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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:

Word count: 2,013

The College of Policing is an independent professional body which plays a strategic role in professionalising policing in the UK, by establishing national standards for professional and ethical practice, supporting professional development and disseminating knowledge of good practice. The College of Policing’s vision is to produce a police force that is flexible, versatile, and capable of serving different communities and backgrounds (College of Policing, 2025).

Throughout my probation, I have regularly reflected on my practice and work experiences that I have endured to ensure that I am successfully working to fulfil the role of a competent professional police officer. Throughout the last three years, I have tackled many challenges and gained experience in various domains including domestic violence, assault, drugs, traffic incidents, burglary, and sudden death. An example of a policing incident in which I played a significant role supporting a victim during my probation period involved a case of domestic violence. The victim in this case was a young female who had contacted the police for help after reporting that she had been assaulted by her partner. It is fair to say that this case was a prominent learning curve for me which opened my eyes to the complex challenges of policing and the important role that police officers play in safeguarding vulnerable people who are at risk of harm. 

During this policing incident, I needed to balance several responsibilities: protecting the victim, managing the offender’s actions and following the correct safeguarding procedures. I completed a DASH (Domestic Abuse, Stalking, Harassment and Honour Based Violence Assessment) checklist to risk assess and provided the victim with information on the ‘Live Fear Free’ helpline, which offers help and advice to anyone experiencing domestic abuse or sexual violence in Wales (Welsh Government, 2025). In line with the Guidance for ethical and professional behaviour in policing (College of Policing, 2024), I treated this disclosure with sensitivity and professionalism throughout. I focused on the victim’s safety by guiding her into a room away from the perpetrator to allow her to safely open up and engage. Upon reflection, this conversation was a critical part of the investigation as it enabled me to establish a trusting rapport with the victim which contributed to her feeling safe to open up about her experience of abuse and as such, she was willing to work in partnership with the police during the ongoing investigation. As I was assessing the nature of the call, I was fully aware of the importance of documenting the incident and gathering evidence. I gathered a statement from the victim and made sure that I captured all the details of the incident accurately; This was very important as I have experienced that many victims of domestic violence choose to withdraw if they are given a longer period to make a statement to the police. Whilst obtaining a victim statement, I also co-ordinated with my colleague to arrest the perpetrator for Actual Bodily Harm (ABH) under the Offences against the Person Act (Section 47) and intentional strangulation under the Domestic Abuse Act 2021 (Section 70). The perpetrator was then taken to custody which minimised the imminent risk of harm to the victim in the current moment and prevented the perpetrator from speaking to the victim to influence her decision making. This incident emphasised the importance of ‘golden hour’ enquiries to gather necessary evidence as early as possible, which is something that I will always strive to achieve in my ongoing practice. 

Upon returning to the station, I submitted a Public Protection Notice (PPN) for the victim, which is an information-sharing document that records safeguarding concerns about an adult or child. Upon completion, this document is shared with partner agencies to inform a multi-agency response (HMICFRS, 2023). As part of this case, I was further tasked with completing a case file for the Crown Prosecution Service (CPS). This was my first case file that I was assigned, which was not an easy task. It is fair to say that this was a complex and time-consuming case which I found difficult to manage amongst working on other cases and urgent calls. Additionally, due to the longevity of the case, it was challenging to maintain the victim’s confidence as the waiting period naturally caused the victim stress and uncertainty. Despite this challenge, I was mindful that keeping the victim updated and maintaining regular open communication was vital to reassure the victim and uphold her confidence in the police and the ongoing investigation. Upon reflection, this case certainly developed my knowledge and awareness of the complexity of domestic violence which I will take forward with me for the rest of my career. This case gave me a hands-on learning experience of domestic violence and the detrimental emotional and physical consequences faced by victims. I have been able to fully recognise the importance of supporting victims who may be frightened to communicate with the police, by being open, honest, respectful and empathetic, all of which are important key values of a police officer as stated in the Guidance for ethical and professional behaviour in policing (College of Policing, 2024). 

