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Task 1

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

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


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

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

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


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



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



ANSWER:

In this essay, I will be critically evaluating the strategic role of the College of Policing in professional policing within the UK. I will be reflecting on how my role as a police officer has changed whilst in my final year of probation. I will be evidencing that I work to fulfil the role of a modern professional police officer.
I will also be exploring the College of Policing’s 5-year strategy, the policing vision 2025 and the workforce transformation 2018.


The college of policing was established back in 2012, they are a non-departmental public body which is operationally independent in England and Wales. The college of policing set requirements and standards for all those involved working within the police and law enforcement. They continue to develop their knowledge and are there to understand the challenges of policing as well as share support and guidance in giving better service to the wider public (College of Policing,2021).


There has been a review into the college of policing, and with this review they have set out some new key priorities such as boosting professionalism, improving leadership from all levels of policing and driving consistency from all 43 forces across the UK to ensure the best level of service from those working within the police (College of Policing,2022).

The college of policing launched a 5-year strategy plan which would take them from 2022 to 2026 this was launched as they recognised that over the next few decades, policing was going to change, and with that came new challenges and demands. This strategy was to ensure that police are still achieving the highest level of professionalism whilst evolving to meet the changing needs of society (College of Policing,2014). As part of the plan, the Police Education Qualification Framework was introduced. This allowed new and future recruits into the police to uphold a higher level of education alongside their training. The PEQF framework was designed to consider the complexity of policing and the diversity that comes within the role. The college of policing believe that the PEQF helps reassure the public that officers are receiving a higher level of education (Strong, 2019). There has been much debate on whether the PEQF route is practical and necessary for the training of police officers (Heslop, 2011).

As a police officer now in the final year of probation and experiencing the pressures of the role as well as completing the three-year framework as set out by the college of policing which is expected of new recruits. The integration of academic studies alongside initial training has enhanced my knowledge and understanding of the role of policing as well as developing critical decision making within the role that’s essential for modern day policing.

The PEQF allows me to understand policing and how it has changed over the last several decades and is designed to allow reflective practise within my actions whist I have been developing through my probation (Wood,2020).
Along with the classroom studies, I have had to apply this knowledge in live scenarios which has helped develop my knowledge and experience within the policing role, whilst conducting the role of an officer, I have been exposed to incidents where I have had to apply the social and emotional aspects of the job that classroom-based learning would not usually allow. The curriculum-based studies allow us to transfer our knowledge into active policing (Helsop,2011).


There is an expectation from the start about completing a degree alongside being a police officer, however there is a lot of pressure with being a fulltime police officer and a fulltime student. Students completing the PEQF have found themselves burning out, being left fatigued and making mistakes with meeting criteria when it comes to university and operational demand (Policing Insight, 2024).


My final year of probation has allowed me to investigate more complex investigations which I can evidence on how I fulfil my duties as a modern-day police officer. I will be evidencing this using burtons reflective model (Borton,1970) which will allow me to reflect on an investigation which I lead to support a victim of harassment. Harassment is when behaviour is unwanted and repeatedly causes another to feel scared, in distress or threatened (Police UK,2025).
In December 2021, a new policing framework was published regarding Violence against women and girls, this is due to many offences such as harassment primarily effect women, with a female being killed by a male every three days in the UK. Domestic related incidents make up nearly 20% of the recorded crime in England and Wales (NPCC,2024). The policing 5-year strategy outlines how policing needs to change, with the rise of complex crimes, especially with domestic abuse. Policing is constantly under scrutiny and the strategy allows us to respond to these incidents correctly (NPCC,2016).


I attended an incident where a young female had reported that her ex-partner had been repeatedly behaving in a way that was making her feel scared by constantly calling and texting her, as well as turning up at her place of work. Using the first stage of Borton’s model “What?”, I needed to establish what had happened. I completed a statement with the victim, in which I seized a number of screenshots of messages that she had received from the offender, a large amount of withheld number calls and a number of pictures of injuries that had been sustained to the victim to be able to use as evidence.
I gathered information about the offenders’ mobile number and social media accounts. I performed these enquiries as part of what is known as “Golden Hour Principles”, these are the initial enquiries which are undertaken at the time of initial response, these enquiries can make the difference of securing crucial evidence that can subsequently get lost during a time of investigation (Harper Shaw,2024).



