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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:

Within this essay I will show how I am working on fulfilling my role as a modern professional police officer in my third and final year of my probation. I will look back on an experience I have had during this past year and look at my development through my whole career and critically reflect upon how this final year of my probation has changed the response policing and how as I grow to become more independent. I will specifically look back at one Domestic Violence incident during my final year of probation and examine how I worked and managed that incident professionally and evaluate the frameworks I used and critically examine how effective they were at this incident. I will also aim to critically evaluate the role that the College of Policing plays in my development and how it impacts professional policing in the UK. During this essay I will also consider strategic Policing requirement, Policing Vision 2025 and the College of Policing’s 5 Year Strategy. I will look at each aspect and examine in what ways they impact professional policing and myself as I work towards the end of my probation period. 

The incident within this essay I would like to reflect upon is one in which I attended at the start of my third year in probation back in January 2025. This was an incident of historic domestic violence against an ex-partner, the victim had reported that recently her relationship had ended with her ex-boyfriend and that they had been together for 3 years. She stated that during their relationship there had been several instances where he had physically assaulted her causing injury and damaged several items of her property following arguments that they had. This was not an ongoing incident, and the ex-partner was not at the scene however this was graded as significant urgency as per the call grading standards (Metropolitan Police) due to the severity of the allegation. My role was to attend the victims address to establish steps moving forward whether that be safeguarding, an investigation or both, due to staffing levels at the time I was sent to this incident single crewed. 

From reviewing the Strategic Policing Requirement (SPR), which is a document which outlines what the home secretary believes to be “the national threats at the time the document is issued” (Home Office, Feb 2023). In this document it outlines the seven threats that the UK is facing nationally as e terrorism, serious and organised crime (SOC), a national cyber incident, child sexual abuse, public order and civil emergencies. But as of this report in 2023 it also added that violence against women and girls has become and national threat to public safety. Within the SPR it outlines the aimed outcomes of investigating and tackling violence against women as “Improving trust and confidence in the police, perusing perpetrators and creating safe spaces”. Using these ideals at the incident I attended where important to helping the victim of this call, my aim was to work backwards through the aims by firstly creating a space and environment where the victim felt safe and comfortable to tell me about her experience, through creating this space and being empathetic to the victim I will be able to gather more information about what happened and how but I will also be able to identify ways of creating safeguarding measures and offer reassurance to her as well. David Howe wrote that when you engage with a person empathetically it can create a feeling of relief and reduces their anxiety and allows them to open up and speak more openly and honestly about their experiences with more clarity as well (How, 2023, p. 130). Through engaging with the victim with understanding and empathy she felt safe to open up about what happened and provide a detail statement of several events and incidents which happened during their relationship this allowed us then properly understand what had happened and actively gather information and intelligence from the victim to develop arrest strategies to apprehend the perpetrator. 

Gathering information and Intelligence is the first step of the Nation Decision Model (NDM) this is a model used by all police officers of every rank when making decisions it allows officers to critically analyse a situation and make effect choices (College of Policing). 
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Through engaging with the victim empathetically I was able to effectively complete this step which helped inform the rest of the of NDM and allowed for an effective and efficient arrest to be conducted on the subject which helped the rest of the investigation moving forward. The CoP offers a valuable resource to officers as it has a lot of information, guides and tools available to help inform officers and help keep them up to standard. 

During my time in my third year of probation I have also found myself looking at the Ten Standards of Professional Behaviour, as I go from my probation to becoming a sworn in officer, I must make sure that I uphold myself to the highest standards. These ten standards are-

1. Honest and integrity
2. Authority, Respect and Courtesy
3. Equality and Diversity 
4. Use of Force 
5. Orders and Instructions 
6. Duties and Responsibilities
7. Confidentiality
8. Fitness for Duty
9. Discreditable Conduct 
10. Challenging and Reporting Improper Conduct
(Gloucestershire Police Federation)

Whilst dealing with this incident I felt as though all of these standards and values were crucial in dealing and managing this incident and helped me deliver the best service possible to the victim whilst also showing me a guideline on how behave and conduct myself in all aspect of my role as a response officer and my career moving forward. 

