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Task 1

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

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


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

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

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


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



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



ANSWER:

In response to societal changes, new emerging threats, and legislative changes aimed at professionalising the police service, the function of a modern police officer in the UK has undergone a significant transformation. The College of Policing plays a crucial role in this transformation, as it is responsible for the establishment of standards, development of leadership, and ensuring the recruitment of officers with the necessary skills and knowledge for modern day policing. I have personally observed the impact of different frameworks on frontline policing, from the adoption of new professional standards and code of ethics to the engagement in reflective practice, as I am currently in the final year of my probation. This essay will critically assess the College of Policing contribution to the professionalisation of policing, analyse the manner in which I am striving towards fulfilling the duties of a substantive police officer, and reflect on how my role has developed throughout my probationary period.


The College of Policing plays a crucial role in shaping the modern-day policing by simply establishing professional standards, promoting evidence-based policing and ensuring that new officers are trained to meet the evolving demand of modern-day policing. A key aspect of its role is setting national policing standards across all forces. By providing guidance on operational procedures, ethics and leadership, the College ensures consistency across all forces in the United-Kingdom (College of Policing, 2023).

For example, the Code of Ethics introduced in 2014, provides the ethical framework for policing in the UK by setting out clear standards for police officers conduct, decision-making, and accountability (College of Policing, 2024). It plays a vital role in maintaining the public’s trust by guiding officers in making ethical decisions, even in difficult situations which they find themselves in daily. The Code of Ethics emphasizes fundamental principles such as integrity, honesty and respect for human rights, ensuring that policing remains fair and proportionate. It also fosters a culture of learning and self-reflection, encouraging officers to recognize ethical challenges and seek guidance when needed. (College of Policing 2024).

Additionally in 2024 the Code of Ethics was updated by the College of Policing to reflect the evolving demands of modern policing, introducing new principles aimed at strengthening the public’s trust and enhancing the police officer’s accountability. These updates place a greater emphasis on courage, public service and respect and empathy. The revised code of ethics also incorporates a stronger focus on wellbeing and resilience, recognizing the mental and emotional challenges officers face and need for a supportive policing culture. These changes reinforce the commitment to continuous professional development, ensuring that policing standards remain aligned with societal values and expectations. (College of Policing 2024).

While the Code of Ethics is intended to serve as a moral compass for policing in the Uk, its effectiveness in fostering genuine ethical behaviour and accountability can be questions. (Giorgini et al. 2015) argues that despite the existence of such frameworks in all professions, the reality is that usually there are systematic issues that overshadow individuals’ ethical considerations. There are instances where individuals from police organizations would prioritize personal discretion over the ethical guidelines outlined in the Code of Ethics, leading to a potential erosion of public trust rather than reinforcement.


Similarly, the Authorised Professional Practice (APP) framework is another vital component of the College of Policing work in setting national standards. One of its key advantages is its adaptivity – regularly updated to reflect new threats, technological developments and legal changes. For instance, guidance on digital policing has been revised to address the growing complexity of cybercrime investigations. (APP, 2024). By promoting a consistent approach across all forces, APP helps reduce disparities in policing practices and enhances operational efficiency.

Furthermore, research on knowledge-based policing demonstrates significant improvements in service quality when officers systematically follow evidence-informed procedures. (Lum et al. 2011) in their seminal work on evidence-based policing found that standardized research-driven approaches can enhance operational effectiveness and decision-making quality. Their research in the (Journal of Experimental Criminology) revealed that police services implementing structured, evidence-based protocols experiences measurable improvements in investigations outcomes, reduced procedural errors and increased public confidence. 

In order to professionalize policing in the UK, The College of Policing has used a strategic approach to developing a more rigorous, evidence-based profession. In their 2018-2023 5-year strategy, the organization aimed to transform policing through enhanced professional standards, research-driven approaches, and comprehensive development of frameworks. (College of Policing 2023). However, a critical evaluation reveals that both significant achievements and challenges. Research by (Goff and Herrington 2014) highlights that professionalizing efforts must balance standardization with individual officers’ adaptability. The Colleges initiatives, including the introduction of the Policing Education Qualification Framework in 2016 (PEQF) and mandatory continuous professional development, represent a substantial shift towards a more academically grounded profession. Yet, implementation has not been without criticism, with concerns raised about the financial burden on new recruits and the practical applicability of academic requirements. (Tangen 2023). 

Additionally, the more recent Policing Vision 2025, developed collaboratively by Police and Crime Commissioners (PCCs), Chief Constables, and other policing bodies, outlines a roadmap for transforming the police service by 2030. Building on progress made since the previous 5 year plan, the new strategy focuses on adapting to the changing landscape of crime, technology and society. A central aspect of the vision is a shift towards prevention, vulnerability management, and a risk-based approach to policing. The plan emphasizes the importance of embedding innovation through the use of technology, with the aim of creating a more efficient and effective service, capable of addressing new and emerging challenges. (College of Policing 2025).