After collecting information by speaking to the information, I was entering the second stage of Burtons model of reflection “So What?”. This is where the victim would explain how the situation has made her feel. With this incident being domestic related this automatically entitled her to a Domestic Abuse, Stalking and Harassment (DASH) assessment. A DASH is completely voluntary for a victim to conduct; however, it is designed as a risk assessment to understand the level of risk to the victim whilst in the relationship. This assessment is then shared to professional agencies who then arrange meetings on how is best to support the victim (Buckinghamshire Domestic Abuse Board,2022). This was the first time the victim had ever reported a domestic incident and with the experience I have gained from attending multiple domestic incidents in my 3 years of probation I was able to allow her to make the informed decision to complete the DASH with me and for the information to be shared with our partner agencies to get her relevant support as we were able to accurately determine the risk based on the answers she provided.

After we had established the offences and the victim was receiving support, arrest enquiries were conducted to further safeguard the victim (Solicitors, H.N.K, 2021) and this would allow us to seize the subjects phone to obtain further evidence. This then refers to the third stage of Borton’s model – “What now?”. This is where I conduct most of the investigation and communicate with the victim with progress and updates. The knowledge I have obtained throughout my three-year probation has allowed me to support the victim confidently and offer appropriate safeguarding and preventing further offences being committed against her. The safety advice I gave meant she could keep herself safe from other offences that can happen digitally.

Through seizing the device of the offender, I was able to liaise with different departments to forensically examine the phone to determine if the calls from the withheld number came from the offender’s device by matching up the call history from his device and the received calls from the screenshots the victim provided. The policing vision 2025 was created with technology in mind. With a lot of offences and information coming from digital means, it was important that policing was adapted with this in mind and was created for safer use of technology and how technology can help support policing (Kent PCC,2023).
Due to my knowledge that I have accumulated during my three-year probation I was able to confidently work with other departments to achieve a result of charging the offender for harassment. Modern day policing has dramatically changed and roles within have had to change especially regarding threats around cyber and technology, the strategic policing requirement is outlining these threats and emphasising how the modern-day police officer should be approaching these crimes (Philips, 2024). 

With the involvement of more complex incidents, we have seen the workforce transformation policy focus on wellbeing and resilience of officers as well as shaping the training given to the modern-day police officer to equip them suitably for the role. The transformation is also focusing on the development of the management level to meet all the challenges that will be presented in the future with leadership. The idea of the workforce transformation is to attract the widest pool of possible candidates for a career in policing, making it accessible to the majority including those who didn’t achieve qualifications in school with the opportunity to complete a degree (PEQF), making workforces rich and diverse (College of Policing,2018). 
The workforce transformation policy goes hand in hand with the Policing Vision 2025 with the aims of inspiring officers to adapt to change where required and to tackle challenges within policing in the future (Professional Security Magazine,2016).

The policing vision 2025 aimed to get a more representative workforce to ensure its diversity but as well as making sure the workforce has the right skills that can keep with the constant challenging demands that come from modern day policing. The vison was also created to increase public confidence, by introducing the PEQF this allows all officers to have a minimum standard of education for all officers.

Throughout my probation over the last three years, I have seen a significant amount of change take place within the role of policing. The role of a police officer has always been perceived as being ‘on the beat’ but with a new digital era which comes with its own challenges, the traditional officer is heavily focusing on the demand that comes with cyber crime and the opportunities or enquiries which are lead from a digital perspective. 
The College of Policing are constantly updating its policies and training that is required for officers to ensure they keep up to date with changes, this is essential to keep in line with the Policing Vision 2025 and the 5-year strategy to continue with public confidence and relevance of the ever-changing challenges that society brings. 

From the first day of training, throughout my journey of probation, the College of Policing has been a consistent influence for all aspects of policing. I have seen changes from policies within PPST training to responding to incidents, and having consistency is vital for all forces to align and to ensure the best practice for all officers of modern-day policing. 
The last three years have come with its own challenges that come with being a ‘probie’ within the force, the PEQF comes with its own pressures of meeting demands and deadlines set out and this is difficult with maintaining the pressures and demands of being an officer. It has been a constant struggle of trying to prioritise time and managing deadlines in all aspects of the role. However, the PEQF has also prepared me for any future development in my career as it has help shaped the high level of professionalism that is expected as an officer. 