The National Policing Culture and Inclusion Strategy for 2025 to 2030 (College of Policing, January 2025), which is the plan created in conjunction with the National Police Chiefs Council (NPCC) to outline their vision for a more engaged with and trusted by their community’s police force in the UK. Within this strategy it talks of making victims feel protected by “investigating the crime not the victim”. One reason that the victim in the incident I attended stated that she hadn’t reported the abuse sooner is that she herself has been arrested in the past and she feared that this would mean that police would be less likely to take her claim seriously and believe her. By upholding this ideal outlined in the plan I was able to reassure her that she was the victim in this matter and that previous incidents would not play a factor in this investigation and that it meant that police would not take this incident any less serious had she had no history with the police. This again helped with engagement with the victim and allowed her to feel more confident when speaking with me on what happened. The Nation Policing Culture and Inclusion Strategy is a good guide for officers and police forces to view and refer to in their careers as it outlines how to positively engage with your communities and what outcomes to seek, however one area where it may improve is its engagement with the public themselves. One of the themes outlined in the strategy is Working with the Public, in which it states that, “Forces will be expected to demonstrate how community engagement informs planning, delivery, management, scrutiny and improvement of its services.” This puts the onus on forces to make the public aware of these strategies and changes to police forces goals. On the About Us page of the College of Policing (CoP) website they state, “The College of Policing is a professional body for everyone working across policing. It is an operationally independent non-departmental public body.” (CoP). As an independent public body from each police force they could make the public aware themselves of what these goals and strategies are so that the public are the knowledgeable on what standards of professionalism their local forces should be meeting, this would then create another avenue of keeping police forces accountable and also creates a great feeling on inclusion with communities as they feel more involved with this new direction. The National Association of Independent Advisory Groups stated that by promoting transparency within the police it helps build more trust between the police and the communities they work for as people will support them in goals and ideas they can understand and be involved in. (National Association of Independent Advisory Groups). 

Through my time in the third year of my probation I have found that I have had to move from being a more supportive role to where I am in charge of more complex investigations, in relation to the above example I found that it was important that I established good communication with the victim, not only to be professional and understanding of the victim in their time of need but also as I will aim to keep this level of communication throughout the investigation to keep them supportive of it. In a report from Victim Focus they outlined the results from the British Crime Survey in 2008 which showed that cases where victims were updated to an adequate standard had a charge or caution rate of 80% whereas when victims felt as though they were not update adequately this had a charge or caution rate of only 50%. This shows that through proper communication a positive outcome is more likely which will also help with satisfaction rates and help move South Wales Police towards the goal of the (NPCC) 5-year strategy. When dealing with the above incident I kept up with regular updates on the case which offered the victim reassurance that the matter was being dealt with, this also kept her onboard so when this matter was sent to court she was present to provide her evidence and a positive criminal conviction for the offences was given to the subject. 

Throughout this essay I have shown how I have progressed in my third year of probation and in my goal towards becoming a modern professional police officer. I have provided an example of an incident I have attended during my third year on probation and the different frameworks and models I have used to manage that call. I have also critically evaluated the College of Policing’s role in this development and their involvement with the police on a whole and shown how they are a useful tool and guide for officers but that they could improve upon how they communicate with the wider community it could help engage the public and have them feel more involved with the police. I have also National Police Chiefs Council 5 year strategy and how this also helped with making decisions and approaching incidents. With this essay I have also analysed the Strategic Policing Requirement and how the new focuses and addition of violence against women and girls as a serious threat to the public has demonstrated incline in these incidents and how I have used the tools provide by the College of Policing and NPCC 5 year strategy to deal with an incident of domestic violence against a woman empathetically and compassionately which led to a positive result and a criminal conviction.
Word Count: 1871
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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:

Within this essay I will critically examine and evaluate the ways that the police use social medias as a means of engaging with a wider community and how they use it as a way to inform and promote policy initiatives as well. I will also look at an incident that I have been involved with that has used social media and how that effected the incident. I will be looking a force policy around the use of social media and how they engage with and inform the communities they serve. I will also be looking at what social media platforms the police use and examine what are the benefits of its use and the risks as well. Social media can offer many benefits and advantages for police if used effectively but to do so you must consider the risks that come with it and use the tool carefully and consider best practice and force policies. 

