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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 critically evaluate the strategic role played by the college of policing (CoP) in professionalising policing in the UK. I will do this by demonstrating how I use the guidelines and support it provides to me as a professional police officer. I will also reflect on how my role as a police officer has changed as I have gained more experience and knowledge. Using Gibbs reflective cycle (University of Cumbria, 2020) I will also reflect on my role. 


Part one: The strategic role of the CoP in professionalising policing in the UK. 
The CoP was officially launched by the National Police Chief’s Council (NPCC) in February 2013 (NPCC, 2013). The college of policing was established to “set and maintain the highest professional standards for the police” (NPCC, 2013). This was to be based upon setting and maintaining standards of professional behaviour and performance at all levels within the police force in England and Wales. The legal basis for the powers required was put in place by chapter 12, part 11 of the Anti-social Behaviour, Crime and Policing Act, 2014.

The CoP is responsible for all aspects of policing in England and Wales. It is one of the organisations that must meet the Strategic Policing Requirement set by the Home Secretary (Home Office, 2023). This document defines the relationship between elected Police Crime Commissioners (PCC) and Chief Constables. It identifies the level of required resources and sets out objectives. To meet this, the CoP has made a Corporate Strategy (CoP 2023a). This identifies improving professionalism as one of the main objectives. To achieve this, the CoP develops authorised professional practice and guidelines. It is also responsible for leadership standards, defining investigative capabilities and setting educational needs for police officers. I will consider each of these and reflect on how they have enhanced my progress over my probation. 

As a probationary police officer, I am aware of the publication of the Policing Vision 2030 (NPCC, 2024). A version of this is displayed in my police station. 
This represents an important step forward as aspects of the previous vision were questioned, mostly in terms of the steps needed to produce the required changes in police professionalism (Martin, 2021). This paper identified what was needed for the police to become more professional. Vision 2030 has been developed by the Strategic Policing Partnership Board. This is made up of senior members of police related organisations. The ambition is for the policing service to become world leading in terms of trust and engagement (NPCC 2024). The vision is presented in the form of five pillars, with the professionalisation of the police culture within the workforce forming pillar four. In considering this, I presume that this does not suggest that all the existing culture is unprofessional, I feel this would be unfair and I feel it would be better to say the aim is to consider ways in which the current culture could be improved. 

Some doubt has been expressed as to whether this will be successful (Bacon et al 2023). These processes are being driven from higher levels within the police, there is some concern about the changes within the more public facing police officers for example, response officers. Fears are expressed that the changes are related more to control over what police officers do and how they do it (Bacon et al 2023). 

The intention is to set standards of competence and measure performance against them. This can be seen in the updated Professionalising Investigations Programmes (PIP) (CoP, 2023b). This relates the skills required for investigating officers against an accredited level and it also considers the issue of how officers who are currently in investigative roles are matched against one of the four levels. This process can produce what are called “Grandparent Rights” which does not seem to me, to be an appropriate term. Assessment and verification of the candidate’s capability is made by a review of their professional development portfolio and their demonstrated capabilities. This is undertaken by their line manager or supervisor (CoP, 2023b). 
To support the aims set out in the Policing Vision 2030, the CoP and NPCC have joined together to develop the National Policing Culture and Inclusion Strategy 2025-2030 (CoP, 2024a). This outlines the statutory standards expected of professional behaviour. These are legally defined in the Police (Conduct) Regulations 2020. The CoP is responsible for making sure that police services are guided towards meeting these expectations. The published CoP strategy includes recommendations for why and how things should be changed. 

As I am following a police constable degree apprenticeship, I feel that one of the most relevant roles shown by the CoP relates to the establishment of this programme. This has been an attempt to raise the standard of recruitment into the police service to degree level. This was seen as being an important part of the Police Education Qualifications Framework which supported new entry routes. (CoP, 2024b). This is part of the strategic steps towards the professionalisation of the police. The intention is to standardise training and support the training of more adaptable officers with problem solving skills that can be effective in Evidence Based Policing. The contact between Universities and Police Forces was seen as being an important part of this initiative (Watkinson-Miley et al 2021). This paper showed some doubt upon how well this entry route would be received within the police force. Policing Vision 2030 is to change the culture within the police. It was suggested that graduates would influence the future adoption of modern technology and techniques. It aligns the police with other professionals in terms of critical thinking and complex problem solving (Tangen and Rudkin, 2023). Questions have been raised by what is meant by the term Professionalism in the context of police organisations and how this should be managed (Mccan and Granter 2019). It is my experience that some current police officers do not see value in this relationship. The perception is that good training on the job has worked up until now, so why is there need to change? This must be set against the reported examples of poor performance in the police which led to the establishment of the CoP. This argument is discussed in the paper by Bacon et al (2023). 

