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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:



Introduction:


In this essay I will firstly be outlining and evaluating the role of the ‘College of Police’ within the police service in the United Kingdom. In doing this, I will explain the current role and structure, the necessity for the organisation and the issues within it. I will evaluate how the police officer role has changed and how the College of Policing has played its role in this, especially with setting the standards for training and progression along with evaluating the reports mentioned in the above question: The strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy. I will also reflect on what a modern police officer is, and how my role and mindset have changed during the early part of my career in policing, now that I have entered my final year of probation. I will break this essay into 3 sections: The role of the College of Policing, fulfilling the role of a modern professional police officer and reflection on my final year of probation. 


Section 1: The role of the College of Policing.


Since its creation in 2012, the college of policing has set the standards of training and development for officers and staff across the 43 forces in England and Wales (Police Federation, 2016). The College of Policing website (2021) states that they “connect everyone working in the police and law enforcement to understand their challenges” and “Use evidence-based knowledge in everything we develop”.

The College of Policing however is also responsible for setting the standards for professional development and progression whilst professionalising the police service. They are also responsible for providing guidance to improve the service delivered to the public as well as sharing these findings with other public agencies, such as health (College of Policing, 2021). Professionalisation is defined as imposing a professional structure on something, whereby a professional person is defined as a person who has advanced training and knowledge requirements for a particular job (Collinsdictionary.com, 2019). The College of Policing also introduced the ’Competency and Values framework (CVF)’, this defines the values and behaviours required for everybody in policing and therefore is used for recruitment and development of serving and prospective police constables (College of Policing, no date). It could therefore be argued that the College of Policing has a significant influence over the current policing service in England and Wales, despite being independent of the 43 forces. This is because, especially with officers recruited since its creation, its learning and development structures coupled with its CVF requirements will have influenced the behaviours and knowledge of those officers who are now providing the service to the public. 


To improve the standard of policing and to evolve the service to deal with the currents demands placed upon it, the College of Policing argued the case that officers required an enhanced knowledge and helped implement the Police Educational Qualifications Framework which is abbreviated to PEQF (Martin, 2021). Pepper, Brown and Stubbs, (2021) argue that through the introduction of the Degree apprenticeship entry route into policing, which is part of the College of Policing PEQF program, it enhances the opportunity for the police service to implement evidence-based policing by further professionalising the police service, with new recruits achieving degree status. The degree apprenticeship program allows officers to broaden their knowledge on essential policing topics such as response and neighbourhood policing, whilst expanding knowledge on more specialised topics such as counter terrorism and public protection (Pepper, Brown and Stubbs, 2021). The introduction of the degree program by the college of policing and the move to the evidence-based policing approach that this has encouraged is argued by Pepper, Rogers and Martin, (2020) that it will improve decision making, making it more methodical whilst also improving accountability and transparency.  

However, this new approach to professionalising the police service is not without its challenges. Firstly, as argued by Wood (2018), the challenge for the professionalising of police recruits through the Degree apprenticeship is striking the balance between policing theory and learning away from the actual practice, and putting this into practical and real situations, and incorporating a reflective practice at the heart of the program. A study by Williams, Norman and Rowe (2019) concluded that despite officers wanting to use the knowledge they obtained through the degree program, a lack of support from other colleagues, especially more senior officers, meant that they could not implement it. A paper by Hough and Stanko (2019) also argued that the knowledge acquired through the studying of the policing degree did not translate to the skills required whilst out and operational. As an officer currently enrolled in a police degree apprenticeship, I have found there to be extensive challenges. These include the additional stress on top of an already stressful job of having to achieve a full degree whilst working full time, which often includes additional hours of cancelled rest days and over runs, on top of trying to balance family life and looking after my own wellbeing by having a balanced and healthy social life. 


The strategic policing requirement sets out the current action required by the police forces to tackle the current threats outlined in the 2021 review, those being, terrorism, serious and organised crime, a national cyber event, child sexual abuse and public disorder (Gov.uk, 2023). The colleges’ role in relation to the strategic policing requirement is to implement the required training for officers so that they are equipped to deal with these real situations, such as delivering the framework to change attitudes towards violence against women and girls (Home Office, 2023). 