Transformation will not only rely on systems and processes but also on the people working for the service, ensuring officers, staff and volunteers are equipped with the skills and flexibility needed to respond to change. Collaboration across different sectors – including public, private and third-party sectors will be crucial in creating a more integrated and responsive forces. Evidence-based practices, including the ongoing use of the Code of Ethics, will be central to daily policing activities, with the vision also stressing the need for democratic accountability and local responsiveness through elected PCCs and, where relevant, mayors ensuring that policing reflects the diverse needs and priorities of the communities. (Policing Vision 2025).

While the Policing Vision 2025 emphasizes collaboration and evidence-based practices, its practical implementation remains uncertain due to a structural and cultural barrier within the UK policing. A study by (Atkinson, 2017) highlights that while partnership working is ideal in theory, in practice fragmented governance structures and conflicting priorities often hinder meaningful cooperation. Moreover, ensuring that officers and staff are equipped with skills and flexibility assumes that adequate training, funding and leadership support are in place – yet recent reports highlight significant shortfalls in resources, officer retention, and training. (Police Federation, 2024).

As the nature of crime continues to evolve, particularly with the rise of cybercrime, terrorism and serious organized crime, the police services must be ready to adapt their tactics and capabilities. By 2023, the police forces will be more agile, professional and able to tackle these complex challenges with highly skilled and technologically proficient workforce. With a focus on continuous improvement and a whole-system approach to crime prevention and investigation, the policing vision 2025 aims to position British Policing as a model for both national and international standards. (Policing Vision 2025).

During my final year of probation, I noticed that many officers were not fully trained in essential areas like driving using emergency services equipment such as blue lights and siren, using taser or being trained in the appropriate method of entry techniques. Some officers lacked the confidence or initiative to put themselves forward for these training courses, which can be vital for handling high-pressure situations. I recognized this as an opportunity to develop myself further as a modern day police officers, so I took proactive steps to enhance my skills and become more effective in my role, especially as I am planning on this being a long term career. 

Research by (Tennant, 2025) highlights that in the UK, police officers do not immediately receive training to operate vehicles with blue lights and sirens upon completing their initial training period. This specialized training is typically undertaken after the initial training, ensuring that officers are fully prepared for emergency response duties. For example, Police Scotland requires officers to complete their in-house driving courses before they can drive marked vehicles using blue lights and sirens. However, a significant backlog in training has led to approximately one in five officers being unable to respond to emergency calls, which in return is creating public safety concerns. 

I started by simply having a conversation with my sergeant about the need for additional training, and as a result I completed a series of courses to improve my ability to respond to emergencies effectively. First, I took the CED Course which is a Conducted Energy Device (Taser) which taught me how to safely and effectively use a Taser in situations where force may be necessary. I also learned the correct circumstances for deploying a taser, as it can be an effective non-lethal option to de-escalate dangerous situations, which is a vital in protecting myself, my colleagues and the public. (College of Policing C.E.D 2022).

Similarly, next I enrolled in the Method of Entry course, where I learned the safest and most legally appropriate ways to enter properties during emergencies. Whether responding to a domestic violence incident whereby the tenants are refusing to open the door and there is a genuine threat to life or executing a search warrant. The course thought me how to enter a building safely while following the forces policies, as they are crucial in protecting everyone involved. (West Yorkshire Police MOE 2018). 

Lastly, I completed the Blue Lights Driving course, which was a significant step in building my confidence and competence behind the wheel in emergency situations. Driving with blue lights requires more than just quick reflexes, it involves understanding the risks, managing speed safely and making decisions in high-pressure situations. This training has helped me respond faster and more safely to emergency calls, ensuring that I can assist in situations that require immediate attendance. (Police driving 2023).

As I am near the end of my probationary period, I can reflect on the significant growth ive personally experienced in my role as a police officer. When I first joined, I had an idealistic view of policing, expecting it to be more about enforcing the law rather than understanding the personal responsibilities, community relations and mental health side of things. Over the course of my probation however, the reality of the role has far surpassed my initial expectations.
One of the most significant changes i noticed in myself is the ability to confidently make decisions under pressure. Early on, I often relied on my colleagues to guide me but as I completed my initial training and faced a variety of different situations, i grown more independent in my decision-making. For example, completing courses such as Taser, MOE and Standard response driving equipped me with the practical skills necessary to take swift action in high pressure situations and exposed me to a higher risk calls that all Taser officers attend. These experiences have helped me build the confidence I needed at the start and now I feel more prepared to face a wide range of challenges.

I have also become more proactive in my approach to training and development. Recognizing the importance of constantly evolving in a profession like policing, I’ve sought out courses to fill the gaps in my knowledge. This initiative has helped me feel more capable in various high-pressure situations and I’ve learned to take ownership of my developments rather than waiting for opportunities to come to me.

