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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:

Reflection in any profession is crucial to learning and self-development and supports evidence-based learning, as well as self-affirmation of good practice and to ensure actions are taken to change, improve or reconsider future practice (Christopher, 2015) if required. A robust format such as Borton’s model for reflection (Jasper, 2013) offers structure and directs towards consideration of feelings and analysis, promoting robust reflective practice to enable learning. 

WHAT?
Nearing the end of the probation period as a newly recruited police officer, there are expectations that the skills, knowledge and experience developed in practice is now consolidated with the theory learning, provided in the classroom at the beginning of the vocational education pathway. Linking theory, standards, framework and strategies with the everyday role of the police officer, lends itself well to the aspiring professional in the appearance of policing in modern times and the aims and objectives set out by bodies such as the College of Policing, the National Police Chiefs Council and others underpin and inform behaviours that are aligned to officers codes of ethics and principles.  

SO WHAT?
The college of policing is an independent public body that provides professional support, through its authoritative voice and standpoint, to those working across the policing service in the United Kingdom (UK) (Gooch & Williams, 2015). The College of policing contribute to the development of standards, skills and education across organisations, using the available evidence base to ensure practice is contemporary, effective and safe (College of Policing. 2025).   

The College of Policing set out its 5-year strategy in 2022 with the vision of reforming itself, following a review that was undertaken, and to consider the college’s role and effectiveness in maintaining its mission as the professional body for policing in the UK. The recommendations of the reform process, led the body to dedicating itself to boosting the drive for professionalism in the service, ensuring consistency and placing a high profile and priority on improving leadership across all tiers (College of Policing, 2024). The College’s focus is upon improving leadership and driving change, through high quality education, harnessing the talent of officers and leaders and by ensuring the implementation and consideration of ethical standards and conduct (College of Policing, 2024).  

The College of Policing contributes as a member of the Strategic Policing Partnership Board, which develops strategic vision and planning for managing, reducing and addressing crime and criminal justice. The board’s Policing Vision for 2030 is a plan that aims to set the course for the police service to achieve objectivised pillars, which will involve increasing community trust, collaboration with partner agencies, redevelop demand management, enhance the workforce to become inclusive and supported and embed continuous development through development and innovation (Strategic Policing Partnership Board, 2023). The National Police Chiefs Council (NPCC) (2018) document that outlines transformation in the police service, denotes its aims to strategically improve policing in the UK by attracting and retaining officers through development, education, leadership and well-being, punctuated by a competitive salary system. These objectives will be met through the development of professionalism in the service by developing professional, recognised qualifications and learning frameworks.  

The NPCC (2016) suggest that modern policing has evolved into a more accountable and professional organisation that requires more knowledgeable and autonomous officers to deliver its vision and strategies (McCann & Granter, 2019). There is also an opinion that for policing to become robustly professional in its identity, a culture change is required that encourages officers and leaders to apply knowledge in a more interconnected manner between other professionals and other agencies in order to successfully address a changing criminal environment (Noordegraaf, 2016). Frameworks within policing are cornerstones to professionalism, alongside higher education institute training and learning, which aim to underpin the skills and experience that all incorporate competency at a professional level (Bang, 2025). 

During probation periods in the police service, there is an internal expectation of familiarising oneself with the challenges of a new role, ensuring personal safety and contemplating the laws that offer the power of arrest to police officers. These elements contribute to the performance of roles and responsibilities with the aim that actions and decisions do not get questioned or criticised, only in a constructive feedback manner (Hoel & Dillon, 2022). Consolidation of learning in the early periods of probation incorporate the internal ethics and morals, coupled with a sense of responsibility for the team and a self-awareness of expectations form oneself and others (Hoel & Christensen, 2020). As probation moves forward and familiarisation with routines becomes embedded in everyday practice, something that is a common occurrence in many professions, consideration of application of knowledge and learning begins to emerge as the forerunner to decision-making and autonomy (Zegwaard et al, 2017). Hoel & Dillern (2022) suggest that the initial period of probation is a time when attitudes towards the legality of policing is uppermost in the probation officers mind, whereas as the probation period moves on, there becomes a sense of self-preservation and a mind-set of ensuring work is completed in an effective manner, regardless of practices and processes (Fekjaer et al, 2014).