Part two: Meeting the role of a modern professional police officer. 
The National Policing Culture and Inclusion Strategy 2025-2030 (CoP, 2024a) refers to the launch of an updated code of ethics. This consists of two parts: addressing ethical policing principles and providing guidance for ethical and professional behaviour in policing (CoP, 2024c). I will use this guidance in this essay, to allow me to link together the way in which the CoP is approaching the professionalisation of the police with my own experiences. The guidance covers all elements of policing. It starts by considering the behaviour that is expected from a member of the police service. It recognises that professional standards of behaviour must be maintained both in and outside of work. These standards are generally higher than those expected of the public. The guideline is intended to support the development of a professional workplace environment (CoP, 2024c). Following this guideline, I would feel able to challenge unacceptable behaviour coming from fellow officers and the public.

Another strategic role played by the CoP is in creation of Authorised Police Practice (APP). APPs and guidelines are provided by the CoP to enable professional decisions to be applied with the correct element of consistency (CoP, 2024d). The use of APP should lead a police officer to do what must be done to meet relevant legislation requirements where they exist. They will also allow an officer to do what should be done where there is no relevant legislation but where there is an option to use the most effective approach or use their own discretion. 

To show how my own work as a police officer is affected, I can consider the APP that has been provided to support the investigation process (CoP 2024e). As probationary police officer I routinely attend crime scenes. As such, I would be expected to behave in a professional manner. This can involve dealing with witnesses and victims and will also include gathering initial evidence or preserving the scene during the early stages of the investigation. As a relatively inexperienced police officer, I have faced tough situations where I have needed to consult with and follow the advice of senior officers. 
To illustrate this, I can reflect on an incident of domestic violence I attended early in my career. I attended the scene and made assumptions about what had happened before I arrived when in fact, the male had been assaulted by the female which was not my initial expectation. Evaluating these experiences afterwards and analysing my response, I understood that its important when arriving at an incident, to not make assumptions. I determined that at subsequent incidents I would not make assumptions and would enter the scene more openminded. As a probationary officer, my involvement in criminal investigations was initially managed by my sergeant. He would allocate me to calls with colleagues who had more experience, as my understanding, training and skills developed my role in these calls has become more challenging. Nearing the end of my probation, I am now acting as an independent police officer, and I am now looking out for less experienced officers and look forward to taking on a more formal mentoring role when I am eligible. I have attended many incidents since, and I now feel more confident about what has happened and what my role is. I reflect upon every experience that I get and try and make sense of any new lessons occur. 

Part three: My current role and my continuing professional development. 
I am committed to fulfilling the role of a modern police officer during and beyond my final year of probation. Following the code of ethics guidance is a critical part of this (CoP, 2024c). Perhaps the most obvious way in which this is shown is by my behaviour when dealing with other people. Although still in my final year of probation, I am still a police officer. As I am on response, I am required to attend incidents of a wide range in nature. These often involve members of the public who have been potential victims of or are involved in criminal activities. They may also be involved with accidents, cases of abuse, anti-social behaviour or numerous other incidents. As an example of my improved capabilities, I am now required during my duty to deal with incidents of domestic violence. My first thought is to try and prevent disturbances from becoming worse. I feel able to decide about how dangerous the situation is whereas I would have previously looked for support from colleagues I am now confident in assessing whether such support is needed. I will always seek to reduce danger to myself and my colleagues and act according to my training. In this way I act as an independent police officer and follow procedures intending to provide confidence to myself, colleagues and the public. I have now learned that preventing crime is just as important as solving crime. 

The final way in which I am developing my role in the police is to consider how my future understanding of my duties can be managed. Key to this, is my Continuing Professional Development (CPD). CPD is identified as a requirement within the CoP corporate strategy (CoP 2023a). For response officers like me, this consists of more than fifty training resources (CoP 2023c). These will help me as I move forward with my career. They will allow me to understand how my roles may change and allow me to update my skills. I am also able to access wellbeing resources. By showing a commitment to their staff with this material, the CoP are showing their determination to introduce and maintain professional attitudes.

The influence of having the degree and completing a probationary period on the careers of officers such as myself will show if this approach has worked. It is interesting to report that following pressure from some police and crime commissioners the decision that entry to the police should be degree only has been reversed. This has allowed the restarting of non-degree recruitment into the police. I feel it remains to be unseen how well the CoP can accommodate this entry route into the planned professionalisation of the police force going forward. 


