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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:

During this Task I will be speaking on an incident where I had to effectively lead and deal with an incident that was very sensitive and critical in the concern made on the report. I will talk in relation to how my role as an officer has changed since joining the police and the greater and wider arching role I now encompass. I will refer to source material in order to highlight the points I make in this piece of writing and how they support the point I make. The incident I will refer will show the ways that the police have changed and how the role of a police officer must adapt to ever changing circumstances, whilst maintaining the professionalism and integrity that the public has come to expect of the officers that serve their communities. I will then reflect on the incident and show how my role since joining has changed and the role I now fulfil as a greater entity which is the police as a service. 

The final year of my probation has come with a variety of new and challenging incidents but when I reflect and look back, I see one that stands out and that in depth training in a modern context allows me to fulfil my role best. This incident occurred during the second quarter of my third year on probation and the call was in regard to a possible child abduction. As is said by the (College of Policing, (2016) says that now more than ever policing is facing an increase in child sexual exploitation. When I was attached and then arrived, I noticed immediately I was the first officer in attendance at the incident and without someone to confer with this was the time my training needed to pay off. This is where the college of policing aided as shown by (Police federation, (2016) refers that the college of policing was set up by with aid from various groups such as the National police chiefs council, Police Federation, the Police Superintendents' Association of England and Wales, and UNISON the representatives worked with the home office to make the inception of the college of policing a reality. The college sets a clear standardised training that is reflective across all 43 police forces in the United Kingdom. This training meant that I knew how to at least gain best evidence through the training from (College of policing, (2024) which guides and trains officers in the core first steps of any investigation. The training also ensures that an ethical and impartial investigation can be conducted which in turn would ensure and improve the trust between the public and the police. 


The investigation quickly revolved around the evidence officers could acquire and I knew from the disclosure given that the majority would be found on digital devices. Throughout the past years of continuous training one thing has always been at the core of the role I now have as a response officer and that was professionalism through the role, I am responsible in conducting. (Martin, (2021) speaks of the reorganisation of the role of an officer and shows that frameworks such as the code of ethics and valuing ethnicity and diversity. This incident demanded that professionalism and valuing differences as the suspect in this incident was of a different ethnicity. (Marsh, (2024) refers to a discussion with chief constable Andy Marsh who was at the time of this piece of writing being published the Chief Executive of the National College of Policing. In the piece of writing, it refers to officers being courageous to do the right thing whilst also being transparent so the public can see the professionalism that is brought to the role. Whilst this professionalism and value in different ethnicities allowed me to communicate in an unbiased manner with the suspect, I knew that modern techniques would provide a large amount of evidence in proving an offence. This is something I have been seeing more during my time in the police a need for digital evidence gathering and (Walton, (2021) highlights how important digital forensics will be. The increase in digital offences being committed is on the rise but so are techniques in assisting police from GPS tracking to recovering deleted data but the challenge is keeping up with the ever-increasing data. I knew that in order to gain a conviction I would need access to the suspects phone and therefore in a polite but professional manner managed to get him to disclose his phone unlock code. 

Furthermore (Police digital service, (2022a) outlines their strategy on the emerging environment of the digital space and the goals they wish to meet from now in 2025 to 2030. Alongside this (Police digital service, (2022b) set out what they call “our digital ambitions and priorities, this outlines their goals in the digital space in the next 5 years for police officer. They also look to identify harm and protect vulnerable people that could be taken advantage of, and they seek to provide officers Uk wide the equipment and services to tackle the ever-increasing digital crime and evidential opportunities. I have seen this become more prevalent from Malicious messages on social media platforms to blackmailing vulnerable people for money as they disguise themselves online to manipulate and trick these vulnerable individuals. As a whole the police are making steps and every week through emails and updates, we are gaining knowledge and systems or services to utilise to assist our role as officers in the 21st Century.

