear instructions, explained the consequences of his actions, and kept the situation calm without provoking confrontation. I was aware that assertiveness is necessary for offender management, but it must be balanced with de-escalation techniques (NPCC, 2020). Arresting him was necessary for the victim’s safety and to uphold the law.
The arrest process involved careful consideration of use of force and minimising distress. I kept communicating with the victim throughout, ensuring she knew what was happening and that she was safe. Maintaining communication is important to prevent secondary trauma and to keep victims engaged with the process (College of Policing, 2019).

After I arrested the suspect, I secured the scene and had to gather evidence, including photographs of injuries and a detailed victim statement. I documented everything thoroughly, knowing that accurate evidence collection is vital for any future prosecution and that whilst the incident was still fresh, I would gather the best evidence. I also ensured the victim was referred to specialist domestic abuse services, safeguarding teams and kept the victim informed of the investigation’s progress.

The incident highlighted the importance of using the NDM throughout the process, constantly reviewing whether my actions were proportionate, lawful and effective. It also demonstrated how the College’s strategies and policies influence frontline policing — from safeguarding vulnerable victims, through evidence-based approaches, to professional ethics and accountability.

Beyond this incident, my final year of probation has seen my role evolve significantly. When I started I was mostly focused on learning procedures and following instructions. Now, I take more independent decisions, manage complex incidents, and reflect critically on my practice. The College’s emphasis on continuous professional development encourages this growth and helps officers develop resilience and emotional intelligence (College of Policing, 2018).
I have also become more aware of the mental health challenges policing can present — both for victims and for officers themselves. The Workforce Transformation Strategy (College of Policing, 2018) promotes wellbeing and cultural competence which has led to better training and support within my force. This is crucial because incidents like domestic abuse can be emotionally draining and require careful handling to avoid burnout.

Reflecting using Gibbs’ Reflective Cycle (Gibbs, 1988) has been invaluable. After the domestic abuse call, I considered what went well — such as the rapport I built with the victim and my use of trauma-informed approaches — and what could improve, particularly in being firmer and more confident with offenders. Discussing these reflections with my supervisors and peers has helped me develop further.
The College of Policing’s work in professionalising the service also helps address wider public trust issues. Following high-profile cases of police misconduct, the public rightly expects officers to uphold high ethical standards (BBC News, 2022). The College’s role in vetting, training and ethical guidance is essential to maintaining this trust, which I am committed to protecting through my conduct.

In addition to applying the NDM during operational incidents, the College emphasises the importance of understanding the broader strategic context of policing. The Strategic Policing Requirement (SPR) (Home Office, 2015) directs forces to focus on national threats such as terrorism, serious organised crime and protecting vulnerable people. Although the SPR is often associated with large-scale threats, its principles also guide everyday policing priorities, like safeguarding victims of domestic abuse. My understanding of this has grown during probation, helping me balance local demand with national priorities.

The Policing Vision 2025 (NPCC, 2016) further shapes modern policing by setting out aims for a service that is victim-focused, collaborative, and digitally enabled. I’ve seen how the use of body-worn cameras, mobile data terminals and digital evidence management systems has improved accountability and service delivery during incidents like the one I attended. Collaboration with partner agencies has also been emphasised, improving outcomes for victims and offenders alike.
The Workforce Transformation Strategy (College of Policing, 2018) seeks to build a workforce that reflects the communities it serves and supports officers’ wellbeing. During my probation, I’ve benefited from training in mental health awareness, communication skills, and leadership development. These initiatives have helped me grow as an officer and as a person, preparing me for the demands of policing and supporting colleagues.

The incident also gave me insight into the challenges officers face in applying professional standards under pressure. Balancing assertiveness and empathy, managing risk and making quick decisions are not easy tasks, especially when dealing with vulnerable people and volatile situations. The College’s emphasis on reflective practice and continuous learning is essential to developing these skills.

Looking ahead I plan to pursue further training in trauma-informed policing and offender management, aiming to improve my confidence and effectiveness. I also want to support newer officers through mentoring, sharing lessons learned from my probation experience.