Furthermore, the Policing Vision 2025 sets forth a strategy for police over the next decade. It was implemented to guide decisions about change and how the police use resources to keep people safe, whilst also providing an effective, accessible, and cost-efficient service that can be trusted by the public (National Police Chiefs' Council, 2025). The vision aims to motivate officers, staff, volunteers, police, crime commissioners and chief constables and increase the public’s trust and confidence in the police force. It is clear that the communities that police serve are becoming more varied and complex, needing a more nuanced approach to current and future concerns. Whether it is child sexual exploitation, domestic abuse, cybercrime, or emerging dangers from serious and organised crime such as human trafficking or terrorism, the Policing Vision 2025 outlines a clear and concise framework for the future of policing and emphases the importance of working with other agencies, innovations, and community engagement (National Police Chiefs' Council, 2025). The framework further recognises that policing is not solely based on enforcing the law but also about building trust and fostering good relationships with communities (National Police Chiefs' Council, 2025).

The plan set out in the Policing Vision 2025, proposes that there are changes that needed to be implemented by 2025. A strong focus lies on local policing needing to keep people safe in increasingly diverse and challenging communities (National Police Chiefs' Council, 2025).To achieve this, police need to be proactive and have an awareness of their community’s needs. Police forces need to heavily invest in neighbourhood policing, employing more uniformed officers and community support officers to address local issues in the community to combat anti-social behaviour. Additionally, police organisations need to have special capabilities due to the ever-changing world of crime such as terrorism, cybercrime and organised crime which pose an ever-growing threat to members of the public in an unforeseen way; as such, police forces must prioritise protecting individuals and society by establishing new capabilities and training personnel to address the ever-evolving threat (National Police Chiefs' Council, 2025). The Police Vison 2025 set out that by 2025, there will be clear accountability arrangements for policing at local, cross-border, and national level; including determining the best approach to offer police services, constructing accountability models and investing in proper PPC (Police Crime Commissioner) monitoring, governance and accountability (National Police Chiefs' Council, 2025).

Furthermore, the College of Policing’s 5 Year Strategy supports these objectives by encouraging officers to continue professional development to implement the best practice at all levels of policing. This motivates officers to engage in lifelong learning and enables officers to keep up to date with current knowledge on ever evolving crimes and issues in the criminal justice system. This commitment to professionalisation not only improves individual officers’ ability but it also increases the general effectiveness of the police force (College of Policing, 2014). The College of Policing’s 5 Year Strategy sets out that public trust is crucial in policing as it promotes legitimacy and encourages people to follow the law and trust the police, which assists the police in preventing crime. It further emphasises that police officers must have the ability to create trust with the public, manage risk, and deal with crisis situations (College of Policing, 2014). The College of Policing are responsible for assisting police officers and staff in making ethical decisions and promoting integrity in the police organisation; therefore, guidance for ethical and professional behaviour in policing has been outlined to help police officers make tough decisions with discretion. It establishes anticipated behaviour and sets standards for everyone within police forces (College of Policing, 2024).

In addition, the 5-year strategy plan aims to discuss evidence-based strategies for improving organisational ethics. For example, one aim is addressing any under-representation of the black and ethnic minority population in the policing by using an evidence-based approach to support recruiting and help discuss the necessity for changes in the law regarding positive action. Additionally, the College of Policing is supportive of body worn video to improve policing and public contact which will help officers be more transparent to the public (College of Policing, 2014).

Upon reflection of my final year of probation, I believe I have embodied the qualities of a modern professional police officer; not only conforming to the College of Policing’s Standards, but also demonstrating the values of integrity, respect, and accountability in my daily contact with members of the public. I have engaged in community initiatives which aim to build relationships between the police and the communities we serve. I have observed that a barrier which the police often face is that some communities choose not to get the police involved in incidents and only solve their issues between themselves due to social norms and cultural beliefs. However, as the only Somali police officer in South Wales Police, I believe this has given the community a sense of reassurance by enabling them to feel represented and understood. From building positive and trusting rapports, more members of the community have started to contact the police regarding issues that are affecting them as a community and as individuals. Witnessing this growth and working in partnership with the local community has certainly given me a greater insight into the concerns of the community and further emphasised why community engagement is crucial to achieve positive outcomes and fulfil effective policing.