Once I had gained access to the phone was when several other officers arrived from various departments such as traffic and dogs which allowed for me to solely deal with the suspect whilst other officers dealt with the victim. I was then as the first officer there whilst not the most experienced or the longest serving I was leading the incident and liaising with other officers. (Landry, (2020) talks about the benefits of delegation and the main reasons for delegation in relation to the incident by myself was to lower the workload I have to focus on the task I am doing. Secondly the victim in this incident was a young girl and I asked a female officer to speak with her as I felt that the victim might open up better to a fellow female. Lastly the reason to delegate was to ensure I could focus on one role and thus not endanger the evidence gathering and disclosure from the suspect. Once this delegation was done, I could effectively focus on one task and once I felt I had gained the best evidence I liaised with the female colleague to develop what disclosure the victim had given and for us to identify a course of action. One resource that is beneficial for officers is (Jesip, (2022) which contains the joint decision model that encompasses several points but always at the core is to work together to save lives and reduce harm. The first step in their diagram is to collect and gather information with the next point being to assess risk this is something that at this point has improved with me. The number of incidents I have attended over the last 2 years in the police have honed this to the point I am able to do this subconsciously. I then moved to my female colleague who told me what the victim said and identified and offence this suspect had committed but we also knew that specialist officers would take the investigation over once the male was in custody due to the gravity of the situation. 

The next step in this incident was for me to arrest the suspect and again this requires me to know the powers and policies as a lack of knowledge would mean I would come across inexperienced and that wouldn’t be professional. (Home office, (2023) refers to the strategic policing requirement and identified 7 offences that require addressing and in this incident one of those offences is listed in this requirement. I understood the gravity of this initial stage of what I knew would become a more major investigation. The goal therefore was to address, the offence identified and work to preserve evidence, Therefore I have arrested the suspect and began seizing evidence that I identified as key to the investigation. The suspect was arrested and doing do I was utilising my powers under the police and criminal evidence act or (Pace) to exercise this arrest. (Legislation.gov.uk, (2012) highlights the act and gave me the power to arrest but only because of the disclosure from the suspect and the victim did I have reasonable grounds to suspect an offence had been committed. I have worked with my colleagues and have placed the suspect into handcuffs and then given this suspect to other officers on scene for them to convey the suspect to custody. This was to allow me to stay on the scene and secure further evidence mainly the suspects vehicle where the offence took place. 

The powers and policies available to me and gaining more experience with these powers has allowed me to conduct a more professional investigation, (Home office, (2011) details the powers I have when searching persons and premises and as such I have conducted a section 32 search of the vehicle under the powers of (Pace) to identify and seize further evidence I deem is relevant to the offence. Whilst this search didn’t yield any physical evidence, I have still seized the vehicle for further evidence gathering to be done. (Thames valley police, (2020) Highlights the various forensic departments the police have access too and I knew whilst on scene that the use of the forensic screening unit would be able to pick up microscopic evidence such as DNA, skin samples and fluids from this vehicle. I understood that my role was vital in securing this evidence and understood the value of the forensic units available in the constabulary I work in. Through working in collaboration all departments involved can them develop the investigation and ensure that a prompt, effective and professional investigation is conducted. 

Once the vehicle was then recovered my next goal was to ensure the transference of information to our police investigation on our system as other officers that would handle this investigation after me would need a clear and full disclosure of what has occurred. (College of policing, (2023) speaks of the core aspects of information gathered by police from its creation to it use and retention to then its appraisal and disposal. My goal at this stage was the creation of this information on our system and the use it would be to other officers that would take over the investigation afterwards. Over the last 2 years in the police, I have learned to make the information clear and understandable whilst reviewing and then ensuring that all information relevant to the investigation is available. Whilst this was the last involvement in this role the evidence, I gathered would assist the investigation for officers dealing with the investigation as time went on. My final step was then to upload the Body worn video footage and the (Metropolitan police, (2021) refer to body worn as an independent witness not only to what was said by the suspect and the victim but for my actions and involvement in the investigation. Its use has aided in modernising policing and officers under body worn video are able to work professionally whilst transparent for the public. 