In summary, the College of Policing plays a central role in professionalising UK policing through setting standards, promoting ethical behaviour and supporting workforce development. My final year of probation has been shaped by these frameworks, and the domestic abuse incident demonstrates how national strategies and models like the NDM inform the decisions and actions of officers on the ground. Through continued reflection, training, and commitment to professionalism, I aim to grow into the kind of officer that the public deserves. There is going to be  significant changes within the police the more time goes on and this is how it has always been. The incidents that I deal with will be more complex and I will always keep learning the more time goes on.

(Word Count – 1844)
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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:

During this essay, I want to reflect on an experience where I had to use social media to help find a suspect wanted for harassment and criminal damage. This incident really showed me both the strengths and challenges of using digital platforms in policing. After exhausting all the usual lines of enquiry I worked closely with our force’s social media team to get approval to share a public appeal. The positive result made me think critically about how social media is used to inform and engage the public, and the legal, ethical and professional factors involved in this kind of police work. It also highlighted how important clear communication and strategic planning are when harnessing new technologies in law enforcement. Social media while powerful, requires careful handling to balance transparency with privacy and to maintain public trust. This experience provided valuable insight into the evolving nature of policing in the digital age and the opportunities and responsibilities that come with it.

We had tried everything through the normal routes. We checked the suspect’s last known addresses, contacted their associates and searched all the relevant police systems for any leads. But despite all this, the suspect was still missing. Our force has a clear policy that we can only circulate suspect information on social media if all other methods have failed so I followed this process carefully. Another important part of the policy is that any post shared publicly must first be reviewed and approved by the force’s dedicated social media team. This ensures everything we put out is legally sound and ethically appropriate. After getting the green light from supervisors and the social media team, a well-crafted post was published on our official Facebook and Twitter pages. The message was factual, avoided implying guilt and clearly asked for information from the public. The response was impressive — within hours we had several tips, one of which helped us pinpoint the suspect’s location. This led to their arrest without any trouble.

This experience showed me how valuable social media can be for police investigations. Platforms like Facebook, X (formerly Twitter) and Instagram have become essential tools for UK policing, especially for sharing appeals and communicating with the public (College of Policing, 2016). According to the Office for National Statistics (2023), over 90% of adults aged 16 to 44 regularly use social media which means it’s an effective way to reach a large audience quickly. Recognising this, every territorial police force in England and Wales now has official social media accounts managed by specialist digital teams (HMICFRS, 2022). In this case, social media wasn’t just a broadcasting tool but also a source of useful intelligence, helping us solve the case safely and efficiently.

That said, using social media in policing comes with risks. Sharing suspect information publicly can raise privacy concerns and impact the right to a fair trial. Our force’s policy follows guidance from the National Police Chiefs’ Council (NPCC, 2020), requiring that everything shared online is lawful, necessary, proportionate and serves the public interest. We made sure the post complied with the Data Protection Act 2018 and GDPR. The language was carefully reviewed to avoid crossing any legal or ethical lines. This approach aligns with the College of Policing’s Authorised Professional Practice on using digital media responsibly (College of Policing, 2022).

The incident also highlighted how social media can boost community engagement. People shared the post, commented and provided helpful leads very quickly. Research shows that when police use social media actively and transparently, it can improve how the public views their fairness and legitimacy (HMICFRS, 2022). This fits with procedural justice theory which suggests people are more willing to cooperate when they feel the police are open and fair (Tyler, 2006).

Social media isn’t just for wanted suspects — it’s also used extensively in missing person cases and public safety alerts. For example, Missing People (2021) reports that over 80% of UK forces use social media for missing person appeals often with good results. These appeals help take some pressure off investigative teams by tapping into community knowledge and willingness to help. Of course, this openness also brings challenges. Posts can spread rapidly and sometimes be misunderstood or attract misinformation. In our case we had to remove a few speculative comments, showing how important it is to have the social media team monitor and moderate the conversation.

