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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:

This essay will discuss the strategic role of the College of Police in professionalising UK policing and within, will provide a critical evaluation, containing specific reference to the principles of standard setting, education, leadership, and research. It will also reflect on how, as a probationary officer in my final year with Gwent Police, I have contributed to and aligned myself with this professionalisation agenda. Lastly, I will offer a critical reflection on how my role has evolved during the final stages of my probationary period.

Policing is facing ever growing challenges, and the values, practices and cultures within are being scrutinised regularly. However, there is still a necessity for substantial changes within policing. As crime evolves, policing is becoming more demanding, requiring greater skills, expertise and integrity to serve the public more effectively and ethically. By making improvements, policing can handle its challenges more effectively, increase community trust, lower crime rates and ensure public safety (College of Policing, 2022).

The College of Policing (CoP) was established in 2012 and is the professional body whose purpose is to oversee police training and education for police forces in England and Wales. The CoP support professional development by setting requirements, accredit training and assure quality, whilst delivering learning to promote development. The college aim to set standards in policing to provide consistency between each workforce, better service for the public and to share the knowledge and practice of what works in policing (College of Policing, 2021). 

The National Police Chief’s Council (NPCC) created the ‘Policing Vision 2025’ (National Police Chiefs' Council, 2025), which set a strategic plan to achieve its goals for policing over the next 10 years. This strategy focused on how police forces should meet future challenges, with emphasis on technology to enhance digital capability, improving collaboration between forces and its partners, striving to improve public trust and confidence in the police, developing a more skilled and represented workplace and focus on prevention and early intervention. The vision aimed to provide the public with more efficient policing strategies, which is more responsive and trustworthy, incorporating better use of technology, increasing community engagement, and preventing crime before it happens (National Police Chiefs' Council, n.d.). With the strategy in mind, the CoP is responsible for working collaboratively with the NPCC to develop guidance or training for the approaches required to help achieve the Policing Vision 2025 goals and identify responses to the challenges within the plan (College of Policing and National Police Chiefs' Council, 2017). 

Since being established, the CoP have introduced the Code of Ethics, and a national framework for the professional training and qualifications of officers, the Policing Education Qualifications Framework (PEQF), designed with the intention of ‘professionalising’ the policing role. The PEQF provided an updated policing curriculum designed for present day needs, whereby policing is far more complex than ever before. The College’s initiative was to provide consistent education and accreditation for its forces, with officers working toward achieving a National Qualification of Level 6, with the intent of reassuring the public regarding the level of training officers have (Strong, 2019). The former entry route into policing known as the IPLDP training programme, was phased out and replaced with originally three – now four, different entry routes, with the IPLDP programme being replaced as it did not fully equip officers with the knowledge and skills required for the role, and did not keep abreast with the demands of present-day policing (College of Policing, 2020). 

However, the PEQF has, and always will face disparagement (Holdaway, 2017). Policing is a career unlike many others, rewarding and equally as challenging. The role requires officers to handle difficult, potentially dangerous and complex situations, with little room for error. Being a police officer requires many different skills, such as working well in a team, good people skills, problem solving, dealing with victims and vulnerable people, as well as the ability to handle traumatic situations (Hertfordshire Constabulary, 2024). Some are of the opinion that although policing is a profession, and officers should be educated to a certain standard, a Level 6 qualification does not automatically make of a competent officer, corroborating this Surrey Police Federation (2021) chair, Mel Warnes, disputes that forces are losing good quality police officers due to falling behind or failing their university work. Warnes also argued that police forces need different people, from every stratum of society that can be a good and competent police officer, and that does not require having a degree level qualification.

In conclusion, I hold the view that the College of Policing have done well at creating more professional and ethical police forces, by introducing its own Code of Ethics, which standardises professional behaviour and holds officers accountable for their actions (College of Policing, 2024). In addition, the PEQF has raised the national standard of student officer training, whereby student officers are now required to engage with higher education. “There is evidence to suggest that higher education can develop stronger critical thinking and analytical skills to aid the understanding of complex problems” (Watkinson-Miley, Cox and Deshpande, 2021). However, in my judgement, one’s qualities and attributes are what makes of a good and competent police officer, and although I hold the belief that officers do require a certain amount of education and training, I do not feel a level 6 qualification should be a requirement. Ultimately, there are valuable characteristics and skills in those who choose to be police officers, and some of which, cannot be taught or learnt, and those who are unable to obtain a level 6 qualification should not be penalised, if they are competent officers (Lincolnshire Police and Crime Commissioner, 2022).

The role of a police officer is both complex and varied, and it carries a range of responsibilities that extend much further than I originally perceived, prior to joining the police. As I have navigated myself through my probationary period as a police officer, I have had to evidence significant professional development throughout by being assessed on different areas within policing (e.g. a stop and search or arrest), to ensure I am capable of doing so correctly, as well as learning how to balance the operational, ethical and community focused demands that come along with the role (Noyes, 2023). Now being in my final year of my probation, I am working to ensure I am fulfilling the role of becoming a modern-day police officer, guided by the Code of Ethics and the Competency and values framework (CVF).