In the final year of probation as a police officer, consolidation of learning during initial training and initial stationing begins to interconnect with the evidence base, with reflection upon action becoming second nature. From experience, understanding the delivery of learning in the classroom, in the context of undertaking the role of the officer, can interact with each other, often following events and critical incidents. Hoel & Dillern (2022) outline, as a result of their qualitative research, that the transition from classroom learning to competence achievement in the field, may be reliant upon being thrust into the action, so to speak, with information from their semi-structured interviews suggesting that there may be a concept of not only learning by doing, but this being elevated to experiencing learning by mistakes as the most effective way to develop that competence. This research compliments earlier qualitative research (Hoel & Christensen, (2020) that suggest that probationary officers can find challenges in differentiating between learning about and obtaining experience as a police officer, which may result in void toward becoming a professional, whereby there are expectations for reflection, the driving of change and recognition to codes of ethics and conduct, as opposed to merely consideration of intrinsic ethics and morals (Zegwaard et al, 2017). However, respondents in the study by Hoel & Christenssen (2020) iterated that the probation aspect of police training can be fraught with self-consciousness, when there is consideration that trainers and superiors would be continually assessing behaviours and performance, to enable achievement of competency frameworks, all of which may lead to a disconnect with being a police officer and being a professional.   

Whilst self-perception of professionalism is a varied concept and may be reliant upon interpersonal characteristics and dynamics, (Bang, 2025), others propose its definitions and concept may be grounded in attitudes and behaviour, alongside personal experience and service user expectations (Neve et al, 2017).  Whatever the human background to recognition of being a professional, the societal norms expected of individuals when becoming a police officer consist of authority, alongside self-regulation in a system of problem solving individuals that have developed into specialists that have learnt how to practice safely and effectively alongside the experience gained in the field, as opposed to merely the latter (Williams et al, 2016).     

WHAT NOW?
During recent months of the last year of probation, self-reflection has become a tool used in day to day practice, as opposed to a concept used primarily for the facilitation of assignment structuring and completion. Reflection is considered a pivotal practice for personal and professional development, used to help understand new learning theories and models and to help place perspective on critical incidents in the workplace (Cattaneo & Motta, 2020). Reflection used for affirmation of decision-making, or learning new ways of practicing, can be seen as a dual purpose tool where it may be utilised either during the event (reflection-in-action) or after the event (reflection-on-action) (Regher et al, 2024). As a professional, both have their usefulness but using experiential learning to support autonomy and live decision-making may be seen as a benchmark for high performing professionals, where instant access to experiences, and prior learning, help support ethics and morals in order to achieve the best outcome in any given situation and circumstance (Edwards, 2016).

Reflection to affirm or change practice compliments conduct as a police officer and moving forward at the end of the probation period, reflection will form a pivotal practice in supplementing conduct, expectations from self and others and will serve as a tool to make links with theory and practice. This will aim to ensure effectiveness as an officer and to ensure the professional face of policing is projected to the communities served. The professionalism documented in the statements by policing bodies in the UK discuss leadership and utilising talent pools of officers (NPCC, 2018), alongside recruitment drives and supporting retention (Strategic Policing Partnership Board, 2023). Fyfe (2013) suggests that Neyroud’s review of policing in the UK in 2011 was visionary in its ambitions but that the true perspective of policing may still be perceived as a crime fighting force only and not always an organisation of ambitious, quality driven teams and individuals that aim to drive the quality of policing forward to ensure sound engagement, achievement of visions and policy and to demonstrate its accountability to the communities it serves.  

From a personal perspective, having reflected on the probation period and the changes felt throughout, recognition of the importance for continued personal development through experience, self-reflection and supervision is now evident. This, alongside professional development in respect of ongoing learning and education, will aim to ensure the opportunity of becoming a well-rounded, accountable professional in the police service. Bondarenko et al (2020) suggest that onward development is rooted in post-graduate education, competency achievement and practical experience, with some emphasis also placed upon front-line officer leadership and the reduced reliance upon rank and seniority as the primary decision-makers in any given situation (Davis, 2022). Having completed both higher education learning and competency achievement, the importance of demonstrating professionalism to the general public is clearer. Dlamini (2024) implies that policing should not only gravitate towards fighting and solving crime but should be supplemented by a professional façade that engages communities, takes a proactive approach and builds trust and confidence in the police services as a whole and, on a more, neighbourhood level, in the individual officers that work within it. These steps as individual officers and when considering professionalism role modelling across teams and departments, will go some way to supporting the vision and focus of future policing in the UK. The strategy frameworks offer focussed objectives towards leadership, high quality learning and education and the utilisation of the evidence-base to inform decision-making and promote autonomy and for these to be realised in practice, the transition of officers at the end of the probation period must be enlightening and processes and competence throughout the probation period should objectivise this as a priority.    
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

Social media has become a useful and well-utilised tool in modern society for an array of activity, including personal, business, corporate and organisational advantage. Whilst criticism of platforms and its rules and monitoring have been prominent in national and international media, its benefits, when utilised safely and effectively are apparent and its usage has been the launch to many personal  initiatives and businesses over recent years. Social media use and its impacts are felt from a spectral perspective, both locally and internationally, across all aspects of individual experiences, to include relationships, business transactions, education and learning, with significant influence on individual and group values (Khan, 2025). 