Conclusion.
As highlighted above, I feel that completing tasks such as this and indeed undertaking my degree has made me more aware of the role of the CoP than would otherwise be the case. I believe that it is very important that the CoP continues to develop information and resources that are relevant to the work of the police. My role as a response officer will continue to be more challenging as I progress with my career. I will rely upon the guidance and standards shown by the CoP. In this way, my career will depend upon the CoP continuing to meet its strategic role in professionalising the police. 
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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:


Introduction:
This essay will consider the use of social media by the police, as a way of engaging with communities. First, I will look at the policy covering the use of social media for policing, at the national level. I will then look at the use of different types of social media within South Wales Police (SWP). I will then reflect upon my use of social media and how it has impacted my role as a police officer. I will finally reflect on my use of social media and how it has impacted my role, using Gibbs reflective cycle (University of Cumbria, 2020).

Part one: National level police policy on the use of social media. 
The National Police Chief’s Council (NPCC) social media project has produced a target operating model (NPCC, 2019). This provides guidance and standards covering the police use of social media for public engagement and contact. The model offers a template upon which individual forces can create their own resources.it is very detailed but can be shown in four key elements. 

The first element looks at how social media must work across different teams within a force. The policy is that members of the public should be able to contact and receive a response from the police force rather than from different teams. Methods of contact must be straight forward for the public. This is difficult as there is a large number of police teams using this facility. These teams include response policing, roads policing and neighbourhood policing teams. The offices of the Police Crime Commissioners will also want to use this facility (NPCC, 2019). 

The model next considers how interaction with the public should be managed. It identifies “outbound” information relating to policing policy, community engagement and the urgent release of information. The important thing is that the message is provided in the best possible way to suit the target audience (NPCC, 2019). The platforms needed to allow the delivery of “inbound” messages is also considers. It is important that messages can reach their intended targets in a fast and accurate way. This is a major challenge made more difficult by the high levels of volume of communications likely to happen. 

The third element of the model considers how forces must collect, analyse and communicate the information they receive via social media channels. This requires UK wide collaboration to make sure that all the forces are giving out the same information and are reaching the same level of service. There were some concerns raised that this approach could increase the control of the police over what information is released to the public (Colbran, 2018). 
This issue needs to be addressed by more open policing and greater understanding about the role of social media. 

The fourth element of the model considers how information provided by the public is managed. Clearly people must be able to use social media to report incidents, provide and request information and make complaints. This is in addition to the ways in which these actions have always been taken. Again, importance is placed upon how the information from the public reaches the correct team within the police (NPCC, 2019). 

Considerable resources are needed to meet these requirements shown above. This is overseen by the Police Digital Service (PDS). All UK police forces are members of the PDS and work to develop digital services and solutions. These are outlined in the National Policing Digital Strategy (PDS, 2025a). This brings together national level knowledge to provide digital solutions for policing. The intention is to provide “seamless citizen experience” allowing better communication between the police and the public. These have been summarised in terms of the need for police forces to publicise, advice, inform, warn, appeal and engage (Fielding, 2021). The PDS also supports a police only facility called the knowledge hub (PDS, 2025b). Access is available to eligible users within certified organisations. This presents a national network providing mobile access to officially sensitive information. It supports across force collaboration using social media tools to allow discussion and collaboration. It currently lists over 30,000 users which have formed 800 groups (PDS, 2025b). 
The benefits of the PDS relates to savings in cost and time that can be made for individual forces (PDS, 2025a). This relies upon the way in which social media has made a difference to the effectiveness of police communication methods. Much larger audiences can be reached, but this does require an understanding of who the audience is (Ralph and Robinson, 2023). How these aims are currently being met, will be explored in the next section of my essay.

Part two: South Wales Police use of social media. 
South Wales Police (SWP) social media portal can be accessed by the public (SWP, 2025a). The main platform used is Facebook with the Welsh and English language pages. These provide access to local and regional police and crime data. They provide posts which include current case related news, appeals for witnesses and missing person information, as well as the location of accidents and other incidents such as road closures. There are also links to resources that can provide support to victims of domestic abuse (SWP, 2025a). Other platforms include X, Instagram, TikTok, LinkedIn, WhatsApp and YouTube (SWP, 2025a). information and news stories relating to the role of police officers is available. Reports of successfully resolved cases are provided. Requests for information from the public relating to ongoing investigations are issued. One concern regarding this is the need to keep the information up to date. This uses up police resources in terms of the cost, time and effort that’s needed to update the content. 