South Wales Police use a variety of different social media platforms such as X, Instagram and Facebook being their main focus however they use a variety of other accounts as well such as Tik Tok, WhatsApp and Linked in. Focusing on Facebook South Wales Police have one larger account for the whole force however they also have smaller accounts for specific areas that they cover (South Wales Police). From reviewing the social media page on the South Wales Police website, you can see that the main focus of the websites is to provide updates and information, “Contains the latest information, advice, appeals, community engagement and updates from across South Wales.” They also utilise social media for community outreach from viewing their account on Instagram, swpolice, you can see several post centred around officers engaging with their communities and also announcements of important days of the year and how the police are celebrating them. Another way that they use social media is through the use of media appeals whether this be for information regarding an investigation or any information on locating missing or wanted people (South Wales Police). Under the about us section of South Wales Police website they have a page called “Social Media House Rules”, within it they state that they want to use social media as a “two-way dialogue between us and our followers”. This shows us that through using social media South Wales Police have found another method of engaging with the community and by utilising social media they have helped create and strengthen the bond between the two. Dr John Modise wrote in 2023, “Due to the negative public impression of the police service, law enforcement organizations need to develop ways to interact with the communities they serve in a way that enhances their reputation and their relationships with the people they serve.” (Dr Modise, 2023 pp. 2-3). This shows that by using social media South Wales Police are finding ways of engaging with communities and strengths their relationship and helps ease tensions when the public feel as though they have a way in and way to speak to the police and hear from them as well. 

Police officers are also advised on their own personal use of social media as well, “Officers are advised not to make any comment or post any images of behaviour on the Internet or social media which could reasonably be perceived to be conduct that are contrary to the behaviour in Police Standards of Professional Behaviour.” (Ministry of Defence, 2013, p. 6). This shows that not only does the police have policies on social media for their own post but that individual officers have been given guidelines to follow. It is important to note that this is advised and that officers are not forced or told what they can and can’t post however any conduct which goes against the core values of the police will result in that officers were termination from the police. An IOPC investigation was launched in November 2021 which resulted in 8 officers from West Yorkshire Police being dismissed and several others facing internal repercussions for their action after it had come to light that they had been sharing post and messaging each other on WhatsApp offensive and inappropriate materials in relation to victims of offences and other colleagues (IOPC 2024). This shows that even throughout and officers personal life and their own social media use while outside of work is held up to the scrutiny of the polices standards and ethics, one of the core traits of every officer should be to uphold the Ten Standards of Professional Behaviour some of these standards being,  “Equality and Diversity”, “Authority, Respect and Courtesy” and “Challenging and Reporting Improper Conduct”. (Gloucestershire Police Federation). The officers’ actions outlined in this report show a clear violation of these belief with some taking photographs of people at sudden deaths and making hateful remarks towards travellers, whilst they made these comments privately among each other on social media they were still held up to the standards and policies of the police. This also shows a risk that social media can have on officers by simply being a member of these group chats you run the risks of facing disciplinary action and jeopardizing you whole career by simply not speaking up and ignoring what is happening.

A survey conducted by Ofcom in 2014 shows that 83% are online through various devices (Ofcom, 2014. p. 5). Therefor it is now crucial for the police to have a presence online as it allows the police to connect with a community and stay relevant as the community evolves. “An online presence in a modern world is as important as traditional policing methods such as walking the beat” (Keane, N, 2014, p.2) This quote from Keane demonstrates the benefits of social media as it allows the police to adapt to modern times and engage with the community as it evolves. Further on in the Police Foundation post where Keane post can be found further evidence of how social media can be used positively in policing is a post to X, formally twitter, from Super Intendant Mark Payne advising the public that there had been no reports of disturbance following false claims of one (Payne, M 2011. P.4) This shows that through social media the police are able to provide live updates to a community and through this level of communication the public are able to hear from the police directly on incidents and how they may or may not affect them, it also allows the police to speak clearly on incidents without there being any confusion and stops the spread of misinformation. 

