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Task 1

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

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


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

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

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


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



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



ANSWER:

In this task I will be critically evaluating the strategic role of the College of Police and the impact of professional policing within the United Kingdom. I will also look at how I am working and what is required of myself to be able to fulfil the role of a police officer. I will look to outline the role of a police officer and evidence that I am meeting the standard that is outlined. I will also be critically reflecting my final stages of my probation and the changes since I started in my tutorship. I will be considering the Policing Vision 2025 that has been outlined, the Workforce Transformation 2018 as well as the College of Policing’s 5 Year Strategy. 

The strategic role of the College of Policing is the professional body that police forces abide to and outlines the professional standards that are required of police officers. The Police Federation (2016) state the College of Policing sets standards of professional development, including the Codes of Practice which will ensure that the consistency of theses codes and standards are adhered to throughout the 43 forces within England and Wales. Due to all forces within the United Kingdom being governed by the College of Policing it shows the importance of ensuring that the structure of the organisation is up to date and readily available to access. 

The College of Policing (2020) describe the introduction of new pathways for recruiting new officers was introduced ensuring that new recruits are better educated and prepared for the job as well as being educated to the same standards that have been set out by Policing Education Qualifications Framework (PEQF). The routes include Police Constable Degree Apprenticeship (PCDA) or the Degree Holder Entry Program (DHEP). These routes being introduced has raised the level at which police officers are educated and therefore more capable with the evolution of society. The College of Policing describe that this is an important development as the College will be the first national body to focus solely on strengthening professionalism of the policing service. Chief Constable Alex Marsh, who was the first Chief Constable of the College of Policing, stated on behalf of the public and profession that the College of Policing will set and monitor the professional standard to the highest level (National Police Chief’s Council, 2013). This portrays that the College of Policing is crucial to ensure that the police service is professionalised and that standards are set to ensure that the police officers and forces are taught correct skills to deal with live and developing situations, ethical to ensure that people are dealt with fairly and ethically and effective to ensure that police forces and officers respond in the correct manor. 

The Policing Vision 2025 is set out by the National Police Chief’s Council (NPCC) in partnership with the College of Policing. This is a document that was published with a 10-year plan of how the police service in England and Wales are going to change and how it is going to achieve goals that have been set (NPCC, 2016). Within this plan, the NPCC state they will shape up the decisions and the transformations of how the NPCC will utilise resources to keep people and communities safe. Furthermore, the communities that the police serve are becoming increasingly more complex which results in a more sophisticated and in depth challenge that police officers are facing. This vision has had a significant impact on modernising the police by increasing standards, prevention, technology that is available and developing the workforce which has been supported by the College of Policing. 

Whilst the 2025 vision has progressed within the timeframe outlined, progression amongst forces naturally face challenges some of which are out of the control of the Vision and the NPCC. Wilson (2019) explains that during the vision forces have been faced with budget constraints which with inflation and the cost-of-living crises has affected to budgets of forces and some being affected more than others. A further challenge that has been met is the variety at which police forces are able to access or upgrade the levels of technology into their police force. Technology is forever changing and become more sophisticated and therefore the importance of keeping up with this change will prove difficult to ensure that the investigations are thorough. This showing that police forces are having to with limit their budgets and expenditure or utilise it elsewhere, for example on ensuring that the resources that are available are sufficient to meet with the demand of the public.

The role profile for police officers is a critical documentation which outlines the key expectations, responsibilities and criteria that must be met as a police officer. The document serves many important functions within the police. In the dynamic and more recently how much the police force is in the public eye, clearly and defined expectations and standards are upmost essential. This is to be able to ensure that the level of professionalism, accountability to all officers and the effectiveness of operations and deployment are of the highest of standards. 

Role profiles within the police force play the essential role in being able to achieve clarity towards officers and public by outlining the duties, responsibilities and the competencies throughout the ranks. As a result of providing this consistent framework to all police forces these assists with maintaining exceptional levels of standards that are required. I have been working to fulfil the role of a police officer by following the role profile that is set out as a standard to all police officers to work towards. As the governing body College of Policing outlines the roles, responsibilities and expectations of what the role profile is for a police officer. Each police force will then use these profiles to promote towards all current and upcoming police officers.  The College of Policing (2025) state that the role purpose for police officers is within the prevention and detection of crime; from responding to emergency graded calls, to high visibility patrols. 