Reputation is another key issue. There have been cases where police officers’ inappropriate use of social media has caused public backlash and disciplinary action (Brown, 2020). That’s why our force doesn’t allow operational officers to post about their work on personal accounts and insists that all official posts go through the central social media team keeping everything professional and compliant. It’s also vital to carefully check public responses. While the tip that helped us was accurate, many others were false or misleading. Officers must be critical and cautious when evaluating information from the public which is something the College of Policing stresses (College of Policing, 2022).

Using social media this way also fits with the bigger picture of digital transformation in UK policing. The NPCC’s Policing Vision 2025 stresses the need for officers to have digital skills and to engage with communities through modern channels (NPCC, 2016). The Home Office Workforce Transformation Strategy (2018) also highlights that officers must work effectively in digital spaces. My work with the social media team showed me how important it is to have strategic oversight — making sure posts fit force priorities, legal rules and public expectations, while also managing risks. It was encouraging to see the public respond positively, appreciating the openness and transparency. HMICFRS (2022) found that over 60% of police forces now prioritise social media for community engagement and report improved public trust as a result.

Still, social media requires careful boundaries. Suspects featured in posts are innocent until proven guilty and it’s essential to avoid wording that might suggest otherwise. This balance between transparency and fairness is a constant challenge in police communications. My experience reinforced how vital it is to be careful with language and process to protect rights while keeping the public informed.

Reflecting on this incident made me appreciate how important professionalism is in digital communication. The College of Policing’s Five-Year Strategy (2022) talks about ethical leadership, transparency and trust — all key to using social media well. To build public confidence, officers need skills in digital risk management, communication law and media relations, which are increasingly part of modern police training.

Social media is much more than just a tool for broadcasting messages; it’s a complex space that demands careful governance and constant ethical consideration. Laws like the Investigatory Powers Act 2016 and the Regulation of Investigatory Powers Act 2000 set out what’s lawful in terms of data collection and surveillance, but public social media posts still need to respect privacy laws and not jeopardise investigations (Home Office, 2018). The UK Human Rights Act 1998 also protects privacy meaning officers have to carefully weigh up the need to share information against potential harm. Techniques like anonymising victims, redacting sensitive details and using neutral language are all essential safeguards.

Social media also supports modern policing’s goals around transparency and partnership with the community. The Police Foundation (2019) found that police who use social media proactively can build better relationships by fostering dialogue, sharing information openly and encouraging joint problem-solving. But there are still hurdles, such as digital exclusion — older people or those with less internet access might miss out on online engagement (ONS, 2023). Forces need to keep alternative communication methods in place to ensure no one is left behind.

In addition to appeals and alerts, social media is regularly used for public campaigns like road safety or anti-knife crime messages. These campaigns can raise awareness and encourage safer behaviour but results vary. Some research warns against relying solely on social media, suggesting it should be part of a wider engagement strategy (Crawford and Lister, 2019). Measuring how well these campaigns work is key, using feedback and data to improve future efforts.

While crowdsourcing intelligence from the public has big benefits, it also carries risks like misinformation and vigilantism. False posts have in some cases caused harm by wrongly accusing innocent people (Brown, 2020). That’s why police forces must have strict procedures to verify public information and quickly correct falsehoods. In our case the social media team’s moderation was vital in keeping the appeal accurate and respectful.

There’s also a personal side to social media use in policing. Officers face risks like online harassment or damage to their reputations. Forces are starting to focus more on training and support for digital resilience as part of officer wellbeing (NPCC, 2020). On the community side, people interacting with police posts may get frustrated if responses aren’t quick or clear enough. Managing expectations with transparent communication policies helps maintain trust.

Looking back on the incident, it was clear how important teamwork was between officers and the social media team. Their skill in balancing operational needs, legal constraints and community sensitivities meant the appeal was effective and appropriate. This kind of collaboration shows how policing is becoming more multidisciplinary, combining legal knowledge, communication expertise and frontline experience.

Finally, this case reminded me that policing is evolving in the digital era. Officers are not just out on the streets — they’re digital ambassadors too. Developing digital literacy is becoming essential so officers can engage confidently and ethically online (College of Policing, 2022). This will help forces build trust and work more effectively with the communities they serve.

