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Task 1

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

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

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

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

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

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

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



ANSWER:
In this essay, I will discuss a policing incident that I attended and played a significant role with an offender and a victim. I will provide background of the incident and evaluate how the college of policing has influenced improvements in the service. I will discuss and reflect on how I am working to fulfil the role of a Police Constable in this modern age now that I am in my final year of probation. I will consider how I have applied the strategic police requirements, policing vision 2025 and the college of policing 5-year strategy whilst dealing with this incident. I will reflect to identify points of learning for my future development. I have supported this essay with academic research and reliable sources which I have referenced through this essay.

Policing has a history which dates back to 1829 in the United Kingdom when the Home Sectary, Robert Peel introduced the Metropolitan Police Act, establishing the Metropolitan Police Force (BBC Bitesize, n.d.). There were initial fears and criticism around the MET being established, but this was overcome with clear guidelines on expected behaviour which are still reflected in modern-day policing today, also known as ‘the 9 Peelian principles’ (Home Office, 2012). The basis of the guidelines is that force should only be used when necessary and that those employed by the service behave within the law. 

The Peelian Principles worked on the basis that the police authority comes from public consent and approval and that their use of force should only be used to enforce the law as a last resort which must be proportionate. The introduction of the service saw a reduction in crime rates and by 1856, it was made law that each borough and county had its own police constabulary (Police Recruitment, 2023).

The service has evolved and grown since it was first established with there now being forty-five territorial forces in the United Kingdom and three special police forces (HMICFRS, 2025). The service has faced a number of challenges since it implementation, such as the high-profile case of the police handling into the murder of Stephen Lawrence in 1993 which led to a public inquiry (Macpherson, 1999). This is why it is critical that officers handle investigations with honesty, are diligent and provide the best possible standard of service to the public, so they can have confidence in the police.

I attended an incident, which was related to a case of domestic-related stalking by an ex-partner. At the time of the report being made the victim had not long separated from their partner and this resulted in obsessive and fixated behaviours by the suspect, whereby he was turning up outside her place of work, home address, as well as making high volume calls and text messages. Using this case as a framework, I will evaluate the strategic role of the College of Policing in professionalising the police service and demonstrate how I have developed throughout my final year of probation to effectively respond to complex cases like this one. I will also reflect around how I worked around key national policing strategies, which include the Strategic Policing Requirement (Home Office, 2023), Policing Vision 2025 (College of Policing, 2019), Workforce Transformation 2018, and the College of Policing’s 5-Year Strategy (College of Policing, 2024).

From the initial report made by the victim, I obtained a statement and recognised that based on the information she had told me that their behaviour amounted to stalking. I applied the College of Policing national decision model, which is a framework that allows officers to make rational and informed policing decisions (College of Policing, 2013). In the centre of the National Decision Model, sits the Code of Ethics. The College of Policing introduced the original Code of Ethics in 2014 (UK Government, 2014), which was based on the Nolan Principles which aims at meaningful outcomes and good governance and incorporated the standard of professional behaviour of all those employed by the police service (Governance, 2020). 

I identified based on the risks to the victim and outstanding enquiries, such as interviewing that there was necessity to arrest them. The suspect was arrested and then later bailed with conditions not to have contact with the victim whilst outstanding enquiries were conducted as part of the police investigation, so a decision could be made by the Crown Prosecution Service on a charging decision in the case.

Shortly after the release of the suspect in this case, I received numerous reports of breaches of bail. I recognised on each report that the behaviours were increasingly becoming higher risk with reports of instances of use of violence, criminal damage and continued stalking behaviours. I managed this risk by speaking with my sergeant and asking for dedicated time to progress the case, so I could seek to arrest the suspect for the further offences and remand them into police custody given the serious risks identified. Throughout this case, I have heavily informed my decisions around the use of the National Decision Model to assess the risk to the victim and to determine my actions. 

I expediated the outstanding enquiries which included digital forensics, CCTV recovery and the use of cell site data as part of this investigation. I further arrested the suspect and sought an immediate charging decision from the Crown Prosecution Service who reviewed the case and agreed to charge the suspect with numerous offences, including stalking. The suspect was remanded into prison and later pled guilty at the court trial. It was agreed as part of the court trial outcome that a restraining order should be placed against the suspect which imposes conditions against the perpetrator of the crime, which if breached they would be further arrested and remanded to court (CPS, 2019). 