The guidance that is set out by the NPCC and College of Policing is constantly evolving with long term goals that helps shape policing the future makes me feel confident that modern day and effective policing is at the forefront of priorities, and this makes me feel proud that I am involved in a service that always strives to improve and adapt.  




(Wordcount 2013)
1

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


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

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


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




ANSWER:


Social media has dramatically changed how people engage and communicate with each other. Social media has been around for over 20 years, where ‘MySpace’ was one of the most popular networking sites, this would be used for people to keep in touch, aspiring music artists to share their content and for people to share their hobbies and interests. Alongside MySpace, Twitter became popular for microblogging, where users had a maximum of 140 characters to express their thoughts (Burney,2022). Social media was far simpler in its early days, in 2010 Facebook increased in popularity, and with its growth changing the way we utilise social media, from microblogging to live streaming events, influences in political elections as well as everyday people becoming influencers where people are getting paid as full-time employment to upload content and collaborate with brands for advertising (Elbeheiry,2023). The amount of people who now use social media has tripled from 2010 – 2021 with 0.97 billion people worldwide using social media platforms to 3.09 billion with it increasing every year (Brown,2019).


Social media now plays a huge part of everyday life and has been seen as a huge opportunity for police forces to communicate with the public. It is a powerful tool that can help with policing enquires or for updates in the local area. Social media is seen as an efficient way to communicate as it allows people to comment and share the posts that have been created (NPCC,2014).


I will be reflecting a time where I have used social media and how I can utilise its use and how I can improve for any future incidents. I will be exploring the different social media platforms which are used by Gwent Police, the policies surrounding the use of social media as well as the benefits and risks from using social media within modern day policing.

Gwent Police use platforms to update the community with ongoing incidents, share appeals and post court results or other positive outcomes. As social media is a two-way form of communication which allows the public to respond to posts created, Gwent Police have created guidelines on how their posts are monitored to prevent any comments that could be deemed offensive or breach any confidentiality. This promotes a safe environment for people to engage in (Gwent Police,2025).
Content released via social media needs to adhere to the code of ethics to minimise any risks and to ensure high level of professional standards (College of Policing,2017).

Whilst being in my probation I attended an emergency graded incident to which a call come in from a parent stating that her son had left the property at 01.30hrs and didn’t return home, and this was out of character for him. It was mentioned on the call that he had been suffering with his mental health and that he had previously made a threat to harm themselves. There are approximately 170,000 people reported missing every year in the UK with nearly 96,000 of those people being adults. There is ongoing research to better understand why adults go missing, however out of the research that has been conducted the biggest contributors to missing adults are mental health, relationship breakdown and homelessness (Missing people,2020).

The College of Policing have set out guidelines to which Gwent Police have created a policy on responding to missing incidents. As stated in the policy, a search of the persons property needs to be conducted, and this is to ascertain whether they have taken any items such as money or passports, or if they have left anything behind such as a note. This search is done as a matter of priority as it opens enquires. Associates will be spoken to as part of these golden hour principles to ascertain any changes in behaviour from the missing person, as well as areas they are known to frequent, a recent photograph of the missing person as well as other vital information such as social media platforms and contact details the missing person has (Gwent Police,2020). 
A room search was completed for this male, no items had been taken from the property including his wallet or phone, but a card was found where he had written a note suggesting he was going to harm himself. I considered the National Decision Model (NDM) (College of Policing,2013) and with the information that I gathered, I deemed this person to be ‘high risk’ which is defined as “the risk of serious harm to the subject or the public is assessed as very likely” (Gwent Police,2020).

A missing person report was then completed, and the Force Incident Manager (FIM) and Bronze Inspector is notified of the risk for them to establish lines of enquiry and for dispatching appropriate deployment for specialist units. As part of this policy, a media/press strategy is conducted. 

The family provided me with a picture of the male and authorised a social media appeal for him. This appeal was placed on Gwent Police’s Social media platforms which included Facebook, Instagram and X (Formally Twitter) these platforms allow posts to be shared to the wider public, this increasing the awareness of the missing person and increasing chances of information from members of public which includes any potential sightings.
However, with all content that is posted online, the control of the content can be diminished every time the post is shared, this also increases the vulnerability of the missing person especially as Organised Crime Groups are known to target those who are vulnerable due to media appeals (Met Police,2022). 