There are also several risks with using social media, one of these being alerting suspects or anyone involved in criminality of police activity or efforts to apprehend them. A report was conducted by Vulnerability and Policing Futures Research centre around social media facilitated trafficking of children in 2024. And one of the key finding of this report was that offenders were using social media in “passive and active capacities” (Dr Pajon, L 2024) Whether they are using it to look for victims or to entice them into joining criminal are now using social media. With crimes now being facilitated through social media it is likely by updating the public on police activity and area they are looking into or cracking down on it will help the offenders navigate what they are doing and help them think of ways to avoid detection. 

An incident I attended during my final year of probation was a missing persons report of a 13-year-old male who had been suffering with his mental health and had made comments to family members about wanting to end his own life before leaving his address in the early hours of the morning. This male had no previous involvement with the police and his family stated that his mental health had recently taken a sharp decline and that he was not known to social services or any mental health teams. Upon my attendance after speaking with the males mother I searched his room and from searching his room with the permission of his mother nothing was found inside that would help locate the male, he had left his home address without his phone and without any debit cards, these are two methods off tracing a missing person as we can use their phone to trace their whereabout as well as follow any purchases that they make. Without these methods of tracing the male a media appeal was requested from the male’s mother, as per policy with missing person media appeals, we cannot conduct these without the permission of the next of kin (Lancashire Police). There is a lot to consider with a media appeal another risk of this is that you may be publishing to the wrong people that there is a vulnerable young male out on the streets alone, so it is important to weigh up the importance and proportionality of the appeal as previously stated in the report by the vulnerability and Policing Futures Research Centre people are social media to groom and traffic children. In this case it was decided that due to the comments made by the male prior to leaving and the fact that there were no other ways of locating him that the media appeal was deemed proportionate and with mums consent it was posted online with a recent photograph of the male. Within an hour there were several comments on the post wishing the male to be found safe and well there were also messages sent to South Wales Police on Facebook stating that they had potentially seen the male near the Cardiff city centre area. Another risk is that you may receive malicious reports and false sighting which may waste police time however on this occasion local units attended the area and sighted the male safe and well. Through the use of social media, I was able to engage with the public via the post and receive information that I otherwise wouldn’t have access to and the male was located and returned to his home address. 

Within this essay I have critically examine the polices use of social media, I have looked at what platforms they use and the various different ways that they use them. Whether it be to provide or receive information or to help with engaging and strengthening the bond between the police and communities. I have also examined the benefits and risks of police forces using social media and also the risk that it may put on officers as individuals as well. I have also shown an example of when I have had to utilise social media in an investigation and what to be considered when using it and shown how it was effective in locating the missing person. 

Word Count: 1801





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:


Within this essay I will aim to critically evaluate and evidence my flexibility and willingness to adapt my leadership style depending on the situation that is unfolding in front of me. I am going to utilise the Gibbs reflective practice model to critically analyse leadership styles I have used at various different incidents and situations during my time as a response officer. I will also look at different leadership models used within the police and see how I used them or if not how utilising these methods would’ve changed the situation, and also how I changed my leadership style depending on a change in the circumstances.  