There is also a link to “South Wales Listens” (SWP, 2025b). This asks users to register so that they can join groups centred around their local neighbourhood police team. An important part of this is a “you said, we did” feature which reports on actions taken in response to public postings on the service. Involving frontline officers whose main role is engaging with the community is seen as being essential if this approach is to be effective (Ralph and Robinson 2023). Followers may also gain access to posts from serving officers providing their background details and thoughts of on topics of interest. These are designed to engage with the public to provide a better understanding of the roles of modern police officers. 

Public contributions are welcomed across different platforms. This does require an element of policing with a set of “house rules” being published (SWP, 2025c). Users are told that comments are not monitored 24/7 and that this portal should not be used to report a crime or emergency. This agrees with the requirements previously set out with how the public should collaborate with the police. Warnings also cover the posting of unacceptable material with advice about the legal responsibilities of the person making the posting. The posting of unacceptable material by users is one of the risks of providing social media platforms. The policing of such content does require time and effort, and dealing with inappropriate posts has been identified as being a major risk in using social media (Fielding, 2021).  

The use of social media by the police means that officers need to be trained to perform their roles. It has been suggested that due to the immediate nature of the information being released, this may lead to come concerns (Ralph and Robinson, 2023). This can lead to some concern regarding the risk to the police by the release of incorrect information or messages. How each officer managed this is the subject of the next section of my essay.
 

Part three: My use of social media. 
I use social media as part of my everyday operation. This covers relevant social media stored on mobile devices, on the internet and possibly uploaded from CCTV. In this context, my role has seen me seizing and downloading evidence from social media sites from individuals’ phones in support of investigations I am involved in. The most common use of social media in my role is to help locate missing people. I would collect an image of the missing person from the reporting person which is usually a family member or friend, and this would be posted on social media as an appeal to help locate this individual. This enables me to reach a network of people instantaneously. I can illustrate the risks and benefits of this process with reference to a recent case I resolved. A fifteen-year-old child had been reported as missing by her parents. With their permission I obtained a photo of the subject, forwarded this to the South Wales Police press office, who then shared the image on social media appealing for any information of the child’s whereabouts. This process is much faster than traditional house to house enquiries. The risks are that the child may be alerted that a search is ongoing and may become alarmed and make further efforts to not be found. in this case, the child was found in a school friends house after her friend’s parents saw the social media appeal. It was a good experience for me and demonstrated the effectiveness of this approach. I will therefore make use of such approach in similar incidents. 
Reflecting on the use of social media helping me to resolve this type of case I can clearly see the benefits. However, there must be careful thought given to incidents when the people in hiding have good reason to hide such as escaping domestic violence. My judgment as a police officer is necessary to enable me to find the missing person but potentially protect them from their abuser. Again, social media helps me with finding the person but does not influence my resolution of a potential crime. 
Similar consideration is given to the use of social media sources to gather information from witnesses and distribute updates to involved families. This allows the police to effectively manage such investigations and engagements with associated communities (NPCC, 2021). 

In taking part in any investigation, all police officers need to be aware of what social media resources are available to help their work. This is very challenging since innovations and developments in social medial platforms happen all the time. It has been reported that some police officers (even at a senior level) do not fully understand social media (Fielding, 2021). It is not necessary that they need to be experts in such areas but clearly, they should be aware of what expertise is available. To help this it is required that resources enabling continuing professional development (CPD) are accessible to all police officers. Interestingly, social media itself is widely used to provide access to this sort of material (CoP, 2023c). As a police officer, when I began my service, I was given a profile on a website called “BOB”. This enables me to locate specific people or departments with whom I need to contact. This information is a valuable as a way of finding out contact details of people who I need to communicate with about all aspects of my work. It also allows people who need to contact me, to find my details. 

Another recent incident can be used to further show the impact that social media is having upon my role as a police officer. I was sent to a location to arrest a person suspected of attempting to engage in sexual communications with a child. This was part of a “paedophile sting” in which adults had used a decoy profile on a social media website, to catch the suspect being involved in illegal acts or communications. On arrival, it became clear that people were present and were live streaming the procedure on social media. This meant my actions were being filmed live. This exposed the suspect online. This in turn meant that his family and friends could potentially see this footage, meaning even if the suspect was not eventually charged it is possible that they would be associated with this incident forever. As a police officer I could not control this process. 