The College of Policing (2025) continue by outlining that furthermore, the role purpose of a police officer is to provide reassurance and to build confidence to improve the quality of life for citizens. This highlights that each call that is responded to by a police officer it is important to ensure that the victim of crime is spoken to and as much information is gathered as possible, those involved are safeguarded, a fast response is taken to ensure the public confidence in police officers and to take as much time that is necessary to speak and spend time with victims so that they feel reassured that the police are dealing with every enquiry. 

As part of my daily role, I am expected to turn up to work promptly and hold myself in a professional manner. I am also expected to respond to emergency calls as well as calls that have been made which can be responded in other time frames depending on the nature of the circumstances. Furthermore, I am expected to engage with victims of crime, assess the threat, harm and risk and appropriately deal with each call and provide updates throughout the investigation. Another part of my role is to detect and prevent crime, this can be done in the form of high visibility patrols in areas that are known for criminal activity and to deter crimes from happening. I am also part of a well-established team of officers and work extremely well with one another. I pride myself in what I do for a job, and I can meet the expectations that are set out by the College of Policing as well as the vision that South Wales Police obtain. Since I joined South Wales Police as a recruit and being deployable to calls in the last couple of years, I have noticed transformations where new legislation and changes in legislation has arisen the other noticeable change is the advancement in technology that is becoming available to police officers.

A policing incident that portrays upholding the values and behaviours outlined by the College of Policing, evidencing I fulfil the role of a modern professional officer and critically reflecting on my development throughout my probation is that of my management of domestic violence incidents. Throughout my probation, I have recognised that I have changed the way I deal with victims of incidents to be able to tailor the support mechanisms I offer based on the situation. For example, at the beginning of my career, I would name the local services that would provide support to victims, but I was not fully aware of the actual services they could provide and the specifics of each service. However, I understood how important the support for domestic violence victims was and how imperative this was to assist them to gain the confidence and ensure they were aware they had support to leave unsafe situations. I have taken it upon myself throughout my probation to liaise independently with domestic charities and services to fully understand services they offer and provide to be able to accurately offer specific services to individuals based on their context of their specific incident and needs. I believe this has had a positive impact on such victims. I had engagement with one specific victim that I took the time to explain to them about a specific male-based charity that offered support to men in domestic situations, and specifically a specific local service that would be tailored to his specific situation. I came across this individual a couple of months later who stated he had removed himself from the violent relationship due to now being involved with this service and receiving tailored support and counselling. This portrays my development throughout my career of awareness of supporting agencies and how I can involve these within my practice to benefit and uphold the safety of the public.

As a Public Support Unit (PSU) officer, I have encountered the introduction of new legislation to assist with new ways protesters are acting. Legislation was introduced in a way to reduce the disruption to members of public going about their daily activities. Whilst protesters have right to protest there has seen an increase of disruption caused by obstructing highways. The Home Secretary, James Cleverly, has stated that the new orders were introduced in the most recent clampdown from the government on disruptive protests (UK Government, 2024); to ensure that the police have the powers and policies required to keep the streets and communities safe during protests and to reduce the risk of unsafe and violent escalation. As a frontline PSU officer, it is important to remain up to date with new legislation and powers when dealing with incidents such as a disruptive protest and deal with it in line with the law and evidence-based guidance. I am aware of my ever-growing responsibilities to maintain my own safety to uphold the public and community’s safety by abiding by published legislation for what has the potential to be a violent and threatening event. 

I ensure that I am consistently up to date with mandatory training, recently published updated guidelines and awareness of incidents in my policing area to ensure that my policing practice is as efficient, effective and accurate as possible. I am aware of my responsibilities as a response police officer to protect and safeguard the public. I am confident to escalate any concerns I may encounter to my Sargeant, or a higher level, to draw on experience to achieve the best outcomes for incidents and uphold confidence in the police force. I feel my overall practice as an officer has particularly enhanced in the last year of my training due to a vast variety of incidents I have attended as well as my involvement with the PSU team and encountering different guidelines to assist with protest and large-group control.