The incident which I would like to talk about in this essay is one which occurred at the start of my three-year probation, myself and a colleague who had recently finished his tutorship period responded to a call of a burglary upon arriving at the address the offender had already made off from the scene. I have then entered the address and found the homeowner in the living room of the house holding her head I could that’s she was also bleeding. When asked what happened she stated that when she stepped out of her bedroom she was met by an unknown male on her landing, she states that she was in the way of the male’s route to the downstairs, so he has pushed her to the floor causing her injury and that he had made off. Upon checking the house, she could see that her window had been smashed and that in the kitchen and that it appeared the male cut his leg on the broken glass upon leaving the address through the same window. She also noted that all she could see that was missing was her purse which held her phone and a wallet holding around £20 in cash. I had initially requested that CID officers attend however they stated that they had no other available units to attend. I had then requested that ambulance attend for the victim however the estimated time of arrival was 1 to 2 hours. I then made a further request for additional officers to attend to hold the scene and waited for CSI to attend whilst I transported the female to hospital due to the injury on her head.

During this incident I had several decisions to make a several people to manage, during this call I utilised the Leadership Standards and Stages outlined by the College of Policing. (CoP, 2023) This strategy was created to offer officer guildlines at how at every stage pf their career they can aim to be effective leaders, within this strategy of leadership there are five stages of leader. At my current position on response I will working at stage one “Leadership Foundation” this stage is for officers or police staff and outline 15 principles that they should follow. 

“1. Act in the public interest to prioritise public service, cut crime and improve the safety and wellbeing of the public. 2. Uphold the police Code of Ethics. 3. Uphold the highest standards of professional behaviour. 4. Challenge unprofessional actions, attitudes, behaviours or language. 5. Demonstrate fairness, respect, integrity and accountability in performing their role. 6. Build and maintain trust and confidence with colleagues, external partners and the public. 7. Actively contribute to and promote an inclusive workplace culture. 8. Work effectively as part of a team, demonstrating leadership skills and role-modelling good practice. 9. Work effectively to successfully deliver organisational and operational requirements. 10. Use problem-solving approaches and make effective, evidence-based decisions. 11. Manage own performance effectively. 12. Manage own wellbeing and resilience. 13. Engage effectively with communities, partners and other stakeholders. 14. Engage in continuing professional development. 15. Use reflection and feedback to develop skills and performance.” (CoP, 2023). 

Several of these factors played an important role in my decision making, being one of the first officers on the scene with an officer younger in service than myself I felt as though I had to take the leadership role in this investigation especially as the more appropriate units, that being CID were currently unavailable. I felt as though taking control I was demonstrating point number six and 8 by maintaining trust and confidence with my colleagues and working effectively together as a team by taking the lead. An article released by Indeed in 2025 stated that by helping your colleagues you can help them can “increase productivity” (Indeed, 2025). By taking the lead at this call I can take some of the pressure away from them and by delegating roles it allows them to focus and develop their skills at this as delegating role allows people to develop new skills (Martins. J 2025). By asking my colleague to take on certain roles it is giving them time to improve certain skills, such as by asking them to take details of the victim and a list of what she believes has been taken I am hoping to allow him time to improve his communication with the public and also be able to ask the important questions without being prompted and also allowing myself time to complete enquiries at scene. By doing this I have created a good working dynamic between us and have also shown what is good practice at a scene while allowing him space to complete ask on his own and only checking if asked by him for support which build trust between us. By doing this as well and trusting my colleague to complete tasks I am able to manage my own performance well, which is point eleven on the Leadership Standards, as I am not overwhelmed with tasks at hand feel that the weight of everything is down to me. “We also know that membership of a team, one with clear team goals, reduces stress levels and increases performance” (Firth-Cozens J, 1998). Within her report Firth-Cozens states that when working in the medical field that working as a part of a well-run and cohesive team can reduce stress and also lead to better outcomes and care for patients, I believe that the same can be applied to the police as well. By becoming an effective leader, I have been able to create a sense of trust with myself and my colleague by delegating roles and responsibilities and trusting my colleague and giving him space to develop these skills which he already has. I have also been able to manage my own work and preform to my best ability. And by doing all these I am able to complete point one by delivering effective service to the victim of the burglary. 