The policing vision 2025 is the policing plan for the next decade, with emphasis on improving the polices relationship with the public to improve outcomes and effectiveness as well as improving the specialist capabilities and improve the digital policing effectiveness, due to an ever changing and challenging world (National Police Chiefs Council, 2025). Given the required upskilling needed, it is fair to say the College of Policing will be at the forefront of this policing plan. 

The College of Policing (2024) sets out its corporate strategy, which outline 5 key ambitions. These are building trust and confidence, transforming police leadership, supporting career long professional development, boosting core skills and strengthening innovation and implementing what works. The College states they achieve this by setting standards, sharing knowledge and good practice and supporting professional development. Some of the goals they have set out are to issue a code of practice for vetting and deliver over 700 behavioural courses to officers. This all seems achievable and is set out with timeframes. 


Section 2: Fulfilling the role of a modern police officer. 


The College of Policing (2013) states that the role of a police officer has four main duties: to protect life and property, preserving order, prevent offences and to bring offenders to justice. From my experience as a modern police officer, the role is considerably more than those principles. As a modern police officer, I am regularly the first on scene to medical emergencies, providing the initial care prior to ambulance arrival. Whilst I carry out the role of a modern police officer, I use the National Decision-Making Model at every incident I attend. This was introduced to me in my initial training. The National Decision-Making Model is a tool which police officers use, firstly gathering information and intelligence, then assessing risk and developing a strategy, then considering powers and policy, identifying the options and contingencies before acting and evaluating (College of policing, 2024). The code of ethics is at the core of any decision made by a modern police officer which helps maintain trust and confidence amongst communities (College of policing, 2024). The code of ethics is in place to ensure police officers act with the greatest integrity and strive for public service that they can be of, act lawfully and treat people with respect (College of Policing, 2024). This is especially important for modern police officers, where from experience, members of the public regularly film officers whilst carrying out their duties. These videos also regularly get posted online where members of the public may view, so abiding by the code of ethics will ensure that trust and confidence is maintained at a time where trust in policing is declining due to some high-profile cases of misconduct (Tudor, 2023). 

As a modern police officer, I have found that knowledge and awareness around digital policing is essential. Given the rise of technology facilitating crime (Low, 2024) upskilling my knowledge of such offences and knowing my powers around the seizure and management of digital evidence has become a daily part of career. I am regularly encountering offences facilitated online through social media or other digital means and I have conducted investigations which have resulted in convictions for offences facilitated by these means, including harassment and stalking offences. 

I am also working to fulfil this role as a modern police officer by using evidence-based policing to assist in my day-to-day patrols, with my involvement with the Anti-social behaviour hotspot program (Gov.uk, 2024). This evidence-based approach focuses to reduce anti-social behaviour by high visibility patrols in identified hot spot areas, with the research suggesting that these patrols by uniformed officers will have the desired effect of reducing the anti-social behaviour. 


Section 3: Critical reflection on my final year of probation. 


In this section I will reflect on my final year of probation using Borton’s reflective model (Borton,1970). This model asks; What? So What? And Now What? My first ‘What?’ is that I am now seen as an experienced member of my team, at only 2 years frontline experience (I had additional policing experience as a PCSO, however the role is considerably different). This is because the percentage of frontline officers in my force who are still in probation, from my experience, is very high. According to the Home Office (2024) 35% of all police officers have less than five years’ experience, a figure that has raised from 16% since 2016. The So What? Is that I am regularly assisting and advising other officers and therefore having a greater decision-making burden as I am more experienced than them when attending calls, this is despite still being in my probation. This adds strain onto myself, however, with the added pressure I believe that my decision making has improved rapidly, as so has my competence because of not being able to rely on others experience over my own. My So What? Is that I will continue to relish being a experienced (relative to others) officer within my team, whilst continuing to identify areas to improve, and work upon them.

I will further reflect on my final year probation, continuing to use Borton’s reflective model (Borton, 1970). What? during the past 6 months of my final year of probation I have had a placement within an investigative hub within South Wales Police, which was a requirement to assist with my development as per the PQEF program. So What? During this placement, I enhanced my knowledge and skills of investigations further, most notably casefiles. Now what? Using the knowledge and insight gained from these case files, I have taken on more during my final year to further develop my skills to assist with my improvement. 



Conclusion: 


To conclude, the professionalisation of the police service is clearly well underway, to some success, however, issues that need addressing do remain. The college of policing has assisted with my development, as I am still involved in one of their training programs and I regularly complete courses created by the organisation as part of my continued professional development. As I reflect on my career so far, I believe I am developing and aiming to become a competent modern police officer, however on reflection, I understand there are knowledge areas that I must improve on as I finish my final year of probation. 

