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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:

I will begin this question by discussing what the strategic role of the College of Policing is and then look to critically evaluate its role of professionalising policing in the Uk. 

The College of Policing was formed in 2012 to help take over the training and development roles for the UK’s police forces and aid towards professionalising UK policing (UWTSD Moodle, 2023a). It is a limited company, owned by the Home Secretary whose purpose is to be an independent professional body, and it does this by sharing knowledge and good practice, setting operational standards and developing talent, skills and leadership (Home Office, 2024a). The college have a variety of different ways in which it supports and delivers this, such as fast track programmes for identified police officers who wish to climb the ranks quicker than others, or standardised frameworks which police forces can use to hold themselves accountable, such as the Code of Ethics (College of Policing, 2024a). Through a variety of different methods, the colleges main focus is standardising one platform for police forces within the UK to utilise and operate from, ensuring there is consistency within UK Police forces and to strive to ensure UK policing is professionalised. 

In 2022, a review found that the College of Policing was failing officers and the publics expectations, claiming it was not useful to frontline policing and stated that the college “spent more on scrutiny and inspections then leadership and development” (Thompson, 2022). The review went on to mention that after 10 years of the College of Policing’s existence, many of the problems to which the college was created for, are still present. This is a problem for the college as one of the reasons for its creation was to promote the sharing of knowledge and good practices however, if officers do not find it useful then it will not get used. Equally if the college is not focusing its energy and funding towards leadership and development then its aim to professionalise police officers may be hindered. Miller (2023) quotes, “If leaders lead by example, their actions inspire professionalism throughout the organisation”. This can be represented on both sides. On the one side, if the leaders within the college of policing demonstrate good leadership and promote the development of its staff and the officers it trains, rather than focusing on inspections and scrutiny then this may encourage more ownership and professionalism within the organisation. Equally, if the current leaders of front line policing, are seen being developed and seen taking on the initiative to develop themselves, this will promote a culture of development within the organisation as the leaders on the ground will be leading by example. This in turn will connect frontline officers to the College of Policing and also promote a culture of development and professionalism. 

After the 2022 review, the College released a 5 year strategy with a new mission statement, claiming “to boost professionalism, drive consistency and improve leadership”. (College of Policing, 2022). However, this could be argued as different but not too dissimilar to the colleges mission statement from 2016, being “to safeguard the public and support the fight against crime by promoting professionalism in policing” (Home Office, 2016). The college maintaining one of its focus’ on professionalism. However, the Colleges is moving away from focusing on “safeguarding the public” and “supporting the fight against crime” and aiming more towards the development of its officers. This seems more in keeping with the initial plan for the College, as it was created to take over and develop the recruitment, promotion, training and assessments within UK policing (Home Office, 2016). By focusing on improving leadership, it will improve professionalism within UK policing. Also, by driving consistency, will allow a greater understanding and management of expectation for UK officers, staff and the public. 

The College of Policing’s 5 year strategy talks in detail about its strategies to providing its mission, including boosting core skills and building trust and a fair culture. These elements are imperative to enabling officers to develop and become professional in their careers. Elements like the Code of Ethics, give the public a structure to account for officers’ actions, equally it allows officers to understand exactly what it is they’re responsible for and what is expected of them. This supports its mission station to driving consistency, by maintaining and promoting a strong set of ethics and values which the whole of the UK police force follows. 

In the next part of the question, I will look to evidence how I am working to fulfil the role of a modern professional police officer who is coming towards the end of their probation and qualifying as a police constable.

Mattingly (1977) describes the word ‘professional’, as someone with a special skill, or knowledge. Equally, the Collins Dictionary (2025) describes it as ‘work that requires special training’. Both examples also describe a police officer’s role, as specialist skills, knowledge and training are required in order to complete the role. The Policing Vision 2025 (UWTSD Moodle, 2023a) have supported this by highlighting that police officers need specialist skills and knowledge but also need to be backed by qualifications. The Police Constable Degree Apprenticeship (PCDA) is just one method that the Policing Vision 2025 supports, by facilitating opportunities for new joining police officers to obtain qualifications such as a Bachelor of Science degree in Professional Police Practice. This apprenticeship has allowed me to develop myself alongside my work and helped to build my specialist knowledge of policing. Today’s policing has changed a great deal from previous years, with new crimes and offences being brought into legislation. This continuous professional development has helped me to build habits of researching and striving to remain up-to day with the latest, evidence based practices and legislations.