I would say up to this point when working with my colleague at this scene my leadership style was democratic, this style of leadership is characterised by the fact that leader does make the decisions however relays on a more collaboration and allows others’ ideas and opinions to be heard. (Polevio. L. 2023). When delegating tasks my colleague gave his input on best methods of completing the task and also utilized different ways a task could be down to myself, whilst I had taken the lead at this call it was still a collaborative effort to manage it. However, when another officer arrived at the incident to hold the scene and wait for CSI to arrive, I changed my leadership style. This officer had much more experience than myself, so I felt a different leadership and adopted a Laissez-Faire leadership style. A Laissez-Faire leadership style allows people more autonomy to complete task how they see fit (NSLS, 2022). I explained to the officers the circumstances of the call and what action was required i.e to hold the scene and wait for CSI to examine the window and any other potential forensic opportunities but as this officer had more experience than myself I felt comfortable leaving the decision making on how this was done to him to allow me to leave sooner as there was also a time element as it was important to make sure the victims injuries were seen to as soon as possible. 

When talking about this incident and reflecting on the leadership strategies and styles I used I will be utilising the Gibbs Reflective Cycle to look at my decision and critically analyse my actions. The Gibbs Reflective Cycle is a commonly used reflective practice created by Graham Gibbs in 1988 and is a reflective practice used for professional development in many different fields. (Main P, May 2023). 
[image: A diagram of the Gibbs Reflective Cycle illustrating the six stages of reflection]













(Diagram from- TSW Training, 2023) 

As you can see from the above diagram the Gibbs Reflective Cycle is split into six parts, Description, Feelings, Evaluation, Analysis, Conclusion and Action Plan. I will move through each of these stages looking to reflect upon each aspect and how it relates to the call I attended and the leadership strategy I chose to follow. 

Stage one of this process has already been completed within this essay; in this stage you describe what exactly happened at the incident. The second stage of this process is where you capture how you felt during the incident, during this call I felt stressed as I felt I had a lot to manage as CID where unavailable to assist and being the officer at scene with the most experience I felt a need to lead the call and take charge. 

The third stage is where you evaluate and assess the good and bad aspect of the incident. At this call I do feel that even though I did not have much experience managing these types of incidents I felt as though I was able to properly investigate the incident while still providing support and care to the injured victim. One area for improve I believe is I could have improved on the encouragement I was offering my colleague; I believe that I was task focused and while trusted my colleague and allowed them to develop their skills them being relatively young in service I believe they could’ve benefitted from proper encouragement. In study named Encouragement-Focused Supervision: Benefits, Challenges, and Interventions by Reade Dowda and Richard E. Watts they stated that encouragement “Increased confidence” in people being supervised and while I was not supervising my colleague, I believe that this thought process would still apply. 

The forth stage of the Gibbs Reflective Cycle is analyses, this is where you take a deeper look at your action and fully understand the way things unfolded as they did. I believe that we did achieve the best outcome possible in relation to this incident the victim was taken to the hospital where she was treated for her injuries where she was also able to provide myself with a statement of the incident with description of the male, the scene was also held and a positive DNA sample was taken from the window were the male had left through and thanks to the golden hour enquiries that we had completed at scene and at the hospital they were able to identify the male and he has been arrested and charged. However I believe that due to a lack of experience managing these I have ineffectively supported a newer colleague and I have put faith and trust in him to complete tasks however not shown enough recognition for his efforts. This could negatively effect my colleague attitude towards his work, “Genuine, equitable, and authentic recognition affects numerous key business parameters. Employees who are recognized are 56% less likely to look for a new job, 73% less burned out.” (Stone K. 2022). This shows that through not showing enough encouragement or recognition I have potentially added to the stress levels my colleague may already be facing. 

The fifth step is the conclusion, in this stage you must look at what you have done and see what you have learned and how you would do things differently. I believe that throughout the incident I would continue to maintain focused and prioritise a good outcome for the victim and the investigation, however should some downtime become available or once the work is complete offer the colleague I am working with some words of recognition and encouragement for the work they did at the call. 

And the sixth stage is to develop a plan for what to do next time, I would make sure to keep the lesson I had learned around adaptable leadership styles but also make sure to be available to the people I am working with and offer support when appropriate. 