The post that was authorised included minimal information about the male, it included his name, what he was last seen wearing, a brief description of him, where he was last seen, areas he had connections to as well as the picture that was provided by the family. 

Through the social media appeal, a member of public had identified the male on their CCTV which created a new line of enquiry, as this sighting was in a village approximately 15 miles away from his home address. The person providing the CCTV wouldn’t have come forward if they hadn’t seen the appeal. As the person was still high risk, additional units were deployed to the area to conduct an area search on foot, a dog unit was requested, and National Police Air Service (NPAS) were also deployed. All resources worked together and as a result the male was located nearby in woodland. The male was clearly struggling with his mental health and agreed for our Approved Mental Health Professional (AMHP) to speak to him and coordinate an assessment under the Mental Health Act to allow prompt safeguarding for him and to be able to provide him with the relevant care in his time of crisis (Devon Partnership Trust,2017). The male agreed to be seen at the local mental health crisis unit where he was then assessed. 

After the male was dropped off at the unit, I started to reflect on the incident. At the start of the incident, the male’s behaviour was alarming, and I had genuine concerns for his welfare especially with the concerns surrounding his mental health. I was confident with the initial grading I had given the male and felt assured that I had completed the correct procedures as the Initial Investigating Officer (IIO) (College of Policing,2016).


I have always recognised the benefits of police forces using social media, however during my time as an officer I have understood how crucial social media is to communicate with the wider public. Public confidence has a huge impact on policing and having a presence in the community, connecting with the community and proactive engagements. Social media is an effective tool to provide information to the community as well as gathering intelligence and investigating crimes. Social media can help build transparency and allows interaction from community members which allows them to feel heard. Social media allows the public to get information directly from their local force especially regarding incidents that may impact them in their neighbourhood (Henton,2013). 
Using social media to assist with policing is a way of staying relevant, and forces will often use holidays and events to post relevant themed content to inform the public or to ask for assistance. Using relevant themes relating to holidays or events also increases engagement which increases the success of policing (Fielding,2021).

Another social media platform that is now being used by police forces is ‘TikTok’. TikTok has become the world’s leading platform with over a billion monthly users, it has become an opportunity to target different age groups (Backlinko,2023). 
TikTok is a video-based platform which allows users to make 60 second clips with music, captions and sounds, this platform is based around algorithms so the more content you view of a certain topic then the more content is shown regarding that topic (Picaro,2021). 
TikTok is now playing a fundamental part in community engagement due to posting community-orientated content by means of video and this has shown to have gained significant popularity especially by means of posting about how warrants are conducted and keeping up with viral trends, especially reaching those aged 18-34years old (Babik,2024).

There are many advantages of social media within policing, but it also does come with its risks. When posting appeals such as CCTV with asking for identification on social media, this could lead to a ‘celebrity wannabe’ culture where these offenders are getting attention from the posts and will often commit more offences to see how often they get posted on platforms (Openr,2022).
Another disadvantage of social media is that it allows everyone to have a voice, and this can lead to misinformation and people to ‘talkback’ to each other which creates counter narratives which influences other public perception (Walsh,2019).

I was aware of the risks of social media; this is why I ensured that I only collected the information direct from the family and rechecked all the information before sharing it to the public this also meant that there would be no confusion with the information that was shared. 
As there were also other friends and family concerned over the welfare of the male, they created their own social media appeals, but within their post they posted a direct contact to me as the IIO if they had any information, however this could have meant vital information could be missed especially if I was off duty. This was an example of misinformation being shared by others. 

With almost everyone having their own social media profile and creating their own digital footprints, this can prove as vital information and intelligence, by utilising teams who specialise in digital forensics, these profiles and the information inputted by them can help with policing enquiries (Thongjeen,2025). 

Social media has given everyone the power to have a voice, allowing people to connect with other likeminded people especially if they feel that there are none locally, they are able to feel part of a community relevant to them (Le Huquet,2019). However, (IBE,2019) states that it has also given everyone else a voice, meaning, people will often use social media negatively. These people will often hide behind their profile causing others to feel harassed and distressed in a form of cyber-bullying. It is also vital that policies and guidelines are in place as a single persons views maybe seen as representative of a company/force. 
 