In conclusion, the importance of the obtaining a professional body, namely the College of Police, for police forces around the UK is such that enables the professionalism that police officers must be. The vision that is set out on a 10 yearly rotation so that members of public as well as officers can see which way policing is going and the expectations that are there to meet with in those 10 years. I have also shown that I am working at the required level that is required as part of my role as a police officer and pride myself in my work that I carry out as part of South Wales Police.

Word count 2089
 



















1

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


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

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


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




ANSWER:

Social media has become a tool that is utilised by the emergency services including the police. This has transformed the way that police communicate, engage and increase the trust of the members of the public. The use of social media sites such as Facebook, TikTok, Twitter (X) and Instagram have provided the police with a tool which can share real time information and safety warnings which has the capabilities of being viewed by thousands of people. By doing so, this helps humanise the police force. On the other hand, the need for accurate information, professionalism and precise use of the platforms needs to remain impetrative when posting information that potentially could have sensitive information.

In this task I will be looking into the main uses that social media has for police forces and the importance that social media has in the form of a tool to post information out and the response from its users. I will be looking into which social media has a better following and what are the benefits that the use of social media has when posting information. I also will investigate the risks that police forces face when using social media platforms and what the policy and procedures are that the social media team must adhere to while using a business platform. I will also investigate the community engagements and inclusivity that South Wales Police make to ensure that they are fairly posting on their social media platform.

Dixon (2025) states that in January 2025 the United Kingdom alone had over 55.9 million users on the social media platform of Facebook. This has increased by 21.9 percent over the four-year period. Furthermore, Facebook has proved to be imperative platform for advertisement after generating 22.7 percent of online ad revenue. This is then set to increase and placing Facebook second to Google within the advertising sector. This is showing that due to the large scale of advertisements that has been generated shows the amount of people that are active on Facebook meaning that a post could be seen by thousands of people. This is why social media is an important tool to use for police forces due to the audience numbers. 

There are many uses and benefits that having access and the ability to post real time information to social media from the emergency services, from a police perspective according to United Nations Development Programme (UNDP, 2024). UNDP explain that not too long ago the dissemination of warnings or other worldwide news was broadcast through news channels and radio stations, however since the rapid development of technology new channels have since become more utilise to aid the communications from emergency situations giving them more reliable and acceleration for public to become aware. At the time of publishing the social media population was in the regen of 62% of the world's population were registered on social media, this is a huge proportion having access to live and ongoing information from emergency services. UNDP continue to say that on one hand, the emergency services must provide alerts and updates to various ongoing issues and safety tips as well as being able to gain rapid responses from potential witnesses or of users have vital information. 

One of the posts that is regularly utilised for social media is appeals to assist with missing person reports. The ability to post details about an individual where there are concerns for that person and for anyone who views that post to be able to provide essential information about that person if they have been seen and their last where abouts is vital for the police who are attempting to locate that person. Solymosi, Petcu and Wilkinson (2020) have looked into the use of X (Twitter) and the popularity of certain posts which outlines how to make the most of a single post making it more sharable across that platform hitting more views. Solymosi, Petcu and Wilkinson explain that globally police forces are receiving more and more reports of missing persons who are often vulnerable. They continue to explain that the use of appeals on social media platforms to quickly locate missing people. In their research to work out the most popular way to create such posts to gather the most interest was conducted between 2011 and 2018 where 1008 tweets were analysed from Greater Manchester Police. Furthermore, tweets that utilised regular photos had more interaction than those containing images obtained via custody records as well as containing the question “Have you seen…?”. Solymosi, Petcu and Wilkinson finally explain that the need to be conscious and transparent about missing person appeals need to be upheld due to the benefits of the possible interactions to reveal potential leads or details of the incident. This shows that an appeal whereby it comes across as more personal with an image obtained from family rather than a custody image has better results in being widely shared across social media and therefore having more people view the appeal which ultimately gives a better chance of a positive result and the missing person being found. 