Lastly, I’ve learned to approach my responsibilities with a greater sense of leadership. Although I’m still early in my career, I understand the importance of being a role model for others, especially as I now have a clearer idea of what effective leadership looks like in policing. I’ve begun to mentor new probationers and share the knowledge I’ve gained, reinforcing my role in helping others succeed and improving the overall effectiveness of the team. According to a recent research leadership in policing is often developed through mentorship, where experienced officers guide and support their colleagues, especially probationers, in navigating high pressure scenarios. Effective leadership within the policing teams goes beyond formal rank and relies on sharing knowledge, providing guidance and fostering collaborative environment. (Perkins 2020).

Looking ahead, I feel well-prepared to continue my growth as a police officer and am excited to take on more responsibility as I transition into a fully qualified officer. My final year of probation has been transformative, shifting my understanding from that of a reactive officer to a more proactive, responsible and confident professional. The lessons learned during this period have not only shaped my current approach to policing but have also laid the groundwork for my continued development and future leadership within the service.

In conclusion, the College of Policing plays a vital role in professionalizing the UK policing by establishing national standards through frameworks such as the Code of Ethics and APP. Throughout my probationary period, I have directly experienced how these guidelines shape decision-making, leadership, and operational effectiveness. Reflecting on my own development, I recognize that while these frameworks provide essential guidance, their real-world application varies across different policing contexts. Looking ahead, it is clear that continuous engagement with these frameworks is essential for career progression. However, the challenge remains in ensuring consistency across all forces as different interpretations can lead to variations in practice. By adopting a growth mindset, I aim to continually refine my leadership skills and professional judgment, contributing to a more accountable and trusted police force.



Word count: 2286
1






















1

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


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

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


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




ANSWER:

Social media has become an essential instrument for informing and connecting with the local community in modern policing. Platforms such as Twitter, Facebook and Instagram offer police forces a great way of disseminating information rapidly in major and critical incidents and also act as a way of improving the public’s confidence in policing. However, the effectiveness of social media in accomplishing these aims is not without its challenges, including concerns of accessibility, public perception, and the possibility of misinformation. This essay critically evaluates my personal experience with social media in the context of policing, examining its advantages in community participation and the challenges it poses. 

Police forces within the United-Kingdom have increasingly adopted a multi-platform social media approach. Research by (Kershaw, 2023) shows that the most prevalent platforms are as follows:

1. Twitter: is primarily used for real-time updates, emergency messages distribution and community requests to identify outstanding offenders via CCTV.
2. Facebook Used for lengthy content, community engagement and local crime prevention messages. Also often used as a way of making appeals for information regarding missing persons.
3. Instagram: Used primarily for storytelling through images, recruitment and promoting police presence within the community.
4. YouTube: Not used as much as the other forms of social media, however, provides forces with a platform to use for video appeals, neighbourhood security instructions and transparency updates.

The Metropolitan Police, for example has active accounts on multiple platforms, with over 1.3 million followers on Twitter as well as substantial involvement on other social media channels. (Metropolitan Police 2024).

According to (Metropolitan Police annual spending report 2023) they have significantly increased their spending on the social media departments, rising from £209,633.66 in 2018 to £485.473.11 in 2023.

           Furthermore, according to the Gwent Police engagement strategy, the force is currently using 79 social media accounts as a way of communicating and engaging with the public. As of 2019 the English language Facebook account had 1,133 posts and 47,720,368 impressions. Whilst the Welsh language Facebook account had 960 posts and 63,206 impressions. These figures highlight the potential of using social media to connect with diverse audiences, amplify police messaging and strengthen the community relations through consistent and targeted communication. (Gwent Police 2023)

Based on my personal experience as a police officer in rural communities, I have discovered that social media serves as an essential instrument for informing members of the public during major incidents. A recent example is the floodings across South-Wales during storm Bert. 

During the storm I responded to numerous incidents whereby members of the public became trapped in floodwaters after their vehicles have been submerged due to the roads being obscured by rapidly rising water. I immediately recognised the urgency of the situation and instructed our force control room operators to utilize our social media accounts and inform members of the public of the flooding in the impacted areas.

As I continued to attend various locations and implemented a large number of road closures, i consistently passed updates to our control room so they can keep members of the community updated about any developments and road closures. By doing so, we enabled residents to plan alternative routes or, ideally stay home to prioritize their safety. This approach highlighted the effectiveness of social media in disseminating critical information during emergencies, ensuring the well-being of the public.

Another example from my professional experience is my involvement in addressing antisocial behaviour at a local shopping centre. Over several weeks, we frequently received reports of youths engaging in anti-social behaviour at the local shopping centre. Antisocial behaviour is usually defined as “behaviour by a person which causes, or is likely to cause, harassment, alarm or distress to persons not of the same household as the person”. (Anti-social behaviour Act 2003). However, due to the youths making threats and targeting a specific shop, I also considered the offence of Section 4a Public Order Act 1986 which must involve the intention to cause harassment, alarm or distress using threatening, abusive or insulting words, disorderly behaviour, any writing, signs or other visible representation. (College of Policing 2023). 