In June 2022, non-fatal strangulation and suffocation were added to the Domestic Abuse Act 2021 (CPS, 2024), allowing officers to arrest for this specific offence rather than the generic title of assault or actual bodily harm. It’s important to document this as it was found that 43 percent of victims killed by an intimate partner, had experienced non-fatal strangulation during their relationship and it was further noted that being strangled by a partner even once during a relationship can increase their risk of homicide by 600 percent (Kippert, 2024). Through continuous professional development I have been able to research this new legislation, so that I can ensure that I provide the best support for victims and deliver the best evidence to the Crown Prosecution Service (CPS). With over 17,000 domestic related crimes recorded by South Wales Police in 2024 (Johnston, 2025), it is important to understand any new legislation surrounding domestic crimes in order to fully fulfil my role as a modern professional police officer. 

Further to this, I have also been developing myself in work by completing a number of courses to help improve my core skills. Being a non-Welsh speaking, police officer in Wales sometimes proves problematic. Especially when speaking to the elder Welsh generations who sometimes will only use the Welsh language. Approximately 10% of persons living in Wales will speak Welsh and there is currently a Welsh language promotion strategy which hopes to boost this to 20% by 2050 (Swansea Council, 2024). By partaking in the Level 3 Welsh courses which South Wales Police offer, I, like many of my colleague, will be better equipped to offer more victims a better service, ultimately improving police officer and public relations locally.  

Next, I will critically reflect on how my experience within my final year of probation has changed and how my roles as a police officer have changed moving from a junior officer to a more confident and somewhat senior officer on my shift. As I have been developing while on probation, I have been building the trust and support of my teammates and supervisors. This has enabled me to become more confident with the level of investigations I partake in, allowing me to take a more active role in the more complex issues seen on response policing. Due to this, I have successfully seen a number of incidents from initial attendance, through to CPS and into court, resulting in criminal convictions, and ultimately supporting the policing mission and values by “bringing offenders to justice” (UWTSD Moodle, 2023a). However, as I develop and begin to take on more responsibilities, the more I understand the true strain on modern day response policing. 

Within the UK, there is a 999 call to police, every 3 seconds (Home Office, 2022). More specifically, South Wales Police received over 13,500 calls during 10 days over the Christmas period in 2024 (South Wales Police, 2025). Answering a 999 emergency response call is only a small part of being a police officer, as often, the investigative part that comes after this can be very time consuming, sometimes lasting months, or even years (Richman, D, 2023). As a new officer who is actively taking on more responsibility and investigating more complex crimes, this means I have a larger workload. Staffordshire police federation (2023) have recognised that there are a large number of officers who are experiencing heavy workloads with some officers stating throughout 21 years of service, this is the busiest they’ve ever been. On top of this, due to the recent increase from recruiting of 20,000 officers (BBC News, 2019), one-third of all police officers in England and Wales are now junior officers, who are still in probation (Dearden, 2022). As I exit probation, I understand that this will mean I am no longer a junior police officer and therefore my workload and responsibilities will change. This, on one hand, is exciting as it will encourage my development and open up new and exciting roles. But on the other hand, this will add new and complex responsibilities to my already busy workload, possibly creating more pressure and stress. Further to this, becoming a more senior officer and leaving probation, now opens up a lot more opportunities for new jobs and promotions. Dearden (2022) speaks about how the increase in junior officers has now created a large gap in management. Now that I am coming to the end of my probation and finalising the last of the university work, there is opportunity to use my new research and learning methods to help towards revising and studying for the Police Sergeants exam. This will be the first step on the promotion ladder which can open up new and exciting roles within South Wales Police. After spending the last 3 years dedicating spare time around work and focusing on self-development for the Bachelor of Science degree in Professional Police Practice, switching that energy and focus towards studying for the Police Sergeants exam will give me the best possible opportunities towards being successful on the first stage of the promotional ladder.  
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Task 2