 
Whilst reflecting on the incident, in conclusion, the use of social media within policing is a valuable tool , to assist with community engagement and assisting with enquiries, however, social media also comes with many risks and these need to be assessed as per the Gwent Police policies that run inline with the College of Policing to ensure safe and effective use of social media to prevent any dissemination of information and any form of cyber-bullying. Platforms such as Facebook have been proven as being a valuable source of information and engagement. The positives outweigh the negatives with use of social media and if it is used responsibly with ongoing risk assessments and continuous training it can continue to be an asset to serve the public effectively. 


(Wordcount 2012)







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:



Leadership in policing requires someone that can adapt to the unpredictability that can occur with incidents, these incidents can become extremely dynamic and complex with no two incidents being the same. I will be looking at leadership skills that are commonly used within policing and I will be critically analysing my own leadership styles that I have established whilst completing my three years in probation. I will be looking at how I am able to adapt and changed styles as the circumstances change in an incident. 
As I will be reflecting on my own experiences of leadership, I will be applying Borton’s reflective model (Borton,1070) to help analyse the leadership strategies that I have developed. 


Leadership is a skill that must be taught and developed as it is not a part of someone’s personality. Leadership styles often lead to having to change personal behaviours leading to challenging their already conditioned state, adapting leadership skills often leads to a personal growth journey (McKinsey,2022). Leaders in policing need to be competent to handle high pressure, complex political and social environments. Many different attributes are required, such as being authoritative, effective at decision making, being able to communicate fluidly as well as being innovative and being open and adaptable to change (de Moura,2023).
In my three years of probation, I have been embracing transformational and situational leadership skills, these skills are important for approaching the operational demand that is required in the moment it’s needed. I will be reflecting on an incident I have attended using the first part of Borton’s Reflective Model “What Happened?”. I attended an incident where I attended with the company of a colleague who was new to the role of policing, in this incident, officers attended the night before for a welfare check on a female but during the check she asked for officers to attend the following day as she wanted to disclose Domestic Abuse. I attended with my colleague, this incident required a mix participative and Transformational leadership. This would allow me to inspire my colleague with how we were going to collectively achieve giving the victim the best service and focus on the force policies with domestic incidents and allow them to get involved with making decisions, this would allow them to gain confidence and feel included within the team (Ferguson,2023). I had not dealt with this female before, and she was not known to the police. She had disclosed various offences including harassment and Coercive & Controlling behaviour which made her feel isolated, taking control over aspects of her life monitoring her daily movements (Lamothe,2019).

After I had gathered the information and established these offences, the next part of Borton’s Reflective Model, “So What?”, during the incident I initially took the lead and started to carry out the Golden Hour Principles, these are the initial enquiries which are undertaken at the time of initial response, these enquiries can make the difference of securing crucial evidence that can subsequently get lost during a time of investigation (Harper Shaw,2024). As part of these enquires a Domestic Abuse Stalking Harassment (DASH) was completed, this is a series of questions which allows us to establish the level of risk in a domestic situation (Norfolk County Council,2025) I suggested to my colleague for them to complete the DASH as this would allow the victim to open-up about potential topics when completing a statement. Screenshots were taken of the messages were seized as part of the enquiries and this included messages that the subject had been sending the victim. The victim never had any involvement with the police and was unsure about the process and was hesitant in completing a topic, as I had attended many domestic related incidents, I was able to confidently advise the victim on the type of support we can offer her whilst the investigation was ongoing, this made her feel empowered to support the investigation. Whilst completing the statement more disclosures were made which were concerning and the decision was made to complete these enquires efficiently to complete arrest enquiries to ensure other vital evidence would not get lost or destroyed.


Finally, using the final stage of Borton’s Reflective Model, “What Now?”, it was clear, a prompt arrest was needed of the subject to seize his devices for evidential purposes under Section 32 PACE (Freeman,1985).
The male wasn’t known to police therefor, I was unsure of the risk that he posed. I asked for additional units to meet me at the local station where I conducted a briefing prior to the enquires formulating a plan for a prompt arrest and seizure of any devices linked to the subject. By leading the briefing I was adopting a Transactional leadership style, this was to ensure that everyone was clear about the task in hand and what was expected from them (Furguson,2023). This style of leadership was essential as we were looking to achieve a short term goal as efficiently as possible. 