The use of social media platforms by the police in the UK is a relatively easy, responsive method of sharing information with the public as a whole, smaller communities affected by particular crimes or issues and can be a resourceful tool in the gathering of intelligence when investigating or preventing crime, aiding useful and almost live 2-way conversations (The Police Foundation, 2014) and a means to demonstrating transparency and overtness (Bullock, 2018). Local force policy outlines guidance on social media use and the standards expected from those that contribute to social media engagement and information sharing. These policies are underpinned by the College of Policing’s (2020) guidelines on communication, whereby expectations are set out about the credibility of information that is shared, the way in which the force engage in discussion via social media, ensuring consistency and personability, whilst always demonstrating a professional and accountable demeanour across the social media neighbourhood. Central to its use is the force and individual officer’s code of ethical practice (College of Policing, 2024) outlining expected standards through role modelling, demonstrating ethical and professional behaviour and always taking steps to fostering public trust. 

Whilst there is a plethora information and research that both celebrates and criticises the use of social media in the police force, for whatever purpose, there will always be challenges to its adoption and continuation. Fielding (2023) suggests that information technology (IT) is a barrier to successful adoption, as well as human factors such as senior officers being reluctant to implement its use, with Dekker et al (2020) adding that forces do not always recognise its optimum potential in police work and in the context of wider media coverage. 

Evidence highlights a range of domains where social media can be utilised to transform the work of police forces and how best to serve communities, with evidence that a plethora of social media platforms are used by many of the forces across the UK, including Facebook, X, YouTube and TikTok (Jones et al, 2025). Fielding (2023), for example, highlights 6 means to which social media can support communication and engagement, wherein publicising police developments, alongside engaging those that access social media and offering advice are considered proactive approaches, with its use in reactive manner can help with appeals and warnings of issues affecting neighbourhoods. More diverse methods of engaging through social media are also evident, with one force in Australia utilising the platform to deliver humour through memes and humorous images to promote engagement and in an attempt to be noticed by its intended audience (Wood, 2019). Whilst Wood (2019) suggests usage rates vary from 59-91% depending upon its purpose, other research has demonstrated that social media use is an effective way in which the police can develop and maintain community support, utilising it as a real time tool for informing communities about policy, planning and real-time issues (Kelly, 2015). It’s use, however, can vary from force to force and occasionally across departments in a single force, being seen as dependent upon resource and IT availability and the skillset to initiate and maintain its use (Hu & Lovrich, 2019). Furthermore, those that access police social media accounts and pages can vary dependent upon several factors, including age and educational status. In their random sampling study, Ruddell & Jones (2013) imply that the younger audience in the under 25-years-old group are more likely to utilise the platform and those with under-graduate and post-graduate students demonstrating more access than others.

Whilst the benefit of social media use is evident, it is critical to consider the disadvantages alongside these. Cross & Fine (2022) suggest that any indication of negative coverage on any social media platform can result in criticism, across the easiest to access and read platforms, and can have detrimental effects upon recruitment and retention in police services. Conversely, however, there are finding that suggest positivity can be borne from negative experiences that are portrayed across social media platforms, with a high-profile example during the post-event period of the 2011 riots that developed and escalated in London and Manchester (Denef et al, 2013). It is reported that social media followings increased across the two forces involved in the riots by around 600%, which was sustained over a long period, demonstrating the effectiveness of social media in promoting engagement. 

Personal experience in the use of social media as a means of sharing information has always been a positive and effective experience. Utilising the platform to inform communities of live situations, particularly in the context of traffic incidents has always resulted in a reduction in traffic flow challenges when attending incidents and the use of platforms to gather information from communities about missing persons often results in robust intelligence as to their whereabouts and subsequent safety. However, research suggests that the value of social media use and appeals to communities is over estimated. The case study approach of Ceccato & Petersson (2022) suggests that information sharing from communities is often emotive and may also be driven by curiosity in the context of seeking support to find missing persons, which can have negative effect upon those searching for individuals, especially volunteers supporting the police force. There are limitations to this study, however, given that the cases accessed for the research were in the context of rural localities. However, there is argument that this is easily transferable to all situations and that other variables, such as age, ethnicity and social grouping of the victim may have influence upon the effects of social media usage in this context (Jeanis et al, 2021).