In conclusion and reflection of this incident I see that whilst not expressively saying it at the incident I was utilising core principles and techniques that were taught to me and which I have been able to hone to improve my ability as an officer. I am much more aware of the various departments and their strengths and what they have to offer to the investigation. The use of delegation in a more leaderlike role and the collaboration amongst myself and my colleagues allowed for a prompt and effective investigation at the incident to allow me to identify powers and policies available and act on them. My role changes with every incident and over these 2 years and now this final year in probation I feel more solidified in who I am as an officer and that has bread confidence to doing the role I am entrusted to do. 


Word count 2065











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:

During this piece of writing, I will refer to an incident I attended involving a missing person and how social media has helped the police in the modern world. I will also speak of the various social media platforms the police now utilise to both allow the public to help police but to also engage and grow greater confidence in the police as an organisation. I will also show how the police as a whole is making use of the resource of social media and redefining policy to meet the new and ever-changing spaces that social media platforms now offer. Lastly, I will then talk of the potential dangers that social media platforms now bring and the new offences that are growing on the digital space and the challenge for officers to meet these dangers. 

The I will be referring to is one of a missing person that occurred in January of 2025 in which I played the role as the lead officer investigating and making attempts to find a high-risk missing person. The first step of the incident was to attend the care home this young individual resided and speak with care staff once done several attempts were made to locate the missing person. However, this was without success, so the use of a media release was done using our social media platforms. (Metropolitan police, (2022) provides the clear advantages and disadvantages of media releases, one of these advantages is that this allows for a wide reaching and instant engagement with the community to assist the investigation. However, a disadvantage is once released people can repost it and loss of control of the release can occur and along with these multiple releases by the public can at times cause people to feel fatigued by the reports. That being said the benefit often outweighs the negatives of this release and can provide real time sightings of the missing person. (Ministry of defence police, (2013) sets out clear guidelines for officers in the utilisation of social media and media platforms and whilst this is for ministry of defence police it reflects to my role and how the guidelines should be set. Again (Metropolitan police, (2021) shows that the several key points should be considered such as the missing persons privacy, extent and effectiveness, dwelling or home address, individual vulnerabilities and lastly agreement of publicity. These points are condensed to the acronym of (media) and each point has officers consider and assess if the use of media releases is necessary and protects the rights of the missing person.

Whilst the missing person was eventually located safe and well I reflected was able to see the wide ranging media platforms south Wales police has available to them. (The Police Foundation, (2014) Provides key insight into why social media should be used by the police and almost all police forces in the Uk have twitter and Facebook pages for people to engage with. This increase in social media allows for several things, It allows for police to provide information to the public to foster a sense of engagement with their communities and allows police to develop greater intelligence for investigations. (Gater & Critchley, (2022) sets out the clear expectations of officers when dealing with confidential information through their operational use on social media. At times in the past some officers and staff haven’t differentiated between their use of social media in their personal lives and whilst using it in an operational sense. This has resulted in personal information being disclosed which has damaged community confidence in the police service as a whole. I was aware due to knowledge before joining the police that there are laws in protecting peoples data such as the data protection act and new updates have been made to the act as (Information commissioners office, (2019) which is the Uk’s amendments to the GDPR or the general data protection regulation set in EU law. Along with this officers are expected to adhere at all times to the official secrets act and as shown by (Legislation.gov.uk, (2021) It is an act that protect certain information and is an offence for officers to disclose information that is deemed sensitive or is classed as confidential. 

Over the last few years police forces have also made use of other media platforms such as YouTube, Instagram and Tik tok. (Bailey, (2023) shows how collaboration on social media can target or gain engagement from groups not typically drawn to police. The webinars and social media platforms allow police to engage with certain groups such as the younger community as the majority of the younger members in the community have social media as part of their daily life. Thes opportunities allow the police to off load advice and information that is informative and could aid in safeguarding them attempts made by the criminal class to take advantage of them. (Singleton, (2024) reports on a study conducted on individuals between the ages of 13 and 15 and is collated of results from over 200,000 individuals. However, this study also exposes the risk faced with social media as the study showed an increase of negative experiences on social media than that of 2018. 