The leadership styles that I adopted during this incident proved to be effective, the participation style allowed my newer colleague to make their own decisions whilst still having my experience to help influence their decision and coach them through their learning and development, this giving them the confidence to make their own decisions in the future when independent especially as if I had solely used the transformational style then this could lead to burnout and my new colleague not being able to make their own decisions in future incidents (Gaille,2022).
As the dynamic of the incident changed, I had to change my leadership style which proved effective in the small group I was leading to conduct the arrest enquiries. However, I am aware that a transactional leadership style in only best for short term goals or ideal in an emergency crisis, otherwise teammates may start to feel discouraged from thinking outside the box and feel as if they are being used to meet someone else’s end goal (Sujan,2025). 

It is essential that officers can adapt their leadership skills to meet the needs of complex and dynamic circumstances. From my experience another example of practicing different leadership skills involved managing a fast-paced busy road junction when I had come across a Road Traffic Collision (RTC). I needed to adopt an authoritative style to ensure the safety of other road users to prevent a further RTC at the scene. I had to be clear and directive with my commands whilst redirecting traffic. This style of leadership ensured ultimate safety for all parties in the vicinity of the RTC and allowed suitable leadership that preserves public confidence and the relationship of the community. Conducting an authoritative leadership role was the most appropriate in this incident, but it doesn’t come without its downfalls. I needed to be assertive and confident in my decision making and I had to stand by my decisions, there are times however when this could have meant if anything was to go wrong in the incident it would be my responsibility (Stobierski,2019).


The leadership styles that I have explored are three of the most common styles used within policing due to their effectiveness however there are specific leadership models that police often utilise due to their effectiveness with the challenges that modern day policing bring (Golembiowski,2020). However, other specific leadership models are often used in policing, two of which are the CompStat model and the Incident Command System (ICS). 

CompStat originated in the 1990s and was first introduced in New York and is often utilised alongside other policing strategies. CompStat consists of face-to-face meetings to discuss areas of policing which could include crime hotspots and trends. It is performance lead, and it emphasises the need for continuous improvement (College of Policing,2021). As a result of CompStat, Gwent Police introduced ‘Operation Lumley’ to conduct high visibility patrols force wide in anti-social hotspots which helps mend public relationships with the police as this allows the public to feel safe in their community (Gwent Police,2024).

The Incident Command System is an approach that is used by various types of organisations within and of all levels of government roles. It’s a standardised approach to managing incidents which allows easy integration of services and a coordinated response to all incidents no matter the size or complexity of them (Fema,2025).


Since reflecting on the styles of leadership I have utilised and have adapted to, I understand the importance of constantly being self-critical and continuous learning, especially as leadership in policing is often complex and leads to navigating between the benefits of empowerment but remaining authoritative which can cause tensions within the workplace. 
Constant education about leadership techniques and styles especially with feedback from peers and management helps with self-reflection and can help understand work ethics from teammates. By constantly reflecting on my decisions that I make when leading an incident, this allows me to improve my approach in similar circumstances albeit no circumstance is the same, but I can still learn and develop to become more efficient at decisions which benefit the community and team. 

Flexibility within the police is essential for successful outcomes in all circumstances, whether be critical incidents or smaller organisational operations. By allowing flexibility and being adaptable in circumstances, this allows decision making and leadership within the police to evolve. By allowing myself to constantly be self-reflecting, this ensures ongoing professional development which can assist in me leading other colleagues through their own challenges and opportunities. This then shows positive learning and allowing more self-reflection and passing on the ability to adapt to meet the demands of policing and to be able to serve their communities with confidence. 