Professionalism is the at the core of modern-day policing, it incorporates ethics, integrity, accountability and a commitment to serving the public (College of Policing, 2024). Throughout my probation, I have consistently exhibited a professional attitude by not only striving to develop my skills, but I have responded well to feedback and guidance from my colleagues and supervisors, applied the evidence-based practice that I was taught, and have used the National Decision Model (NDM) to assist me in my decision making. For instance, during a recent domestic incident, I implemented the THRIVE model, which allowed me to make prompt and logical decisions to ensure the safety of the vulnerable person I was dealing with (College of Policing, 2021). During this incident I also incorporated the ‘Victims Code’ to further support the victim’s needs, whose first language was Punjabi, by using a translator to assist the victim, who also consented to information being shared with partner agencies, as well as support services. These referrals were completed at the earliest opportunity to ensure the victim had the relevant support and safeguarding they required (College of Policing, 2021).

Throughout my probationary period, I have also had the opportunity to expand my knowledge and skills, which has also helped me establish which area I would like to specialise in, once I am out of my probation. I have embraced the opportunity to pursue specialist training in domestic abuse and mental health, as well as completing the ‘Achieving Best Evidence’ training, and undertaking attachments in each Criminal Investigation Department, where I aspire to progress my career in policing. Since completing further training, my work has been more consistently praised and recognised by colleagues and the senior management team (College of Policing, 2020). 

The final year of my probationary period is a crucial transitional phase where the expectations of myself as an officer shift from basic competency towards complete independent professionalism. This period is a test of my operational capability, but also a reflective journey during which allows me to absorb the complexities of modern policing and ever-changing dynamics of the role (Joining The Police, n.d.). Upon my completion of probation, there is an increased focus in my responsibility, decision making, professional confidence, ethical accountability and community engagement. One of the most notable changes to my role as a student officer during my final year of probation has been the shift from dependence on senior colleagues, to feeling more confident in my ability to make my own informed decisions. During the early stages of my career, I often relied on my senior officers to guide me, particularly in high-risk incidents. However, as I have progressed and developed in confidence, I feel comfortable applying the NDM and the THRIVE model to assist me in effective decision making (College of Policing, 2023). To corroborate this, during a recent incident where a member of the public was experiencing a mental health crisis, I had to assess the risk of the person, liaise with our approved mental health professional, and decide whether a Section 136 detention under the Mental Health Act 1983 was appropriate in that circumstance. Upon reflection of this incident, I recognise the depth of the responsibility and discretion expected of me as an officer in their final year of probation. I am also more aware of both the legal and ethical implications of my decisions, highlighting a clear shift from what was once limited knowledge, to critical reasoning and decision making (Newburn, 2017). 

Another significant change in my role has been the expectation to lead and mentor new colleagues, especially those who are in their tutorship phase. This change signifies the shift from being the new officer on my team, to someone others can look to for guidance. While I am not formally a tutor, my Sergeant will sometimes request me to mentor the new student officers, if their tutors are not in work. This means I am responsible for sometimes assessing their ability, offering them advice if they are unsure, sharing my own experiences on what works, and model the professional standards expected us as of police officers, this aligns with the CVF, which includes emotional awareness, collaboration and leading by example (College of Policing, 2023). This additional responsibility has required me to increase my self-awareness and has helped me become more accountable for my own actions when I am helping students put their classroom-based knowledge, into practice. As I have taken on more tutor role duties, I have felt more conscious of ensuring I maintain my ethical standards and being a good role model to the new officers.

Throughout my probationary period, I have experienced a significant shift in my professional identity, as well as my personal identity. Policing is extremely emotionally demanding, and I have developed stronger emotional strategies to manage trauma and confrontation. Over time, I have built resilience through debriefing with colleagues and supervisors, undertaking trauma risk management (TRiM), when I have been exposed to a traumatic incident (Kent Police, 2024), and other self-care techniques, which has helped me realise the importance of emotional intelligence and wellbeing in maintaining long-term effectiveness and empathy.

To conclude, The College of Policing has played a strategic and transformative role in professionalising UK policing, by setting ethical standards, embedding education and evidence-based practice, and promoting inclusivity. While these reforms have not been without controversy or challenge, they signify a crucial shift towards a more transparent, skilled and accountable policing service. As a probationary officer within Gwent Police, I have embraced this professionalisation agenda by upholding ethical principles, engaging with CPD, applying evidence-based methods, and demonstrating leadership. My final year of probation has been a period of significant growth, characterised by increased autonomy, confidence, and reflection. Looking ahead, I am committed to continuing this journey of professionalism in service to the public. 

2037 words





















1

Task 2

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


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

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


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




ANSWER:

This essay will critically evaluate the role of social media in modern policing, drawing on my experience, relevant academic literature, and current best practices to assess its effectiveness in informing and engaging communities, and promoting policing initiatives. 