Within this essay I have aimed to outline and critically evaluate and evidence my adaptability in leadership styles when dealing with incidents. I have demonstrated an understanding of leadership strategies and styles that I have utilized and also shown how I have changed my style given each situation as they arose. 
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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 am currently halfway through my third year of my policing career and my probation as an officer and also approaching two years active on response in South Wales Police. During this essay I will aim to look back and critically examine and reflect upon my three-year probation look out how during this time I have benefited from coaching and mentoring. I have had personal, professional and organizational goals which I have managed to meet during this time through coaching and mentoring and it has also helped me develop and learn in the workplace. I will be examining coaching and mentoring definitions and analysing mentoring theories that are used with the police. I will also evaluate how I receive feedback and methods I use to implement this feedback into my work. 

Before looking at how mentoring and coaching have impact myself and the police as a whole, it is important to understand what coaching and mentoring is. Coaching is defined as, 

“Coaching is a process that enables learning and development to occur and thus performance to improve. To be a successful a coach requires a knowledge and understanding of process as well as the variety of styles, skills and techniques that are appropriate to the context in which coaching takes place.” (Coaching Masters Academy, not dated). 

This shows us that coaching is when a person who has an understand of a skill or a job and a plethora of different methods to show and pass on the knowledge of that job or skill to another person to help them understand and improve. This can be applied to the police in the way that once an officer completes their initial 6 months of training they have to then join response a student and are paired with a tutor for their first 12 weeks where after this they can then be placed on independent patrol. (South Wales Police, not dated).

Mentoring can be defined as, “Mentoring is most often defined as a professional relationship based on mutual trust in which an experienced, respected and enthusiastic person (the mentor), shares his/her knowledge and experience with a less experienced colleague (the mentee) in developing his/her knowledge, learning, work-based skills, well-being, personal and professional development.” (Foundation Programme, not dated). 

This shows us that mentoring is based around a work relationship where a more experienced of the work force that the other member trusts receive the knowledge, they have gained from their experience which will help them preform their role in the workplace. Within the police this is more akin to when an officer who has been signed off for independent petrol seeks advice from a more experienced colleague or their sergeant who offer advice and guidance. (Cheshire Constabulary, 2018. p.1)

Both coaching and mentoring are very similar however the difference between the two is that coaching typically takes place over a shorter period of time than mentoring and typically and a mentor requires more knowledge and understanding of their field where a coach will use their skills and adapt their teaching to a situation. Coaching also tends to be more tasked focused whereas mentoring is based more on relationships. To use the previous examples when relating this to the police a tutor will teach a student officer how to use various tools in the job such as their work phone and the systems on it where a sergeant may offer more guidance and advise through their experience, not only to the student officer but also the tutor as well. The sergeant will also help with team cohesion and making sure that relationships among the team are good as well, “You’ll supervise a team, providing leadership and keeping motivation high to ensure effective front-line policing.” (Police, not dated). 

There are several different methods used within the police for coaching and mentoring, one of these methods is through Experiential Learning Theory, this theory states that through completing actions and doing and practicing what you are trying to learn that this is the best method of learning. (Kolb A.Y and Kolb D.A, 2012). One example of this is through scenario-based learning in an officers initial 6 months of training and then throughout their career through specialist role like Public Safety officers or in standard training like first aid. The police utilise scenario training to allow officers hands on experience dealing with situation that they will face in the day to day of their job but with a safe environment where they can make mistakes and learn, an example of this is officers public and personal safety training this is conducted every year and is a two day course filled with scenarios (Chatwynd. O, Michael. S, Meakins .A and Quinton P, 2024, p.3). The benefits of Experiential Learning are that it allows officers to have a better understanding of what they are undertaking and the real-world application of what they are doing, it allows officers to understand their strengths and weaknesses better and see what areas they need to improve and also creates an opportunity for officers to work together and learn with each other. (Kent State University, not dated). 