Bullock’s (2018) use of semi-structured interviews in her qualitative study to assess the use of social media, highlighted negativity to the concept, suggesting that communications, regardless of their purpose were a one-way pathway, adding that engagement was passive, with communities reading posts but not responding or becoming involved. Personal operational experiences of social media use to promote public confidence in fighting criminal activity was demonstrated following a warrant execution in Gwent police force area in 2024, whereby human trafficking and modern day slavery activity was uncovered and disrupted. Despite the success of the operation, which led to numerous arrest and convictions, local resident reaction was varied, ranging from gratitude and plaudits to disgust of the disruption to local traffic that the operation had caused. This broad demonstration of feelings was apparent across social media accounts, following Gwent Police’s attempt to instil public confidence by sharing video footage of the warrant activity. This can often be one, among other disadvantages of social media use and can be negatively impactful upon the profile of the police in general. Misrepresentation through activist groups and Artificial Intelligence (AI) and other automated systems manipulating accounts to influence public opinion of the police, is becoming a dangerous phenomenon (Lev-On, 2025). This can involve high-profile cases, including that of the recent disappearance of Nicola Bulley in 2023. This problem is evident internationally and, closer to home, has resulted in an apparent recent decline in social media use by forces across England and Wales, reported by His Majesty’s Inspectorate of Constabulary and Fire and Rescue Services (HMICFRS) (Independent, 2024), although Jones et al (2025) later suggest that its use is likely to be increasing with evidence of over 2,500 social media accounts across numerous platforms, within all 43 forces. Hesketh & Williams (2017) suggest a medial stance, however, implying that its use can oscillate, proposing that general media coverage at any one time can be influential. 

For many years, questions about the humanisation of policing have often been raised (Wells et al, 2023), with the general public and media citing issues around visibility of police officers in communities, the use of online reporting of crime and the influx of social media platforms of means to communicate with forces across the country just some examples. Participants in research by Jones et al (2025) highlighted their concerns about such themes, referring to the corporate nature of policing and a potential public disconnect. Ralph (2022) used semi-structured interviews, focus groups and observation in his qualitative research to explore the legitimacy of policing in Scotland. The study highlighted that police legitimacy is more likely to be questioned and challenged on social media than it would be face-to-face, despite the foundations for criticism being at the human level in the first instance. 

When considering the use of social media and its utilisation by the police in the UK, and indeed across the globe, there is no doubt about its usefulness in many aspects of policing communities and those that reside within them. Social media use, despite some research to suggest it is in decline, appears to be as high and prevalent as ever and the effectiveness of its implementation in informing the public about real-time events that may impact the population, whether on a national or local level, has been shown to be invaluable in reducing impacts to everyday life. Further benefits are less impactful but studies highlight its usefulness in supporting police work in respect of missing persons work, promoting neighbourhood initiatives and promoting police policy and planning. There is, however, a converse school of thought about the disadvantages of social media as a means for communication and information sharing, which suggests that engagement with social media posting is passive and that communication is a one-way pathway. Furthermore, some research suggests a derogatory nature to social media platforms and police use, in that it can be used by some to unfairly criticise, manipulate and direct public opinion about the police, seen as being damaging and detrimental to relations. Security will always be at the forefront of senior leaders minds when considering use of social media and ways in which forces can benefit from its use, although many senior officers are still yet to recognise and appreciate its place in modern day policing and how it can be optimised to the service’s advantage. However and whatever social media platforms are used for, monitoring their use, the security around its use and ensuring policies and guidance are kept current and contemporary, given the constant state of flux of modern technology and media advances, are critical in its success. As well as the accountability of senior leaders, front line officers have valuable contributions to make to its effectiveness, although central to its use will always be those officers’ respect to their personal morals and their ethical code of practice. 
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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:

In the probation period as a response officer, many situations arise and evolve that are unpredictable, high-risk and potentially unsafe. Having a broad range of leadership qualities and attributes is essential in managing unpredictable circumstances to ensure the safety of oneself, colleagues and the community, including victims of and perpetrators of criminal acts. 