In conclusion to this reflection, it is essential that flexibility and the ability to adapt is required to uphold effective policing. The constant demands of the role and the complexity of incidents require constant critical analysis and feedback to allow effective decisions to be made. By conducting different leadership styles and being open to feedback from peers and management I have been able to enhance team productivity and performance with responding to incidents. Whilst working within a team, I have established my own role based on my strengths and abilities but whilst still being open to learn and step up to adapting where needed. 
Leadership is not a ‘one size fits all’ concept and each situation requires different styles and techniques to ensure positive outcomes. This often means combining the various leadership styles depending on the development of an incident. 
The last three years of my probation have allowed me to reflect on my own willingness to adapt to ever changing circumstances that may arise. The application of specific policing models such as ICS have allowed me to make decisions based on law enforcement whilst remaining agile. As policing evolves, adaption of leadership strategies will remain a crucial part of law enforcement decisions. 
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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:



My three-year probation within policing has dramatically allowed significant personal and professional growth. Whilst in my probation, coaching and mentoring has played a significant role with helping me establish my skills within the role of a police officer. I will be exploring my experiences from the last three years, and how various coaching and mentoring has helped with my development, goals, learning and resilience within my role. In this essay I will be considering theories and definitions based on coaching within the policing realm and I will be exploring how I provide and receive feedback.

Coaching and mentoring are vital in a workplace environment, both have their similarities however there are significant differences between the two. 
Mentoring is usually a longer-term process that allows progress in career development and confidence building whereas coaching us usually short term and is used to improve specific areas in which an employee is needing to improve skills or specific results (Verlinden,2024).


In policing, mentors are more experienced officers, paving the way for new recruits. This allows the mentor to provide knowledge and developmental opportunities to their newer colleagues. Mentors in the police would have been established in the role with a range of knowledge and experience that can be passed down to the next generation of officers (Sprafka,2018). Coaching within the policing department can lead to a higher job satisfaction as it allows officers to improve on specific skills where they may feel that they need more 1to1 support. Having regular coaching also helps improve trust with the local community (Magny,2021).


My personal development has benefitted from being mentored and coached during my probation period. Being mentored when I first arrived on shift allowed me to gain confidence and awareness around the expectations of policing. Through regular interaction with my mentor, I was able to discuss my strengths and weaknesses as well as identify areas where confidence could be improved. During the early stages of my time on duty, my mentor also provided me with emotional support due to personal situations outside of my workplace, this was vital, especially as the role of an officer is demanding and stressful (Demou,2020). During this time of receiving emotional support from my mentor, this helped build resilience and allowed for personal growth to help manage the demand that comes with the role of police work. 

While my mentors have provided me with valuable knowledge from their experience, I have also had coaching which has complimented the mentoring. During the early stages of my probation, It was noticed that I was needing more support with conflict management, and with this, I was placed on a course to help improve my confidence in a controlled environment on how to manage conflict by experiencing scenarios and receiving feedback through discussions, this allowed me to transfer those skills more confidently back on duty which is essential for being able to perform my duties as an officer.

During my time in training school, the SMART model was discussed, and this is how coaches create specific goals and measure the progress of reaching those goals. SMART (Specific, Measurable, Achievable, Relevant and Time) is designed to help people work towards short term goals without being overwhelmed (Blackbyrn,2024).
The SMART model allowed me to create specific and realistic goals and has helped me track my progress to allow optimum success. 

Being mentored by a more experienced or senior officer has allowed me to settle into policing organisational culture, they have provided me with insight on what is expected from me as well as understanding the norms within policing and the unwritten rules that come with it. These valuable insights are crucial for my career development as well as for building positive relationships with superiors and colleagues. 

Gwent Police hold high values and within those values they strive to increase confidence within their communities which they serve as well as keeping them safe. Gwent Police as an organisation holds strong emphasis with neighbourhood policing as well as protecting vulnerable victims and working to address ethical issues (Cuthbert,2022). Through being mentored and coached, I have been able to grasp a better understanding of the organisational values that I can use in my everyday work to allow contribution to the organisation’s goals. In order to align values and to help build positive relationships with the community, coaching allowed me to utilise going out on foot patrol, actively engage with the community and allow me to interact and build positive relationships with the community. This then contributing to the organisational goals as well as enhancing my confidence to build my interpersonal skills.

Policing is a unique role that cannot be taught through textbooks or manuals, the role of an officer requires life skills and the ability to quickly learn on the job. The initial training through textbooks and theory-based work only allowed me to better understand the legislation, the real learning happened whilst on duty. My mentor allowed me to make my own decisions and make my own mistakes, this was then fundamental to my learning. Often in incidents, it’s difficult for a mentor to verbally communicate step by step which how it should be managed, but allowing a transfer of ‘Tacit Knowledge’ allowed me to understand what processes are, as I am physically involved in them (Oragui,2020). Being mentored in this way has been beneficial for me as I have been able to display my understanding to a more experienced officer and they have been able to provide with feedback to help develop my confidence when developing my skills within the force. 