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


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

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

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




ANSWER:

Social media is an ever growing platform, and every business is learning to adapt and maximise its potential in order to capitalise on what it can from social media. The ability to communicate directly to billions of people in a fast and cost effective manner is now one of the leading methods of advertisement for businesses (Carmichael and Cleave, 2012). There are a number of different platforms, from TikTok, X, YouTube, Instagram and the most famous and well used is Facebook with over 2.7 billion monthly users (GB Times, 2024). In 2023 Facebook’s advertisement revenue reached $131 billion (Mosby, 2025) evidencing its popularity through businesses. Facebooks advertisements are so successful due to their algorithms around targeting specific consumers. They are able to do this by setting specific parameters on who their advertisements target, whether that be a particular demographic of people, due to their locations, race, gender or age. Facebook will also show users what their friends and family are interested in, encouraging popularity in particular areas (Mosby, 2025). Therefore, if you are a business that is not on social media in today’s society, you massively run the risk of not being seen or heard and ultimately loosing potential customers and revenue.  

Policing is no different from any business. Policing requires interactions with targeted persons in order for police officers to communicate and promote their agenda’s. Having the ability to communicate to isolated arears, such as Swansea in Wales, by creating a South Wales Police Swansea group on social media, allows police officers to communicate directly to the people it polices. UK policing typically uses sites like, Facebook and twitter with over 1,000 approved police twitter accounts (The Social Element, 2012). Social media platforms such as YouTube are also vital for policing as these platforms provides a method of broadcasting road traffic incidents or public order situations, things which can be critical for UK policing (UWTSD Moodle, 2023b). The various platforms can be used to communicate issues or concerns with major incidents or flooding, or it could allow them to request information on local incidents on whether anyone has seen or heard anything, helping to build intelligence pictures, or even warn locals of potential dangerous wanted criminal that may be residing in the area (The Social Element, 2012). This ability to reach large amounts of targeted people has the potential to change how policing is done in modern times and capitalise of social medias benefits. 

In recent years, the public perception on UK policing is very low with 52% of adults in 2024 saying they lacked confidence in the police (Owens-Evans and Low, 2024). This can be contributed to a number of different things including individuals’ perceptions and experiences with the police, poor media coverage and more specifically, incidences such as the death of Sarah Everard who was murdered by a police officer (Criminal Injuries, 2023). The National Police Chiefs’ Council, however, wishes to change these perceptions and boasts a new vision statement for 2025, stating, “By 2030, (it wants) to be the most trusted and engaged policing service in the world working together to make communities safer and stronger” (National Police Chiefs’ Council, 2024). This is a bold statement with very a big vision and a lot of work will need to be put towards this vision. 

Social media will play an important role with helping to build up public perception and help to support the Police Vision of 2030. Police forces are already using online monitoring tools to track and monitor online web conversations to better understand people’s concerns and issues raised within their communities (UWTSD Moodle, 2023b). Tools like these help police forces decides how best to engage with their communities and focus on what issues are currently concerning them. By doing this they can focus on building up the local community’s public perception and thus, increasing the overall general public’s perception. Small tactical movements like these through social media will help to build the publics overall trust with UK policing. 