The use of social media by police in England and Wales is something that is increasing and (Jone, Ralph, Millie & Rowe, (2025) helps highlights the use of social media by the police and specialist departments of the police. The use of Youtube and Instagram allows the police to provide informative and educational content that provides a unique insight into how certain departments operate. The use of social media also allows the police to engage and advertise what the job of being a police officer really looks like and can be used as a tool for greater transparency in the community and recruitment opportunities for the police. However, there is danger when officers make use of social media in a negative fashion as (Goodwin, (2025) shows as officers based in England were suspended for making use of WhatsApp to send inappropriate messages. Social media has become a large part of policing and whilst the benefits are clear the concern for the misuse or abuse of theses platforms cannot be understated. This isn’t just a concern for police forces in the Uk as (Mihalek & Frankel, (2019) shows that border force officers were known to have created secret social media groups in addition have used these groups to make inappropriate humour and comment on issues in a manner that doesn’t reflect the organisation they belong with. 

One core way this negative use of social media is being addressed for officers that use social media is through the (IOPC, (2021) which is bringing forward nine new recommendations for the platform WhatsApp. The deputy director General for Operations Claire Bassett says “Social media and instant messaging are a part of all of our lives and it’s important that policing policies and procedures reflect changes in the way we use technology in everyday life”. The IOPC or as I know it as the independent office of police conduct looks to set out a change in the police forces to bring in policies that reflect the social spaces these platforms now provide. They also wish for officers not to be left in the dark and would look that with these policy changes that guides be made to assist and educate officers on how social media should be used on and off duty. This will be the challenge as social media grows the police must adapt to the climate in the digital age and in addition must constantly be ready for change when the environment changes around them in order to avoid the becoming an outdated police force. 

As social media grow’s so does the opportunity for those that can take advantage of the social media space for their own gain. As an officer in my third year of probation I have seen a gradual increase in online based offences from online threats to grooming and blackmail. (CPS, (2017) refers to 2 classes of internet crime those that are dependant on the internet and those that are increased through the use of the internet which they refer to as “Cyber dependant & Cyber enabled”. Most crimes I have dealt with are those that are considered cyber enables such as threats or harassing comments. This is where for the most part I have found that the evidence isn’t physical but is available only through access to digital media. (Katherina & Kierner-manu, (2019) outlines how evidence is gathered now through the access of the devices the evidence is stored on and how it is presented as date that comes in many forms such as written, audio or image based evidence. This has allowed me to learn of new ways of evidence gathering and in addition has improved my overall ability to deal with more complex investigations. The use of social media and messaging on these platforms becomes a risk mainly amongst younger individuals and the most common online offence I have dealt with so far is that of sexting which is a sexual messaging or sending of nude or provocative photos. (Ilyas, (2025) shows the danger that is faced in regard to this offence and how it can affect personal relationships and younger individuals and often can begin from a form of consensual sending of these images or messages. The dangers are that at times messages and images are sent by people that may never have met these individuals and only spoken with them over social media. 

The goal that myself and the police as a whole face is identifying and addressing when such an offence occurs this can range from blackmail where people are subjected to as the (National crime agency, (2024) shows that younger people are at risk of being made to pay or meet financial demands by the perpetrator under threat of disclosing the images that are sent. The danger with this offence is that the Perpetrator could reside anywhere, and the largest challenge is locating and bringing this person to justice. The social media space makes it difficult for me and my colleagues to address these offences as at times perpetrators are identified but we cannot prosecute due to these individuals being outside Uk police jurisdiction. 