My actions were also being recorded, this is not unusual. As a probationary police officer, I have had to develop my understanding of the procedures involved with such arrests and I am very aware of the need to behave professionally and appropriately in all circumstances whether they are being live streamed or not. 

Conclusion.
To help police forces to plot a course through the use of social media the Independent Office for Police Conduct (IPOC) produced a list of nine recommendations (IPOC, 2021). These require forces and officers to carefully manage their use of social media. They essentially provide policies and guidelines based upon the information considered in this essay. They suggest that monitoring the use of messaging is very important. It is recognised that when police officers misuse social media either inside or outside of work, trouble can occur. As such, a police wide strategy has been established (NPCC, 2022). I feel that the most important thing is that police officers need to behave professionally and adopt the values in the code of ethics (CoP, 2024c). 
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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:


Introduction:
In this essay, I will critically analyse the strategies I apply as a leader at the early stage of my career. Firstly, I will consider police leadership strategies and styles.  Then, I will consider leadership requirements of my level. 
Finally, using Gibbs reflective cycle, I will consider how I have applied leadership strategies to meet these standards with reference to an operational situation I have faced. 


Part one: Leadership strategies and styles. 
The policing vision 2030 aims to create transformative change across the police (NPCC, 2024). Central to this is the aim to develop and apply leadership strategies. Meet the objectives in each of the five pillars within the Vision, relies upon leadership at all levels. The first objective of keeping communities safe will require leaders who understand the need to better support victims of crime. Police leadership must support the development of inclusive communities. This includes communities within the police force itself. This will apply zero tolerance to all forms of discrimination. The second objective is preventing crime. This requires flexible and well-trained leadership that can utilise evidence-based practices, across multiple agencies. When crime cannot be prevented, the third objective of providing justice will also require leadership strategies. These must provide leaders who are confident with the application of new technology. They need to understand how data acquired from modern methods can support effective decision making. This may require leadership to work closely with state-of-the-art research and development of information technology-based systems that can tackle criminal activity (NPCC, 2024). 
The first three objectives involved public interaction. The final two relate to the police service itself. The need to develop more effective leadership is identified in the fourth objective. Strategies are needed to support workforce development, inspiration and culture changes. Importantly this is aligned with the intention to support workforce physical and mental health and wellbeing. It also recognises the need for a more representative and inclusive workforce at all ranks. This will require the development of recruitment and leadership strategies (NPCC, 2024). The fifth objective is focused on developing leadership strategies capable of supporting a culture of continuous improvement and development. Doing so needs leadership at all levels. These must support developments in policing that can use new techniques to solve problems. Leadership must also be shown to recognise and support potential within the workforce. The stated objective is to produce and support more effective policing. 
In striving to meet the needs of the strategies outlined above, several styles of leadership may be used. In the context of this essay, I will consider three styles of leadership which are currently used in modern policing (Denton, 2020). 
An authoritarian or autocratic style of leadership is based upon the leader making decisions with little or no input from lower ranks. In extreme case, this means that there is no room for flexibility or intuitive action by the junior officer. There may be a case for applying this style of leadership when no discretion is possible. However, it is clearly not sensible to follow this style of leadership always within a modern police force. One of the main failings of this approach is the lack of opportunity for feedback from public facing officers to the leadership managing their actions (Denton, 2020). The so-called “Laissez-faire” style of leadership is essentially passive. Leaders using this approach rely on their subordinates to make decisions. This has been viewed as being an ineffective style associated with leaders who are unwilling or unable to make decisions. However, this approach can allow certain team-based actions to be undertaken when dealing with routine events. This may depend upon the initiative of one or more of the officers involved if a successful outcome is to be achieved. 
The transformational style of leadership is the most relevant one in the context of modern policing. Leaders are encouraged to empower subordinates and provide them with the capabilities and confidence to make decisions (Denton, 2020). This means that police officers working within a team environment can rely upon the support and guidance from their leader but are not dependant upon it when making critical decisions. The application of this style does depend upon training and management of police officers. It also requires an understanding of the leadership roles that individual officers can be expected to assume. This is investigated in the next section of this essay and explored in the context of my involvement in a policing incident. 