 

Word Count: 1979
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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:


Introduction: 


It has become clear to see in the modern age of policing that social media has become a key tool used by police forces to engage with communities and simultaneously inform them of announcements and initiatives. The drive behind this use is to improve trust and confidence and engage communities and sectors of society which have historically not been involved in policing discussion (Crump, 2011). From working within the police service, social media platforms including Facebook, Instagram and Twitter (Now ‘X’) have become a regular communication channel for the police force to issue real time updates, such as road closures, to issue public safety warnings and to update on the status of high-profile events which may have caused community unease (South Wales Police, No date).

Social media in a policing context may have substantial benefits, however, a quick look at some comments on such communications on these social media sites can paint a different picture, with public dissatisfaction and potential misinformation being posted, with forces seemingly having to carefully adhere to policy and data protection sometimes appearing unable to quash these comments. 

This essay will critically evaluate the use of social media in policing, reviewing how effective it is at informing on policy, news and engaging with communities. I will critique the effectiveness of communicating on platforms commonly used by the police forces and evaluate the positives, and the negatives, including the risks, associated with the use of these platforms. 

Section 1: Reasons for Social media use and force policy.


There are many reasons police forces use social media. Crump (2011) argues that forces use social media for a plethora of reasons, some being to deliver real-time updates to issues such as hazard warnings and road closures, to more investigative means such as child protection by gathering intelligence. Additionally, Bullock (2017) states that the reason for police forces using social media is to engage communities and improve trust given the scope social media can give for greater transparency. This way of working also allows the police to collaborate and engage with the public quicker than ever before (Jungblut & Jungblut, 2021). South Wales Police also allow reporting crime via live chat on social media websites such as Facebook (South Wales Police, No date). South Wales Police also use social media to assist with crime enquires, regularly putting out media appeals on Facebook for information about wanted persons, which then get picked up and published by local news services, greater enhancing the reach of this engagement (Jones, 2025). 

A key aspect for forces to consider when utilising social media is professionalism and adhering to the police Code of Ethics which covers confidentiality (College of Policing, 2017) whereby officers must not share details which could breach data protection rights of an individual or jeopardise an investigation. In addition to this, serving police officers must be mindful of their personal use of social media, both whilst on duty, and off duty (Ministry of Defence, No date). South Wales Police also has published its own ‘House Rules’ for members of the public to be aware of when engaging with the force online (South Wales Police, No date). These rules within this policy remind users that everything they say is public and they are legally responsible for that. South Wales Police (No date) also remind the public that they can disable the comments but will do only as a last resort to restrict users’ comments as little as possible, and it reminds users that comments are moderated.  


Section 2: Social media platforms used in policing


From a quick internet search, it can be agreed that police forces in England and Wales feel the need to use social media as a tool, and South Wales Police alone have a Facebook, Instagram, ‘X’ and TikTok account which regularly posts content. Walsh and O’Connor (2018) found that police forces use these platforms together as some are good for micro blogging and others can distribute visual content which can be more engaging. Walsh and O’Connor (2018) go further to state that other than just being used to engage with communities, using these specific social media sites can assist in surveillance and the detection of crime. 


There are multiple recent examples of the police using the social media platform TikTok to bring offenders to justice, one of these being a case where racial slurs used on the site have resulted in suspects being identified (Cavallier, 2025). Police have also used TikTok to assist in inquests following the death of a person (Fulbrook, 2025). On the other hand, a viral video of a Police Community Support Officer dancing at a parade received praise from members of the public who stated it was “Heartwarming” and would help “Improve relations” (Thompson, 2025).



Section 3: Benefits of using social media in policing


There are multiple benefits for police forces to use social media, which may go some way to explaining why forces are currently very active on the platforms. It is argued by Bullock (2018) that moving the discussion forum around policing activity to an online arena is beneficial by reaching a greater target audience than previously was done through community meetings, as a very small demographic statistically attended these. Bullock (2018) also argues that this has also assisted in raising crime awareness with citizens taking more responsibility locally for crime prevention. If this is the case, it would improve crime trends and arguably, police support. Another benefit of police using social media is that the police need to be visible, even when online if that’s where the public are, and hence using the social media can enhance engagement and thus also assist the solving of crime (Beshears, 2015). Another less thought of benefit of social media is that the police use it to promote employment or volunteer opportunities which will reach a wide audience (Meijer and Thaens, 2013). 