Police forces can also use social media to help promote certain policy initiatives. Again, these can be focused and targeted towards the current concerns of the public and help build trust with the police. For example, in 2024 South Wales Police issued a new initiative to help tackle violence against Women and Girls (South Wales Police, 2024). The initiative introduced new measures such as additional staff to policing after dark patrols, increased CCTV, increased funding for vulnerability training and even a new online tool called StreetSafe, which is aimed at helping women identify areas in which they do not feel safe in order to focus the polices attention and help change this (South Wales Police, 2024). This initiative and online tool have been broadcast through social media platforms in order to help increase its popularity and encourage the use of the new online tool. For example, in 2022 a post was published by South Wales Police, informing its followers of the StreetSafe reporting tool, and it had over 8,500 views (South Wales Police, 2022). By using social media to help promote this, South Wales Police are directly supporting the Welsh governments strategy of making “Wales the safest place to be a woman” (Welsh Government, 2022). As a police officer I have personally worked these after dark patrols and have seen women often approaching police officers and empathising their gratitude towards their presence and how this makes them feel safer. Photography and ‘selfies’ are often taken by members of the public and broadcasted on social media sites with tags, links and hashtags quoting South Wales Police, which sharers the continued messages of South Wales Polices initiative to tackle violence against women by having an increased presence.  

Social media is a tool and when used correctly can help build a business’s reputation however it is not always a good tool and can also hurt a business reputation greatly. In 2014 the Press Association found over 800 examples of police officers using social media inappropriately and a number of these officers receiving warning or losing their jobs (BBC News, 2014). Examples of these were officers posting racial comments or posting photographs of them in compromising positions and even messaging victims of crime and adding them to Facebook (BBC News, 2014). This kind of poor and inappropriate use of social media can hurt the reputation of the police and thus begs the question, whether the risks of having a presence on social media outweigh the risks of not having it. This year a number of UK Police forces are choosing to reduce their presence on the social media site, X, due to concerns of its changing content and “far-right conspiracy theories” with forces saying that the site no longer matched the police forces values (BBC News, 2025). There are over 600 million users of X, worldwide (Singh, 2025) and is a huge platform for companies and businesses to promote themselves. These Police forces who are choosing to remove themselves from the platform are risking losing an area of the internet to support their communities. However, if this site no longer shared the values of the police, then the police risk becoming associated with this inappropriate content and open themselves up to criticism and a potential greater risk of losing confidence with the public. Derbyshire Police stated that they use social media to “serve their communities in the best way possible” (BBC News, 2025) and perhaps this means that sometimes the police need to strategically choose which social media platform is the best suited to their communities and which one will give them the best possible chance of increasing public trust.

From my own experiences, social media in policing has been a great benefit. I’ve seen it used as a way to acquire information and a way to communicate information to people. One of the methods I have used social media to help with my policing duties is by asking the public for any information. After exhausting all avenues when trying to apprehend a wanted criminal I was coming towards the end of all lines of enquires and risked having an unsolved crime and failing a victim. I spoke with housing officers and job centres, I knocked on houses of families, friends and associates and conducted various checks on vehicles linked to the person. All with no results. Finally, I turned to the South Wales Police Facebook Swansea page to ask its 90 thousand followers for any information regarding this person. It was a great service with hundreds of people eager to engage and offer information, however this did not come without its issues. People were beginning to use to site to slander the police and the investigation and arguments began to erupt within the comments section of the post. The post was gaining popularity, and this created more issues with people focusing on the negative comments adding to the disorder on the page. Members where clearly becoming upset by the comments and the post was quickly starting to get out of hand. Eventually the decision was made to stop allowing people to comment on the post and simply advised anyone with information to message the site directly. This helped resolve the immediate situation, however very little new information was now being gained. However, through the intelligence gathered from the Facebook post as a whole, I was able to build a pattern for the offender and eventually apprehended them. The criminal was arrested and sent to court and eventually found guilty of the offence. This was a positive outcome for the victim and for the police and was from a direct result from the use of social media. 

Another experience I have seen where social media has directed an investigation was during an incident which emerged through social media with someone being violently assaulted. Multiple videos begin to be shared of a local incident and the local online communities were getting upset and frustrated. This led to police making the first contact with the victim to ascertain the circumstances behind the video. The victim admitted that they would never have come forward due to being too scared but were grateful for the police reaching out to them. Through online support and the victim supporting police, the person reasonable for the assault was arrested. This was shared though the social media communities again and police were praised for their rapid response. This crime was detected and supported through the use of social media and without it, it is unlikely that this crime would have been investigated as quickly as it did. 