The police service, as a profession, has undergone substantial change in the past 20 years and through its shift toward professionalization there is a an expectation that all officers, at all levels are accountable, ensure their actions are underpinned by the available evidence-base and demonstrate astute leadership qualities (Davies & Silvestri, 2020). Walsh & Vito (2018) recognise that leadership at senior levels, from a strategic perspective, must be complimented by operational leadership at its most fundamental level in policing. Leadership attributes are essential in officers that support communities, in the face of the dynamic nature of what can be considered contemporary social policing (Ingram et al, 2025). These attributes, whether intrinsic or learnt, form part of the individual’s moral base and align with the concept of ethical leadership (Ramshaw et al, 2019), which may be considered as leadership that is normatively appropriate and is demonstrated through interaction with others, through sound communication and robust decision-making (Brown et al, 2005). Ethical leadership modelling predominantly places the code of ethics for policing at its core and is pivotal to autonomy and discretion when making decisions in the dynamic moment of response policing (Ramshaw et al, 2019).  
     
The College of Policing strategy, and the focus therein, highlights the necessity of leadership across the organisation in promoting professionalism and expects this to be present in all ranks of officers from high level leaders to front line officers in practice (College of Policing, 2024). As a response officer and what may be considered an informal leader, expectations are placed from the organisation, colleagues and the public to possess sound and robust leadership qualities, in order to uphold the profile of oneself as an officer and of the force I am part of (College of Policing, 2023). In support of this, Huyler et al (2024) imply that leadership requires no formal authority or position of power, as leadership, not to be confused with managing, is a concept that supports others in a group in a reciprocal manner, to help reach a mutually positive and effective outcome. Informal leadership, or, as described by the College of Policing (2023), foundational leadership, in the police may be adopted by response officers to manage any given circumstance, especially one where safety and risk and the assessment of these is critical in maintaining order, safety of the public or individuals or of one’s peers and team (Leino, 2022). These leadership qualities and styles facilitate the dynamism of policing and enable flexibility in dealing with those that come into contact with response policing, regardless of being perpetrator, victim or other general service user (Ertosun & Adiguzel, 2018). The responsibility of demonstrating effective leadership in any given policing situation, no matter how emotive or challenging, will portray sound role modelling, safe decision making and seek to identify justification for those decisions, serving to cement officers’ duty to enforce law and protect the public and the communities within them (Van der Voet & Steijn, 2021). Moreover, the demonstration of robust leadership attributes and the appropriate choice of style in ranging circumstances can elicit respect and promote well-being in self and peers through satisfaction of accomplishments (AlSabah, 2024). 

Leadership can be defined as an individual’s or group’s influence on those around them to understand and agree on what is required to accomplish goals, aims or objectives (Yukl & Gardner, 2019). Leadership is a critical part of the driving mechanisms of any employee, regardless of service type, who have responsibility for others (Baron & Boies, 2023) and flexibility towards situations and circumstances is key in successful outcomes (Lata & Garg, 2025). Walsh & Vito (2018) suggest that effective leadership is a powerful driver to change and for creating professionalism in any organisation and in the context of front-line policing, utilising dynamic leadership styles and skills in diverse situations requires self-awareness and insight and can be challenging (Kaiser & Overfield, 2010). However, outcome success is dependent upon flexibility and this can have positive outcomes upon not only the service user and the officer, but upon the team around the officer, to whom those qualities are being demonstrated in any given situation (Maynard et al, 2018), adding to team cohesion, motivation and well-being (Braun et al, 2020).  

This can be evidenced during a recent situation I found myself in, whilst working alongside another officer. My colleague and I were called to an escalating situation, whereby two female officers in the local community were struggling to control and detain a suspect. Upon arrival, it soon became clear that one of the female officers had sustained a facial injury and that she required immediate medical attention. Once the suspect was safely detained, despite the female officer expressing her intent to escort the suspect to custody I adapted my usual democratic leadership style to adopt a more authoritarian stance and ensure that the officer immediately attend the emergency department. Despite this officer having much more experience in response policing than me, I recognised that control over the situation was required and felt that the decision I made, demonstrating situational leadership qualities was the most appropriate and safest in those circumstances.  