Additionally, to work towards fulfilling the role of a modern professional police officer, this year I have attended training days on diversity, inclusion, and mental health awareness. These training days have given me the tools that I need to approach sensitive situations with empathy and understanding, whilst also recognising the specific obstacles that people from various backgrounds experience. These training courses are consistent with the College of Policing’s goals in building a workforce that is not just talented, but also culturally aware and sensitive of the needs of varied communities (College of Policing, 2024). In support of this, The Police Race Action Plan, produced by the National Police Chiefs’ Council and the College of Policing, outlines Chief Constables in England and Wales’ commitment to becoming an anti-racist police force and explaining or reforming race discrepancies. The proposal aims to address the lack trust and confidence amongst black and ethnic minority communities, as well as the racial discrepancies that policing cannot fully explain (National Police Chiefs' Council, 2024).

Overall, in my final year of probation, I have seen a significant change in my role as a police officer. Initially, in the early stages of probation, my primary concentration was on studying and observing, whilst been guided by my supervisor. However, as I have become more familiar with regulations, policies, and procedures, and gained confidence in my policing qualities and abilities, I have taken on more complex responsibilities and independent casework. As I continue to navigate my way through my policing career, I am confident that my knowledge and skills will continue to develop, which will equip me in dealing with more complex investigations and leadership roles.


























Task 2

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


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

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

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




ANSWER:

Word count: 1,802

In recent years, social media has had a significant impact on communication and engagement levels between police forces and local communities (The Police Foundation, 2014). Police forces around the UK have recognised the value of social media as a tool for effective communication and participation. Force policies often contain guidelines for officers and staff on how to use social media appropriately, ensuring that any information which is published is truthful, respectful and complaint with privacy laws (South Wales Police, 2024b). 

South Wales Police are keen to use social media as an additional way of interacting with members of the community (South Wales Police, 2024b). The intention of this is to make the public aware of any incidents or events and to disseminate information on crime prevention and positive outcomes. Additionally, social media is commonly used by police forces for appeals in relation to wanted individuals or missing person enquires (South Wales Police, 2024b). Police use a variety of social media channels, such as Facebook, Twitter, Instagram, TikTok and YouTube. Each of these platforms have its own unique purpose of reaching out to different audiences. Facebook and Twitter are utilised for real-time information, community alerts and engaging discussions, whereas Instagram is more commonly used to provide visuals and storytelling by showcasing community events such as community outreach programmes (South Wales Police, 2024b). Statistics published by Ofcom (2014) revealed that 83% of adults use the internet and 55% have a social media account. It is fair to say that the majority of young people and younger adults use social media, with 96% having a Facebook account and 31% having a Twitter account. 83% of those users are aged between 16-24 and are reported to use social media every day (The Police Foundation, 2014).
In my early career as a response officer, I experienced how using social media can have a positive impact on police enquiries and circulating important information to the public. One incident that I experienced was in relation to road traffic collision. In January 2025, I attended a call in Cardiff Bay where there was a vehicle overturned in the middle of the road, causing an obstruction. Once I attended the scene, I observed that the vehicle was on its roof and there was a person trapped inside the vehicle. However, vehicles were still squeezing through to get past the overturned vehicle. Due to the immediate dangers of both the crashed vehicle and live traffic, I contacted the control room to request that they put a media report out to inform members the public to avoid this route as the road would be closed for a few hours, with multiple emergency services being at the scene. This was also important to uphold the dignity of the person trapped inside the vehicle, preventing drivers and pedestrians from filming the scene on their mobile phones and circulating this online.

Additionally, in late 2024, South Wales Police received a vast number of calls regarding youths causing Anti-social behaviour and selling drugs in the local community. Due to these ongoing reports, police, councillors and the community worked together to come up with a solution to sort out this problem, which members of the community reported was causing them issues daily. The police agreed for a Section 35 Dispersal Order to be in place after 6pm for 48 hours to actively monitor and draw attention to this issue. In order to spread awareness of this, members of the public were notified about the Section 35 Dispersal Order and the reasons behind this on South Wales Police social media pages including Facebook and Twitter, which included a map of the local area that the dispersal covered (South Wales Police, 2024a).