Whilst the use of social media is a useful tool to the police force, there are also many disadvantages of the use of social media. A disadvantage of social media is the dissemination or posting of extremely sensitive information surrounding a person who has not consented to that information to be posted. The Police Foundation (2014) have explained that there are risks that are carried when using social media as a police force. There are potential mistakes and incorrect information or details about certain people that could be posted which in turn has a negative impact on the community and the police force. This trust will then be dampened by the public towards the police force. 

Due to the natural risks but also the huge benefits in the use of social media, the police forces who utilise tools and guidance when posting are more likely to have the positive desired impact. Temporary Chief Constable (T/CC) Lawson (2013) explains that the use of social media comes with its own risks, and there are 5 key area that police officers and staff need to be aware of when using social media. These key areas that have been identified are: 
1. Breaching the trust and confidence of its usage by disclosing information that has been gathered by the police 
2. Unauthorised disclosure of personal information which is a breach of data protection
3. Discrediting the police service, whether on or off duty 
4. Personal information, if in the wrong hands personal information about officers could lead to increase of vulnerability to harassment, corruption and blackmailing
5. Operational material leaked, which could jeopardise planned operation and the destruction of vital evidence                   (T/CC Lawson, 2013).

Through the safe use of social media and the internet and understanding the above categories of risk, the use of social media can be utilised with return of positive results. Given these risks outlined by Temporary Chief Constable Lawson, the importance to remain professional whilst utilising social media and how quickly and easily mistakes can be made or leaked is a reminder to post the as little detail as required to ensure the appropriate and accurate message has been posted and to reduce the risk of misunderstanding or data protection breach.

There are incidents where I have been an attending officer to reports of a missing person. When obtaining information from the reporting person, consent must be obtained to be able to do a media appeal. Once consent has been granted, I am then able to request authorisation so that the digital desk can post a missing person report on social media. It is then agreed that once the person is located then the missing person report is removed from social media. I have experienced this numerous times with the use of social media as an assistant to the location of a missing person. In my policing career so far, I believe the use of social media in posting the name and photograph of a missing person is an incredibly useful tool in locating the individual and assists in resolving this in a timely manner. I was the named response officer investigating and attempting to locate a missing female this year, in which we had no successes with our ongoing investigation and routes. However, once we received authorisation that the missing person was to be posted on South Wales Police’s social media pages, we received almost instantaneous information and detail to our control room from members of the public regarding the location of the missing individual. This resulted in locating the individual, the post being removed and being able to organise and initiate the appropriate help required for the individual in crisis. 

The use of social media within police forces not only can be used for providing live up-to-date information in the assist for missing or wanted persons, but also can be used to build the confidence of the public by informing the audience of positive outcomes that have taken place within the communities. For example, warrants on addresses where intelligence has built up on an address for organised crime posts are able to inform of the result of what was located and arrests made. This builds the trust of the public towards the police for tackling crimes and building a safer community. 

Social media can also be utilised for engaging with community events and recruitment awareness. South Wales Police utilise their Facebook page to engage with the communities within South Wales, showing presence at community events which include; PRIDE, Eid, and other religious events that take place within the community of which South Wales Police cover. This community engagement and showing support for events that take place helps boost the confidence of the police force as well as portraying the inclusivity of South Wales Police to all community events that take place. Portraying such inclusivity to community engagements and making posts relating to each event shows that police social media is committed to being inclusive to all communities. This is providing a direct link between the communities, societies, religious groups and the police force and strengthens inclusivity that is necessary to build bonds between the police and communities as well as reduce community tensions. South Wales Police also utilise the power of social media to inform the followers of current and active recruitment, mostly through the recruitment drive campaigns of informing people of the police officer occupation, the diversity of different jobs within the police, and to encourage those who wish to become police officers of its current open applications and opportunities which can be offered.

Rogers (2025) explains how with the digital advancement of this generation transparency and trust from police forces is more critical than it has ever been and that social media is a powerful tool for building partnerships between the police and the community. Furthermore, Rogers continues that social media is used as a platform to share information, from road closures and safety alerts to positive interactions and acts of kindness and even solved cases. This can then in return humanise the police officers. By engaging with communities and detailing the positive results of cases can boost the confidence of the community and the police force to be able to show all the hard work pays off. 