Given that the social media appeals reach a greater audience it could be argued that the police forces utilising this style of recruitment may attract more applicants from underrepresented groups, which would add an additional benefit. Because of the way social media algorithms work, some forces use ‘memes’ and social media trends as a way to gather greater engagement, give a positive image of the force and gain a larger following (Wood, 2019). This can only be seen as a positive, as with a greater following, serious and messages of greater importance will reach a wider audience. With this audience that police forces have acquired, question and answer sessions which otherwise may not have been attended, can be facilitated online at the public’s greater convenience (Walsh and O’Connor, 2018). With this greater audience for questions and answers, the police force can gather a greater understanding of the communities’ needs and concerns, with much greater ease. 



Section 4: Issues and risks of using social media in policing


With all the positives of the polices use of social media, there are also many downsides to the widespread use. One potential downfall is that in an age where the spread of misinformation is rife, police staff being able to filter information being received and reported through social media channels between accurate and inaccurate information is a challenge (Akhgar, Bayerl and Leventakis, 2019). Another downfall identified by Dekker, van den Brink and Meijer (2020) is that the target audience for the engagement may be limited. This is because there are inequalities in the accessibility of social media, with the elderly and those of poorer socio-economic backgrounds having less access, this can lead to less engagement with the most vulnerable communities, which it could be argued require the most engagement. Dekker, van den Brink and Meijer (2020) also go further to argue that police communications can cause anxiety amongst the communities as it can display a distorted view of crime and risk when posting about such incidents. Beshears (2016), also argues that another pitfall of the polices social media usage is that the communication can become one sided, with the police churning out information with a limited possibility of back-and-forth dialogue. This could be because of data protection and the force’s only allowing for limited amount of information to be released; however, this could also lead to misinformation being spread if the forces communications don’t clarify details early on. 




Section 5: Critical reflection on personal experience of social media in a policing context


During my time working for South Wales Police, I have had multiple experiences with social media in a policing context. To critically reflect on these experiences, I will use the Gibbs model of reflection (1988). This model uses 6 subcategories to reflect, these being description, feelings, evaluation, analysis, conclusion and action plan. 

Firstly, the incident I am reflecting on was a male who was a high-risk missing person. This person had gone missing from a secure mental health hospital. This person was deemed high risk and a risk to his own life, with that in mind, I got authorisation from the family to pass a media appeal, this included sharing the persons image on Facebook and ‘X’. By doing so I knew that this would reach a wide range of people who could keep an eye out or pass any information which could assist in finding the male safely. I ensured that an up-to-date photo was posted along with an in-depth description of clothing worn. 

Reflecting on my feelings, it was difficult and emotionally challenging dealing with a distraught family who were worried for the male. I know it would be difficult for them to see his face shared all over social media however I felt that this was the best course of action to hopefully locate the male safely, so I felt optimistic that someone may come forward with information. 

To evaluate, the social media comments and replies were often unhelpful, instead of providing information, some would be critical the police and others provide very little help. However, due to the social media appeal some calls from the public were made which provided leads to try and locate the male. Unfortunately, there were many leads and information which were inaccurate, or which were meant with good intent, but did not deliver the desired result. However, one call did provide accurate information regarding the male which assisted in him being found safely. 

Analysing this, there are pro’s and con’s to the social media use in this context, in one respect comments and shares which are critical or unhelpful may cause distress to the concerned family as well as not being helpful from a policing perspective, that said, the media appeal did lead to information being provided which ultimately assisted in finding the person safely and returning him to safe care.

In conclusion, a media appeal is defiantly a helpful tool which can help in useful information being provided, given It can be time consuming when there is inaccurate information also being provided.

As an action plan I would request for the comments on the social media appeals to be disabled (If applicable) so that unhelpful comments will not be posted and with this, hopefully only helpful information, or information passed with good intent will be received.


Conclusion:

Social media clearly has a role to play in policing, and it is clear it will play an integral part of the polices strategy to solving crime, protecting vulnerable persons and building relationships with the public. That said, there are clearly pitfalls and improvements that can be made. 