Although I was dealing with the offences presented at the time, the children’s continued antisocial behaviour required prompt intervention. I then requested our duty Inspector to consider dispersal order for the area. Section 35 of the Anti-Social Behaviour, Crime and Policing Act 2014 gives a Police Constable and a Policy Community Support Officer the power to exclude a person from an area for up to 48 hours with the authority of an Inspector. The exclusion also needs a designated map of the area. (College of Policing 2023). 

Once the dispersal order was authorised, I immediately made our force control room operators aware of the parameters and asked for the social media team to be made aware. The subsequent posts on social media proved to be an effective tool in keeping members of the public informed about the boundaries of the recently issued dispersal order, ensuring clarity and awareness.

In addition to keeping the local community updated, I got our Neighbourhood Policing team involved which subsequently utilised the social media platform to inform parents and their children about the repercussions of persistent anti-social behaviour.

Additionally, we provided helpful recommendations for parents on monitoring and managing their children’s activities and establishing a proactive mindset to prevent such behaviours. The simultaneous approach of sharing information and educating highlighted the versatility of social media in fulfilling the requirements of the police force.

Although social media is beneficial, research by (Cambrige University 2017) shows that while these platforms facilitate the rapid dissemination of information, they do not always encourage meaningful interaction between the police and the community. The research suggest that social media is often used more for broadcasting messages rather than promoting an active dialogue or collaboration between the police and the community. This shows a lack of two-way communication and can subsequently limit the effectiveness of social media in building trust and addressing community concerns, reducing its potential for long-term impactful engagement. 


Furthermore, research by (Nweke and Wright, 2023) highlights a number of ways Police forces can use to encourage meaningful interactions between them and the community. Police forces can utilize engaging content, such as informative posts about crime prevention, success stories and interactive campaign that invite feedback from the public. Utilizing humour and related content, such as memes can humanize officers and make the police more approachable to the public. Also, engaging in a two-way communication by responding to comments and questions can further strengthen the relationship between them and the community. Ultimately, these strategies can help bridge the gap between them and the community.

Whilst dealing with the incidents described above, I became well aware of the risks associated with using social media in policing. For instance, while posts regarding the dispersal orders and antisocial behaviour were effective in informing local residents, they also elicited significant engagement from local parents. Many comments named specific individuals allegedly involved, while others expressed frustration and even threatened to take matters into their own hands if no action was taken. This example highlights the potential drawbacks of police social media use due to the public reactions. Such instances underscore the importance of carefully managing these platforms to ensure that the benefits of transparency and engagement do not inadvertently lead to harm or conflict.

Furthermore, research by (Fernandez et al., 2017) highlights the difficulty of overseeing the public’s perception on social media, this is made more difficult by the absence of meaningful interactions between the police and the community on social media. Although platforms such as Twitter facilitate communication, they frequently function primarily as channels for dissemination rather than promoting meaningful conversations with the public. This disconnection can lead to mistrust with the communities, causing residents to perceive that their concerns are neglected or insufficiently address.

Additionally, research by (Egawarhy, 2019) highlights more risks whereby the dual role of police officers of engaging with the community through official personal accounts on Twitter raises questions about professionalism and boundary-setting within policing practices. Such complexity underlines the necessity for continuous research into the improvement of these engagement strategies in order to effectively disseminate information whilst trust and collaboration with local communities.

On the other hand, the management of public perception on social media can actually enhance the relationship between the police and local residents. While it is true that platforms like Twitter are often used for information dissemination only, they also provide a unique opportunity for real-time engagement with members of the public. Research by (N. Fielding 2021) highlights a creative and engaging approach to social media used by some police forces by aligning communication with popular events to capture public interest. For example, on Valentines Day, officers posted messages directed at “long lost loved ones” in the form of wanted persons, which gathered significant public attention and subsequently led to an arrest. The outcome was further leveraged by publicising the success and thanking the community for their assistance. 

Additionally, another benefit of using social media highlighted by (Solymosi, 2020) is when police forces appeal for information regarding missing persons. Incorporating emotional elements, such as the circumstances surrounding the disappearance of the person or appeals for urgent help, can significantly enhance public responses. Effective missing person appeals on social media must not only be visually appealing but also strategically designed to foster recognition and prompt action from the audience.
In my personal experience as a police office, social media has been a vital tool for locating missing persons, often leading to successful outcomes in time-sensitive situations. When im dealing with high risk missing persons, sharing detailed posts, including descriptions and photos on social media we often reach thousands of people in the local and wide community almost instantly. One case always stands out involving a vulnerable person whose location was unknown. Within hours of posting on social media, the post was shared widely, and a member of the public came forward with crucial information that led to their safe recovery.