The incorporation of social media into modern policing has transformed the way police forces can engage with the public. As a serving police officer for Gwent Police, my experience with platforms such as Facebook, Instagram and X, has highlighted both the benefits and challenges of using social media platforms to communicate with and inform communities. The use of social media can provide the public with information regarding live incidents in their local area, and promote the initiatives used to solve community issues, which can aid in building public trust by providing a convenient way of allowing the public to ascertain information and voice their concerns, as well as sharing our good results (College of Policing, 2020).

X has been one of the most widely adopted platforms amongst police forces across the United Kingdom (Ruddell and Jones, 2013), including Gwent Police. X’s real-time update design and public visibility, makes it particularly useful for issuing updates on live incidents, appeals and traffic disruptions (Robinson, Ralph and Aitken, 2025). In Gwent, operational updates such as road closures, missing person appeals, and community engagement posts are often shared via X, allowing the public to obtain timely updates. Additionally, the likes of Facebook and Instagram remain some of the most powerful platforms due to their popularity and allows for interactive engagement and localised pages. Along with X, Facebook and Instagram are used especially by Gwent Neighbourhood Teams, who tend to make use these platforms to advertise their upcoming events, such as regular PACT meetings, promote crime prevention messages, and broadcast their good work (The Police Foundation, 2014).

Over more recent years, the platform TikTok has become increasingly popular and caters to a predominantly younger audience. Gwent Police – like many other UK police forces – use TikTok as part of a wider strategy to engage with the younger audience. This approach helps build trust and positive relationships with the younger generation and helps humanise the police. The content posted to TikTok is significantly different to the classic platforms, and shows the light-hearted and exhilarating parts of policing, such as behind the scenes of police work, ‘day in the life’ videos and personal stories, all of which aid in breaking down the stereotypes that come with being a police officer, and shows that officers are approachable, relatable and part of the community – reinforcing the values of the Code of Ethics (Babic and Simpson, 2024). 

In alignment with the CoP Authorised Professional Practice (APP), Gwent Police recognises the importance of maintaining a social media presence for operational effectiveness and public trust. The internal guidance set by Gwent Police on social media usage reflects the national standards set by the CoP and outlines specific expectations regarding the professional use of social media. The policy states that officers are to use social media to enhance community engagement, showcase local initiatives and promote public safety campaigns, such as ‘Operation Sceptre’, which focuses on tackling knife crime. Gwent’s officers are advised to remain professional, impartial, and respectful in every means of communication, avoiding any political opinions, discriminatory remarks, or anything that may bring the force into negative light (Gwent Police, 2023).

Additionally, social media can serve as a useful tool for gathering intelligence and monitoring the public opinion. Trained police officers can lawfully monitor open-source information during investigations and community events such as protests, to assess the threat, risk and harm (Fortin, Delle Donne and Knop, 2020). Gwent’s policy instructs that any use of social media for intelligence purposes must comply with legal frameworks, such as the Regulation of Investigatory Powers Act 2000 (RIPA), and must be proportionate, necessary and authorised through the appropriate and official channels (Home Office, 2018).

From my personal experience, the use of social media platforms has proven particularly effective when responding to emergency and high-risk incidents. For example, I have made use of these platforms on numerous occasions when responding to road traffic collisions to inform the public of road closures and diversions in place due to a collision. The use of social media to inform the public of such incidents, aids in reducing traffic congestion, which reduces the number of officers having to deal with the diversions and allows for more officers at the scene. 

Further to this, I have recently utilised our social media platforms to successfully locate a high-risk missing person. The female was 14 years old, had left her family home in the morning, and did not turn up for school. Due to it being an unauthorised absence, the school called the females parents, requesting they provided a reason for the female’s absence. The female’s parents were unaware that she had not attended school, and upon them attempting to call her phone, they found that it had been turned off. Initial enquiries with the family suggested that they believed she was in contact with unknown individuals via Snapchat and Instagram, they also informed me that this was completely out of character for the female, and she had been acting ‘differently’ recently. Due to this information, I felt there was serious concerns for the female’s welfare, due to her age, vulnerability and potential online grooming. Whilst I also used traditional investigation methods such as house to house, CCTV checks, and requesting the female’s mobile data, I also obtained an up-to-date picture of the female and had the family’s authorisation for a media appeal. From this, I spoke with my senior management team for their consent, then made use of our official social media platforms to issue a missing person appeal – including the photograph of the female and a brief description. The social media team were able to monitor the comments and direct messages to the accounts. Several members of the public responded promptly, with one person sending in a picture of the female in Cardiff City Centre. The public engagement we received from this post – including the crucial image which showed the last known location of the female – allowed us to work out her likely location, where she was eventually located safe and well by officers. 

From an operational perspective, this positive outcome highlighted the effectiveness and velocity of social media in real-time policing. However, it also raised concerns when trying to manage misinformation and prejudice online, with some users commenting inappropriate speculation which required moderation and handling by the social media team. In response to this, I worked with the social media team to disable comments on the official post, and the post was amended informing the public to report any information via direct message or 101.