Reflecting on the changes I have faced in the last 3 years and the use of social media as both a tool that I can use to gain evidence of an offence but also to assist in safeguarding a vulnerable person has been a unique experience. The power of social media and the dangers presented is something I believed I knew before entering the police but over time I have experienced the many ways in which social media can be a danger. However, I have also seen the strengths for the police in utilising social media as a form of engagement with the community and how it can be a space for greater transparency and understanding towards what the police do and are capable of doing. The power of social media and scale of social media is great and is only growing as each year goes by, I have had to adapt to the changes in offences and have had to develop my own abilities to meet the challenge that comes with the investigations I’m entrusted to lead. Social media is here to stay and as my career will progress, I know that this will become part of my role as a police officer in educating and investigating online offences and those that would use the social media space. 

Word count 1935












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:

This piece of writing will note an incident I attended and lead as now in my final year of probation and the experience I have I am entrusted to work with those that are new to the role of policing and therefore less experienced than I am. I will critically analyse the leaderships strategies I have adopted through the last few years and how I allow them to benefit my ability to act and investigate incidents including the one I will be referring to in this piece of writing. I will also be referencing forms of leadership I have witnessed by other colleagues and show how they have benefitted me to incorporate them into the way I work as a police officer. I will lastly show how these leadership techniques and strategies have been used and how I have at times had to use them in dynamic circumstances and had to become flexible to the changes in the incident and thus change and adapt the way I lead the incident. 

This incident involved myself and a new student officer on probation working together on a night shift I have assigned us to a call that involved a male that had made the intention of ending his life but had left and possibly assaulted his partner. (College of policing, (2023) sets out clear points in which the leading officer must meet in order to effectively oversee an investigation or incident. These 15 points for the foundational level meaning constables and staff are to uphold the standards the public has come to expect of the police. The points put a strong emphasis on upholding the police code of ethics and to treat people with the respect and integrity expected of police officers in south Wales police and policing Uk wide. (Boogaard, (2024) defines leadership as “a leader is somebody who uses their own actions and behaviours to influence or guide other people”. This reflected into the incident as I knew that whilst enroute to the incident I would have to instruct and advise my colleague due to them having less than 3 months having worked on tutorship having just come out of the initial 6 months training. Whilst I knew they were aware of what was expected of them I also knew that it takes time like it was for myself to learn how my training translates into operational response policing. 

Upon arrival at the incident I made the decision to first safeguard a potential victim that being the partner of the male that had left and with little knowledge of what was disclosed only that a domestic may have occurred I decided to speak with the partner first. During our arrival I took and made use of the bureaucratic leadership style as (Indeed Editorial Team, (2024) shows it is were I expect the student officer with me to do as I say and the fixed role I was requesting him to do. This style of leadership allowed me to gain information whilst relaying this information back to our control room and reducing workload for myself. This reduced workload allows for me to provide a better quality of service to who I initially thought was a victim. (AIHR, (2024) reinforces this but also notes the negative impact of this leadership style and in addition states that this causes the subordinates to conform to rigid requirements and can harm creativity. However, in this role and the standards expected officers’ creativity wasn’t required only that officers follow the standardised way of evidence gathering. As such this leadership style was an advantage for both myself and my student officer as it allowed us to follow our selected role. 

Shortly after our attendance it was made clear to both myself and the student officer that no assault had taken place at which point our role changed from investigating crime to the safeguarding and location of a vulnerable person. Due to the disclosure given by the male’s partner I knew that he had left and had taken an overdose meaning locating him became an immediate priority. I also had to become flexible now and can my leadership style as more officers arrived in the area to assist with the incident. (College of policing, (2022) talks of how effective communication is key for officers and speaks about conveying clear direction and providing information. At the incident when the other officers arrived, I made use of these techniques and provided them with a quick brief of the circumstances along with what I needed them to do and a direction to search for this male. Having done this, those officers have left and have a clear goal that they must work towards, and this allowed me to go back to gain more detail from the partner in regard to information of places the male frequents. 