In conclusion, in recent years social media has become an effective tool for modern police work, offering important benefits in community engagement and general information dissemination. By leveraging social media platforms such as Facebook, Twitter, and Instagram, police forces can disseminate critical and other information rapidly, enhance transparency, and help bridge the gap between the communities and the police. Additionally, personal experiences such as using social media to locate missing persons or manage major incidents, illustrates its potential to mobilize community support effectively and keep members of the public informed of any updates in relation to the incident.
However, using social media comes with its risks, including the spread of misinformation, ethical concerns around privacy, and the challenges of managing public reactions. While some force policies and strategies guide the use of social media, it is essential for policing to move beyond one-way communication and focus on building genuine two-way interactions with the community. A much-needed balance between maximising the advantages and reducing the risks will guarantee that social media continues to be an indispensable resource for police forces that will improve the connection with the public.
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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:

Effective leadership and teamwork are very important components of modern-day policing in the UK, where officer often face a diverse range of operational challenges. Leadership in policing context requires adaptability, decisiveness, and an understanding of multiple leadership approaches in order to negotiate the complicated nature of modern-day policing in the UK. In this essay I will critically evaluate the flexibility of leadership styles in policing, analyse the strategies I developed to manage different operational scenarios whilst also exploring leadership models commonly used by police forces across the country.

Leadership strategies in policing must address a variety of situations, including routine day to day response policing operations, critical and major incidents, and long-term projects. For example, most of the home officers’ forces use Gold, Silver and Bronze Command Structures which provides a framework for leadership during emergencies. Whilst on the ground supervision is ensured by Police Sergeants and operational Inspectors. This hierarchical structure ensures role clarity and effective decision-making. (College of Policing 2023)

Gold Commanders are usually responsible for the overall strategic command of the operation. They set the overall strategy that all other plans must take account of.

Silver Commanders is responsible for reviewing the strategic objectives set by the Gold Commander and translate them into actionable plans. This ensures that operational teams on the ground, led by Bronze Commanders carry out tasks effectively to achieve overarching goals during incidents or planned operations.

Bronze Commanders – usually operate at scene. They are responsible for implementing the tactical plans created by the Silver Commander. Additionally, they oversee and direct police officers and resources at the scene, ensuring the effective execution of the plan during an incident or pre-planned operation. Their role is primarily focused on managing activities on the ground and responding to immediate situational demands. (College of Policing 2023). 

In my professional experience, I have used a variety of leadership strategies based on contingency planning and collaborative leadership in order to manage diverse situations. For example, during the recent floodings in South-Wales I was one of the first police officers to attend the scene. I had to apply risk management principles in order to anticipate potential challenges and allocate resources accordingly. Whilst being first on scene, following the declaration of a Major Incident I prioritised open communication with partner agencies, including the council, South Wales Fire and Rescue and Ambulance Services to ensure a cohesive response. Additionally, I kept communication information to Bronze Commanders and Police Sergeants to ensure that tactical plan is created.

In a dynamic and rapidly evolving scenario like the above, I had to adapt my leadership style to reflect the changing circumstances and roles of those arriving at the scene. Initially, as one of the first officers present, I assumed a hands-on directive leadership style, making immediate decisions based on the situation and implementing a basic operational framework. This reflects principles outlined in the National Decision Model (NDM) used in UK policing, which emphasizes risk assessment and decision making. (Open University 2024).

However, as our bronze commander arrived at the location and assumed responsibility for tactical decision-making, I shifted to a more of a collaborative role, providing them with a detailed briefing to ensure continuity and alignment with the initial actions completed by myself. As I transitioned into this collaborative leadership style, it became evident that effective communication was paramount not only for operational success but also for fostering a shared understanding among the team. The Bronze Commander, whilst equipped with strategic oversight, often relies heavily on the contextual insight provided by attending officers. A study by (Davies, C 2018) highlights how the collaborative leadership model often reflects the modern understanding of leadership as a social process where collaboration, participation and mutual support are paramount for the success of any policing operation. 

Furthermore, as additional officers of my rank arrived, I transitioned my leadership style once again, adopting an authoritative yet collaborative leadership style. Given my extended time on the scene and familiarity with its dynamics, I provided direction and guidance to the officers arriving at scene. I directed them at the houses affected by the floods and the locations of the members of the public involved so we can safely move everyone away from the area and subsequently ensure their safety. I leveraged my knowledge to lead effectively while ensuring that all actions aligned with the tactical objectives outlined to us by the Bronze Commander. This flexibility in leadership approach ensured a cohesive response, highlighting the importance of situational leadership.