There is no disputing that social media has become a core communication tool in modern day policing. While social media offers numerous benefits, it also presents significant risks – including misinformation, data protection issues and reputational harm, if not used correctly and methodically. Delving into its benefits, one of the most significant advantages of social media is the speed and reach of communication. Platforms like X and Facebook allow forces to share urgent information in real time. During emergencies or critical incidents, social media can help keep the public informed, reduce speculation and manage expectations (Jones et al., 2025).

This aligns with the findings of Denef, Bayerl and Kaptein (2013), who observed that during the 2011 English riots, police forces used social media to provide real-time updates and counter misinformation being spread. The authors argued that social media transforms members of the public into “networked nodes”, who can relay information quickly, helping enhance public safety outcomes. My experience supports this view – when used appropriately, social media can serve as an excellent safeguarding tool.

In addition, social media helps to humanise the police by using a more light-hearted approach to attract attention – for example, having the ability to show the public jobs that officers do daily. Forces can share success stories, increase community engagement and broadcast “behind-the-scenes” content, which increases public trust and transparency (Ralph et al., 2024). This is particularly important in policing’s current climate, where trust in policing has been tested internationally (BBC News, 2020). 

Moreover, social media aids in the ability to reach people in their everyday environments, by supporting crime prevention efforts, making policing more proactive and accessible. Posts on cybercrime awareness, burglary prevention advice and domestic abuse support often generate the most engagement, especially when locally relevant (Cartwright and Shaw, 2020).

Community policing depends on relationships, and social media can help build those relationships by creating opportunities for two-way communication, especially when considering relationships with the younger generations. It allows police to be seen as approachable members of the community, rather than just people who enforce the law. Posts such as police officer profiles, showing officers skills and expertise, live Q&A sessions where the public can voice their concerns and receive an instant response, and behind the scenes content, can show the more humane side of police officers and make communities feel more supported with consistent communication (Norman, 2009). However, research shows that younger generations, those who are more technically literate and people residing in urban areas are more likely to follow and interact with police social media (Loader and Mulcahy, 2003). This suggests however that in contrast, the elderly, those with limited internet access, those with language barriers and visually impaired people may not have the same opportunities to retrieve the same information and engage with officers digitally, raising concerns about digital inequality in police engagement. 

However, on the other hand, forces using these platforms do not come without its share of challenges. Perhaps the most visible risk of social media use in policing is reputational damage, and with police forces under constant scrutiny, a conscious effort is required to ensure that posts are made with the appropriate context. Posts intended to be comical or relatable may be perceived as insensitive or hurtful to some individuals (Goldsmith, 2013). Mawby (2012) refers to this as part of “reputation policing”, in which he suggests that managing the public image of the police becomes a predominant task. Even to the extent of officers’ personal accounts (if identified by someone as an officer) – can affect their forces image if professionalism is compromised, therefore, officers are advised even on their personal accounts to uphold professionalism and ethical values (IOPC, 2021). Furthermore, social media is powerful and can spread misinformation quickly, whereby people share their speculation, judgements and inaccurate information, which can confuse investigations and create tensions amongst communities (Aimeur, Amri and Brassard, 2023). 

Additionally, content shared by forces must be carefully considered. Whilst social media is cost effective, its management requires time, skill and oversight due to its increasing popularity. Monitoring accounts, responding to queries, moderating comments and managing the pages places an additional demand, and therefore additional cost, on forces. From an operational perspective, social media activity must be coordinated carefully, utilising communication teams, press officers and legal advisers. A lack of consistency and coordination can cause confusion or undermine strategic objectives (Gwent Police, 2021).

Upon reflection - should I deal with such an incident again; I would look to utilise the use of social media. I feel it was an efficient, effective tool in locating the female and returning her home safely. However, in hindsight, I would refrain from allowing social media users to leave comments on the post from the onset. Contemplating this, although the result was a positive one, both the family and female could have been exposed to fabrication and judgement.

To summarise, the use of social media by police forces offers many advantages, including faster and improved communication, stronger community engagement, and improved transparency. However, these benefits are accompanied by some significant risks. Mistakes made on social media can lead to reputational damage, legal issues, ethical breaches and threats to both officer wellbeing and operational effectiveness. 

To use social media effectively and responsibly, forces must implement and abide by a robust framework. This includes comprehensive training, clear social media policies and ongoing oversight to ensure legal and ethical standards are being complied with. Furthermore, forces must ensure that alongside increased social media usage, traditional engagement methods must still be utilised to ensure inclusivity, as per the Code of Ethics. 

In conclusion, social media should be viewed as a tool that, when used strategically and ethically, can enhance policing outcomes. However, its use requires careful management, strong ethical foundations and a continuous focus on public trust. With the right safeguards and policies, forces can utilise the potentials of such platforms effectively, whilst protecting the integrity and accountability central to the role of policing. 
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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 essay will both discuss and critically analyse the leadership strategies I have developed and applied in managing different operational scenarios as a serving police officer in the United Kingdom. The essay will explore how these strategies align with recognised leadership theories, particularly Transformational Leadership, and how they evolve in response to situational needs. It also reflects on the impact of these strategies on team performance, community trust, and operational outcomes.