Furthermore, within my role, I have witnessed how social media can be an effective resource to appeal for information to support investigations. An experience involving social media that I have played a part in, involved the case of a missing young person. Due to the growing concern of the young person’s whereabouts and wellbeing, an appeal was posted on South Wales Police Facebook page to request the support of the public to come forward with any information or sightings. This post was seen and shared by many members of the public which thankfully led to the young person being found and brought safely home to their family. It was undoubtable that social media played a significant part in this positive outcome by allowing the police to post timely and reach a wide audience. Additionally, it enabled the police to work in collaboration with the local community to collate important information to achieve the goal of finding the missing young person.

The benefits of using social media in policing are significant. Social media enables the police to actively engage with local communities which builds trust and confidence. It also enables police to gather valuable information and intelligence with the public’s support, which they would arguably be less likely to achieve without this large network (The Police Foundation, 2014). Additionally, social media enhances accessibility by allowing members of the public to receive timely information regarding incidents, safety advice and community events (The Police Foundation, 2014). Furthermore, communication and engagement via social media has played a big part in targeting serious crimes, such as drug and alcohol offences, traffic offences, theft, violence and domestic abuse. The aims of these type of social media posts are to raise awareness and create a deterrence of crime, by reaching out to communities and encouraging people to come forward to report crimes in their area anonymously to reduce crime rates (College of Policing, 2024).

In contrast to the benefits of social media in policing, social media in policing caries its own risks. One of the major concerns is the rapid dissemination of misinformation which may lead to public panic and misunderstanding of information (The Police Foundation, 2014). To make sure that this does not happen, police must make sure that the information which they share with members of the public is accurate and timely (South Wales Police, 2024b). Additionally, misuse of social media can lead to unwanted interactions, for example abusive or hateful comments and police receiving criticism or harassment from unknown people on social media. This goes against South Wales Police’s ‘social media house rules’ and can strain personal and community relations if not handled properly (South Wales Police, 2024b).

Furthermore, police officers and staff must ensure the content which they are accessing and sharing on social media is appropriate and in line with force policies and professional standards. Sharing inappropriate content might be violating professional standards and this may lead to misconduct or even criminal charges brought against them (NPCC, 2022). South Wales Police have a series of policies and procedures that provide an operating framework for officers and staff to follow. South Wales Police have also published ‘social media house rules’ on their website which outlines the expectations as well as the consequences if users misuse this resource (South Wales Police, 2024b). South Wales Police clearly state that abusive, hateful and threatening content is not acceptable, as such South Wales Police have the right to delete comments or block any users that breach these guidelines. Comments or users which may cross the criminal threshold can also lead to prosecution (South Wales Police, 2024b).

Moreover, South Wales Police have a Joint Independent Ethics Committee who provide advice, support and assistance concerning ethical challenges arising from operational, administrative, or organisational matters facing South Wales Police (South Wales Police, 2024b). In addition, the College of Policing (2024) created a Code of Ethics - guidance for ethical and professional behaviour in policing, to ensure that all policing staff provide an ethical and professional service in England and Wales. The Code of Ethics contains ethical policing principles to aid decision making, as well as advice on ethical and professional behaviour. It further emphasises that police officers and police staff are expected to carry out duties in an honest and professional manner by showing care, attention and diligence at all times, including online (College of Policing, 2024).

In conclusion, the use of social media by police forces around the country presents both benefits and challenges. In order to ensure the police force’s social media is used safely and professionally, police forces need a well-defined social media policy to guide officers and staff in their professional use of social media and ensure that communication is appropriate, effective and respectful (South Wales Police, 2024b). By using a variety of platforms, police can engage with the community by promoting policy initiatives and providing vital information. However, it is crucial that police forces are fully aware of the associated risks with regards to social media, such as the potential delivery of misinformation, abusive comments and public backlash (The Police Foundation, 2014). By managing these factors, social media will continue to be a successful tool for police forces to use to engage with local communities, build stronger relationships and work collaboratively to achieve positive outcomes. 

From my own personal experiences of the use of social media within my role, I have witnessed how social media is an effective resource which not only promotes communication and engagement between the police and local communities, but also how it can have a significant impact on collating vital information, with support from the public, to aid investigations. Moving forward into my career, I will certainly take forward my knowledge and skills gained from these experiences and continue to use social media safely and professionally in line with professional standards.