The approach to how police services responded to cases of domestic violence have significantly improved with the influence the role of the College of Policing and the introduction of the Domestic Abuse Act which was introduced into last in 2021 (Women Aid, 2024). The changes have seen positive changes within the judicial process with higher rates of domestic abuse related cases resulting in a charge, but there are still areas for improvement with data showing that the level of convictions at court have fallen slightly (Office for National Statistics, 2024). 

During this investigation while I was preparing the case file for the Crown Prosecution Service. I followed best practice guidance for evidence-led policing which is a core principle promoted by the College of Policing. I have benefitted from tailored specific training from the College of Policing in how to better communicate with victims of domestic violence having undertaken the ‘Domestic Abuse Champion’ course which is a programme officers can volunteer to complete to enhance their knowledge around domestic abuse and help improve the overall police response to domestic abuse (College of Policing, 2025). I was able to build a good relationship with the victim and ensured they received important updates on a daily basis around the progress of the investigation, so they could understand what I was doing and give them confidence in the police. 

This investigation was complex as I had to balance the victims safeguarding, including their young child and ensuring that sufficient evidence was gathered either to mitigate the reports being made or that there would be a prospect of a charge by the Crown Prosecution Service. Reflect on how I dealt with this incident as a probationary officer in their final year of probation to previous investigations I feel I was more effective in my handling and progress of the investigation than if I had dealt with this earlier on in my probation. I knew when to approach my sergeant to be able to ask for dedicated time, manage the risk around the case and build a strong case which achieved the best outcome for the victim. 

My understanding of digital forensics has significantly increased now that I am in my final year of probation. I had little knowledge around the importance of digital forensics until recently which improved as a result of continuously developing and training by learning packages from the College of Policing and tailored training days. I feel confident that I have the skills to manage and deal with more complex investigations interpedently which forms part of the workforce transformation strategy that calls for more skilled officers to allow flexibility in their roles. During this investigation I ensured the victims continued safety with a multi-agency approach and developed a safety plan tailored to the identified risks.  

My force has supported me through this investigation and others to ensure a robust response to violence against women and girls. I support from specialist departments internally which assisted me with a number of enquiries and ensured the ongoing safeguarding of the victim. We also prepared a Stalking Protection Order in this case, as a precaution if the restraining order was not issued. 

The use of modern-policing techniques played a vital role in this investigation, which aligns with the Policing Vision 2025. The use of digital data collection and forensics was an important element to obtaining the conviction in this case and the focus we led on safeguarding the victim. 

In conclusion, the College of Policing plays a pivotal role in professionalising policing in the United Kingdom by establishing a consistent level of training for all police forces and implementing an ethical framework in the Code of Ethics and National Decision Model to ensure there are transparent outcomes that the public are able to scrutinise and trust the police service. Although the College of Policing have worked rapidly since being established, it has faced several challenges with a number of police forces facing public scandals which has resulted in public trust being diminished. The College of Policing has played an important role ensuring consistent training and has helped towards my continuous development as I come to the end of my probation period as a Police Constable.

As a modern police officer, I have an understanding of the increase in digital and cyber-enabled crimes and the continued demand this poses on my profession. I continually develop my skills through regular training and personal development plans. I understand the importance of reflective practice to continuously learn from incidents and continue to strive to provide the best possible outcomes for victims. 

The College of Policing plays an important role in professionalising policing in the United Kingdom by providing the national standards, promoting ethical behaviour and providing best practices across the service. The College of Policing has introduced key initiatives to improve the service, such as the 5-year strategy and aligning itself to the policing vision 2025. While these changes have been widely seen as positive for the policing service, it still faces challenges around engagement, resourcing and the pace of which senior leadership implement changes. As I approach the end of my probation period, I have a good understanding of the expectations and challenges in which I face. I now take more of a leadership role whilst dealing with incidents and I am able to reflect on decisions I have made. I have an understanding of the challenges in which the service faces and what is expected from me and my team in tackling these challenges to provide a service to which the public expects.

Total word count: 1,882







Task 2
Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  
 
	
Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing?
What are the benefits and risks of using social media?
 
2000 words (+/- 10%: include your actual word count at the end of each section) 



ANSWER:
Social media has become an important part of everyday life in society with the vast majority of the population consuming information by means of online platforms such as Facebook, Twitter and a large variety of other platforms. The use of social media in a policing context if used right can be engaging and build confidence with communities, but it also has many disadvantages.

In this essay, I will look at my own experience with social media in a policing role, reflecting on an incident using the Rolfe et al’s reflective framework (Robinson, 2022). I will reflect on how it has been used to inform and engage with the community, and how it helps promote force initiatives. I will also consider the policies in place for using social media professionally, the platforms commonly used in policing, and the benefits and risks that come with using social media in this way.