Part two: Police Leadership Standards. 
The commitment to improve the leadership in the police was made by the CoP (2023d). They provided a detailed assessment of what leadership is required. This recognises that all police officers must show leadership in every aspect of their work. To support this, the National Centre for Police Leadership was formed. The intention was to develop a programme to set standards for leadership and provide the necessary training. The leadership skills identified are based upon being able to solve problems as part of an effective team. This is supported by good communication and decision-making skills. Particular focus is on staff wellbeing to create a resilient workforce. Everyone is expected to challenge unacceptable behaviour in any form (CoP, 2023d). These skills match the requirements for critical thinkers who can use new approaches to support their understanding of the procedures actions and behaviour expected of police officers (Tangen and Rudkin, 2023). A set of benchmarks have been made relating to police leadership standards (CoP, 2023e). Officers who have the skills and attributes to meet these benchmarks will be given support to gain promotion. They will be helped to develop the leadership skills they need to make progress. Officers who do not wish to progress will be made aware of the performance requirements for their level. They will be given support and training to maintain these standards. 

I am currently operating at stage one of the leadership model. As such, I am aware of the leadership standards which I am expected to meet (CoP, 2023e). I can summarise the statements of required leadership applicable to my current role as:

· Acting in the interest of and engaging with the public.
· Supporting public wellbeing whilst tackling crime.
· Upholding the police code of ethics by behaving professionally.
· Contributing to an inclusive workplace and challenging behaviour that does not do this. 
· Working as part of a team demonstrating leadership skills based upon mutual trust, confidence, fairness and respect for colleagues and the public. 
· Successfully delivering results using leadership skills and problem-solving approaches. 
· Managing my own performance, resilience and wellbeing with the use of reflection and feedback.
· Continuing to develop my professional capabilities as a police officer. 

I can demonstrate my commitment to meeting these standards in the context of my current role. I can show how my leadership skills reflect my growing experience and increasing responsibilities.  

Part three: My Leadership Strategies. 
Within my workplace I operate as part of a team. We work together under different conditions, some of which are stressful. I am expected to take ownership of issues and resolve them in a responsible and professional manner. In doing so, I apply the lessons learned during my training usually relating to police procedures. I also apply the learning I have gathered from my experience and call upon the knowledge of colleagues within my team. I recognise the role played by my line manager (my sergeant) who has been crucial to my development. We are honest, open and candid when dealing with each other as identified in the guidance for ethical and professional behaviour (CoP, 2024c). This guidance forms the most critical element in my understanding of my role whilst undertaking my day-to-day work. 
To illustrate how I am applying my leadership skills, I will reflect upon my involvement in two recent events. Two cases of sudden unexpected death arrived at the attention of my team at the same time. As a trained police vehicle driver, I suggested to my colleagues that I and one other officer would attend one of these and my colleagues should attend the second. This was an example of laissez-faire leadership. I didn’t feel it mattered which of us attended which incident. On reflection, having experienced similar cases previously I should have looked more carefully at the specifics available and made the decision to attend the more challenging of the two cases. 
The case I and one other colleague attended was straight forward. I took the lead and dealt with the incident professionally and followed the correct procedure. My first concern was to confirm that a death had occurred. I then confirmed that it was not suspicious. Following my involvement with previous cases, I offered support to the family of the deceased. Reflecting upon my previous similar cases I recognised that this support can be a great comfort under such circumstances. In doing so, I fulfilled my leadership responsibilities in supporting members of the public. 

I liaised with the people needed to complete the requirements relating to the removal of the body from the scene. At this point, my leadership style became more autocratic as there is no discretion on how the process needs to be performed (Home Office, 2024).  Whilst being autocratic, I found that it was still possible to be reasonable and compassionate. 
In completing this process, I believe my leadership was appropriate and professional. My actions were able to reassure all the people involved. This included members of the public, and fellow emergency responders such as paramedics. To make sure that the correct actions were taken I followed the operational requirements and made an evidence-based decision. I managed the scene effectively and respectfully. In completing my actions during this event, I believe that I demonstrated transformational leadership. I involved my colleague and other agencies in the decision-making process. On reflection, looking at this incident I felt it was well-handled by myself, and it provided me with good information about how such incidents may be approached in the future. 
Having dealt with this first death, rather than returning to the station, I drove to the scene of the second death. I wanted to see if I could help members of my team. In this instance, my colleagues had started the required process. This was a very traumatic death, and colleagues and other emergency responders had been very affected by some of the things they had seen. I was able to support the members of my team at the scene by providing some reassurance to members of the public is they were not alarmed by the activity. By doing this I believe I showed transformational leadership in taking on a role under my own initiative which I realised was necessary. Building trust and confidence within the team and the public is an important leadership strategy. 
Understanding how my colleagues may be feeling, I later joined some of them to reflect upon what they had experienced. I had previously experienced some trauma in dealing with a similar incident. To help myself, I had sought support via TRIM (Trauma Risk management) counselling. I had also engaged with some reflection with close colleagues and my sergeant. This allowed me to better prepare myself for managing future incidents. In helping my colleagues with this incident, I feel I was demonstrating leadership aimed at supporting my own and my colleague’s wellbeing and building resilience within the team. On reflection, considering the initial decision regarding which members of the team attended which incident, I recognised that more consideration should have been given by myself to the makeup of the team. It should have been clear to me where my expertise was most needed, and it did make a difference who went to which incident. That is not to say that the outcome was different but the impact upon my team members could have been reduced had I attended the more challenging scene. In future, this has taught me to look in more detail and make decisions based upon all the information available. 