Word Count: 1910













Task 3

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


	
Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:


Leadership is a key component of policing and developing leadership skills is essential at all levels of the service. This leadership can range from effective problem solving and building trust with communities to more advanced leadership such as leading larger teams of officers and leading innovation within the service (College of Policing, 2023). Policing can be extremely challenging, and situations and circumstances can change and become unpredictable at any time, therefore it is essential that officers have the leadership skills and can have flexibility within those to alter the styles to differing situations. This essay will firstly cover some leadership styles and explore the importance of flexibility within them, it will then evaluate these strategies that I have used during incidents that I have attended as a police officer.


Within a policing context, the College of Policing (2023) states that leadership covers the aspects of problem-solving, decision-making skills, resilience and challenging unacceptable behaviour. Many of these traits interlink with the police code of ethics. It can be argued all these traits are essential for day-to-day work as a police officer, none more so than decision-making skills. Decision making is clearly essential in policing as well as providing strong leadership, and officers are assisted in this by using the National decision-making model (College of policing, 2013). Despite the college of policing outlining some qualities of leadership, a clearer definition can be drawn from McKinsey & Company (2024) who define leadership as “Leadership is a set of mindsets and behaviours that aligns people in a collective direction, enables them to work together and accomplish shared goals, and helps them adjust to changing environments.”. McKinsey & Company (2024), much like the college of policing, also add that solving problems effectively is an essential aspect of effective leadership. 


According to Yukl and Mahsud, (2010) flexibility in leadership is changing the behaviour and appropriately as a situation changes and adapts, and within this, recognising the need to change behaviour to effectively lead. Arguably within policing, the ability to adapt to a changing situation and therefore have leadership flexibility is what makes an effective and inspiring leader. Emotional intelligence and the freedom to adopt different methods is also seen as an essential part of what makes a flexible leader (Yukl and Lepsinger, 2006). Yukl and Mahsud (2010) state that within a contingency theory of flexible leadership it is important to be able to identify a situations needs and adjust the leadership style to it, as well as using methods to influence behaviours such as giving feedback and the use of role play. 


Zaccaro, LaPort and José, (2012) state that an important personality trait of effective leadership is having emotional stability which can show self-confidence, suggesting the need for confidence to make effective decisions, as well as interpersonal skills and the desire to abide by the rules which can be better described in a policing context as integrity. 


Arnten et al (2018) researched desirable and undesirable traits within police leadership. They found that leaders that acted as role models, invested time in others, would push and help others to improve and who would welcome feedback as an openness for themselves to improve were desirable leaders. On the other hand, they state that leaders who were avoidant with a lack of interest whose decisions were delayed were traits of poor leaders within the police. Herrington and Colvin, (2015) also argue that good police leadership in times where the organisational requirements have become more complex, is that effective leadership collaborates and engages more effectively with the communities of which they serve. 


Within all the research above, it is clear that strong decision making is an aspect of strong leadership within the police, this may be because officers are regularly exposed to high pressure situations where quick and informed decisions are desirable. These effective decisions can not only effect public safety, but often the safety of other officers. It could be argued that this is inspiring and motivating for other officers to see and follow, but also for the public’s confidence by leading by example, given that the decision made has been done so by using the national decision-making model with the code of ethics in mind. Emotional stability has also been identified as a key trait, this could be essential for traumatic events where colleagues and members of the public may be in shock, by having the emotional intelligence to adjust the way in which the public are dealt with following a traumatic event could help calm a situation and have a lasting impact on a person’s wellbeing. That said, emotional intelligence with colleagues and identifying when they may need a little extra support it could be argued would also be displaying signs of strong leadership. Finally, from the research above, flexibility in leadership is clearly an important trait. It can be argued that this is because of the dynamic situation officers find themselves in whereby it is important to be able to adjust and adapt to the situation to not only keep communities safe, but to also improve confidence. 


Using Gibbs’ reflective model (Gibbs, 1988) I will critically evaluate situations and scenarios that I have been involved in as a police officer whereby I have shown leadership and flexible leadership. 


Firstly, using this model, I will describe an experience whereby I was the first on scene to a complex domestic incident. I was on patrol with a colleague when I responded to a call of a high-risk individual in possession of a weapon trying to break into his ex-partners address whilst making threats to kill her. The information received from the control room Is that shouting and banging could be heard in the background before the phone cut out. I had a previous awareness of all the individuals involved and the risk and potential violence which could happen to the victim as well as to officers attending. 