As a response police officer, I regularly face unpredictable and high-pressure situations that require fast thinking, judgement and adaptable leadership styles. While leadership is mainly associated with supervisory ranks, I have found that throughout my probationary period and gaining more experience as a response officer, leadership is not confined to solely formal rank structures; it often requires informal leadership, during dynamic situations. I have learned to adapt my leadership style depending on the situation. For example, when supporting colleagues with less experience, whilst dealing with an incident or making decisions, supporting victims and dealing with the public. The College of Policing (2015) recognises that police officers must demonstrate situational leadership – the ability to adapt leadership styles, depending on the needs of individuals and demands of the situation. Therefore, I have developed a situational and transformational approach to leadership, adapting my approach based on the context, risk or incident.

The College of Policing (2015) emphasises leadership as an important component in building public confidence in policing, legitimacy and trust. Various leadership models are used within UK policing, all of which come with their individual strengths and limitations, depending on the situation. 

Recently, I attended an emergency graded call, which was received from a member of the public, reporting a concern for safety for a female who was running in and out of moving traffic and acting erratically. Upon arrival, I took the initial lead due to my experience in dealing with similar incidents and having completed the Mental Health First Aid Wales course. I could see that the female was visibly distressed, unable to communicate properly and had several minor injuries to herself such as cuts and grazes. Initially, the female was non-complaint with my engagement attempts and attempted to run off from officers. Due to the significant risk to herself and the public, the female was safely detained by attending officers following my instruction, so that I could assess her condition. Within a matter of minutes, I was confident that the female was suffering from acute behavioural disturbance (ABD), which meant that prompt intervention by medical professionals was necessary. I then provided my colleagues with individual roles once the female was safely secured, to assist in ensuring additional units were requested, our force control room were updated, and ambulance were called as a matter of urgency.

Initially, my leadership approach aligned with the coercive style outlined by Goleman (2000), who argues that effective leaders use a range of six different styles, depending on the situation and people involved. Instructing my colleagues’ initial steps was crucial in being able to safely secure the female and liaise with medical professionals promptly. I also used this style briefly to interact with the female, due to her erratic and unpredictable behaviour, to ensure everyone’s safety. This directive style was necessary upon initial attendance, to prevent any further harm and prevent potential escalation. Whilst this coercive leadership is generally associated with negative outcomes, it is justified in such urgent scenarios. However, I consciously limited this style of leadership, only using it when required, to avoid any negative behaviours.

Recognising the female’s vulnerability and the risk of escalating distress through forceful engagement, I adapted to a more transformational leadership model, to try and build rapport and de-escalate the female’s behaviour. Transformational leadership, as outlined by Bass and Riggio (2006), involves trying to motivate people through showing empathy and support, which became my dominant leadership style once the physical risk was contained. I instructed my colleagues that initially, only I would engage with the female, not to overwhelm her further. Doing so, I used calm, reassuring language, and acknowledged her current emotional state. From this, I was able to build trust with the female and encouraged her to converse by gestures, due to her being unable to speak from the effects of her condition (ABD). This shift in leadership approach was essential in influencing her behaviour towards a more cooperative, and less defensive state. 

Crucially, my leadership flexibility has been strengthened by formal and informal reflective practice. Using Gibbs’ (1988) ‘Reflective Cycle’ to reflect upon the incident, it offers a deeper insight into the effectiveness of my leadership, and areas for growth. By actively reflecting on actions taken, feelings experienced, and lessons learned, I have been able to refine my approach and enhance my decision making in future scenarios. Below I will provide an example of how I critically reflect upon incidents, using Gibbs’ Reflective Cycle.

Description

A mental health crisis, involving a female who was a risk to both herself and the public. I recognise that the incident was emotionally charged, intense and could have been exposed to public scrutiny should anything have gone wrong. 

Feelings

I felt a mixture of both professional responsibility and empathy for the female, and I was determined to avoid escalation and maintain public confidence. I believe my leadership was effective in reducing risk and promoting trust. Initially, I felt pressure to act decisively but was concerned about worsening her mental state through authoritative measures alone.

Evaluation

While the early authoritative stance was necessary for safety, the transition to a more compassionate and empowering style was what positively influenced the situation. My colleagues later commended my calm and considerate approach. The incident ended with the female being transported to hospital to receive the medical care she required; whereby we were commemorated for our prompt intervention, which potentially helped save the females life.

The incident reinforced that no single leadership style is universal. Context, emotional intelligence, and the ability to read a situation is vital. The effectiveness of my leadership stemmed from my ability to adapt to different situations and circumstances, rather than a specific style used.

Conclusion

Greater flexibility and emotional intelligence lead to a safer and positive outcome for the female. However, I recognise the importance of communication with colleagues, some of which initially questioned my delay in action due to the female running from us.