Social media has become an essential tool for how the police across the world communicate with the public using platforms such as Facebook, Twitter and Instagram regularly within my force, Gwent Police. The use of the internet is increasingly becoming a part of society and how we interact with each other and consume content. According to Forbes (2025), there are 5.35 billion people who have access to the internet, which equates to 66% of the world’s population with the average person spending approximately 6.5 hours a day accessing the internet, but this can increase when looking at age brackets. 

The use of social media within my force is done extensively through a Corporate Communications department whose role is to produce content and publish information via the different social media channels, which can be around campaigns such as drink driver awareness around Christmas, informing the community of an ongoing incident or other work completed by the service. This approach makes the police service more transparent as the public is kept informed about what their local police force is doing and builds confidence in the service. The use of social media within Gwent Police has increased, with data published showing that in 2020/2021 the total reach from social media posts from the force was at 264.2 million people (Gwent Police and Crime Commissioner, 2022). It does have restrictions within my own force those who work within the Communications department and on our social media desk in the force control room are able to access the social media accounts to publish content and reply to member of the public who have contacted the service via direct messages on different platforms or have replied in the comment section of a post. When we are seeking to publish a post on social media which could relate to someone being missing Gwent Police will seek to obtain permission from the next of king and the rank of inspector or above must approve of the circulation of the post. In addition to internal policies around the use of social media there is guidance set out by the College of Policing (2013) for all police forces in the United Kingdom. The College of Policing set out principles which state that online engagement must be credible, consistent, responsive, inclusive, ethical and personable. In essence, the use of social media should empower local communities, make information accessible and ensure meaningful two-way dialogue. 

An incident in which I played a significant role was being the lead investigator for a high-risk missing child during the period I was on duty. The circumstances around the missing child were complex due to information of their involvement with county lines and suspected to have been a victim of modern-day slavery. According to the NSPCC (2025), county lines is described as “Criminal exploitation. Urban gangs persuade, coerce or force children and young people to store drugs, money and or transport them to suburban areas, towns and coastal areas”. This often leads to potential further risks, such as the involvement of a child being placed into ‘debt bondage’, which is a form of control by the perpetrator against their victims. 

The missing person was a child who was looked after by the local authority. In the United Kingdom, there is a rise in the number of reports of children being reported missing to police with an estimated 76,000 children being reported missing every year, and many more cases have gone unreported. (Catch22, 2021). Those within the care system are on average six times more likely to go missing and only 2% of missing children are missing for more than a week on average (Missing People, 2023).

My role as the investigating officer was to conduct all reasonable lines of enquiry to identify where the missing child was currently and ensure their safe return to their place of care. This was a complex missing persons investigation due to the seriousness of risk posed to the child with their involvement in gang affiliation as a result of being a victim of modern-day slavery. In many missing persons cases, the use of social media after someone had been missing for an extended time would be seen as a reasonable line of enquiry. In this case, we had to manage the risk that the missing child may be with a county lines perpetrator and due to their gang affiliation, this would put the child at potential harm. In this case, given the complexity, it was decided that a senior investigating officer would need to authorise any social media appeal of a rank of detective inspector. 

This meant other enquiries had to be exhausted first, prior to a review by the detective inspector to decide if a social media appeal would be published for the missing child. I conducted traditional investigatory actions around CCTV enquiries, maintaining regular contact with the local authority who reported the child missing and conducted police intelligence checks, which showed the child had gone missing on a number of other occasions and was located within the London area. I have coordinated with the Metropolitan Police Service and the City of London Police Service to circulate information around the missing child potentially being in their area based on previous missing episodes, and requested them to conduct a number of address checks which they assisted with, but unfortunately the child was not located. 

The vast majority of children within the United Kingdom use a mobile phone daily, with it estimated by Ofcom, the online safety regulator, that nine in ten children own a mobile phone by the time they reach the age of 11 (Ofcom, 2024). The police intelligence checks conducted on the missing child identified a mobile number and a Snapchat username account which was linked to them. Given the child has been missing for over a week, on obtaining the mobile number and Snapchat username, we conducted cell site data requests with authorisation from an inspector within our control room. The data showed that the missing person had been moving around different areas within South London area. 