On attendance to the address having first knocked and shouted to no answer and no persons being heard within, I took the quick decision to kick the door through to gain access as I had serious concerns harm may have been done to the occupants. On entering I have immediately started searching the premises, when I have gone upstairs, I located three females, the victim, the victim’s mother and the victim’s friend. All three persons presented shaken up and terrified, shaking with fear and crying. I have had to be direct to the point amongst the screaming, clarifying that the subject 1) had not entered the house and 2) no one was injured. I have asked my colleague to search the rest of the house whilst I stayed with the three persons, once they confirmed the house was clear, I have adjusted my communication style to try and calm all persons down and reassure them that they were safe. Whilst doing this I have slowly and calmy clarified exactly what happened with all three persons. I have then passed the circumstances over my radio for all local officers to hear, I have then spoken to the colleague who attended with me whereby we made a plan of action for the next steps, where we would secure evidence and statements at scene. I have then spoken to four other officers, having been first on scene and knowing the full circumstances I have directed some to conduct enquires for the suspect and others to assist with house to house. The suspect was later arrested where a positive result was achieved in court. 


Reflecting on my feelings during the incident, the situation was high pressure and high risk given the initial circumstances and I knew that quick decision making would be paramount for everybody’s safety. This was adrenaline inducing however I knew it was important to remain calm and task focused. 


Evaluating this experience, the positives were that my team and I were able to get a positive outcome for the victims, protect them and improve their confidence in us. Colleagues were exposed to a situation that was potentially volatile, and experiences were gained from this. The negative aspect is that we couldn’t prevent this from occurring in the first place. 


To analyse in depth my leadership during this incident, firstly, I was able to make strong decisions which as stated by the college of policing (2023) is an essential leadership trait for officers. I displayed this trait by making a quick decision to force entry into the address for the safety of everyone. I also displayed emotional stability and flexible leadership by once ensuring that the house was secure, becoming empathetic towards the subjects and reassuring them. Simultaneously, using this flexibility in leadership, I was able to remain focused and direct my other colleges to assist with other fast time enquires which were needed. However, myself and the officer I was with are regularly paired together and have a trust and sense of understanding with each other so once the plan was devised, she did not need instruction from me. This leadership style is discussed by Filstad and Karp (2020) whereby role modelling and camaraderie are seen as leadership traits within the police, which helps with the motivation for helping with a joint cause. This is evidenced by me giving direction to colleagues and them naturally following these up without question. 


In conclusion for this incident, it was clear that different styles of leadership and the flexibility were required from me to get the best out of everyone involved, including the victims to safeguard them, and colleagues to ensure we did an effective job. 


In action plan going forward is that I learned from this experience and knowing my actions achieved a positive outcome, however in future, I would look to gather feedback from colleagues and supervisors. This would be beneficial, as stated by Arnten et al (2018), searching for feedback and building upon it is a desirable trait for leaders within the police. 


For my second incident I will discuss I will use Borton’s model of reflection (Borton, 1970). I will ask myself What? So What? And now what?


Given the low levels of experience in frontline policing, I am now an experienced member of my team, whereby I was asked to take a student out for the week to patrol and answer calls. During this week we attended two sudden deaths, these being the first two times the student had responded to this kind of call. 


So what? Initially, the student did not know exactly how to manage or respond to this call, so I have had to talk them through it step by step and shown them the way, this was very one directional. Using the model of situational leadership (Hersey and Blanchard, 1997) the student was currently in the ‘low task, low relationship’ section of the model because of their low competency and inexperience. However, by the time we responded to the second sudden death, we had de-briefed, and I had provided feedback which they took on board. By doing so, during this second call they were in the ‘High task, high relationship’ section of the model. I still provided direction however the student had a much better understanding and was competent to continue, just checking with me for reassurance that they were doing things correctly. I once again ensured that I gave constructive feedback as a leader in this situation to encourage and motivate for improvement. The student had learned well over the course of these two calls, improving in confidence.


Now what? I know that if I was to further attend these similar incidents, the student would have moved to the ‘high relationship, low task’ section whereby direction would be more evenly shared before eventually becoming wholly competent and moving to the final section of ‘low task, low relationship’ as per the model of situational leadership (Hersey and Blanchard, 1997).  