Action plan

In future incidents, I will enhance my communication by a small briefing and role clarity amongst colleagues prior to attendance, this is to ensure team cohesion, especially when adopting a less assertive approach. I also intend to expand my knowledge in trauma-informed policing.

To summarise, by demonstrating the key elements of the transformational leadership model (Bass and Riggio, 2006) – “idealised influence, inspirational motivation, intellectual stimulation, and individualised consideration” – I was able to lead the incident with empathy, adapting to the needs of the situation, and support both the vulnerable female and my colleagues effectively. This flexible approach not only ensured a safe and compassionate outcome but was also a positive result with a collaborative team dynamic. In modern policing where ethical leadership and emotional intelligence are increasingly important, transformational leadership offers a valuable and adaptable model.

Effective leadership within policing is essential for managing a wide spectrum of operational situations, from patrol duties to critical incidents. The modern-day policing environment is characterised by complexity, unpredictability, and increasing public scrutiny, which requires a flexible, reflective leadership approaches that can adapt to the variety of operational demands (Bayley, 2016). 

In daily policing activities such as patrols, community engagement and public reassurance duties, I undertake a transformational leadership style, which emphasises motivation, support and development of colleagues (Bass and Riggio, 2006). For example, during patrols, when there is generally more time for discussion, I focus on providing advice to less experienced officers, by encouraging reflective learning and shared decision making. This not only helps build their confidence but promotes a sense of accountability within the team. By clearly communicating objectives – such as reducing anti-social behaviour or increasing community presence – I inspire new officers to take proactive steps, such as engaging with members of the community, or conducting targeted patrols. These practices have been shown to increase both officer satisfaction and community trust (Loftus, 2009). 

Critically, while this approach builds morale and cohesion, it can be time consuming and less effective when quick decisions are needed. Nevertheless, in stable environments, transformational leadership helps maintain professionalism and encourages a problem-solving approach (Akinpelu, 2024).

Moreover, operational situations involving immediate risk, such as responding to domestic incidents, public disorder or traffic collisions, I often adjust my leadership style suited to a more situational leadership approach. In these contexts, I adjust the approach based on urgency, the severity of the risk, and the competencies of colleagues. During a recent, serious, high-risk domestic abuse incident, I was first on scene with a student officer. Due to this, I adapted an authoritative stance, whereby my immediate actions were to ensure the victims safety, whilst directing my student officer, and managing the scene until additional response units arrived to assist. Although authoritative leadership is criticised for being directive, depending on the incident, sometimes is vital in such scenarios to maintain control and prevent harm (Grint and Jones, 2022). 

However, once the incident was more stabilised, I transitioned to a more collaborative style, involving officers in decision-making, and using a collaborative approach in gathering evidence and providing safeguarding measures. The ability to transition between leadership styles depending on the situation reflects on the versatility required in modern policing. While effective when environmental pressures are higher, the adaptiveness requires high emotional intelligence and the ability to read dynamics quickly, as failing to adjust approaches appropriately can lead to breakdowns in communication, or inefficiencies (Braun et al., 2013). 

Modern policing often involves collaboration with partner agencies, such as local authorities, social services, and healthcare, such as the NHS. When dealing with partner agencies, I have developed inclusive leadership strategies, based on principles of shared leadership as each sector has its own area of expertise, and mutual accountability (Denis, Langley and Sergi, 2012). 

For instance, in safeguarding meetings or joint visits with social services, I make use of open dialogue, actively listening to other agencies perspectives, and ensure that policing objectives align with the wider goals of public protection. By building mutual trust and sharing an understanding of risk, outcomes are more cohesive and effective (College of Policing, 2020). However, this form of leadership requires strong interpersonal skills, and the ability to compromise – qualities of which can be tested when competing organisational priorities are being considered. Even so, I have found that providing policing perspectives as a contribution to a wider safeguarding strategy, trust and collaboration improves, rather than controlling the dynamic. 

The key to effective leadership in policing is contextual awareness – the ability to assess the situation, understand the needs of the team, and tailoring a leadership style that works best for each instance. While I have developed a preference for transformational and situational leadership, I recognise the importance of balancing these with other approaches, when conditions demand it. 

Furthermore, reflective practice, which is required within the 3-year probationary period, has enhanced my self-awareness and ability to adapt. Taking on feedback I have received from assessors, colleagues and supervisors, I will continue to perfect my leadership strategies to meet ever-evolving demands. 

Throughout my probation as a police officer, I have developed many leadership strategies to manage diverse operational situations, employing from models as discussed previously, I have demonstrated how adaptive leadership promotes effectiveness, trust and professional development in policing. Furthermore, I have demonstrated that no model is universally effective; instead, the strength of leadership lies in the ability to move between styles depending on context, individuals involved, and the goals needing to be achieved for the desired outcome. Through critical feedback and continuous learning, I will continue to evolve as a leader – when required – aiming to be capable of navigating complexities of policing with agility, integrity and purpose. 
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

In this essay I will critically reflect on my three-year probation within the Policing service. I will explore how coaching and mentoring practices contributed to my growth, professional performance, and alignment with organisational goals. This discussion incorporates relevant definitions, theoretical frameworks, and practical examples. Additionally, it evaluates how feedback was both received and delivered during this developmental timeframe. The essay will conclude by reflecting on challenges I encountered along the way, and will outline areas for future growth, both for myself and within the broader developmental systems of policing. 