The use of social media in the police force creates the ability to publish vital information and create links and relationships between police and communities. Whilst this is a powerful tool that is available to the police it has been shown that there are also the risks when utilising this and to ensure that police forces and abiding by guidelines when posting potentially distressing and personal information. Many individuals and forces have agreed that the usage of social media by the police is a great tool to be able to spread live and ongoing information which is shared across all the platforms used as well as important messages to the community as well as outlining the importance of the risks.

Word count 2007



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:

As a police officer within the current generation of policing, it is essential to be able to adopt a flexible policing style to be able to navigate the way through complex investigations, rapidly changing situations and evolving environments. As a police officer, day-to-day responding to calls can at times be unpredictable; what can start out as a calm situation can rapidly turn into a hostile and potentially dangerous environment it is not under control from the officers attending. The danger this puts on officers, like myself, and my colleagues but also the subject, victims and the public surrounding the incident. Being able to adopt a flexible leadership style is crucial to remain in control of situations, whether this is being single crewed or working as a double crew leading from the front and taking ownership and maintaining leadership of a situation. The ability to take control of incidents enhances the decision-making process and also proves the responsiveness of the police and the resilience of the force to the communities we serve.

In this essay I will be looking into the different leadership styles there are, and which are suited to the police force. I will investigate which leadership style I have adopted and provide some examples of situations that have evolved and changed from the initial report. 

Parsons (2024) explains that there are a number of different types of leadership styles. The leadership style that is shown from individuals refers to the way in which that person manages situations or how a professional leader conducts business. Parsons continues to explain how these leadership styles will have a significant impact on the workplace and the team in which they manage which will affect staff moral and the culture of the company. As a leader to maximise the work force and business opting for a leadership still is essential. Furthermore, there is no style that is better than the other, each leader and the teams will adopt the leadership that suites them the best and which suits the company. This may need to be customised in the approach and merge styles together. This portrays that being able to adopt the right leadership skill based on the current situation is important to ensure that the most is made from a business point of view as well as ensure that the team members are also working to their full potential. It also shows that whilst one leadership style may work for one individual it may not have the same impact of another and to be able to identify that is important moving forward. Whilst leaderships styles have different categories and impacts, the majority of them will overlap and a leader may adopt more than one style to ensure to maximise its return. 

Lee (2021) states that there are certain leadership styles to suit all. Lee continues to outline that there seven primary styles of leadership: autocratic, authoritative, pacesetting, democratic, coaching, affiliative and Laissez-faire. Lee continues to outline what these leadership styles are and in which situations these would be best applied. An autocratic leader is very much a leader from the front, making the decisions and “do as I say” approach. This leader also makes crucial decisions in high-stress situations. This type of leader also will be less likely to utilise input from other team members to assist with the decisions. Whereas an authoritative leadership style will give time and provide explanations for their decisions rather than just providing orders. This type of leader will usually be confident as a person as well as motivation for the team. A pacesetting leadership style is focused on ensuing that the goals and targets are met and expect the highest of standards. This leader would jump in to ensure that these targets are met on time. With the pressure of the demand this leadership style adds to the pressure on the leader if targets are behind pressure on the team is added. An example of pace-setting leadership within the police in my role would be working actively with the team to ensure time targets are met to respond to a highly graded incident to achieve optimal outcomes. A democratic leadership style is where final decisions are made or approving the decision which has been made from the team. This giving the team a sense of empowerment to contribute to ideas and decisions and can be heard also.  A coaching leadership style is the leader can provide guidance and assist in the team utilise their skills and training. Giving the team a little freer rein to get to the desired target. Whilst this would take longer to get to the product this style of leadership enables people to enhance their decision making and progress through their careers and become better skilled. Affiliative leadership, which also can be known as collaborative, utilises the team focusing on loyalty and support to ensure that tasks are completed. This also encourages and moulds a positive working environment. I believe I occupy affiliative leadership in my current role in order to ensure the shift’s workload is complete prior to the end of the shift to ensure that one officer is not left with a high workload and to spread work fairly amongst the team and maintaining high morale.
Finally, Laissez-faire is a leader who allows free reign, and the leader will take a step back from the decisions and provide resources and tools to be able to succeed and will remain uninvolved unless required. This could lead to slow results and unmotivated work force with no direction (Lee, 2021). 