Reflecting on these incidents I have learnt that social media can be a brilliant tool, however it can quickly change and be used for a platform of negativity. If the platform is to be used it needs to contain the minimal information as to not allow people to capitalise on any error and misprint and it needs to be monitored closely to ensure its being used for the benefit of the investigation and not misused in any way. Finally, once it has been used and an outcome acquired, the post needs to be removed from the site, to prevent any further miscommunications.

Word count: 1861.

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:

There are many different leadership styles around the world with thousands of scholars claiming they’ve perfected the most successful style. People have built businesses and industries around leadership methods and continue to preach their version of leadership among the workforces, with the industry of leadership development valued at £300 billion (Westfall, 2019). The British Army are no strangers to this and teach leadership methods and techniques from an early stage in a soldier’s career, often encouraging junior soldiers to attend leadership courses before they are eligible to progress up the ranks (ARMY, 2024a). The British Army teach methods of leadership which have been tried and tested through real time wars, and these lessons are passed on and developed over the years through success and errors in order to win strategically on the battlefield. Business is no different and there are large investments into a company’s productivity and output, which can be linked to various leadership styles best suited to various areas of the workplace, claiming that effective leadership raises productivity (Syed Obed Rashdi et al., 2021).

Before I started with the police I served within the military and during that time I attended a number of different leadership courses throughout my 14 year career. These courses taught me techniques like, leading by example, demanding high performance and encouraging thinking and confidence within the team, otherwise referred to as the Army Leadership Code (ARMY, 2024b). The lessons helped me to successfully lead teams of up to 50 soldiers, and train them through various, arduous, scenarios and then onto military operations overseas. This was, at times, extremely challenging with numerus factors effecting the task. On one hand you had the most important part which was the mission, and every decision made needed to be for the benefit of the mission. However, on the other hand you had the safety of the soldiers and yourself, the soldier’s welfare and concerns, third party inputs and the problems they can add, and anything else that may arise during the operation. These factors made leading a team extremely difficult and tested me on a number of occasions. 

When I joined the police, I was initially exposed to a very different but somewhat similar style of leadership. The police have a similar hierarchy with a similar rank structure leading from junior police officers all the way up to Chief Constables (UWTSD Moodle, 2023c). The police also have similar leadership courses which help to develop its officers to progress through the ranks and up the chain of command. The teams are broken down into small teams with the leadership working its way up from operational to strategic level. The former US Navy Seal officer, Jock Willink states, that leaders can only effectively lead teams of between 6-8 people (Willink, 2020). The police response teams follow this small team style and typically work in small teams of 8-10 people under one Sergeant with those 3-5 Sergeants then being managed by one Inspector and so on. Equally, I noticed how the police where focused on their recognition towards the importance of developing leaders. In 2022, the College of Policing released a 5 year strategy with the mission statement, “to boost professionalism, drive consistency and improve leadership” (College of Policing, 2022). Leadership being at the forefront of the mission statement for the College of Police. The College of Policing also has a Competency and Values Framework which sets out the values and behaviours that all leaders and police officers need to adhere to, with one of these values, to have “visionary leadership” (UWTSD Moodle, 2023c).

There are many similarities of leaderships between the police and the army, for example the College of Policing recognises that good leaders are ones who are good role models and seek to develop their followers (UWTSD Moodle, 2023c) which is the same as leading by example and encouraging thinking and confidence within the team, which is documented in the Army Leadership Code. Likewise, there are many different styles of leaderships, found within the police, army and business. For example, there is the transactional leadership approach, which focuses on goals and objectives, rewards and penalties which could be argued is most of front line policing. When dealing with particular incidents it sometimes has to be simple and in order to keep people safe, people have to do what the police tell them, through clear instructions. This style of leadership is often seen as the first interactions between leaders and followers (Tavanti, 2021) and for the police attending emergency calls, this can often be the first style of leadership when dealing with the public. However, this style of leadership when used by police officers, can also be miscommunicated as confrontational, often focusing solely on the consequences. This can upset many people and possibly lead to situations escalating when this style of leadership alone, is used. 