In summary, social media is a powerful but delicate tool for policing. When used carefully within policy and oversight, it can improve investigations, community engagement and public trust. But it also brings legal, ethical and reputational risks. Our decision to use social media in this case was deliberate and well-managed, leading to a safe and lawful arrest. This showed how important a strategic approach to digital engagement is.

To conclude, my experience using social media to find a suspect shows how effective these platforms can be when handled responsibly. The investigation that I completed highlighted the importance of teamwork, legal compliance, community involvement and sound judgement. One of the main things to keep in mind is that as society becomes more connected online, policing must keep pace. The communities needs are ever changing and moving towards online oriented. Officers need proper training, clear policies and a good understanding of digital culture to represent their forces professionally. When this is done right, social media can help towards building public trues, solve cases, reassure the public and build stronger police-community relationships. This is all based on the police code of ethics, fairness and trust. If the police can be shown to be more transparent with the public then this will all go towards rebuilding the publics trust in policing.

(word count – 1805)













Task 3

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


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

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




ANSWER:

In this essay, I will be reflecting on a domestic-assault incident I attended during the final year of my probation, when I was working single-crewed without the safety net of a tutor constable. Responding alone meant that when things unfolded quickly, I had to step up and guide colleagues who arrived later, demonstrating that leadership in policing is dictated by circumstance rather than epaulettes (Adair, 2009). I will critically examine how I adapted my leadership style as the situation changed, how I coordinated the team, and how I balanced investigative demands with the needs of a traumatised victim. In doing so, I draw on situational, transformational and transactional leadership theories, emotional-intelligence research, and College of Policing guidance, showing that flexible, empathy-based leadership is essential in frontline work (College of Policing, 2021).

The call came through as a “grade 1” domestic just after 19:00. Control advised that the suspect—a male partner—had pulled out the victim’s hair and fled on foot ten minutes earlier. Arriving first on scene, I found the victim shaking, scalp bleeding in several places, and terrified that her partner would return. With no supervisor present, I immediately adopted a high-support/high-direction stance consistent with the ‘coaching’ quadrant of Hersey and Blanchard’s Situational Leadership Model (Hersey and Blanchard, 1982). I spoke softly, offered basic first aid, and moved her to the kitchen where she felt safer, while simultaneously requesting a second unit and an ambulance. Emotional intelligence underpinned my approach; I monitored my tone, matched her pace of speech, and used open questions to gather clear but concise accounts (Goleman, 1996). Research shows victims’ first impressions of police empathy strongly influence future cooperation (García, 2020), so building trust here was operationally as well as ethically essential.

Because the suspect had left, scene security and evidence preservation became priorities. I put on gloves, photographed apparent injuries with my body-worn camera, and guided the victim through a DASH risk assessment so that safeguarding referrals could be generated quickly (gov.uk, 2024). While waiting for backup, I also asked control to broadcast the offender description to local units and to task CCTV operators to trace his route. These early decisions illustrate that leadership often begins with managing information flow effectively (Mintzberg, 1973). Ensuring scene integrity while managing victim care was a fine balancing act. I was aware that any oversight could impact the investigation later.

When the backup car—Crew A—arrived, the dynamic shifted from solo to team. I greeted them outside, gave a concise SITREP, and allocated roles before they entered: Officer 1 to remain with the victim for a video-recorded statement; Officer 2 to canvas neighbouring addresses for witnesses. My reasoning mirrored Adair’s Action-Centred Leadership model, balancing the task (locate and arrest), the team (clear responsibilities), and the individual (the victim’s welfare) (Adair, 2009). Taking the initiative despite my junior status demonstrates how constables can exercise “distributed leadership”, which the College of Policing encourages in modern practice (College of Policing, 2020).

What became quickly apparent was how essential clear communication was. I ensured that I was calm but authoritative when giving direction. I asked for confirmation of instructions and followed up with clarification if needed. I found that breaking tasks down into smaller parts helped reduce confusion, particularly as Officer 2 was also fairly new in service. By modelling clarity, I helped establish an atmosphere of shared purpose. This links to the concept of command presence—not just about being loud or assertive, but about conveying competence and focus in moments of uncertainty (Gilmartin, 2002).