These leadership styles are set so that individually leaders can have a cross over or hybrid of several different styles. Individuals can have attributes of different styles that have been adopted and creates a new unique leadership style. This will be based on the individual and their chosen style of leadership, the environment they are in and what the result needs to be. These can change and evolve depending on the situation. Giving the need to be a flexible as a police officer, being flexible as a leader is an important yet difficult skill to manage. Police officers face incidents and calls that have several factors. With the nature of the police and the communities that we serve, no two calls are the same. Often the initial information that is passed to officers who attending the call matches what has happened; therefore a leadership style that may be pre-planned of how to best manage an incident would have to be changed quickly and efficiently based on the reality of the incident. 

Dhillon (2024) states that the idea of a “one size fits all” when it comes to leadership styles is far from true. The great leaders know and recognise that being adaptable to the circumstances is key to being successful and impactful with the decisions. Furthermore, Dhillon continues by stating that whilst there is temptation to continue with what style has previously had a positive outcome, there are going to be times where being adaptive in the approach can make all the difference to the results. Almendro (2023) explains how police officers need to adopt a resilient leadership style when it comes to policing. This style contains a set of competencies which in turn allows officers to adapt, remain composed and resilience to be able to overcome challenging situations. Furthermore, adaptability is crucial as policing is very dynamic and requires the ability to adapt to changing circumstances. Leaders must be open minded and ready to be able to adjust techniques and tactic when challenges emerge. This shows that there is a need for police officers to develop skills and requirements to be able to adapt to challenging and changing situations, one tactic or technique may work for one person however the next person that method may not work and the ability to recognise this and change the way to handle this new situation is key for police officers.

A prime example of adopting and be adaptive to flexible leadership styles during an incident is one in which my colleague and I attended an address with the initial report made to the police for a report of a missing person. The male reported missing has mental health concerns and was deemed high risk. Due to the nature surrounding this, my colleague dropped me off at the home address where I was able to speak with family members to gain as much information as possible to help locate this male. In the meantime, my colleague had gone to a nearby wooded area to begin searching around there. What began to be a concern call quickly changed, the subject male had returned home and was hostile and aggressive towards myself for being in his house. Due to non-compliancy with psychiatric medication, this male’s actions were very aggressive and unpredictable. I knew I had to gain control and leadership of this situation before it got out of control. I informed my colleagues and the control room of the rapid change in the situation and officers made their way back to me quickly. This male then became verbally abusive, before being detained. 
This goes to show that situations can rapidly change, and for myself to have the skills and knowledge to be flexible in my approach and change the style that this situation was taking me is key to being a police officer. It was clear to me that this situation went from minimal to maximum very quickly and I had to be ready for it even if I was unsure what the next steps were. I attempted to use an authoritative leadership style when the missing male reappeared, to take ownership of the situation and provide reasoning with communication as to why I was at his address, however once the risk heightened I change my style to an autocratic leader approach once the circumstances changed, to be authoritative in communicating to my colleagues what assistance I needed and why. By being adaptive with my leadership style I preserved my own safety as well as the safety of the male and the other individuals at the address of effectively leading the incident. 

Williamson (2024) explains that the leadership is at the centre of the curriculum withing policing. Being a leader is far more than a set of theories and strategic documents. However, through studies and experiences it can be applied with judgement to challenges which are unpredictable to officers. The importance of having leadership skills as a police officer is imperative and the implications that there are if these skills are lacking, or incorrect decisions are made can be significant. If one person from the team sits back and does not make decisions, then this has a drastic effect of team moral and cohesion. The public trust will reduce even further and the dangers of being in volatile situation with poor-decision making and leadership can be detrimental to the safety of officers and public.

The College of Policing (2023) explains that everyone in policing has some form of a leadership role throughout the entire rank system, from Police Constables to the Chief Constable. The College of Policing continues to outline that whether it’s taking the lead at an incident or assisting with colleagues, the police are expected to take the lead from the start of their career and maintain throughout. By maintaining this level of leadership, this will in return enhance the trust of colleagues and public, improve individual and team performance as well as ensuring the safety of the public. Equally importantly the standards and expectations of a police officer are to solve problems, communicate with peers and public, make decisions whether alone or as a team, be resilient, and the ability to challenge unacceptable behaviour.