However, there is also a transformational leadership style, which seeks to lead through inspiring motivation, encouraging intellectual stimulation and empowerment (Alqatawenh, 2018). Transformational leadership through everyday policing can be achieved when in the right situations and it can help to inspire generations of people when done correctly. This style of policing can encourage community engagement and help to build the trust and confidence of public with the police. Neighbourhood policing teams would be a great example of utilising transformational leadership when engaging with the communities, offering inspiration and motivation rather than focusing on a more punishment and rewards approach. Equally this style of leadership may not fend well when confronted with a dangerous person who may be putting people in danger, as this style of leadership could be miscommunicated, and potential add confusion and further risks.

If all policing was done with a transactional leadership style, then there is a strong suggestion that public opinion would be affective and risk losing the consent of the public. Therefore, policing needs to be done, using a mixture of both leadership styles, in order to encourage community engagement but also keep the public safe. There needs to be a direct, clear cut set of rewards and punishments however the public also need to feel inspired and motivated by the police. This balance of leadership styles shows the communities and criminals that the police have the ability to adapt and manage a range of different operational situations.

As a front line police officer, who is not in a typical position of rank who commands a team, there is still a huge requirement to use different leadership strategies during different operational situations. During one incident my colleague and I were on route to assist paramedics, who were with an elderly person who had fallen in the road and sustained a head injury. It was late at night, dark and it was raining heavily. Alongside this, there was an ongoing incident where somebody had been stabbed and a group of teenagers were found walking in the streets with a knife but had made off from police. There was a large number of police units attached to this incident and the radio was busy with officers looking for the group with the knife. 

As we arrived there was a large group of teenagers who seemed visibly upset. Due to the threat levels, we had to speak to these people first. These teenagers where heavily intoxicated and franticly telling us about the elderly person who was injured, they were also hysterical because they were aware someone had been stabbed with a knife, near where they were. These teenagers begin to get upset at police presences and started surrounding my colleague and I, shouting and screaming, blaming police for not doing more to help the elderly person and the injured stab victim. 

At first, I have tried to remain calm and relax my body language in a hope to lead by example and calm the group down. I tried to allow them time to speak and encourage thinking and conversation within the group, however due to intoxications, the weather and the current threats this was not working, and the situation continue to escalate. I have then changed my approach and adapted a more authoritarian style by raising my voice and controlling the group away from the area, utilising a more transactional leadership style. The situation began to change quickly so I made the tactical decision to call for more units and directed them where I needed them. As units arrived, I have had to change my style again, by stepping back and away from the situation to direct units to where I needed them. Officers in the British Army will call this a ‘Condor Moment’ when they will take a step back away from the battlefield to pause and reflect on their next move, (Pagano, 2012). From being stood back, I was now able to see the bigger picture and realised the injured elderly person was soon to be transported away from the area and therefore could focus my units on dispersing the large crowd. The biggest instigator of the group was arrested and conveyed away from the area so that the remained of the group could then be disseminated appropriately.

This situation could have been chaotic, and it required a plethora of leadership styles in order to control the situation and prevent it from escalating. On reflection I believe initially I got too involved with the situation and should have taken the condor moment sooner. This would have allowed me time to pause and reflect on what was required, which was ultimately, more units. Also using the transactional leadership style from the beginning may have set a president within the crown and could have helped to disperse them sooner. On reflection I believe the more relaxed approach may have given a false sense of control to the group, allowing them to take advantage initially. The large crowd was heavily intoxicated, and this added its own risk to the situation. this should have been immediately communicated, in order to allow other units who may have been free, time to plan a route should I require them. This would have saved time in further units attended and minimised the risk further.