Despite my role in managing the scene, I was conscious of my limited service. With under three years’ experience, I was significantly less experienced than one of the officers attending, who had nearly a decade of policing behind him. This created a subtle but real leadership challenge. I had to issue instructions confidently while also being open to feedback. I was aware that overstepping could cause friction, but underplaying leadership could lead to confusion or duplicated effort. To navigate this, I leaned on the principle of inclusive leadership, actively listening to input and adapting decisions in real time (Frost and Gillespie, 2015). One example involved canvassing strategy: the more experienced officer recommended we widen the scope to the next street, which I had not considered. I agreed and reassigned one of the crew to that area. This showed that good leadership includes humility and a willingness to integrate other perspectives.

A few minutes later, another unit, including a senior PC, reported that a local resident had spotted a man matching the suspect’s description near the park. The pace accelerated and so did my leadership style. I pivoted to a more transactional, command-and-control stance (Burns, 1978), briefing all units on a common talk-group, designating quadrant search sectors, and deploying other units to the last-seen point while instructing another officer to monitor the victim in case the suspect doubled back. Bass and Riggio (2006) argue that leaders must oscillate between inspirational and directive behaviours depending on operational urgency; this was an example of that oscillation in real time.

I recall making the decision not to leave the victim alone, even momentarily, despite the temptation to go out and join the suspect search. It would have compromised her safety and her confidence in the police. Instead, I radioed control for confirmation that a dog unit was on the way and continued to manage the victim’s welfare. This required me to delegate appropriately and trust that the officers I’d briefed would act on the plan. Delegation, while seemingly simple, is a core function of operational leadership—particularly when rapid coordination is essential (Northouse, 2021).

During the suspect search, I remained at the address with another officer and the victim because her distress was escalating. I talked the victim through immediate safety planning, arranged for locks to be changed via a 24-hour contractor, and contacted an Independent Domestic Violence Adviser to attend (Darroch and Mazerolle, 2013). At the same time, I updated the live logs so that the control room supervisor could make informed deployment decisions. Balancing empathy with wanting to get out and help was difficult, to say the least. Research shows that officers who integrate emotional intelligence with procedural justice achieve higher victim satisfaction without compromising case outcomes (Worden and McLean, 2018).

I also asked the other officer who was with me to take periodic breaks from the victim to check in with me. This ensured continuity of care but also gave that officer space to decompress. Team welfare matters, especially in emotionally demanding incidents. I ensured both team members felt supported, giving encouragement over the radio and thanking them during the slow time actions. According to Tuckman’s (1965) model, our temporary team progressed quickly through the forming and storming stages into norming and performing, which I attribute to having clear expectations, emotional containment, and mutual trust.

Another leadership challenge arose during the victim’s initial disclosure. She began to doubt whether she wanted to pursue the complaint. My colleague appeared unsure how to respond, and there was a risk we might lose crucial evidence. I stepped in to calmly reaffirm that it was her right to decide—but also explained the importance of capturing what had already been disclosed for safeguarding purposes. This scenario highlighted the tension between supportive victim engagement and investigative objectives. Managing this required not only confidence, but emotional intelligence and an understanding of safeguarding legislation (College of Policing, 2018).

Within twenty minutes, another unit sighted and detained the suspect after a short foot chase. Over the radio, I acknowledged their status and requested that they proceed directly to custody so evidential continuity would not be broken. That directive decision reflected transactional leadership again—clear expectations, immediate compliance (Northouse, 2021). I then guided the victim through photographing further injuries under medical lighting once paramedics arrived and ensured the seizure of torn hair fragments for DNA comparison. My attention to detail stemmed from an understanding that early evidence collection significantly boosts the probability of charge in domestic-abuse cases (Home Office, 2023).