Given the period during which the child was missing and growing concerns, a detective inspector conducted a review and decided that a social media appeal should be sought to be conducted with permission from the local authority that cared for the child. A social media appeal will contain a picture of the missing person, their description, last known direction of travel and areas where they may have potential links with information on how to contact the police around any potential sightings or information members of the public may have that would assist police in locating the missing person. I also utilised the National Crime Agency Missing Persons Unit which provides assistance with circulating force alerts across the United Kingdom for the missing person and assists with making enquiries with other professional bodies. 

The investigation was fast-paced during the course of my shift with oversight from senior investigating officers. This did add elements of pressure to conduct a high volume of enquiries with very minimal resourcing with only myself allocated to deal with the investigation. The use of the social media appeal did not generate information which assisted us in locating the missing person on this occasion, but this does not retract from numerous other occasions where this has led to missing people being located.

Further cell site analysis led to an address of interest being located, and I communicated with officers from the Metropolitan Police Service who attended and located the missing child within the address. The child was de-brief by the officers on scene but did not engage with them and care staff collected the child to return them to their place of care. 

This incident has taught me that the use of social media can be a useful tool as a line of enquiry in locating missing persons. There are advantages with it use being able to be far reaching with instant engagement with communities which can prompt the community to report potential sightings to the police. The impact of the use of social media appeals can be significant on an individual's privacy and the police can not control others from re-posting the contents, which may lead to old information being circulated on community pages on platforms such as Facebook, which can result in a lack of empathy and generate negative comments if the child goes missing frequently.

To assist me during the missing person enquiries, I should have asked for further assistance from my colleagues to manage the volume of enquiries that had to be conducted during the period during which the child was missing. This could have resulted in a more effective and team approach in locating the missing person.

In reflecting on my decision-making whilst dealing with the lines of enquiry to locate the missing child, I feel I managed these well and prioritised them in order of importance.  Ultimately, the best outcome was achieved with the child being located, and a joint agency approach was conducted with Social Services to ensure future safeguarding of the child. 

While social media acts as a great tool to share information with our communities, it is one of many tools that are available for police. It can be a positive tool that can assist in important enquiries and engagement with the public, but you must also be aware of how posts on social media can be perceived differently than intended. So, while social media offers lots of benefits, it should be used thoughtfully and always weigh the risks before sharing content online.

Another issue may be the audience that is reached could be anti-police or hostile towards what it represents with a recent poll conducted finding that only 40% of people in England trust their police force (Dodd, 2024). This can often lead to the interactions on the post becoming widely negative and also put at risk any individual officer within a social media video for example at risk of further aggression, especially if they reside in the community in which they work. 

Although a social media post may receive negative attention on occasion from people it is on balance an essential part of modern-day policing, with one the biggest advantages being able to provide important information to the public in real-time. The information can be critical information about missing people and ultimately lead to lives being saved. Platforms such as X (formerly known as Twitter), Facebook and Instagram allow local police services to reach a wide audience quickly. 

The use of social media platforms by police services are moreover used to be transparent and build confidence with the public with an openness around what decisions are being made by their local police services and providing an understanding of what is involved in achieving certain outcomes. 

In conclusion, reflecting on the use of social media in policing, it is clear that it has become an important part of how the public is kept informed and engaged around important issues happening in their communities. It allows for important information to be shared quickly, reach audiences around media appeals for missing persons, and build confidence from the public in the service. From my experience it is an important tool which can assist officers in delivering a service that the public expect. There are risks in using social media around the tone and the potential that a post could be taken out of context and upset the audience viewing it which could result in confidence being degraded in the service. This is why it is important that a stringent approach should be taken regarding the content that is produced and published following the national guidance. 

Total word count: 2,092

Task 3

Relevant areas of the National Policing Curriculum:  
Leadership and Teamworking 
 
[bookmark: _Hlk204580218]You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  

	[bookmark: _Hlk204580249]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:
[bookmark: _Hlk204580102]Policing is a demanding and stressful occupation which requires those in leadership roles to have the knowledge, skill and flexibility to adapt to changing operational demands. The pace in which things can change during a shift is often rapid and varied in the different types of incidents, which is why you need to have the ability to adapt to different situations and be flexible in your approach of leadership styles based on the context you are presented with. 

In this essay, I will critically evaluate my flexibility in applying leadership styles at different policing incidents and the leadership theories commonly used in policing, such as situational leadership. I will critically evaluate my use of leadership styles on a single incident I attended, which relates to a domestic-related stabbing, where I played a significant role in the policing response. In this essay, I aim to evaluate my adaptability in leadership styles and how these influence the operational outcome of an incident, and identify areas for development.