Conclusion:
In applying the leadership strategies described above, I have further developed the understanding needed to perform my role effectively and professionally. I better recognise the need for more reflection on previous experiences when making leadership decisions. I will continue my professional development and manage my performance to build upon my current expertise which is meeting the requirements of my leadership level. I am determined to make progress with my career and the awareness for the leadership requirements of a sergeant will help me do so. 
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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:


Introduction:
In this essay, I will critically reflect upon the completion of my three-year probation. Firstly, I will look at the coaching associated with the first six months of my police constable degree apprenticeship (PCDA). I will then consider how the on the job coaching and mentoring as a probationary police officer has allowed me to develop the operational skills I require. Finally, I will bring both parts together and reflect upon the benefits they provide in allowing me to perform my current and future roles. 

Part one: College based PCDA elements. 
According to the chartered institute of personnel and development (CIPD, 2025): 
Coaching focuses upon providing specific learning to meet defined goals. These goals are usually defined in terms of outcomes such as enhancing understanding and performance. Coaching will probably last for a pre-determined period.
Mentoring can be described as the support offered to a less experience colleague, by someone with more experience. This implies that the knowledge and skills coming with experience can be shared. This is usually over an extended time period and both parties can learn from this relationship. This definition of mentoring is in line with the one used by the CoP (2025). 
When I joined the police service as a PCDA I spent an initial six months was spent as the South Wales Police Learning and Development Centre in Bridgend. Here, my class consisted of approximately 30 recruits. Some of these have since become close friends. We were a mixed entry group. This meant that some had already been to university, and some like me had not. I initially felt a little uneasy within my group however it soon became apparent that we had different skills, and we all shared a desire to become police officers. Some of my colleagues struggled with elements of police training and some including myself with elements of academic study. We helped each other and over the training period I became much more confident that I would be able to meet the academic challenges arising. 
The mentoring element of these relationships was important. I came to see myself as being capable of degree level study partly because of the support provided by my colleagues. My experience of perhaps not being fully prepared for the academic elements of my course, agree with other published comments. Specific concerns have been raised regarding the need for learning and studying skills. Most specifically these relate to the finding and referencing of published papers (Watkinson-Miley et al 2022). I would consider that my technical writing skills have been massively improved by the coaching made available to me within my modules and the feedback and critical comments provided by the markers. 
I did find some of this initially challenging but believe my skills have improved because of this process. 
To show the effect that some of the coaching provided had on me, I would choose to mention reflective practice. This was introduced to us early into the course. I feel that we all struggled with some of the new concepts involved. Indeed, it is probably fair to say, had I not been coached to complete assessments on reflective practice I may not have even considered it to be important. I now consider it to be one of the vital elements of my understanding of how to manage my workplace experiences, I do in fact use reflective practice daily. 




Part two: Police based experiences.  
The first mentoring I benefited from was during my initial training. It was provided by a tutor constable. She was trained to help me through these initial stages. She was able to relate to the issues I faced and gave me the opportunity to understand how I could develop the knowledge and skills I needed. The role of a tutor in this context has been shown to be a mix of introducing the knowledge needed whilst preparing for the realities of being a police officer (Cockcroft et al 2025). For me, my tutor was a good role model providing a level of self-awareness and confidence. 
During my initial 12 weeks I shadowed my tutor and accompanied her to every call she attended. She provided me with coaching regarding the procedures that had to be followed and made sure that I understood the importance and relevance of doing so. She did this with integrity and compassion, showing patience and understanding with my initial hesitancy. I felt I grew in confidence as I gained more experience. Her role is significant, and I will always be grateful for the time and consideration she gave me. The presence of women in such roles has been put forward as a good way of increasing the profile of women in the police (Jones, 2017 and Filstad, 2024).