I also began the Victim Personal Statement process before the end of the shift, which allowed her to give a voice to her experience at a moment when she felt empowered. Providing the victim with choices helped restore a sense of self-worth. Trauma-informed policing, according to the College of Policing (2018), centres on empowering rather than directing survivors. Although I was balancing competing demands, I prioritised what mattered most to the victim herself.

After officers transported the suspect, I conducted a structured debrief with the remaining team. We discussed what had gone well—rapid role assignment, effective radio discipline—and what could be improved, such as initial perimeter size. This reflective practice aligns with Kolb’s experiential-learning cycle, turning concrete experience into actionable learning (Kolb, 1984). It also modelled the open, learning-centred culture promoted by the National Leadership Learning Framework (College of Policing, 2021).

Reflecting on the range of leadership decisions made during this incident, I can now see a clearer breakdown of their impact. Initially, I had to manage triage-level priorities: safety, welfare, securing the scene. Then I moved into coordination, briefing colleagues and deploying them effectively. Next came the transition to command-based direction when suspect intel emerged. Each of these phases required a distinct leadership lens. Situational Leadership, Transformational Leadership, and Transactional Leadership were not applied in isolation—they overlapped, depending on the complexity and pace of events (Yukl, 2013).

From a teamwork perspective, the cooperation shown by fellow officers was exceptional, and I made a conscious effort to foster that. I praised effective actions, gave feedback in real time, and listened when they shared observations. Research by Skogan and Hartnett (2005) suggests that perceived fairness from leaders improves officer engagement—something I found to be true in practice. When officers feel valued, they are more likely to go above and beyond, even in unpredictable environments.

Stepping back, the incident reinforces three key insights. First, situational awareness and emotional intelligence are inseparable in domestic contexts; leaders must read not only the crime scene but also the people within it. Second, leadership in policing is fluid: I shifted from supportive coach, to collaborative motivator, to directive commander in less than an hour, mirroring the adaptive-leadership literature (Heifetz et al., 2009). Finally, distributed leadership empowers junior officers to fill gaps when formal hierarchy is absent, enhancing organisational resilience (Silvestri, 2015).

In the months since, I have incorporated these lessons into a personal leadership-development plan, logging incidents in which I consciously flex style and reviewing them with my sergeant during performance meetings. Evidence suggests that structured reflection significantly accelerates competence in early-career officers (de Jong et al., 2022). My goal is to continue cultivating a leadership approach that fuses empathy with decisiveness, ensuring victims are safeguarded and colleagues are confidently directed, regardless of my formal rank.

Leadership in policing is therefore best conceived as a dynamic process rather than a static position. This domestic assault incident revealed that even as a probationer I could harness established leadership theories—situational, transformational and transactional—while drawing on emotional intelligence to guide practical, humane decisions. By stepping up, instructing colleagues, and supporting the victim throughout, I helped deliver an efficient investigation and immediate safeguarding. The experience underscored that adaptive, people-centred leadership is not merely desirable but indispensable to modern frontline policing (College of Policing, 2019).
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically reflect upon your three-year probation:

How have you benefited from mentoring and coaching? 
How has it helped you to meet personal, professional and organisational goals?
How has it aided you to learn, develop and perform in the workplace?

Consider relevant coaching and mentoring definitions along with current coaching and mentoring theories used in policing.

How do you provide and receive feedback?

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



ANSWER:

In this essay I will be critically reflecting upon my three-year probationary period within South Wales Police. I will have a particular focus on the role of coaching, mentoring, and assessment in my development. I will explore how these approaches supported my personal, professional, and organisational growth. I will also go on to explore how feedback shaped my learning, and how theory translated into real-world incidents that I experienced, including road traffic collisions, domestic abuse, and attempted burglary. This reflection draws upon policing literature, relevant theories, and national frameworks such as the College of Policing’s Competency and Values Framework.

When I first joined the police, I was excited but uncertain as it was a massive change from anything I had previously done. It was like stepping into the unknown. The initial months of my probation were challenging and required constant adaptation. Fortunately, I was assigned a tutor constable who acted not just as an assessor but as a mentor and coach. In the early days, I didn’t know the difference between mentoring and coaching. It all felt like training, which is what I had just spent 6 months doing. But over time, I began to notice the subtle distinction. Mentoring was a longer-term relationship, where my tutor provided insight, guidance, and shared experience. Coaching, by contrast, was more focused and goal-driven. It helped me build specific competencies, often in preparation for an assessment or development milestone.