By pure opportunity of its name, Hersey & Blanchard’s Situational Leadership Model (Raza & Asma, 2018) suggests that adapting leadership styles to particular circumstances is key in demonstrating cohesion and a sense of confidence in the task at hand, with Yukl & Gardner (2019) adding that there is no optimum way to influence those around us in our chosen profession, rather that adapting approaches in response to the situations we find ourselves in is the most effective.  Policing is rich with decision-making activity each time an officer has an encounter with a member of the public and according to the College of Policing (2023) the adoption of adaptability and creativity when leading others promotes problem solving strategies . These encounters can be primarily unpredictable and situations can sometimes become unstable and tinged with risk (Roycroft, 2019). When considering the fast-paced dynamism of response policing there is an expectation that an authoritative style of leadership is always necessary (Braender & Holsting, 2022), especially when dealing with potential perpetrators of crime, whose usual intent is evading police attention and arrest. In arrest or investigative situations, for example, authoritative style leadership demonstrates strength and resolve and a show of robust decision-making. However, there are times when approaching situations with a more transformational or laissez-faire stance can also be beneficial (Roycroft, 2019). There is, however, some evidence to suggest that these approaches can weaken authority and can result in poor outcomes (Breevart & Zacher, 2019). There is also evidence to suggest that transactional leadership is of some benefit when policing on the front line, especially in calmer situations where mediation and compromise can be a benchmark to resolution of contention (Giblin, 2017). 
Effective and robust leadership attributes and the way in which an individual displays and utilises these, supports team-working, team-building and cohesion across the team group (Braun et al, 2020). To support team well-being and cohesion, there is an expectation that these attributes be demonstrated, not just by individuals in management or senior leadership positions, but by all officers in any team (Salas et al, 2015). This leading ability has positive role-modelling effects, promotes the development of trust (Moylan & Lindhorst, 2015) and often leads to effectiveness, sound decision-making and subsequent safety in such potentially high-risk situations as response policing (De Jong et al, 2016). Maynard et al (2018) add that team working, as a result of cross-peer leadership in situations where risk is high, such as that encountered in specific situations involving violent crime or large group disturbance, can result in optimisation of outcomes and safety.  Flexibility in style, in the context of leadership, is crucial in successful policing, although Giblin (2017) suggests that leadership styles and traits can be difficult to adapt and there may be more success in adapting the situation instead. Ironically, however, there is evidence to imply that the adaptation of any given scenario requires leadership skills and attributes, which also may require flexibility, hence this concept may be cyclic without an endpoint and may be lost in response policing that is dynamic and may be loaded with risk, requiring instant decision-making and safe action (Walsh & Vito, 2018).

Used in response policing, effective leadership and an adaptation of styles can be helpful to manage, diffuse and resolve challenging situations in practice. When considering a situation I experienced recently, whereby two neighbours were arguing over a parking situation outside their homes, it was clear that collaboration and mediation was necessary to resolve the issue. Furthermore, a democratic approach can support team cohesion, especially if there is the presence of conflict (Van der Voet & Steijn, 2021). Their quantitative research supports the concept that creative solutions borne from adaptive leadership, increases cohesion and enhances team-working and effectiveness. Ganz (2024) suggests that a democratic leader within a team, whether formal or informal can help develop shared goals, through established norms in practice, driven by interdependent skills and knowledge. Thus, by utilising democratic attributes, rapid and non-confrontational resolution can often be achieved in this manner.

Informally reflecting upon the probation period as a newly recruited police officer, provides recognition that utilising intrinsic leadership traits and attributes, alongside personal morals and ethics, can help develop autonomy, self-confidence and strongly founded decision-making opportunities, underpinned by the evidence base available. The policing code of ethics outlines traits that are expected of officers in everyday policing practice and these align well to the outline of the professional face of modern policing, especially when considering the emphasis placed upon promoting confidence and trust in the communities we serve and upholding the sense of integrity and  legitimacy that is expected of the service. The scenarios outlined provide examples on how styles of leadership must be adapted in response policing, as the role is dynamic, risk-laden and unpredictable, not only in respect of the variety of encounters with the public, but also in terms of how situations can quickly change and escalate. Being responsible for the community, oneself and the immediate policing team emphasises the sense of accountability that the role elicits and with this brings recognition of times when that responsibility must be put into action, using the attributes that leadership brings. It is readily acknowledged that leadership skills and the need to demonstrate these are required when considering higher level officers and leaders of teams but the research also pays respect to the skills in this domain that form part of front-line officer characteristics and suggest that leadership must be exercised at all levels of policing and to do so will serve officers to recognise their importance, their worth and their contribution to policing practice, in order to maximise the police service’s commitment to making communities safer. 
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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:

Reflective practice is a critical process to ensure professional and personal development is theory and evidence-based and can be used to affirm good policing practices and / or to ensure actions are taken to change, improve or reconsider future practice. Using Gibbs’ Reflective cycle (Gibbs, 1988), which I have chosen to use for this reflective account, allows a robust format to consider reflection and helps structure thoughts and analysis of any given situation (Christopher, 2015).