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:

Word count: 1,942

Leadership in policing is an ongoing concept influenced by operational demand, community expectations and organisational aims (College of Policing, 2024). According to the College of Policing (2023), leadership is the single most important success factor of a high-performing police force. In a high-pressured environment in policing, successful leadership skills are required. This involves being able to adapt to the ever-changing circumstances and respond to emergencies and complex challenges with competency and resilience (College of Policing, 2024).

Leadership flexibility is the willingness to adjust leadership behaviours and strategies to varied situations and team needs (Bass & Avolio, 1994). In policing situations, things can suddenly change from being relaxed to time critical, as such police officers count on guidance and support from their officers in rank when they are faced with risks and uncertainty or have been to high pressure demand calls for welfare checks. Bass & Avolio (1994) advocate that transformational leadership can lead to better organisational effectiveness. Their theory focuses on the capacity to inspire and encourage a team by establishing a shared vision and encouraging one another to grow (Bass & Avolio, 1994). This promotes team cohesion and officer well-being, and in turn, influences better outcomes in a way that aligns with the values of the police force.

Furthermore, the necessity for adaptable leadership and response is apparent in a variety of operational roles in policing. A key attribute of leadership is being able to adapt your approach to the unexpected, both in normal operations and under the pressures of major incidents (College of Policing, 2023). For example, during a community engagement effort held in the Grangetown area of Cardiff which I was a part of, an innovative management approach was required to promote trust and achieve better understanding and communication between the police and members of the community. In contrast, a public order incident in the Ely area Cardiff required a more direct approach to keep order in place and to uphold the safety of officers and members of the public. These contrasting scenarios evidence how adapting response styles based on the level of risk is vital to uphold public safety and achieve the best outcome for the community.

In addition, the ability to adapt based on emotional intelligence, self-awareness and self-regulations allows leaders to assess situations, understand and manage their own response accordingly (Goleman, 1995) Emotional intelligence has been an integral component of my leadership approach, in both internal team challenges and when supporting vulnerable individuals. Being emotionally attentive has enabled me to transition from a normal member of the public to becoming more aware of my surroundings and the situations that I go to. As an example, prior to commencing my role in the police, I was unaware of the volume of mental health crises that are apparent in the community. However, since starting my role as a response officer and gaining many experiences of responding to mental health calls, I have learnt that when dealing with someone who suffers from mental health difficulties, taking time to communicate openly with the person that you are dealing with and being empathetic and understanding of what they have been going through by listening to their views and wishes is key to establish a trusting rapport and more likely to achieve a positive outcome. In addition to this, I have gained more skilled experience in taking accountability to assess the dangers and risks to individuals in times of crisis. 

Furthermore, effective leadership in the police relates not only style adaption but also to developing and carrying out strategic leadership approaches appropriate for various operational circumstances. Implementing the correct leadership approach at the appropriate moment is critical to operational efficacy, officer safety and trust by the public (College of Policing, 2024). Tactics employed during an ordinary operation with the police differs significantly from those used during high-pressure crisis (College of Policing, 2024). For example, during a case of a wanted suspect, a structured and collaborative approach is used with the involvement of different units such as neighbourhood officers and response officers. Detailed briefing and unambiguous distribution of tasks are typically undertaken by sergeants using the National Decision Model (NDM) so that every police officer at the scene understands their role which then promotes better team cohesion and effort in locating and arresting the suspect (College of Policing, 2024). This strategic approach differs significantly from a call which requires sensitivity and care, for example in a case of a mental heath crisis or domestic abuse, as discussed above.

An experience where I have applied leadership skills and adapted to ‘the unexpected’ under the pressures of a major incident was in a spontaneous incident where a vehicle had overturned outside Cardiff Bay Police Station. A directive and authoritative approach was required due to the seriousness of the incident and the age of the person who was trapped inside the vehicle. A quick assessment of the scene was required by me being one the first officers at the scene of the overturned vehicle. In these circumstances a clear assessment and time effective decision making was required by me. I was accountable to assess the casualty’s injuries whilst passing information over to the control room so that they could inform the ambulance crew. I also had to take ownership of passing information to colleagues who were attending the scene as to what roads needed to be closed due to traffic still flowing in the direction of the overturned vehicle. In order to share information accurately and collaboratively, I used the JESIP app on my mobile device, which is typically used when one or more emergency service is required at a scene to see exactly what has happened and what is required from services in response to the incident (JESIP, 2022). Upon reflection following this incident, I felt confident that I had approached the incident with care and professionalism. I also felt the outcome of this incident was effectively achieved through cohesive team work, which is a valuable leadership attribute.