One of my earliest learning moments came during a routine road traffic collision. I arrived on scene, unsure of what to do. There were two drivers exchanging heated words, traffic building up, and bystanders watching. My tutor didn’t take over—instead, he prompted me to consider what steps were necessary. He reminded me to prioritise safety, check for injuries, and ensure compliance with Section 170 of the Road Traffic Act 1988. I hadn’t realised how easily this could be overlooked under pressure. Back in the police car after I had dealt with the incident we attended, we debriefed, and he asked open-ended questions such as, “What went well? What would you do differently?” This was my first real exposure to coaching using the GROW model—Goal, Reality, Options, Will (Whitmore, 2017)—though I didn’t know the term at the time. It helped me reflect on my actions, identify gaps, and build confidence.

As my probation progressed, I began to understand that mentoring helped me feel psychologically safe while coaching pushed me to step out of my comfort zone. These two approaches worked hand-in-hand. According to the College of Policing (2021), coaching supports learning through guided questioning and self-reflection, while mentoring offers knowledge-sharing rooted in experience. Both were crucial during my Operational Competence Portfolio (OCP) period. I received structured support from a sergeant who coached me through the portfolio’s requirements, but I also relied on informal mentors across shifts who helped me navigate team dynamics, paperwork, and the unspoken expectations of the job.

One pivotal incident involved a domestic abuse call. A neighbour had reported loud shouting and possible violence. On arrival, I found a woman with visible injuries, including a clump of hair pulled from her scalp. She was terrified and initially reluctant to speak. My old tutor had previously spoken to me about the importance of trauma-informed practice. I remembered their advice about body language, tone, and patience. I slowed down, sat at her level, and let her speak when she was ready. Later, my sergeant gave me detailed feedback. While he praised my empathy, he also coached me on improving evidence gathering, including better scene photographs and capturing initial disclosures word for word. This feedback wasn’t delivered as criticism but more like it was constructive, framed using Pendleton’s rules (Pendleton et al., 2003), which start with positives before moving into areas of improvement. I began to actively seek out feedback after this. I realised it wasn’t about passing an assessment but it was about becoming a better police officer.

Throughout my probation, I kept a reflective journal and have had to complete incident checklists and competency booklets. Not every day, but regularly enough to track patterns and progress. I’d note down incidents, how I felt, what went well, and what I would change. Without realising it at first, I was applying Kolb’s experiential learning cycle—concrete experience, reflective observation, abstract conceptualisation, and active experimentation (Kolb, 1984). Writing things down helped me process challenging events. For example, after attending an attempted burglary where the suspect had fled, I struggled with how to manage the victim’s expectations. They were upset that we couldn’t immediately recover CCTV footage. I reflected later on how I could have communicated more clearly and provided reassurance while still managing operational limitations.

During my probation, having to be assessed by higher-ups and the learning and development team was a constant—from tutor reports to yearly reviews. Initially, I found the process daunting. It felt like every mistake might cost me my future. But coaching reframed that. My tutor during my first few months encouraged me to see assessment as an opportunity for growth rather than judgement. He’d often say, “It’s not about being perfect—it’s about showing progression.” This mindset helped me stay motivated, even when things went wrong. For instance, during one stop-search, I mistakenly recorded the wrong grounds on my notebook. My supervising officer had noticed this after reviewing the bodywork video footage and used the moment as a coaching opportunity, walking me through the legislation again and asking me to re-explain it back. That incident stayed with me, not because I got it wrong, but because I learned something I never forgot.