The initial years of service as a police officer are amongst the most formative in shaping an officer’s professional identity, operational competence, and ethical values. In the UK, officers in their probationary period undertake a rigorous and structured development process, in which they are evaluated on their learning, development and the ability to meet organisational and community expectations. Within Gwent Police, the probationary period is underpinned by a culture of continuous professional development (CPD), where coaching and mentoring serve as core components for guiding and evaluating progress (College of Policing, 2020).

While often used interchangeably, coaching and mentoring are distinct, yet complementary practices in both personal and professional development. Mentoring is generally a long-term process, where an experienced officer supports a less experienced colleague, focusing on holistic development and skill progression (Clutterbuck, 2004). In contrast, coaching tends to be short-term, performance driven and goal oriented, involving structured conversations to improve specific competencies or outcomes (Whitmore, 2017). 

In policing, these practices are essential for developing emotional intelligence, ethical judgement, decision making and procedural knowledge. The College of Policing (2022) provides definitions tailored to law enforcement, describing mentoring as “a developmental partnership through which one person shares knowledge, skills, information and perspective to foster the personal and professional growth of someone else”, whereas coaching is described as “a time-bound and goal-focused process that uses questioning and reflection to improve individual performance”. These definitions clearly highlight the differences between each practice.

The policing environment in forces such as Gwent Police, demands adaptability, empathy, critical thinking and resilience. Coaching and mentoring help officers internalise these qualities, whilst embedding the values outlined in the Competency and Values Framework (CVF) (College of Policing, 2021). Throughout my probationary period, both practices were influential in shaping my role, professional identity and performance.

From the outset of my probation, mentoring was a pivotal element of my progression. My initial learning whilst attached to a tutor constable served not only as an induction into frontline policing, but also as a supportive mentorship relationship that greatly influenced my confidence, decision making, and ethical awareness. 

Following Kram’s (1985) theory of mentor roles – distinguishing between my career-related and psychological functions – my tutor aided in my ability to fulfil both. My tutor helped me to navigate the many operational procedures, and provided emotional support during highly pressurising incidents, such as my first exposure to a sudden death. My tutor’s willingness to help me debrief with empathy and without judgement helped me process the emotional toll, develop coping mechanisms, and normalise the emotional complexities of policing.

The long-term mentoring relationship, aligned with Clutterbuck’s (2004) developmental mentoring model, where emphasis was placed on building competence through reflection and conversation. Regular conversations about personal development enabled me to set realistic goals, identify clear objectives, identify areas for growth, and tracking my progress. For example, I expressed difficulty managing conflict during the initial stages of my tutorship, therefore, my tutor ensured that I was provided with opportunities such as regular ‘City Safe’ patrols, which exposed me to more conflict, fostering learning through observation, increased experiences, and discussion. 

Mentoring also helped me reflect on my own values in relation to the organisations Code of Ethics. I recall an incident involving the use of discretion during a minor youth offence. My tutor guided me through a reflective process, ensuring I understood not only the procedural options, but also the moral and social implications of each decision. This experience reinformed the CVF competency of “integrity” and demonstrated how mentoring supports both performance and ethical awareness (College of Policing, 2020).

Whilst mentoring helped shape my foundational learning and emotional resilience, coaching played a more direct role in achieving specific goals and developing performance-based skills. Coaching within Gwent Police often occurred through supervision, performance development reviews with an assessor, and targeted interventions throughout skill-building phases (Abraham, 2015).

The GROW model – Goal, Reality, Options, Will – described by Whitmore (2010), was frequently used in coaching conversations. For instance, I lacked in confidence and an understanding of case files early in my probation. My supervisor used the GROW framework to help me identify issues within my files, understand the consequences of poor-quality files, explore options for improvement, whereby I was able to have an attachment with the case-file unit, and commit to acting upon my goals. As a result of this, I had a better understanding of the contents and requirements for casefiles, leading to positive feedback from the Crown Prosecution Service (CPS) liaisons, and an increase in successful outcomes (Rahman, 2023).

This goal driven coaching style also supported the development of leadership behaviours. In my final year of probation, I was encouraged to take on informal leadership roles during community engagement events and briefings. Using coaching, my supervisor challenged me to reflect on how I presented myself, communicated with colleagues, and responded to community concerns. This reflective space enabled me to better understand my leadership style, and develop competencies aligned with “we deliver, supper and inspire” and “we are emotionally aware, from the CVF (College of Policing, 2021).