Throughout my first few years as police constable, I have developed key strategies and attributes of leadership which I am able to contribute to my team. Most importantly, I have actively taken officer safety and the safety of members of public into consideration in all incidents that I have been called to. I have further developed key communication skills whereby I am confident to communicate and share necessary and proportionate information with relevant colleagues and other emergency services via the appropriate channels, enabling valuable information to be passed widely and timely.

Moreover, in order to grow and further develop leadership skills, I am always willing to reflect on my practice and take any feedback on board. I value having feedback and guidance from my supervisor on incidents that I have attended with suggestions of different methods and strategies that I could use next time as an improvement. This has certainly helped me develop my skills and competence as a police officer. Having this support and guidance from my supervisor and experienced colleagues allows me to remain calm, clear headed and able to respond to incidents that I attend with confidence and optimism, in the ever-changing operational demands in South Wales Police.

Furthermore, there are a variety of leadership models which aid decision making, ethical leadership and practical flexibility (Bass & Avolio, 1994; College of Policing, 2024). Such models offer a framework for officers to use to evaluate circumstances and select the best course of action. Within my role, I regularly refer to models and frameworks to ensure that my practice and decision making is evidence-based, legally grounded and in line with organisational values. 

Within my practice, I have implemented transformational leadership in community led initiatives focused on rebuilding trust in communities where services are lacking and community relationships with the police are strained. As the only Somali police officer in the area which I work in, I have actively communicated with individuals and groups of all ages to build a trusting rapport with the hope to improve the community’s confidence in the police. This encouraged elders of the community to come to meetings with South Wales Police to discuss any issues or concerns in their area, which was a pivotal moment. I have also attended community engagements with young people in the local community centre to give them advice and represent myself as their local police officer. By demonstrating these leadership skills, I believe I have contributed to enhancing community participation and morale in the community that I work in.

Furthermore, a model commonly used in policing to aid leadership and ethical decision making is the National Decision Model (NDM). The NDM provides a framework for weighing options against legal requirement, organisational values, and ethical concerns (College of Policing, 2024). Within my role, I have used the NDM extensively to manage complicated occurrences including mental health crises and the use of force. The framework promotes transparency and accountability and supports reflective practice by ensuring that all actions taken are essential, proportionate and justifiable (College of Policing, 2024). Additionally, South Wales Police’s introduction of the Competency and Values Framework (CVF) has also influenced my leadership style and developed my skills to a higher degree. The CVF promotes ethical leadership based on competency and values such as resect and empathy, courage and public service (College of Policing, 2024). In order to monitor and aid my development as a police constable, I refer to this framework when completing my end of year OCP to support a structured reflection and discussion with my manager about what I have succeed in and what I can improve on for the following year.

It is fair to say that the operational environment in policing is constant and frequently unpredictable, requiring the ability to adjust policing styles and approaches as and when required. Within my practice, I have encountered various situations in which adapting my leadership style was critical to achieving a good solution and maintaining team resilience. As an example, I once had a complex safeguarding case involving a vulnerable youth which posed a challenge for flexibility. Initially, the case required an operational strategy to define clear roles across multi-partner agencies. However, as the investigation advanced, issues became apparent. By reflecting in action, I had to shift my approach to a transformational and coaching-based methodology, focusing on creating relationships with multi-partner agencies to get the vulnerable person the right care and support.

In conclusion, flexibility in leadership is not just a desirable characteristic in policing; it is a professional need (College of Policing, 2024). It is evident that the ability to adapt leadership strategies in response to changing circumstances is vital for effective operational performance, community trust and officer wellbeing (College of Policing, 2024). Within my role as a police constable, I have demonstrated this adaptability by using a variety of leadership styles geared to different operational contexts, ranging from ordinary policing to safeguarding domestic abuse victims and mental health patients who are in crisis. The use of recognised policing leadership frameworks such as transformational leadership, the National Decision Model, and Competency and Values Framework has created a structured yet adaptable foundation for effective and ethical decision-making. These frameworks have helped me to lead in an ethical and responsive manner, whilst also aligning with the organisational aims and values. In policing environments marked by turbulence, complexity and disruption, the ability to lead flexibly is critical for developing a resilient team, promoting innovation and maintaining public confidence. I actively aim to achieve this by integrating theoretical frameworks into my practice and consistently growing my own leadership ability, as I am committed to providing effective, ethical, and adaptive policing practice to the community that I serve.