During my probation period, I have been able to develop a range of different leadership styles and have an understanding on how to adapt accordingly to changing circumstances to gain the best possible outcomes. I have attended incidents which have been diverse and have required me to be able to adapt to achieve the operational objective. 

The incident I attended occurred during a night shift when I was dispatched to a call with information being reported of a domestic-related stabbing. On arrival at the scene, it was very chaotic with multiple officers present, conflicting information being shared and a distressed victim. As one of the most experienced officers present, I assumed initial control of the scene, ensured the welfare of the victim, identified the location of the suspect outstanding and managed the policing response required. The incident required fast decision-making to ensure the safeguarding of the public and adaptability in the leadership approach I used at different periods during the incident. 

Initially, I took a directive leadership style, focusing on providing people with clear instructions and tasks which needed completing. Given the seriousness of the situation and the dangers posed to the public I ensured that swift action was immediately prioritising what steps needed to be taken by using the five police building blocks which assist in the initial actions which need to be taken when dealing with an incident, these are: preserve life, preserve scenes, secure evidence, identify victims and identify the suspects (Metropolitan Police, 2022). Based on the seriousness of the incident, I adopted a direct leadership style 

Given the seriousness of the situation, I adopted a directive leadership style initially. A directive leadership style is task-oriented, with me providing clear instructions to other officers, clear communication, and continuously assessing the progress being made. Directive leadership theory, also known as Path-Goal Theory was originated by Martin Evans in 1970 and was further developed by Robert J House (Master Class, 2022). I had to be mindful while using this approach of the experience of other officers around me, and not to appear too directive to the extent that my colleagues would not feel as though they could make suggestions or discuss other ways we could get the best outcome. 

My initial reasoning for adopting a directive leadership style was to gain control of the incident by ensuring that there were sufficient resources present at the scene to treat the medical needs of the victim who had been stabbed and ensure that we gathered critical information from the victim on the weapon used, the description of the suspect and their last known location. 

I was mindful that more experienced officers were arriving at the scene, so I adapted my leadership style based on the individual officers' experience. I adopted Hersey and Blanchard’s situational leadership model, which advocates for adapting your leadership style based on the maturity and readiness of individual team members (Thompson and Vecchio, 2009).  This shift in my leadership style recognised the change in the level of experience that was present, which meant that I could delegate tasks to them with a lower level of oversight required. This model emphasises the importance of being able to understand the needs of a situation, the ability of individuals and your ability to adapt your leadership style to the context of the situation. 

Shortly after more resourcing arriving at the scene, we conducted area search and located the suspect involved and they was arrested. Some time after, I recognised the context of the situation had changed and I adapted my leadership style to a more supportive and participative one. I organised a team debrief, given there were traumatic aspects of the incident, and I encouraged others to reflect. During the transition of my leadership style there were cues I recognised prior of signs of fatigue in individuals and emotional impact the incident had one some with people avoiding eye contact during the debrief and individuals not being as engaging. These signs helped my shift in leadership style to be more emotionally intelligent.

The change in my leadership style follows Daniel Goleman’s emotional intelligence theory, which suggests that effective leaders change their approach based on the emotional climate and needs of their team (Resilient Educator, 2013). My ability to change my leadership style ensured that I fostered good team cohesion and provided emotional support after a traumatic incident. Goleman’s emotional intelligence theory was not the only option for consideration when changing my leadership style; other styles, such as transformational leadership principles (Ugochukwu, 2025), align with or are similar to Goleman's emotional intelligence theory. Transformational leadership principles are a style where leaders inspire and motivate their team by creating a clear vision, fostering personal growth and building team trust. 

Transformational leadership is a widely recognised approach within policing. It focuses on leaders who seek to inspire, set a vision, offer intellectual stimulation and appeal to followers’ moral values and encourage innovation (Campbell and Kodz, 2011). In contrast, transactional leadership is more oversight by the leader with clear roles and bases outcomes on performance. This leadership style is not likely to be effective in policing as it lacks adaptability and bases motivation to perform on incentives. 

The situation on initial attendance was very unpredictable and from experience, you can be presented with one set of circumstances and on attendance find something completely different. It is this unpredictable nature of policing, which means leaders often have to use the contingency theory, which proposes that there is no single best way to manage or lead and the approach, and it depends on the individual context of the situation and team cohesion (Shonk, 2025). In summary, it is important to be able to adapt your leadership style in policing to meet operational demands and achieve the best outcome. 