There are various coaching models which have proved to be effective during my probation period, the one model that I find beneficial is the ‘Appreciative Inquiry’ this coaching model is based on reviewing successful experiences or incidents and identifying the strengths within when they were performed. This model is beneficial for those who are full of self-doubt and rely on positive feedback. This allows the coachee to engage in a positive way to help boost their confidence (Deiorio,2022).
During my probation I found this model helpful when faced with managing conflict after the coaching session that I had, I had to transfer the skills into a real life scenario, after completing the scenario, my mentor and I reviewed the Body Worn Video footage of the incident and this allowed me to watch back the incident and have positive feedback provided with the strengths that I displayed during the incident. By discussing the positives from the incident, it boosted my confidence in something that I thought I was no good at, and going forward it allowed me to think back to the coaching session and go into the next incident I face with positivity rather than self-doubt.



Another popular coaching model is the GROW model which was developed in the 80’s by Sir John Whitmore. The GROW model is an acronym for Goal, Reality, Options and Way Forward. This meant establishing the end goal and achievement, then recognising the current obstructions that could prevent the goal being reached. The model then allows you to think about the strengths and the resources that are available to help achieve the goal in mind. The last section of the model is the initial plan of achieving the goal and the personal accountability it takes to achieve. The GROW model is used to allow all people working within an organisation to set their own goals and take the personal accountability to achieve them (Miller,2020).
During my third year of probation, I encountered a difficult situation where I located a high-risk missing person, however, I could see that she was lifeless and in an area that posed threat to endanger further life. I became overwhelmed at the decisions I had made. As a police officer my duty is to save life, but I made the decision not to go into the area where the female was, and I prevented my colleagues from attending the area. After the incident, I returned to the station and reviewed the incident back with my mentor, we analysed the situation and explored various outcomes for the same incident. By exploring alternative strategies, this allowed me to discuss in a safe environment with receiving feedback with how I can handle similar situations again in the future. The goal for this was so I could make informed decisions whereby, no matter the outcome I can justify why I had come to that decision and take confidence in the decision that is being made. 

During the early stages of my career with Gwent Police, feedback has been a crucial part of my development. I constantly strive to receive feedback on a regular basis and my mentor provided structured feedback which has been constructive, but they also provided me with regular informal feedback, this would highlight my strengths within incidents, often, on the spot. As a person who thrives on feedback and being recognised for positive performances, this helps me further with my development. 

I regularly have 1to1 coaching with my superior, this allows me to have performance reviews and for me to be able to communicate where I feel that I would like to see improvement or develop skills further. These coaching sessions are also an opportunity for my superior to discuss concerns that may have been brought to her attention and provide feedback with what can be improved on. The role of a police officer is complex and dynamic with no two incidents being the same, however coaching is vital for progression in development as it is a role in which there is always something new to learn or improve on. 

My mentor and coach would often ask me to provide them with feedback, development is a two-way transaction and what works for one coachee may not work for others. This is a 360-degree feedback model (Blackbyrn,2023). The 360-degree feedback is also beneficial for my development as I am now becoming one of the more experienced officers on shift and have been expected to assist in mentoring some of the new officers. This has allowed me to understand the types of coaching that I have received and the type of support I can provide to fellow colleagues in the future to help them develop and improve their performance. 

During my three-year probation, positive coaching and mentoring has been fundamental for my development and performance in my career but this has also allowed me to meet personal goals and better understand self-resilience. Various mentors have provided valuable knowledge from their experience and emotional support when the role has become stressful. The GROW model has allowed me to progress in my goal setting, ensuring that I am always improving and reaching new achievements helping personal growth and development. 

To conclude, mentors and coaches have proved to be valuable when helping me reach personal and professional achievements, but they have also enabled a better understanding of the values and mission that Gwent Police uphold, and this helps to apply this to future progression. The models are vital for continuing my development as a police officer and as I progress further into my career, they will shape the future of policing. 
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