The College of Policing outlines what is expected as a police officer and to be able to continue to improve throughout the officer’s career. Taking a leadership stance and making critical decisions is part of the police officers’ role. The skill to be able to flexibly lead is unique and equally important to be a successful police officer. I continually develop the leadership skills I already have gained in order to achieve optimal outcomes and preserve safety.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

In this section I will be looking back at the last three years of my career where I started my journey and a student police officer in training, progressing through the initial six months into my tutorship in my designated police station. I will also be reflecting on the time I have since becoming an independent police officer. I will reflect on the positives and difficulties I have faced with in these three years. I will reflect on short term goals and to see if I have met them as well as the professional and organisational goals of what is expected of me as a police officer to ensure that I am capable of the demands of the job.

The probationary period that I am about to complete is a critical phase in my career. This is the initial phase of a police officer’s career and the foundations to the development and performance within the profession and the beginning steps into the policing surroundings. During this phase mentoring and coaching play key roles in shaping a new police officer’s skills and confidence. It is therefore essential that this phase is completed correctly and to a high standard to ensure that the probationer, like me, benefits from this phase and beginning to build the blocks that are required of a new police officer. The benefits that I have noticed from being mentored and coached is that I can see I have had a boost in confidence. From where I began in training to present, I can feel a clear difference in my confidence when talking to other people and dealing with incidents. This boost of confidence helps me at calls to take the lead in situations knowing that I have the confidence that I can handle the information that is provided to me and to ensure that I make accurate and evidence-based decisions. As a result, I portray to individuals, whether it be colleagues or members of the public, that I am dealing with incidents efficiently and effectively and gain trust in my practice and the decisions I make. Furthermore, the boost of confidence I have had also ensures that my team members also can rely on me when crewed with them to make decisions and assist them in the investigations that are ongoing. I also feel that this confidence boost that I have had also has benefited me in my personal life as well as my working life and that my friends and family have also noticed a difference since joining the police.

Another benefit that I have felt with the assistance of being coached and mentored is that I feel that this ensures that I am where I need to be within line of expectations of a one year, two year and three year student with the use of ongoing professional objectives to ensure that I am attending a variety of incidents and updating the victim and investigating the report to its fullest to ensure victims feels as though their report has been completed and that no other possible lines of enquires were missed. This is to ensure that I gain the vital and a variety of knowledge from different investigations to have available the ability to conduct thorough investigations. 

Whilst in my initial tutorship phase, I was extended for a period which initially had a negative impact on my confidence. However, on the other hand, reflecting on this I feel it has benefited me in the long run; having the extra time one-on-one with a tutor has provided me with a better understanding and knowledge as well as teaching me how to deal with tough situations knowing that I can return stronger and better as a person and an officer. However, I feel that my tutor utilised the Zone of Proximal Development theory which is used within policing to enhance my skills and development to allow me to be a competent officer. This theory suggests that learning occurs most effectively when individuals are challenged within their “zone of proximal development”, which refers to the gap between what they can do independently and what they can achieve with supervision or guidance. In reference to policing, this means tutors assist probation officers manage increasingly complex incidents and tasks, providing support and feedback to facilitate their growth and development (Vygotsky, 1978). I believe the extra time I was provided in my initial tutor period whilst being mentored through this theory allowed me to develop my decision-making skills into that of being competent and safe. 

Being part of a team that has a lot of experience has benefited my policing massively. I am regularly crewed with a variety of different officers that have a vast number of years’ service which has provided me with a broader knowledge and being able to work with several different officers with many years’ service enables me to utilise parts of each style of working to develop my own. I am a visual, hands-on learner and benefit from working with my crewmates to gain the experience that I need to enhance my development and practice. The team I have worked with have assisted me with this and this have therefore contributed to the boost of confidence that I have seen.