To conclude, there are clearly many aspects and traits associated with effective leadership which are required by police officers. The flexibility required in situations can be evidenced from the research and real-life situations discussed above. I can note that I have been able to adjust my leadership style when working with the public and both experienced and inexperienced colleagues when different situations present themselves. 
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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:


I am currently a police officer in my third year of probation, during this time I have developed as both a professional and an individual. I have gained extensive experience in multiple areas of policing on which I am striving to build on further as my career progresses. The probationary period for South Wales Polices PCDA program is three years, during which officers will need to achieve operational independence through on the job learning and to achieve a BSc Hons in Professional Policing, to be signed off and confirmed in rank (South Wales Police, no date). During this probationary period, I have been able to work within response policing and with specialist operations and investigations on attachments, to further gain experience. Part of the probationary period is a three-month tutorship where a trained constable will mentor closely, followed by a period of independent patrol where I was able to lean on more experienced colleagues for advice and guidance. During this essay I will define mentoring and coaching including the benefits of both whilst evaluating how it has helped me in my career with both development and reaching organisational goals. I will also define feedback and how it is best used whilst reflecting on how it has affected me. 


Firstly, the college of policing defines a coach or mentor as somebody who works with individuals to help them improve and progress professionally (College of policing, 2023).  The college of policing (2023) goes further to say that the onus is on the mentee to identify areas for improvement, to which the mentor can support by giving the relevant guidance. Clutterbuck, (2008) defines the difference between coaching and mentoring. The difference stated is that coaching is more directed to specific improvements in certain areas, whereby mentoring takes a broader approach to a person’s development and goals, taking in more variables. It could be argued that mentoring will become an integral part of policing, especially with the drive to a more representative workforce, especially amongst ranking officers.  In a paper by Jones, (2017) found that the mentoring process was hugely beneficial for both the mentor and the mentees, with research participants gaining more confidence, overall knowledge and learning from different perspectives. The study also found that women benefit from this mentoring, which would be a positive for police forces that talented women are gaining confidence to achieve greater career prospects. Coaching was also found to be beneficial for both trainer and trainee when officers undertook driving courses, with coaches being able to develop and emphasise the importance of keeping focus and not taking unnecessary risks by teaching in this way (Passmore and Townsend, 2012).


However, the downside of mentoring can be that the mentee takes on a greater emotional burden and may then second guess themselves as they are now potentially anxious that they are teaching the mentee the correct way (Tyler and McKenzie, 2011). However, it was also found that in a policing context the most important factors to ensure successful mentorship is having a skilful mentor with a mentee who has a good attitude and character and that both can engage well interpersonally (Tyler and McKenzie, 2011). Another downside is that during the early part of an officer’s career, during the initial training, the coaching has its limitations. This is because the learning scenarios they are set in are not real life, therefore not providing the real-life stimulus that they will eventually be exposed to thus potentially not identifying coaching points which will need to be addressed post training (Staller, 2021). 


Using Borton’s reflective model (1970) I can reflect in a policing context that I have been both mentored and coached by this definition. Firstly What? After my initial six months police training, I was posted to work in Swansea city centre with a tutor constable for three months. During these three months I was continually mentored as I had limited experience responding to calls and given the role of the police, there is great variety and initially no call appeared to be able to have been dealt with the same, so for the first set of shifts I was very much showed and told what to do at each call. However, the more shifts I did and the more experience I gained from observing and listening, the more competent I become.


So what? During my first few weeks I had attended multiple domestic assault calls, after the first two, my tutor gave me more autonomy on the decision-making process, wanting me to run through what I thought the best course of action was before checking with him right before I acted. The call I am discussing was a report a male had pushed his partner into the wall following an argument, after separating both parties and speaking to them separately, I had established that the victim had an injury, and she disclosed this assault to me. My thought process was to arrest the male responsible for assault, and just before doing so I checked with my tutor who agreed. This was clear development from my first domestic assault calls which I attended whereby my tutor had told me what needed doing without me having the autonomy to have made the decision. This way of learning and the mentoring from my tutor is consistent with the situational leadership model (Blanchard and Hersey, 1997) whereby initially there is one way instruction from the ‘leader’ (tutor) at stage one which develops into the mentee having for two-way dialogue to get to the correct decision.