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:

Word count: 1,802

Within the PCDA course, the three-year probation time provides a structured yet flexible way to become a competent and reflective police officer. Throughout this journey, coaching and mentoring has been crucial in developing operational expertise as well as shaping my personal and professional identity. The term ‘coaching’ is widely defined as a goal-oriented and performance-focused activity (Whitmore, 1992) as opposed to ‘mentoring’ which is typically more relationship-driven and promotes long term growth (Clutterbuck, 2004).

Coaching and Mentoring: Theory and Practice
Effective coaching and mentoring are based on well-established theories. The GROW model (Whitmore, 1992) is commonly used in several professional settings, including policing. This model promotes a systematic conversation which guides development by establishing a goal, assessing reality, exploring options and selecting the path forward (Whitmore, 1992; Brealey, 2002). During my first several months of tutorship, my tutor utilised GROW model-based questions to assist me to reflect upon my decision making and interactions during incidents such as stop searches.

Additionally, Kolb’s Experiential Learning theory (Kolb, 1984) is another useful framework which supports valuable reflection in policing. This theory is based on a four-stage cycle which suggests that experience, reflective observation, abstract conceptualization and active experimentation are key stages in the learning process (Kolb, 1984). I believe this reflective framework fits well with the PCDA operational learning development as it describes how people learn through experience and can be easily followed to aid effective reflection.
Furthermore, the College of Policing fosters a learning culture that encourages mentoring and coaching through national initiatives such as the Leadership Review and the Competency and Values Framework (CVF) (College of Policing, 2015; College of Policing, 2024) which seek to professionalise police by promoting leadership skills and emotional awareness at all levels.

Personal Experience and Impact
Throughout my probation, I have benefited hugely from both formal and informal coaching and mentoring from my tutor constable, who has played a key role in guiding me through sensitive and complicated occurrences such as domestic abuse and sexual assault incidents. Rather than providing me with direct instructions and responses to give to victims of these incidents, I was encouraged to think critically about what answers and decisions I believe is appropriate, using the GROW model (Whitmore, 1992; Brealey, 2002). By regularly reflecting upon my decision making and communication skills, I have built my confidence to deal with such incidents with independence and competence.

In my second year of probation, I often paired up with experienced officers in my team who have gained substantial years of service in the police. This helped me to see how different officers work, using a variety of different approaches. These officers also taught me how to effectively engage with victims and understand vulnerability. An identified example of a case which occurred involved a repeat caller regarding anti-social behaviour which he reported was frequently taking place outside of his flat window. Despite the male’s repeated calls to the police, there were no other calls from other parties regarding the reported anti-social behaviour and drug dealing in this location. It was apparent that community engagement with the police was poor in this local area. This was a challenging task for me as nobody else in the community wanted to speak up regarding the crime that was taking place in the area. I spoke to my colleagues regarding my concerns as to why only one person was reporting the ongoing crime in the community. Upon reflection with my colleagues, I came to understand that this was likely due to community tension and a lack of trust and confidence this community had in the police.

I was frustrated to observe the lack of confidence which the community had in the police force and was eager to make a difference. I began to have conversations with the local councillor who regularly spoke to the community about their concerns. I emphasised the importance for the community to contact the police with their concerns as the more reports we receive suggests there is a serious problem in the area in which we want to help overcome. Following this, members of the local community started to engage and reported more incidents to South Wales Police. With the help of the police, authorities and the community, measures were put in place including CCTV and blocking off alleyways which the drug runners were using to vacate on police arrival. Upon reflection, this experience was a pivotal case which helped me to gain confidence, leadership, emotional awareness, resilience and collaborative working skills. I believe reflection and feedback were also key factors which enabled me to develop these key skills and achieve such a positive outcome.