Coaching has also played a key role in managing wellbeing. In my second year, I started to feel burnt out. Long shifts, repeated exposure to trauma, and the emotional weight of the job were affecting me. I attended multiple sessions of counselling with a certified counsellor within my organisation who used person-centred coaching (Rogers, 2008) to help me unpack what was going on. We talked about sleep, diet, workload, and support systems as well as one of the main incidents that caused me to develop trauma. It wasn’t like traditional therapy, but it helped. Just being listened to made a difference. I came away with a plan: using micro-breaks during shifts, setting clearer boundaries on my rest days, and building in some time for non-police hobbies.

A major turning point came when I began helping with a special constable who had joined the team. This was during my last year of probation and I was paired with a special constable who had not worked any form of response shift previously. I was initially nervous because I had never had to teach anyone before and I thought that I still had so much to learn myself. But I realised that sharing my experiences, asking reflective questions, and offering encouragement was powerful. I wasn’t there to lecture but I was there to listen and support. I drew upon Egan’s Skilled Helper Model (Egan, 2002), which encourages active listening, goal setting, and empowering others to find their own answers. One evening after a domestic incident, the officer confided that they were upset with the incident we attended. I told them it was okay to feel that way, and that even experienced officers find these incidents tough. We sat in the car and talked it through. That conversation reminded me just how much mentoring had helped me, and how I could now pass that on.

As I became more confident, I began offering feedback to peers. If a colleague handled a call well, I made a point of telling them. Positive feedback builds morale and reinforces good practice. At the same time, if I noticed something that could have been done better, I tried to offer feedback respectfully. I’d ask, “Can I have a quick chat with you?” before diving in. Framing mattered. The College of Policing (2020) emphasises that feedback should be specific, timely, and supportive not punitive. When given correctly, feedback promotes growth and reflection. I now see it as a vital part of professional culture.

However, not all mentoring experiences were positive. Some officers saw it as a tick-box exercise. They were busy, overworked, and lacked the time or energy to invest in proper development. I experienced this briefly during a shift where I asked for feedback and was told, “If there was a problem, I’d have said.” While this was probably meant to reassure me, it missed an opportunity to provide useful insight. As Sholl (2020) notes, mentoring in UK policing is often inconsistent. Some officers excel at it; others see it as extra admin. This inconsistency highlights the need for proper mentor training and recognition.

On an organisational level, coaching and mentoring helped me align with the Competency and Values Framework (College of Policing, 2019). Whether it was learning how to apply discretion, communicate with victims, or demonstrate integrity, every experience fed into these core values. My tutor often linked our debriefs back to the CVF, helping me understand how my actions related to broader organisational goals. This was also reinforced through assessments. When applying for Independent Patrol Status, I had to demonstrate not just operational competence but also alignment with force values. The coaching I received prepared me well for this.

Nationally, there’s increasing recognition of the importance of structured development for officers. Following high-profile misconduct cases, public trust in policing has declined (The Guardian, 2023). In response, forces have expanded mentoring schemes, particularly for new recruits (BBC News, 2022). These schemes aim to promote ethical behaviour, improve wellbeing, and support retention. From my own experience, I can say that having someone to talk to—someone who’s walked the path ahead—makes a huge difference. It reduces the feeling of isolation and reinforces the right standards early on.

I also benefitted from a diversity mentor, an officer from an ethnic minority background who offered insights into cultural competence and bias. We had open conversations about community trust, stereotyping, and what inclusive policing really looks like. His perspective challenged some of my assumptions and made me a better officer. The National Police Chiefs’ Council (2024) highlights that diverse mentoring improves both service delivery and internal culture. I now try to carry that forward in my own practice, especially when mentoring others.

As my probation comes to an end, I reflect on how much I have grown. I am no longer the unsure new recruit who froze at an RTC. I am a confident, reflective officer, capable of mentoring others, managing complex incidents, and assessing my own performance. Coaching and mentoring weren’t just tools but they were lifelines. They helped me translate theory into practice, turn mistakes into learning, and align my actions with professional standards.

Looking ahead, I intend to train as a tutor constable and continue mentoring new recruits. I want to contribute to a culture where feedback is normal, reflection is expected, and learning never stops. Coaching and mentoring don’t just benefit individuals; they strengthen the entire organisation. In a job as demanding and vital as policing, that kind of support is not optional. It’s essential.
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