There are several benefits for officers through mentoring and coaching for both the teacher and the learner. The benefit to learners are that they get to develop a better and more accurate understanding of the police and the role of and officer allowing them to take ownership of their actions and accomplishments, helps officers develop more focussed personal and professional goals and also increase their confidence and mental well-being. For the officer in the coach or mentor role they will gain the satisfaction of helping teach the newer generation and intakes of officers. It will help with their own development and help them be better at their job as well and improve their leadership skills, (Cleveland Police, 2022) 

There are also negatives that can be drawn from coaching and mentoring in the police, one negative could be that newer officers pick up bad habits of older officer with more years of service. In the year ending March 2024 of the 279 misconduct hearings there were last year 114 or 41% of them ended with the officer being dismissed. (GOV.UK 2025). This shows that there are officers unfortunately who are in the job who are not fit to serve the public and if these officers were placed in a position of a coach or mentor, they could potentially pass these behaviours on to new officers. It is also possible that they may turn some these inappropriate behaviours towards the younger or inexperienced officers. Sussex Police released and article which outlined that an officer was dismissed on the 23rd of April 2025 after she had sexually assaulted to of her colleague whilst at a work social event (Sussex Police, 2025). 

However, during my third and final year on probation I have received coaching and mentoring through out this time and I have found it to be very beneficial as I have been fortunate to be on an experienced and helpful team. One way that I have received help and guidance from is my development with dealing traffic incidents, since the beginning of my time on response and area of constant improvement for me was traffic offences and calls. During my first six month I was on a team where people did not like to deal with traffic incidents, so they weren’t sort out as frequently for me to learn and develop with. However, during my final year of probation, I have been on a team of experienced officers who are very knowledgeable on traffic offence and with minor offences such as offences that would be appropriate to be dealt with via a ticket/TOR. By using the Experiential Learning Theory and coaching from experienced officers have been able to develop my knowledge and understanding of traffic offences. I have also received mentoring from my sergeant with dealing with more complex and thorough investigations, he was able to sit down with me and explain in way that I would be able to understand better what actions to take next and why and through this mentoring and learning I have become more confident with dealing with complex investigations. I have also received help from colleague for a personal goal of mine which was to maintain a health diet and exercise routine this was something that I initially struggled with during the beginning of my career, balancing work and personal life already I found it hard to maintain these healthier choices. Through talking with colleagues, they were able to explain to me that they struggled with the same issue, and they gave me helpful tips for meal preparation and gym and workout suggestions. Through speaking with supervisors and colleagues I have received a lot of mentoring and coaching on personal and professional aspect of my life which have benefited me greatly and help me develop as an officer. Through this as well it has also helped me meet organizational goals as well as these aspects have helped me move towards a better level of two of the Ten Standards of Professional Behaviour (Local Government Association), that being Fitness for duty with suggestion from colleagues on personal fitness advise and work and responsibilities where I have been guided on dealing with more complex investigations and given support in developing my knowledge and understanding of traffic offences. 

During my third year of probation, I have also received several piece of feedback, one of these being from my sergeant who during a one to one meeting stated that he had noticed that my victim contact could use improvement. He stated that could see that it was not something that I was intentionally doing but something that did need improving. To process this feedback, I used the 5 R method (Razzetti. G 2023), these stages are Request, Receive, Reflect, Respond and Resolve. Going through each stage, as an officer who is looking to constantly develop and improve, I am always looking for feedback especially from supervisor and colleagues with experience to share. I then made sure to actively listen and receive the information that the sergeant provided me so that I could then reflect upon it and upon reflection I could see that what he was saying was true. I have then responded and asked in what way I can improve and through discussion we identified several ways I could improve my victim contact with better management of my workload. Through the next few months, I aimed to implement these changes and resolve the issue and through our discussing and from receiving the feedback I was able to fix the issue which helped me move towards my goals of being a better officer. 

During this essay I have aimed to look back on my three-year probation and critically reflect upon the mentoring and coaching I have received. I have examined what coaching and mentoring mean and applied to a policing context and critically examined the effects it can have on officers in the workforce. I have also discussed and analysed theories that the police use for mentoring new officers. 
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