In this incident I believe I used a situational leadership style as I adapted the way I managed the situation as it changed and escalated. This style is great and is something I will often use as no two scenarios are the same and equally, scenarios can change, just this one, where they escalate. This is where good policing comes into play as I need to adapt my leadership style in order to remain calm and take control of the situation. This is something that will only improve with experience and exposure to new situations environments. Understanding not to become complacent and rely on one style of leadership and ensure I adapt styler depending on the situation, will help me develop into a more professional police officer. 
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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:


I joined the police as a mature entry, joining at 34 years old. Previous to this, I was in the military and had just finished a 14 year career, where I spent the last 4 years in a training establishment, leaning and developing my own coaching and mentoring skills. Whilst in this role It was my responsibility to develop young soldiers ready to join the regular army and deploy on operations. This was challenging and I learnt how difficult the role of a coach and mentor can be within a profession. 

When it comes to coaching and mentoring, these can mean separate things. Coaching has been seen as originating from sports and is when someone helps to develop a person through setting goals and targets and is often seen as being delivered by a specialist in that field (MacAfee and Garvey, 2010). The British Army explain the importance of using coaching to help develop leaders and junior soldier’s, stating that leaders who pass up this style, risk being unable to unlocking someone’s true potential (ARMY, 2024c). The College of Policing will state that coaching will help to develop self-awareness and can provide opportunities for people to develop professional skills and knowledge (UWTSD Moodle, 2023d). The college will also state that the role of the coach is “invaluable to the development of an individual” (UWTSD Moodle, 2023d). This statement truly expresses the College of Policing’s value towards coaching as a developmental method.

Mentoring has been described as more of a relationship of experiences being shared with colleagues in order to support and help develop an individual (CIPD, 2025). A mentor will offer advice and guidance and is often more informal than a coach (UWTSD Moodle, 2023d). Cambridge University (2025) will describe a mentor a person who “gives someone of lesser knowledge, advice over a period of time”. These examples describe a more relaxed approach of helping someone improve, but just like coaching, it is a skill and technique used to help someone understand the work and support with their development within the profession. Both the military and police have identified the importance of coaching and mentoring when helping people to develop and even in the world of business, coaching and mentoring to support an individual’s growth is seen to help better the organisation. Sir Richard Branston who owns the highly successful company, Virgin, stated, “If we look after our people well, they will look after our customers better and Shareholders will benefit in the long term” (Wilson, no date). This statement supports the idea that if an organisation invests in helping to develop and improve an employee’s growth, then the organisation and its shareholders will benefit from this. And placing this into a police context, the public are the shareholders meaning the public will get a better service when police officers are coached and mentored effectively. This ultimately will help the policing service as a whole and improve the publics perceptions of the police.  
During my 3 years on probation, I have learnt a lot. At times it has been a steep learning curve which has been fast paced and chaotic, however most of the time I have been allowed the opportunities to learn at my own pace with dedicated, competent mentors surrounding me. When I initially finished training and went into my tutorship, I was heavily coached and mentored via my tutor. This was a great experience and added a big safety blanket to support me when I was unsure, or when things changed quickly, and the situation immediately called for someone with experience in that area. This period of my probation allowed me to learn at my own pace and watch a professional either take charge or coach me through the situation. However, at times there were incidents where I felt my tutor was not the right person. In 2024, 17% of all police officers in England and Wales where aged 25 and under (Home Office, 2024). As mentioned, I was a mature officer joining however my tutor, like many officers today was young, being only 22 years old. This did not retract from their competence however, as I felt they were a very good police officer and a very good mentor however at times, I felt they were not best suited. 

During one incident, there was a report of a suicidal male and when we caught up with this person to speak to them, it was evident they were having a hard time. This person was in their 40’s, they had children, a house, debt and everything was getting on top of them.  From April 2023 to March 2024 there were 350 suspected suicides in Wales (NHS Wales, 2024) meaning there was a real risk to this person and my tutor, and I had genuine concerns for their welfare. My tutor with all their policing experiences however, lacked life experience and struggled to connect with this person. This caused some hostility with the male and they aimed this towards police. However, I recognised this and stepped forward to take control and tried to build a rapport with the male. This worked and we were able to calm the situation down and help this person. On reflection my tutor did a brilliant job in their task of mentoring me. They allowed me, when I felt confident, to take the initiative and resolve the issue myself. They recognized that perhaps they were not the best person for this task and took a step back to allow me the opportunity to develop. This helped build my confidence and it developed me a lot moving through my tutorship. There were many incidents like these where my tutor would assess the situation and then set me goals regarding it. Whether this be to conduct the arrest, book the prisoner into custody or write up the reports. At each stage they coached and mentored me at a comfortable pace, enabling me to develop at my own speed. 