Petty (2025) investigates the learning style of hands-on learning, or kinaesthetic learning. Petty states that there are several ways students learn to achieve the same common goal, whether its through books, audio or practically. A kinaesthetic learner is where the student benefits from hands on, tactile activities. Furthermore, using movement, and obtaining experiences first hand is a key part of this process to be able to learn and retain information and knowledge. This shows that the mentoring phase and the continuous coaching that is part of the learning a police officer has benefited me over the past 3 years. As a kinaesthetic learner, learning on the job, gaining real-life first-hand experiences has enabled me to progress through my career as well as meet organisational goals that are required by senior ranking officers. 

Flint (2024) explains that the term professional development is the continuous cycle of learning new skills, gaining a better knowledge and exposure to experiences. Furthermore, Flint states that the benefits of professional development can enhance existing skills as well as obtaining new skills. Learning new skills can widen an individual’s problem-solving skills and then become better equipped when dealing with complex challenges.

This portrays the importance of continuous development from the beginning of my career and throughout. I will continue to look to enhance the skills and develop them throughout my career and grow on the skills and assets that I currently have as a response officer. I will then be looking into the areas that I am interested in moving to and developing towards that area.

Dart (2023) explains and agrees with Flint (2024) by stating that by taking part in professional development it can result in positive impacts on career opportunities, as completing developments provides you with new skills and experiences. Dart continues by explaining that personal development is linked to boosting a person’s confidence and communication ability. This is linked to how the professional development that I have taken part in since I have started has been a contributing factor towards the increase in my confidence and communication. Due to this, I will ensure I prioritise professional development in my career which will enable me to grow and develop as a police officer.  

As well as a boost in confidence since joining I have also in line with professional developments continued to enhance my skills and knowledge. I have been achieving this by completing online learning packages which are completed in a variety of topics to ensure that changes to policies and procedures are provided to all officers to complete and comply with these changes moving forward. The other professional development that is available is to book on to courses which has enabled me to broaden my skill set and develop myself which in return has given me a wider knowledge and the ability to attend a more variety of calls. For example, I am now a Specially Trained Officer (STO) where I am now able to carry a taser. This has given me the ability to attend calls that either have the potential of a weapon being involved or if the control room place a taser policy on the call then I am able to attend. Having this training gives me the ability to attend higher risk situations, and the training provides a level of education and awareness that is specific to carrying a taser which is not provided unless attending this course. This in turn puts me in situations where split second decisions must be made and made by myself. There would not be any time to consult fellow officers or supervisors. This again links to other courses I have attended. I am also a Public Support Unit (PSU) which has also provided its own training around this qualification and from this has enhanced my knowledge and skills in a different area giving me a better understanding of different aspects of the job. Parts of both courses that I have been on have been able to transfer into my daily role on response. I will continue to look and book on to different types of courses throughout my career that I feel are beneficial and relevant to the type of work I am doing. For example, whilst on response I will look for courses to enhance my skills and to be able to do the job I am doing, if I further in to my career wish to specialise or move departments then depending on what the demands are for that area I will look to gain the qualifications and skill in preparation of the application process which will enhance myself and look more desirable to that area. 

The College of Policing (2023a) have explained how mentoring within the police force works to be able to develop and progress within their career. Mentoring is where an experienced police officer will take ownership of a less experienced or new police officer and offer the support, guidance and advice that is required to develop them into an officer that is of a level that is considered enough to be independent. This is a focus on development within the career goals and personal development. 

Mundey (2023) explains that there are different benefits from either being coached or mentored. Those key benefits for mentoring are more of an on-the-job training style, building on skills and learning whilst completing tasks. Whereas coaching styles come from specialised training from persons specifically to provide training. Furthermore, both coaching and mentoring within a workplace environment have great rewards for both staff and the line of work. They both play key parts within team dynamic and drastically improve skills and knowledge to those who are being coached and mentored and ultimately developing one’s skills and knowledge. 

In conclusion, this reflection has been vital to see how my career and personal development has succeeded over the previous three years. It is essential to have the ability to reflect; to be able to review and progress areas that are lacking to ensure that my development is continuous throughout my career. I will ensure that I continue to progress throughout my career and that I set goals and targets for myself, ensuring that professional goals and growth targets are met. Deciding which department I would like to proceed to will require further mentoring and coaching, whether that is with 1 year experience or 15. Relying on experience and mentorship from those with experience is key for developing; both personally and professionally.
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