One of the benefits of completing this workbook has been the assessment I have been required to make regarding my current capabilities as compared to the leadership standard benchmark appropriate to a police constable. This was included in task three. I also found that the completion of task one reassured me as I can relate to the coaching, I have undergone to the roles I am required to perform. I feel that my progress to this level has been based upon my participation in both coaching and mentoring opportunities in which I have been provided. Much of the coaching I have experienced relates to material provided by the College of Policing (CoP). This includes guidelines, Authorised Professional Practice (APP) introduction to police officer support systems and Continuing Professional Development resources (CPD). 
I feel that an important element within this large volume of information is the guidance for ethical and professional behaviour in policing (CoP, 2024c). In the context of this essay this guidance suggests that learning is a continual opportunity. Although it does not specifically mention mentoring, it does include some of the things that mentoring supports and improves. It requires that I be open and accountable regarding my actions. It also requires that I demonstrate honesty and must be prepared to learn from my mistakes. It also provides guidance to what feedback and support I should expect from my sergeant. This includes acting as my role model, providing encouragement and support and providing coaching and guidance. 
In my case, I consider my sergeant to be both my coach and my mentor. On initially joining his team, I accompanied him on several calls, and he made it clear to me what he would expect me to be able to do. He was firm but fair and recognised I needed the benefit of his experience. He was happy to support me through difficult circumstances but made it clear that I need to develop the skills required to perform my job. Following each call, he provided me with feedback relating to how he felt I had coped. This process was then formalised into a monthly meeting in which he’d provide me with further feedback. This also provided me with the opportunity to feedback to him my reflections on events that had occurred. He acted upon my feedback and gave me confidence that this was more than just token exercise. 
I receive occasional feedback from my inspector who has, on occasion, spoken to me about my performance in the context of a particular incident. I consider this to be a mentoring action rather than coaching. This allows me to review my feelings about the incident from the point of view of someone of a higher rank. It is clearly the case that the actions taken by individual police officers must be overseen however, individual actions must be taken independently by officers such as myself. This replies upon my increasing awareness and understanding of my role. This encourages me to keep on reflecting upon specific parts of my role, this is something I will continue to do throughout my career. 

At my current stage in my career, he still provides me with advice and guidance and has been responsible for the increase in responsibilities allocated to me. I see him every shift and we discuss issues or concerns, and he offers feedback on my development or performance. As I have stated above, he has been very supportive. I would like to think that he also benefits from being a mentor. He takes the time to support me and gives me the opportunity to reflect on my experiences. This is an important part of my on-the-job coaching. I do wish that there was more time for this interaction, and that it could be recognised as part of our day-to-day work. The importance of such a role model has been identified (Filstad, 2025). 
I believe that my contribution to my team is valued by all my colleagues. We hold informal feedback sessions where we express honest opinions about matters that may have arisen. They have supported me through my training and probation by coaching me through specific elements of the role I’m expected to perform. A formal element of coaching occurs within the team once every two months we come together and receive training on specific aspects of our work. This can either be in person, or online as a group. 
My team welcome me into their environment, I have learned from them, and I believe they have benefited from my input. Not everyone had previous knowledge of the PCDA programme. This has been a valuable learning and training experience for us all.

Part three: Reflecting upon my three years of probation.  
The benefits I have gained from my three-year coaching and mentoring have been outlined above. I have considered how this process has taken me to my current level in the police. Moving forward I feel that as a PCDA graduate I will be better placed to continue to acquire knowledge. I will be motivated to continue with my progress within my chosen profession and will therefore continue to develop my skills. My use of coaching and mentoring opportunities will allow me to improve my performance as more challenges arise. 
My understanding of the contribution made by the CoP is formed from the combination of completing university-based training and workplace learning. I understand the concept of both and the potential benefits they can offer. This includes the accessing of CPD material (CoP, 2023c). I am receiving ongoing coaching and mentoring as to the roles I am expected to perform. This follows a similar process where help is given to me when I first take on a new task. I am expected to become competent in future similar tasks. I receive support from my sergeant and other members of the team, but I am expected to be responsible for my own development. I am also engaged with the benefits of the application of reflective practice and the use of related wellbeing resources. I feel these will help me build my resilience and understanding of the issues facing myself and my colleagues. 

Conclusion: 
Reaching this stage in my career has been challenging. The support provided by elements such as protected learning time has helped. This does however come under pressure during busy periods. I feel I now recognise the importance of continuing my development and will seek further coaching and mentoring. I hope my efforts and the considerable investment made in me by the police and the university do mean that I am better prepared for my future career.


Words: 1891
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