Reflecting on this experience, I recognised the value of feedback mechanisms in order to improve leadership effectiveness. While I focused on providing a clear guidance, I did not actively seek feedback from my peers or commanders on the clarity or impact of my instructions. Incorporating feedback, whether through formal debriefs or informal discussions, could have provided critical insights into areas for improvement. Using models like Kolbs experiental learning cycle, which emphasizes reflection to inform future actions, would have allowed me to refine my approach next time. (Simplypsychology, 2024). Moreover, research by (R. Bedi 2022) highlights how the integration of a structured feedback process can significantly enhance not only individual performance but also team dynamics. By establishing regular check-ins and encouraging open dialogue about leadership effectiveness, teams can cultivate an environment that prioritizes continuous improvement and mutual support.

Similarly, while providing guidance to colleagues was essential, an over-reliance on authoritative leadership could have inadvertently limited their initiative and decision-making. To enhance the effectiveness of my leadership, incorporating servant leadership style also could have been beneficial. (Gomez, 2024). I could have encouraged the team to exhibit greater autonomy and resilience. For instance, delegating specific responsibilities – such as managing a particular aspect of the scene or liaising with partner agencies might have allowed colleagues to feel more invested in the operation. This approach aligns with the concept of shared leadership, which research by (Pearce & Conger, 20023) shows can improve problem-solving and team cohesion, particularly in high pressure situations. 

Whilst there are many leadership styles, their effectiveness can be further enhanced by integrating emotional intelligence competencies into training programs for police officers. Whilst working as a police officer for the last 2 years I have noticed that cultivating skills such as empathy and emotional regulation, supervisors can foster a more cohesive team environment that not only improves moral but also enhances overall performance during both major incidents and routine day to day response duties. Research by (Baesu, 2019) indicates that leaders with higher emotional intelligence are better equipped to navigate the complex interpersonal dynamics, leading to increased trust among team members. This approach aligns with the growing recognition of the importance of emotional responsibility in leadership roles, particularly in the context where public safety and community engagement are paramount. (Bhopal & Devi, 2023) Thus, incorporating emotional intelligence into leadership development programs could prove essential for shaping responsive and adaptive policing strategies in an ever-evolving society. 

Furthermore, when more and more officers arrived at the scene of the incident, I quickly started noticing how they instinctively developed and demonstrated their own leadership abilities. Faced with a situation where members of the public were anxious and seeking guidance from people with authority, they quickly stepped up and provided the authority and direction needed. Some took control with a firm, directive approach, quickly organizing the crowd and ensuring safe passage away from the area. Others displayed a more empathetic style, engaging with individuals to reassure them while addressing their concerns. This natural adaptation to the challenging situation showed highlighted the importance of situational leadership, where responses are tailored to the immediate context and the needs of those involved. The way the additional officers balanced assertiveness and empathy not only helped maintain order but also reinforced public confidence in their ability to manage the incident effectively. Their actions demonstrated how leadership is not confined to rank but emerges through initiative and a clear understanding of the role they must play in similar incidents.

Following the conclusion of the incident, we returned to the station for a debrief led by the duty inspector. The debrief began with the recognition of the teams’ efforts and commendation of how effectively the situation had been managed. The positive reinforcement boosted morale and reinforced the importance of our contributions during the incident. The inspector then encouraged an open discussion to reflect on the incident, asking for feedback on what went well and what could have been handled differently. This approach always fosters a culture of continuous improvement, allowing the team to identify what they have learned and other strategies to enhance our response to similar incidents in the future.

All the same, as the debrief progressed, it was evident that structured feedback mechanisms not only enhance team cohesion but also significantly improve the overall performance in high-pressure situations. Research has shown that regular debriefing meetings are linked to better resource utilization and better overall team effectiveness during high pressure incidents, suggesting the need for debriefs across various emergency services. (Przednowek et al., 2021). By making these practices a regular part of our job, we aid the creation of a culture where learning from each other experiences become a natural process. This helps the team respond more effectively to similar incidents in the future and prepares everyone to face challenges with much greater confidence. 

The experience of participating in structured debriefs has significantly improved my leadership style, particularly in how I approach team reflections and learning. I have learned the value of creating an open and supportive environment where team members feel comfortable sharing their perspective. This has inspired me to implement more frequent, not so formal debriefs with my team following other incidents that are likely to affect the team morale or individual officers’ mental health. Small informal debrief sessions held back at the station in a relaxing setting, allows for honest discussions about what went well and what could be improved next time.


Similarly, switching from formal to informal debriefing sessions needs careful planning to ensure accountability and effective outcome. While informal discussions between officers encourage openness and honest feedback, they may not always capture operational insights that could benefit the wider organisation. 

That being said, the role of structured debriefing tools cannot be overlooked in enhancing both individuals and collective learning outcomes. For instance, frameworks such as PEARLS (PREPARATION, EVENT, ANALAYSIS, REFLECTINVE LEARNING, SUMMARY) or REFLECT provide a systematic approach that can help mitigate the risks associated with informal discussions by ensuring key points are captured and addressed effectively. (Kobe et al., 2021).