DESCRIPTION & FEELINGS
Beginning a probation period was daunting and loaded with anxiety and apprehension of what to expect and whether I would, or not, be adequately supported to achieve personal goals and development, as well as remaining safe and working within policy, procedure and organisational targets and goals. However, it was immediately clear that the team supporting me were experienced, robust in their practices and were eager to ensure my period of support and development was procedure driven and supported by experiential learning and opportunity. The tutor and support officers assigned to me were astute in the development of my competencies and opportunities and ensured that all my learning was considered and implemented with safety and well-being in mind. This was structured alongside ensuring that the experiences they offered helped me to become empowered and develop my autonomous policing practice as I feel I have achieved. Developing rapport with both my tutor and with my relief colleagues was critical to becoming part of the team and this was evident within the first shift, where the tutor and officers’ experience, knowledge and compassion was demonstrated across the team.

EVALUATION & ANALYSIS
Within the initial weeks of my probation the nurturing element of the team helped me embed into the response officer role, with clear evidence of the mentoring and coaching priorities. Mentoring, described as a professional relationship between two people that aims to achieve, improve or enhance competence in practice through the sharing of knowledge, skills and experience (Tyler & McKenzie, 2011), offers the reassurance needed by probation officers to allay anxieties about self-competence, self-confidence and self-perceived ability. 

The objective of mentoring can be multi-factorial, with upskilling of the individual being mentored at the core of its purpose (Paoline & Gau, 2024). It is essential that mentors have good interpersonal skills, excellent communication ability and are able to role model through their own practice and be able to share tools, methods and guidance to support the officer in their probation period (Tyler & McKenzie, 2011). Savoie (2016) suggests that career progression can be a direct or indirect result of formal mentoring in the police service, especially when considering a natural adjunct to mentoring is the wide networking opportunities that arise. Dougherty et al (2013) add that the mentee can develop a greater awareness of the wider organisation and attain better work-life balance and a reduction in work-related pressures and stress. 

Mentorship and coaching practice are critical elements of developing new officers and nurturing the future workforce in a sustainable and safe manner (Police Superintendents Association, 2025), with forces, supported by the College of Policing, recognising the value and importance of supporting junior officers, with the development of coaching and mentorship programmes (College of Policing, 2025). Paoline & Gau (2024) highlight that mentoring and the development of officers is a pivotal factor in the recruitment and retention of officers and aids organisational sustainability, improving effectiveness, outcomes and safety of both teams and the communities served. Some research suggests that a lack of formal mentorship and coaching may lead to poor job satisfaction and when not planned effectively can result in a misalignment of mentors to new recruits, in the context of personality, knowledge and both the personal and collective aim (Lavender & Todak, 2022). Stallen et al (2022) suggest that their quantitative study highlights that coaching, seen as complimentary to mentorship, may be overlooked as a supplementary skill to mentorship and that whilst coaching is pivotal to the developmental support of officers, those mentors that provide it, suggest that formal coaching training is not suitably designed to meet needs. It is to consider the role modelling effect upon new recruits (Roberts et al, 2019), especially as Roberts et al (2019) talk about apprentices in their research and in the context of policing and degree apprentices, current recruitment structure means that mentorship takes place in the intra-graduate period. 