So what? By developing this way, I was firstly able to see best practice in action, and then being able to build on that and come to my own decision making with the safety of knowing my tutor would have been able to guide me if I made a mistake. By learning this way, I was constantly having to think and rationalise my decisions which allowed me to learn faster and more effectively than if I was just to follow the lead. There were many examples of this way of learning throughout my tutorship which gave me the skills and confidence when I became independent. 


The College of policing (2025) recommends the GROW model for coaching. Within this model there are four sections. These being; Goal, Reality, Options and Will. I have used this model with my sergeant mentoring me to assist in achieving personal goals which will also help meet organizational requirements. It was essential that both my sergeant and I had regular interaction for this mentorship to be effective (Mogonea, 2022). Firstly, the goal was to build a set of specialist skills which will assist me in high-risk situations, whilst also providing the force with an additional skilled individual. The reality being, prior to this mentorship, I did not possess any specialist skills. The options were for me to firstly for me to put forward an expression of interest with the supervisor’s approval for the courses of Response Driving, Taser and Method of Entry. By identifying these courses, I was also able to gain knowledge from my sergeant who had obtained these skills and was able to provide key learning pointers for me to consider. The will I was able to plan for this, get approved for the courses and within 3 months I had completed all three, gaining additional specialist skills. 


During these courses, I used critical reflective practice throughout them to learn and improve. Critical reflection allowed me to look back on my decisions and pre held assumptions following an action and take learnings from them. This is a process which Christopher (2015) argues is essential to fulfil the modern role of a police officer and successfully carry out the role and responsibilities the office of constable presents. I would critically reflect following every drive I undertook on my three-week response course. I had to alter my preconceived assumption that response driving was just being able to drive fast and understand it as a craft where there is substantial risk involved. By reflecting in this way, I was able to critique the mistakes I would make and look to address them at the next available drive which has allowed me to develop into a safe and skilled driver, which may not have occurred without the critical reflection. 


Feedback is difficult to define, however, Lipnevich and Panadero (2021) define feedback as “information that includes all or several components: students’ current state, information about where they are, where they are headed and how to get there, and can be presented by different agents. This information is expected to have a stronger effect on performance and learning if it encourages students to engage in active processing.” This is a very broad definition, and I have always considered feedback to be positives and negatives given to me by a person who has observed me, following the completion of a task or event. Jug, Jiang and Bean (2019) argue that a caring and interpersonal relationship has been established prior to giving feedback and that the aim must be to achieve a learning outcome which is attainable by the person receiving the feedback. Jug, Jiang and Bean (2019) also say that the person receiving the feedback must be open to it and willing to learn, or it will be received with little benefit. Aguinis, Gottfredson and Joo, (2012) add that the importance of feedback is that it can continually help people improve their performance and that the people giving the feedback should focus on the strengths of the individual other than the weaknesses to get the best out of them. Hardavella et al., (2017) agree that the focus should be on the positive firstly and lastly, with the negative points for improvement identified in between the positive pointers, whilst looking to give positive feedback on its own merit also. Hardavella et al (2017) also identify limitations for feedback giving, some being not giving a ‘fix’ and just criticism, the receiver not respecting the person giving the feedback or a fear of upsetting work colleagues. 


Personally, I have always actively seeked feedback, as a way of looking to improve. I want to know if I have made a mistake, and I want to know how to adjust my behaviour in future. Despite findings by Aguinis, Gottfredson and Joo (2012) I am not worried if I was to receive primarily negative feedback as I know that it would only benefit me to learn from it and I would know that negative feedback is better than receiving no feedback. That said, I also agree with Hardavella et al (2017) in that I am much more open to feedback from persons who I respect professionally (often due to experience) as I feel it is more valid. 


Given I am now a more experienced member of my team coming to the end of my probation, I am often paired with less experienced officers or students. With student’s feedback, I always initially ask them to first reflect on the incident we have attended, this way I feel they critically reflect for themselves and may point out mistakes themselves and fixes, without me having to identify them. I do this because I felt this worked well for me when I was in tutorship, and it also is motivating being able to collectively come to a solution. I will always give positive feedback if I am also giving negative feedback as a way not to knock morale. 


In conclusion, over my probation I have been exposed to multiple methods of mentoring and coaching, both as the mentee and more recently as the mentor. This has helped shape me as a police officer and improve my competency as I come to the end of my probation. I have been able to improve my decision making, confidence and through guidance grow as a professional with the specialist skills I have gained, which will allow me to contribute further to policing and South Wales Police. 
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