Coaching also helped me set personal goals. I aspired to gain experience in our in-force Public Protection Unit, and through coaching discussions, I identified the necessary and specialist skills required for the role and arranged attachments with the Public Protection Unit (PPU) to increase my awareness on the requirements for this department. This proactive development reflected on my motivation to grow within the organisation and highlighted how coaching facilitates alignment between personal aspirations and organisational opportunities. 

Mentoring and coaching have not only influenced my personal and professional development but has also contributed to wider organisational goals. Gwent Police emphasises the need for community trust, continuous improvement and procedural justice. Both mentoring and coaching have supported me in adopting these values and applying them in operational contexts. 

For example, my tutor helped me understand different community dynamics whilst working in the Newport area, particularly when engaging with marginalised groups. This insight allowed me to take a culturally sensitive approach when handing neighbourhood disputes. Similarly, coaching helped me learn how to adapt my communication style when engaging with victims of crime from diverse backgrounds, reinforcing the values of procedural justice, and inclusivity (Dickety, 2025).

The experiential learning approach (Kolb, 1984) underpinned much of this development. Kolb’s model – “compromising concrete experience, reflective observation, abstract conceptualisation, and active experimentation” – was evident in both coaching and mentoring processes. After every significant incident, I was encouraged to undertake reflective practices, draw on lessons learnt, and applying new strategies. This reflective cycle created a habit of critical thinking and self-awareness, that now defines my approach in policing (College of Policing, 2020).

Furthermore, mentoring and coaching reinforced the importance of continuous professional development (CPD). I was supported in attending internal training and required to complete online CPD modules, designed by the CoP (College of Policing, 2020) to further my knowledge and foster growth. These initiatives ensured my development was not only operationally focused, but also aligned with organisational commitments. 

Feedback was central to my learning during probation and continues to be a key tool in my professional development. In the early months, feedback was largely directive and formative, offered by my tutor, assessor and sergeant. However, as I gained confidence, the feedback process became more collaborative and reflective (Stančić, Milin and Gašić, 2024).

I found that Situation-Behaviour-Impact (SBI) model of feedback to be particularly effective. For example, following a mental health incident, my assessor reviewed my body worn footage, using the SBI model to explain how my assertive but calm approach (behaviour) had a de-escalating effect (impact) during a volatile situation (situation). This structured feedback highlighted the effectiveness of my actions and built my confidence in managing dynamic situations (Bommelje, 2012).

I also became proactive in seeking feedback. Whether after community meetings, suspect interviews or joint operations such as participating in warrants, I regularly asked colleagues and supervisors for observations and constructive criticism. This helped me identify unconscious habits, further my knowledge and provided more opportunities for improvement in a safe and non-judgemental environment (Su and Jiang, 2023).

As I progressed throughout my probationary period, I automatically took on informal responsibilities myself. For instance, I supported a new probationer by offering regular informal check ins, sharing learning resources and knowledge, and providing feedback. I adopted Pendleton’s (2003) feedback model – beginning with positives, discussing areas for development, and agreeing on actions. This approach fostered a supportive atmosphere and reinforced the importance of constructive dialogue in performance development.

Despite the overall effectiveness of mentoring and coaching, there were limitations (Andrews, 2023). The quality of mentoring was occasionally inconsistent, often depending on the experience and engagement of team members who would assist in tutoring me, when my assigned tutor was off work. In one case, I was assigned to a team member who lacked time due to staffing pressures, which limited the depth of support. This experience underscored the importance of formal tutor training and protected time for developmental conversations.

Coaching was sometimes perceived as a “tick-box” exercise, rather than a meaningful developmental tool. On occasion, supervision reviews felt rushed, and goal setting lacked depth. To improve this, Gwent Police could benefit from embedding coaching principles more deeply into line management training and creating accountability systems for quality developmental conversations (Staller, 2021).

Another challenge was balancing development needs with operational demands. During busy periods, there was little time for reflective practice or feedback, and CPD opportunities were delayed. However, these periods also taught me to be more self-directed and seek informal learning opportunities where possible (College of Policing, 2022).

My three-year probationary period with Gwent Police has been a transformative experience, significantly shaped by the impact of coaching and mentoring. These developmental practices enabled me to build confidence, acquire operational competence, and align my personal growth with the professional values and goals of the organisation. Drawing on models such as GROW, Kolb’s Experiential Learning Framework, and Pendleton’s feedback framework, I have enhanced my ability to learn, reflect, and perform in a demanding and ethically complex profession. 

Mentoring provided emotional support, contextual insight, and role modelling, while coaching helped me achieve targeted goals, develop leadership behaviours, and take ownership of my learning. Feedback – both given and received – played a crucial role in reinforcing effective practice and promoting self-awareness. 

Looking forward, I am going to build upon these foundations by becoming an official trained and competent tutor to new officers, and coach to others within Gwent Police. I also recognise the value of continual self-reflection and feedback in maintaining high professional standards. Investing in coaching and mentoring is not only beneficial to individual officers, but essential for creating and resilient, competent, and community-focused police force. 
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