Furthermore, mentorship has also assisted me to meet performance-related objectives such as enhancing my quality of statement taking and balancing the management of my workload in a timely manner whilst also managing the demand of everyday response calls. Receiving mentoring from my tutor constable further improved the quality of my casefiles. When I first started as a police constable, I was unsure of how to complete a casefile but with consistent guidance and support, I have been able to develop my skills to a higher degree and complete casefiles to a high standard, one of which has recently been sent to Crown Court. From this experience, I have observed a significant improvement in my self-assessment and documenting skills, which I am extremely proud of.

Looking back on my practice, I recall my first arrest with my tutor, for a male in possession of knife or bladed article at a homeless shelter. In this case, my tutor allowed me to take charge of the situation and communicate with the male to inform him that he was going to be stopped searched using GOWISLEY (College of Policing, 2024). During this arrest, my tutor kept a close observation on how I was handling the situation. I made sure that my communication was clear and concise to ensure the male understood all the information I was giving him. Following the arrest, I sat down with my tutor to reflect on what I did well and what I could improve on in the future, using Kolb’s Experiential Learning theory (Kolb, 1984). During the stop search, it is fair to say that I felt nervous as it was my first time taking this action in a real-life scenario, rather than training based. However, with the help and guidance of my tutor, I managed to get through it successfully. This moment was a turning point in building my resilience and confidence to stop search. From gaining more experience in this area, I now feel confident to undertake stop searches proactively and independently. 

Contribution as an Informal Mentor
As I have navigated through my final year of my probation period with a higher level of confidence and independence, I have been paired up to patrol with new probationers on the team when their tutor has been unavailable. This has allowed me the opportunity to act as a mentor and support new recruits. One incident that has stuck with me whilst being out with a probationer, was where we had to deliver a death message to a next of kin. I observed that the probationer was very anxious about this as they have never experienced this before. To ensure that the probationer felt supported and reassured, I sat with the probationer before leaving the station and reflected on what could arise. I asked them if they had any concerns or worries so that we could prepare before attending the address. I guided the probationer step by step on what they needed to say and what information needed to be shared with the next of kin. This opportunity not only gave me confidence to take leadership and build my competence to give guidance and direction, but also allowed me to build a positive and supportive working relationship with my new colleague which is something that is valued to me both personally and professionally.

In addition, I have also taken probationers along with me to interviews of suspects, to allow them to see how the interview process worked. Upon reflection, interviewing was one of the roles of the job that I initially found difficult and nerve racking as a new recruit, as there are many different steps that need to be taken prior to the interview taking place such as solicitors, an appropriate adult (if applicable) and preparation of questions that will be asked regarding the offence. Following the interview, I talked the probationer through the steps on how to complete a bail application. In order to informally support my colleague’s learning experience, I actively listened to their thoughts and feelings and remained open to any questions that they had.

Feedback and Assessment
Overall, throughout my time in probation, receiving positive and constructive feedback from my tutor was crucial to enable me to develop my knowledge and skills and become a competent police officer. Completing my Operational Competence Portfolio (OCP) has also helped me to monitor my performance and establish what I needed to do to improve my confidence in different areas and incidents which I was perhaps less familiar with. I have also completed the Competency and Values Framework (CVF) (College of Policing, 2024) alongside my line manager, which enabled me to reflect on what has gone well and what I need to work on to aid my ongoing development.

Furthermore, mentoring has also supported me to think about my aspirations for the future, such as becoming a Sergeant or joining the Firearms unit. I feel that my ambitions to grow as a police officer and elevate my career has been supported and encouraged by my colleagues and Sergeant, which makes me feel reassured and optimistic about my future in South Wales Police. 

Conclusion
In conclusion, looking back on my three-year probation period, coaching and mentorship were critical factors in supporting my professional and personal development. The supportive relationships that I have built with my tutor and colleagues has provided me with emotional support, pushed me to grow and helped me to put theory into practice. Whether as a learner or a supporter of new probationers, I discovered that reflective feedback, structured evaluations and adaptable management promoted a culture of support, development and resilience. Mentoring certainly helped me to become a more skilled, emotionally aware and competent police officer, alongside a valued team player who actively listens and supports colleagues through challenging times. I am optimistic about my future career in policing and will take forward everything that I have learnt throughout this period to provide best practice.
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