Since then, I progressed on from my tutor and have signed off my first professional goal and organisation goal by passing my tutorship and becoming independent. However, although I do not have a direct tutor currently, I am lucky enough to be in a team with some very senior, confident officers who continue to mentor me daily. The team I worked with during my tutorship were all very young. And as a result, their styles of dealing with situations were quite unique, and often situations would end in some form of confrontations, narrowly avoiding being assaulted on a number of occasions. Swansea also has the highest rate of crime within the whole of West Glamorgan, being 37% higher than anywhere else in the county (Crime Rate, 2024). Although this is a relatively small county in comparison to the whole of the UK, it does demonstrate the high volume of crimes within the small coastal city of Wales. To add to this, during July 2023 to June 2024, there was over 3,000 assaults on emergency workers within Wales, evidencing the risks of being a front line police officer in these large crime areas (Shaurya, 2024). At the time of my tutorship, I didn’t know any other form of policing and believed that policing in a Welsh city was always like this. However, when I finished my tutorship, I moved teams, and I realized this was not always the case. 

The new team I moved to were far more mature. They were older in age and older in police service. And what I noticed was how differently they delt with situations and people, and how much more in control they were during situations. Confrontation was nowhere to be seen and quite often situations where far calmer and under control. For me this was brilliant, as I felt I found a whole new style of policing that I could learn from, and I had a new plethora of mentors to help develop me. Since I’ve been with my new team I have been mentored and coached by everyone. Each team member has their own way of dealing with an incident and those different styles help me to learn and develop my own style of policing. I have learned that there are many different ways in which situations can be policed. Some use a more direct approach whereas other may use a more relaxed and calming style of policing, and a lot of officers will used a blended mix of the two. Over the last 3 years I have been to a variety of incidents and have worked with a large number of different officers with different policing styles. I have learnt from all of these and have begun to develop my own style of policing, utilising what I feel are the best bits from everyone. Reflecting on this I feel I can understand the importance of moving around and working with different teams in a bid to continuously learn and develop myself as a new officer. However, there can be some negativity to this, as learning to work with a small group means you can adapt your styes so you police in a pair, rather than an individual. 

Further to all of this, I have since developed a working relationship with my sergeant who is my direct line manager. They have also been able to coach and mentor me through the development of my work. Qian (2021) explains that line mangers who are also proficient at mentoring can be an asset to their organisation, and having this on my team definitely felt like an asset. With my line manager I have been able to sit down and critically reflect on incidents and situation where I have been in charge, and they have helped me to learn from these in order for me to improve. I am very fortunate as I actively seek criticism from my work. This allows me to understand what went wrong but also what was right and helps me to understand what could be done differently next time. My sergeant is excellent are allowing me opportunities to reflect and helps me to rationalise and understand how to acquire the best outcomes. This level of mentorship has helped me develop greatly and I am also able to provide my own feedback up the chain of command when I feel something could be done differently or if I feel a situation would have been better suited with a different strategy. 

In summary, I have learnt a lot over the last 3 years, and it is all accredited to the coaches and mentors I have worked with along the way. At each stage I have been able to move between various, highly professional officers who have been able to teach me new methods of policing. At each stage I have developed my personal and professional goals, by progressing and experiencing new areas of policing. I have reflected on my previous knowledge of coaching and mentoring with my old career and this has allowed to me truly take advantage of the opportunities available to me over the last 3 years. I have been given ample opportunities to provide and revied feedback, whether that be from my tutor, peers or my chain of command and I have improved overall, as a result. 
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