Eventually my colleagues I sent away have located the male within close proximity to the address I was located at and myself and the student officer have left to attend where the male was located. Once arriving I have had to change my leadership style again and have had to adopt a flexible understanding to my role and allow the officers engaging with this male whilst leading from behind them. (Mandela, (2004) refers to this in his book and talks about leadership from behind saying “great leaders oversee their people like a shepherd tends their flock of sheep. The shepherd remains behind the flock, letting the strongest and brightest in the group venture out first and set a path for the rest”. In this incident I have adopted that to allow the other officers to engage with this male whilst liaising between them and the control room providing real time updates.

The male at this call was known to be very anti police and wasn’t willing to engage but due to my prior contact with his partner I was already aware of this and relayed this to the officers that came to assist. Furthermore, I knew that due to the overdose he was at risk and would most likely need to be sectioned if he wasn’t willing to engage with the mental health services. (Masterclass, (2020) also refers to how this style of leadership I was undertaking relates to a style known as serpent leadership and defines the differences between leading from the front as from leading from behind. The main concern is that when leading from behind if needed you should be prepared to step forward and then assume control of the situation and this played into the incident as time went on. As after several attempts to approach and engage with the male he then began threatening violence towards myself and my colleagues and the decision was made to detain him to reduce the chance of harm coming to ourselves and to himself. This decision was made through the national decision model, (NDM) which (Avon & somerset police, (2021) shows and explains and revolves around 5 core aspects being gathering information, assess threats and risk to develop a working strategy, consider my powers and policies, identify options and lastly to take action and asses. All aspects of this model revolve around the core principle of the police code of ethics and having followed each step it was clear that action was required and instructed my colleagues to move in. 

This meant that the male was detained and sectioned under the mental health act and in addition would allow us to safeguard his welfare by taking him to hospital for treatment. I have then made the decision to convey the male to hospital with my student officer and in addition (HMICFRS, (2017) Illustrates the role of officers in a leadership role and support various forms of leadership and doesn’t subscribe to one principle of leadership. I have chosen to lead from the front once the male was detained and have chosen to take him to hospital and whilst on route again I was met by a change in circumstances. The male in the back of the cage has began aggressively vomiting and I have had to asses the my options and the risk posed to him knowing he has taken an overdose, (Brainard, (2024) talks of the difference between strategic and tactical decision making. I knew that the tactic options available showed the options available and I had a short time to make a decision and to know if I was right in my decisions. I have therefore chosen to switch the vehicles blue lights on and increase speed to the hospital believing his health was deteriorating. In retrospect of this decision I felt that it was a good choice as it allowed for the male to receive care far sooner in what I deemed a time sensitive period. 

On arrival the male was taken into the hospital and officers stayed with him until he was taken for a mental health assessment. During this time as the officer in charge of the incident I could relax my leadership abilities, allowing me to begin the reports I had to file from the incident. (Straza, (2023) refers to this action as a leadership pivot and talks about how to know when you can step back from an in-depth leadership role. His piece of writing also talks about how stepping back can foster trust and empower colleagues, whilst I don’t know if this affected my colleague, I would know that if this was done for me that I would feel entrusted and grow with greater confidence in my role. This is reinforced by (Miller, 2021) where pivoting and changing to the circumstances can only happen when you have a supportive team and in this situation I had a team that I have worked with for over 2 years. Meaning they were aware of my abilities and were willing to trust that I could effectively make decisions and pivot to the changes faced by the incident at hand. The (college of policing, (2017) sets out a clear way and guide to affective leadership in the police with a core theme of understanding leadership, developing leadership and displaying leadership. The writing also talks about how leaders should always be visible and should make their workforce feel empowered and I feel this effectively relates to the feeling of empowerment that can be gained when leaders choose to pivot from leadership styles. 