Tyler & McKenzie (2011) suggest that mentors in policing have intrinsic motivation to support new recruits and probation officers. Furthermore, this personal value and ethic is underpinned by changes to initial entry routes and education in the previous decade, which places a robust emphasis upon best practice in policing, supported by force officers to deliver workplace-based learning and assessment to support the implementation of consistent high standards. These views are cited by the Director of Leadership and Workforce Development (College of Policing, 2024), in the results document of the 2023 College of Policing new recruits survey, which highlighted high satisfaction with learning and development opportunities, positive effects this has on well-being and intentions from 90% of respondents to continue with their chosen policing career. Some research emphasises the impact of sub-standard training and coaching upon recruitment and retention (Annell et al, 2015), citing that there may result cyclic issues such as the inability to offer high quality training and support for probation officers due to poor resources as a result of challenges in retaining officers (Wilson et al, 2023). It is also important to recognise that mentoring arrangements, on a more strategic scale, need to be dynamic (Garvey et al, 2018). This was evident in a department of West Yorkshire Police, whereby there was recognition of the risk of dilution of high quality mentors when the department increased in size and the potential for development mentoring relationships without the prerequisite knowledge and experience. This was overcome by a change to policy that advocated a more careful and considerate selection of mentors, robust training for those identified and encouragement of developing early relationships with mentees to ensure a foundation for rapport and relationship building (Forensic Capability Network, 2023). Vassallo et al (2021) demonstrate in their mixed-methods study that robust, structured and monitored mentor programmes have positive outcomes and whilst this study was related to female employees in the health and medical field, transferability of these findings may be considered appropriate into other fields of practice, including policing. 
Evidence-based practice is essential, but initial classroom training was considered relatively heavy with theory, although with recognition that this was a necessity to underpin the practice points to be learnt once stationed after 6 months. However, whilst tinged with anticipation, the need for “hands-on” experience with a policing team, once stationed, was recognised as the ultimate way to consolidate the skills learnt and the knowledge gained in the classroom environment. This is recognised by Renden et al (2015), who suggest that the more realistic and real-time the training is, the better the transfer of skills to critical situations in practice. Broadbent et al (2015), however, add that if the classroom experience is akin to real-life situations then that transfer of skills to those real-time circumstances is smoother, more effective and safer, with Cushion’s (2018) case study research highlighting that more  situational opportunities are required to consolidate learning, especially when considering pragmatic approaches such safety training. There was, however, recognition from the study that resource availability, especially in the context of funding and time was limited, with an enhanced risk of injury and harm to officers if all elements of expected training, mentoring and assessment were not robust and effective (Cushion, 2018). Roberts et al (2019) add that the most effective and positive steps to developing a workforce of robust mentors is to invest time and learning to ensure mentors are prepared and feel valued as mentors.

Speaking to mentors during the probation period elicited interesting conversation, in that not all peers had received formal mentorship training but had naturally taught, supported and given feedback to newly recruited officers, in a critical period of education and skill consolidation. Indeed, the provision of feedback from my mentor was excellent, with consideration of the environment, well-being in the moment and the need to ensure comprehension of the feedback given. This is key to successful ongoing development, with robust, well-structured feedback being a key component of encouraging reflection to affirm or improve future practice (Bjorndal, 2020). Van Werven et al (2023) demonstrate in their quantitative study of interactions between entrepreneurs and mentors that initialising effective feedback sessions in the early part of any venture, whether it is a business or a career can foster healthy and productive long-term feedback and supportive mentor relationships, critical in policing, when considering the ever evolving role of the officer and the need for dynamic risk assessing and instant decision-making that is commensurate with the response officer’s role and responsibilities. 

CONCLUSION
Reflecting upon the past 2 years as a probation response officer has given me cause to deliberate whether my training and probation period has equipped me with the knowledge, skills and resilience to continue in this career pathway. Whilst it may be fairly considered that initial training upon recruitment can be laborious, challenging and overladen with theory, the transition into “real-life policing” is smoother because of it. The anxieties felt prior to the first contact with the experienced colleagues and the leadership team that my probation time would be spent, was quickly allayed due to the obvious compassion and nurturing relationships that were evidently a part of everyday practice and that mentorship was an integral component of this. The role modelling constituent of the mentorship period was something that my mentor, as well as my peers, were proud of and it became clear that the longer term relationship in the probation period was being forged at the outset. More crucial to the role of a response officer and considering the needs of others, especially those probation officers being stationed with me, is to provide the same opportunities that research and experience have demonstrated. After 2 years of working with and being supported by the same group of officers, I now find myself demonstrating the same qualities that I have become exposed to. New officers that have subsequently joined me in the probation period are offered the same level and quality of support and guidance that I received, recognising that I, too, offer the informal element of mentorship, through support, discussion and feedback. My positive experiences in the mentorship and coaching process are a driver for my passion to be supportive and will provide me with momentum to develop my mentorship and coaching skills to support future recruitment and retention of officers. 

ACTION PLAN
My experiences of supportive supervision through coaching, mentorship and appropriate critical feedback during my probation period have been highly positive and fundamental to my development and learning. Having reflected upon this, I feel affirmation of current practice has emerged and that to ensure retention of current mentoring relationships as a response officer will continue to support my career pathway and provide a smooth transition if and when I choose to progress to higher or broader opportunities. Once I graduate and my probation period concludes, I will seek to advance my knowledge and skill as a mentor and coach to ensure a more formal approach to supporting probation officers as my role as a response officer moves forward. This, I hope, will seek to promote the service as a career that is safe, supportive and developmental, making it more attractive to potential future officers. 
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