In conclusion, effective leadership in policing requires a balance of flexibility, self-awareness, and a commitment to continuous improvement. Through my experiences, I have highlighted the importance of adapting leadership style to meet the challenges of different situations, whether through structured debriefs or on the ground decision making during dynamic incidents. Emphasizing a mix of authoritative and consultative approaches, along with fostering open communication within the team. Leadership strategies, such as situational and transformational leadership, help create environments where feedback and learning drive both individual and team growth. By combining practical experiences with reflection, leaders can not only improve operational efficiency but also strengthen team resilience and public trust ultimately ensuring more effective and responsive policing.
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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:


Mentoring and coaching in police officers’ probationary periods is essential in shaping policing professionals. Formal mentoring offers structured guidance, while informal support from experienced colleagues helps new officers adapt, build critical skills, and align with both personal and organisational objectives. Over my three-year probation, I have benefited greatly from both formal and informal mentoring, which enhanced my confidence, skills and leadership ambitions. This essay reflects on my experiences, exploring how mentoring and coaching have influenced my professional growth and examining the key theories that support these developmental approaches.

Mentoring and coaching often sound similar, but they each serve distinct purposes. Mentoring is generally a long-term developmental plan where an experienced officer provides guidance, shares knowledge, and supports a colleague’s career growth. In contrast, coaching is typically a more structured, short-term process aimed at enhancing specific skills and improving performance. (Carmel and Paul, 2015). Within policing, both play a vital role in helping probationary officers develop key competencies needed and align with broader strategic goals, such as those outlined in the Policing Vision 2025. At this stage officers need to evidence certain competencies for example “Dealing with vulnerable people” and many others in order to become independent officers on patrol. (College of Policing, 2025).


At the start of my probation, my main focus was improving my interviewing skills, particularly questioning suspects in custody. This was due to my previous experience as a Community Support Officers whereby, I developed a number of skills required to become a police officer, however I lacked the exposure to interviewing suspects as this was not part of my duties.
I initially found it challenging to structure interview plans effectively, but my mentor provided a valuable guidance. He helped me draft my first interview plan and demonstrated a structured approach to questioning suspects. Additionally, he supported me in enrolling on the Tier 2 interviewing course, which significantly boosted my confidence and competence in suspect interviews. (Traynor, 2022). This experience reflects Kolbs 1984 experiental learning cycle, which highlights the importance of learning through experience, reflection and active experimentation. (Meleod, 2024). 

As I progressed through my probation period, my career aspirations evolved significantly. Initially I was focused on operational competence, however I later identified leadership development as a key goal, particularly as I started considering promotion to a sergeant once my probation is over. This transition illustrates the principles of transformational leadership, whereby mentorship not only support skill development but also nurtures leadership potential (Bass and Riggio 2006). From an organisational perspective, the College of policing Five Year Strategy emphasises the need for leadership growth at all levels, recognising coaching and mentoring as key to building a resilient and adaptable workforce. (College of Policing 2025).

Furthermore, mentoring and coaching have been crucial in developing my communication skills, decision-making, and ability to perform well under pressure. One area where I saw significant improvement was in engaging with vulnerable victims. Effective communication is a fundamental skill for police officers, and through structured feedback from my mentor and colleagues, I learned to adapt by approach when supporting victims of crime. This aligns with (Garvey, 2021) perspective that coaching enables individuals to refine specific skills through targeted interventions. For example, following an incident where I have dealt with a vulnerable victim, my mentor would sit on a 1 to 1 meeting with me and provide crucial feedback which aids my learning. 

In addition to enhancing my communication skills, mentoring has also played a key role in improving my ability to handle high-pressure situations effectively. The GROW model, a widely recognised coaching framework, focuses on Goal setting, reality assessment, options exploration and action. In my experience, through informal de-briefs with colleagues mirrored this approach by helping me reflect on incidents, evaluate the current situation, explore possible options to deal with the suspect and commit to action. By applying this structured method, I was able to critically assess my responses to incidents, identify areas for growth and develop strategies for future attendance to incidents. (Wilson, C 2020). 

Feedback is also a vital aspect of both coaching and mentoring. Feedback often fosters continuous growth and development. Throughout my three years of probation, I regularly received feedback through one-to-one meetings with my assessor, and informal discussions with colleagues. Following the completion of my competency’s matrix, I continued receiving feedback via one-to-one monthly sessions with my direct supervisor which helped me develop certain areas whereby I lacked the experience needed. Following each meeting, I reflected on what I did well in certain incidents and what I didn’t and often came up with a working strategy in order to improve myself in the highlighted area during the next incident. The theory of reflective practice suggest that professionals learn most efficiently by analysing their experiences and adjusting their approaches in response to feedback. (Galutira, 2018). This has been particularly evident in my progression, as constructive feedback from mentors and colleagues has enabled me to refine my approach to various policing tasks, improving both my confidence and effectiveness in the role.