In conclusion and reflection, I see that as a I reach my third year of my probation, I have now more often taken a position of leadership not just at this incident but at many others. I understand from the training given to me what is expected and whilst also knowing when and how to adapt in leadership styles when it is necessary to do so. I have learned to make use of many leadership styles and have moulded them to suit me as I require allowing me to think and assess and then instruct in an effective and professional manner. I have changed since joining and the role I take is something I have had to develop before being able to express and at times have tried to lead and failed and slowly and surely have improved and honed the skills I have gathered. Now looking forward I can see the role I will be filling far more frequently as with the experience of leadership I have been entrusted with to fulfil the full role as a police officer and to lead those that follow after me. 
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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:


During this piece of writing, I am going to speak of my personal experience over the last 3 years of my probation I will speak of the opportunities I have received and the mentoring that was given to me during these opportunities and the probation as a whole. I will show how my mentors have allowed me to improve and at times excel at my role as a response police officer and how in these 3 years I have grown as a person and as an officer. I will then lastly speak on how this mentoring has encouraged me to learn and develop and in turn pass what I have learned onto the people that have followed in a career in the police. After speaking on these point, I will note the relevant feedback given and how I have taken that feedback as a stepping stone rather than an insult and used the advice and feedback to build on areas I required improvements to fulfil the role I am entrusted and capable of conducting. 

These last three years have been fast paced and challenging and right from the start from day 1 of my career to now almost 3 years in I have had the support from mentors and supervisors. (Police superintendents’ association, (2018) Highlights the role of a mentor saying “Mentoring is a relationship where a more experienced or knowledgeable person offers support, advice and guidance to help a less experienced person develop and progress”. Along with this the (College of policing, (2023b) talks about personal development and how the mentor is there to provide support for the mentee when required. This is what I felt during my time on response from the first 3 months of my tutorship I was supported by officers and my mentor and found the knowledge they had to be helpful and informative. This range of knowledge allowed me in a way to start putting the pieces of what is expected of me together to form the image I now hold of a response officer.  
During the last 3 years I have been given many forms of mentoring one of those is traditional mentoring as shown by (Scarlett, (2025) the traditional mentoring is a tried and tested style often used. The role of mentoring is often held by someone with a great level of experience and expertise and their role is to help the mentee in this case myself navigate the landscape of policing. This style of mentoring served me well and the feedback and instruction allowed me to build as a character and as and officer. Along with this (Mcfadden, (2022) speaks of how mentors that are of the traditional mentoring style have most likely been on the path I now take and so have an understanding of how I must feel and the challenges I face. The role of mentors has allowed me to aspire to meet the level at which they are at and at the end of my 3 months of tutorship felt I had been given a solid foundation by my mentor to move off from. 

As I moved forward into my second year of policing, I found that I began to struggle at times and this build stress to the role I was holding. I was fortunate however to be able to rely and at times ask for insight from my supervisor who provided several great ways of coaching to allow me to focus and organise my goals and succeed. (Siocon, (2023) would refer to the way I was coached as executive coaching and focuses on me developing my strategic thinking and decision-making skills. I found the knowledge past onto me to be invaluable as even now I have found that only now am I beginning to become comfortable with the responsibilities I hold. (Perry, (2024) talks of how this form of coaching is designed to meet you at your level of experience and expertise and works to make you think differently and focus on a goal-oriented working style. This form of coaching from my supervisor had a great benefit and allowed me to focus and work more effectively amongst the larger team I am apart of. The key benefit that comes with this form of coaching is that of a change in mindset to continuously improve at the role you are responsible for and is shown by (Brant & partners, (2024). It also talks in regard to how coaches are there to identify areas you need to improve on or assist in areas you lack or require confidence in improving.

The role my supervisor held as a supportive figure allowing me to improve and develop was key and when my supervisor had to leave the job due to health concerns in which he died from in late 2024. I found that when this happened, I had lost a key corner stone in my development and had great bearing on my productivity and efficiency. My colleagues all from this point forwards learned that the best mentorship we could gain was through each other. (Voltage control, (2024) indicates how mentoring and can improve the team cohesion but also speaks of the formal and informal mentoring techniques available. (Chellapa, (2012) speaks of the informal mentoring and says “Informal mentoring by definition has very little structure or is loosely structured based upon chemistry between two partners to be involved in a mentoring relationship. Informal mentoring will sometimes even develop into a long-term friendship”. This is very different in contrast to the structured based mentoring of formal mentoring styles and highlights how there are many was in which I received mentoring. During this time my team relied on one another with no clear mentor as often times team members would consult one another. 

These styles of mentoring have allowed me to improve as an officer but one key aspect of improving is the feedback I receive from a mentor or coach or supervisor. (College of policing, (2024) has set out a clear and simple way to receive this feedback and refer to it as the “Beyond 360 feedback tool” which allows for feedback to be gathered from multiple individuals in an easy and understandable way. This core tool is trying to elicit key benefits from the feedback such as  individual development and feedback and self awareness. Whilst this works into what is expected of officer via the Competency and values framework found on (College of Policing, (2024a) which revolves around 3 core values and 6 competencies that must be met by officer. These values are that of respect and empathy, public service and courage. Through this framework the college of policing says “Values are beliefs which are important to us as individuals, and which motivate particular behaviours and actions. Policing is a deeply ethical profession”. The role I feel I am aware of the role I play and what is expected of me and not only has this been taught to me from day one but has become apart of who I am as a profession police officer in the my role on response policing. 

The feedback I am given during these three years has been in many form and (NSW Government, (2022) Highlights the many forms of feedback most common in which people can receive. The piece of writing speaks of how there are 2 common forms of feedback oral and written feedback and shows how these two forms of feedback differ with written feedback mainly given after a task whilst oral is during a day-to-day setting. Both forms are capable of aspiring certain individuals to focus on areas identified in the feedback that they may have struggled in and this was something I have had occur many times through the various courses that police are required and can volunteer to do. Generally, the feedback I have received was in the form of oral feedback during exercises but at the conclusion of course I was unsuccessful I have found to have received written feedback that I am able to keep a hold of. This written feedback has been critical but positive and focused on the areas I needed to improve rather than ridiculing me for my failings. 

(Porter, (2025) shows how feedback can be tool for some and for others a scathing criticism as she states “For some, feedback can be difficult to receive because it’s viewed as highlighting imperfections, doing something subpar, or not being good enough. Learning to accept feedback with a growth mindset and recognizing it as a reflection of someone caring about your development is essential”. It highlights the difficulty some have when receiving feedback and the lesson to be learned in developing as a person from the feedback one receives. I found that from my perspective that feedback is an essential tool for me to develop as a person and show work on improving my abilities in the workplace. It also can be a set of stepping stones that will over time transform me from where I am now with my experience and skill to where I would hope to see myself go. Whilst (Bryant, (2024) says “Think of feedback as a compass — it guides you in the right direction, allowing you to adjust course and move with purpose. What’s more is that good feedback makes you better”. This shows that feedback is meant as a guide and not a scathing critic of one’s errors in their abilities. That feedback doesn’t poke holes in peoples armour but is there to guide them in the direction of future productivity and personal and professional growth. 

Over the last three years I have faced many challenges and have grown so much in such a short timeframe and through the use of police guided mentorship and the various styles of coaching I have received I have developed. I am still even now finding the mentorship and coaching I get from periods in time as part of my role as a police officer highly beneficial and learn to use the knowledge imparted on my as a guide to personal and professional growth as a response officer. I have learned to utilise the feedback given to me during courses and task and look at that feedback as positive encouragement to succeed and not to let this damage me as a person but to give me the building blocks to build myself up. I am still growing and will continuously work everyday to follow one principle of, Better than yesterday in which I will work to fulfil that goal to finish everyday a better and more professional person than when I started and work to one day become a mentor and coach those that follow behind me in this career in policing.
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