Similarly, providing feedback has also been a key aspect of my development throughout my probation. As gained experience and new recruits joined the shift, I started supporting the new probationary officers by sharing insights from my own development journey. A study by (Carragher and McGaughey 2016) highlights the effectiveness of collaborative learning through shared experiences. This was really useful to new probationers as they often find it beneficial to talk through certain scenarios with colleagues, especially following an incident to seek feedback on how they would have dealt with the incident differently. However, one challenge I encountered was striking the right balance between providing constructive feedback and maintaining supportive environment. This was due to me not being their official mentor.


While mentoring and coaching have played a crucial role in my development as a substantive officer, they also come with their own challenges. One significant limitation I personally experienced is the time constraints faced by the mentors, which can sometimes restrict the depth of the feedback following an incident. This is due to the general demand in modern day policing, whereby we often found ourselves running from one job to another without the time to stop and talk through what went well or what did not go so well. 

Moreover, mentoring and coaching approaches can differ greatly depending on the individual officers involved. While some mentors take a proactive role in guiding probationers by showing them how to deal with certain scenarios first, others may adopt a more hands-off-style whereby they would ask officers to deal with the incident and provide feedback later. This variation in training styles can lead to inconsistencies in training and development, which may affect the officer’s long-term professional growth. (Leidefrost et al. 2014). 

Additionally, another challenge is the risk of over-reliance on mentoring and coaching, which can sometimes hinder independent problem-solving. This often occurs when experienced officers have a more hands-on approach and like to deal with incidents themselves rather than letting new probationary officers deal with the incidents and learn from their mistakes. While structured support is crucial in the early stages, officers must ultimately build confidence in their own decision-making. This highlights the importance of self-directed learning strategies, such as reflection and scenario-based training, in fostering professional growth. (Andersen et al 2016). 

In addition to formal mentoring, peer mentoring has been a crucial part of my professional growth. While experienced officers offered essential guidance in the early stages of my career, learning from colleagues at my own rank and experience level has also been beneficial in my development. Peer mentoring often creates a collaborative learning environment where officers exchange ideas, discuss best practices, share experiences and support each other in facing the challenges of frontline policing. Unlike traditional mentoring, which tends to follow structure, peer mentoring encourages mutual learning, emphasizing that all officers, regardless of their experience, can offer valuable insights due to the experience they have from outside work. (Andrews and Clark 2011). 

An example of peer mentoring from my personal experience occurred while handling my first complex domestic abuse case. Although I had received training on risk assessment and safeguarding measures, applying these in real-world context proved to be challenging. Especially when I needed to apply for a DVPN. The DVPN is issued by the police in domestic abuse investigations in order to protect the victim from further violence, which prohibits the perpetrator from contacting or attending the victims address for up to 28 days. (College of Policing 2018). A more experienced officer in domestic abuse investigations then offered practical advice on managing the victim’s disclosure and applying for the DVPN which was subsequently issued by the Inspector. This example of informal mentorship strengthened my understanding of DVPNs and boosted my confidence in managing investigations that require one to be issued. A study by (Rudsberg, Ostman and Aaro Ostman 2016) highlights the social learning theory, which emphasises the significance of learning through interaction with more knowledgeable peers.

While my probationary period has come to an end, the benefits of mentoring are ongoing. The skills and insights I have gained from this process will continue to influence my career and development long after the probation ends. One key aspect of this ongoing benefit is the foundation for lifelong learning. Mentoring has taught me how to be reflective, asses my strengths and areas for growth, and continuously strive to improve. These practices will undoubtedly remain vital as I progress through my career. According to work on mentoring relationships (Ragins 2025) published in the book “The Handbook of Mentoring at Work” effective mentoring often facilitates reflective practice that translates directly into enhancing people’s personal decision-making and relationship-building skills outside of work. The research demonstrates that the guided self-assessment and feedback mechanisms common in many workplaces help individuals develop their own metacognitive awareness that extends to their personal life. An example of this is the learning progression I made in sports I play outside work, whereby I often seek feedback from coaches and learn in a much quicker way than before.


In conclusion, looking back on my probationary period, it is clear that mentoring and coaching have been pivotal in shaping my professional growth as a police officer. From receiving structured guidance in my early month to later shaping my leadership skills through informal feedback, these learning methods have strengthened my confidence, decision-making, and communication skills. Theoretical models, such as the GROW model, offer a valuable perspective on how these processes function in practice. 

Additionally, feedback mechanism and reflective practice have also played a crucial role in fostering my continuous development. However, challenges such as time constraints in the response departments, varying mentoring styles, and the risk of over-reliance on structured support highlight areas for improvement. As I progress into leadership roles, I intend to apply the lessons learned from my own mentoring experiences to support new probationary officers in their professional development. By promoting a culture of learning and growth, policing can continue to uphold the high standards of competence, accountability and public trust.
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