On reflecting from this incident, I was delayed in recognising I needed to change my leadership style and should have been more adaptable. The delay meant I remained in a directive style for longer than the situation required me to do so, which may have impacted some of the team's cohesion and their ability to openly discuss welfare concerns earlier. Going forward, I will ensure I work at becoming more attuned to emotional cues and improving my awareness of when it is the right time to change my leadership style.  

Throughout the incident, I used several key strategies which underpinned the leadership style I used during the incident. I knew the importance of using clear communication throughout the incident to ensure that everyone understood which tasks needed to be prioritised and asking for further resources to deal with establishing a scene, securing evidence and searching for the suspect. I understood that the situation was unpredictable on arrival, so my strategy focused on the principles of the contingency theory and I shifted between leadership styles (Shonk, 2025). 

The incident provided me with a practical context for applying leadership models in a dynamic and stressful situation. On reflecting from the incident, Hersey and Blanchard’s situational leadership theory was particularly relevant given the context of the incident initially. On the initial stage of the incident, it called for a high task and a low relationship style approach to direct officers during what was a chaotic and dynamic incident. As the circumstances changed, I did recognise the need to change my leadership style to a more supportive approach by empowering those around me and being emotionally aware of the incident we had just dealt with. Transformational leadership also played a role during the post-incident period, as I sought to build morale in the team, support the team emotionally and provide open communication with the team by recognising the efforts made. 

I recognise the importance of being flexible in the use of my leadership style during the incident, and that while a transactional leadership approach (Campbell and Kodz, 2011) is useful in ensuring that operational requirements are met, it lacks the emotional intelligence and empathy needed in the long term. I have learnt on reflection that there is no clear one leadership style that is best for a situation; rather, effective leadership depends on matching strategies to situational context, awareness of your team's abilities and the operational needs.

While I have successfully recognised and adapted my leadership style during this incident, there are areas in which I can improve. My delay in changing from a directive to a supportive leadership style shows a need for greater awareness of team resilience and my responsiveness in adapting my leadership style based on the operational context. I can improve on my use of leadership models at incidents by ensuring that I effectively reflect on the incident, using reflection models such as Gibbs’ reflective cycle (McLeod, 2025). This will help me systematically review my decisions and identify areas in which I can develop. Furthermore, I recognise the importance of my continuous professional development in my knowledge of leadership theories and how this can support me through my professional career. 

Now that I am coming to the end of my probation period, I have been able to approach different challenges using several different leadership styles, which has helped me achieve the best operational outcomes. These have included the use of situational leadership, transformational leadership and contingency leadership, which have all been effective in assisting me to achieve the best outcome on different occasions. The ability to be able to understand the needs of each situation has allowed me to apply the correct leadership style based of the circumstances. From using reflective models, I have continued to develop an understanding from each situation of how I can better approach similar incidents more effectively in future.

In conclusion, I have critically examined my use of leadership styles in a policing context and my ability to adapt my approach based on the context of the situation that I am presented with by drawing from my personal experience and understanding of leadership theories. Policing is a dynamic and often unpredictable which requires those with experience and in leadership roles to be able to be flexible in how they approach different scenarios by changing the leadership styles around changing context, the ability of their teams and operational pressures. 

Reflecting on this particular incident I attended, I have been able to demonstrate how I have effectively recognised the importance of adapting my leadership styles to the individual circumstances. However, I recognise that I need to reflect more after incidents to identify any learning points. 

The use of leadership models such as situational leadership, transformational leadership and contingency theory has allowed me to have the awareness that not one approach is the correct one and that in a policing context, the importance of being flexible in my approach based on the surrounding factors. 

Going forward, I intend to develop my knowledge of leadership models and reflective practices to equip me in my role as a Police Constable and to be able to best support my team. I believe these skills will set me up for success as a Police Constable and further, as I seek promotion in the future as a team leader within my organisation.
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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:

Through this essay, I will critically reflect on my three-year probation period as a Police Constable. This period has been a professionally demanding experience with challenges around learning the role of a Police Constable. Throughout my probation period, I have been supported by mentors and peers on shift, which has provided me with the skills I needed to develop personally and professionally. I will discuss how coaching from my assessor has helped with my career development and provided me with the confidence in dealing with incidents independently. Through this essay, I will discuss the experience I have faced during my three-year period and how I have reflected from challenging incidents by using reflective models. I will discuss the influence that my peers, supervisors and mentor on shift have had on my personal and professional development. I will discuss how I have worked towards meeting organisational goals and how my probation period has given me the skills and knowledge to continuously develop throughout my career. 

Now that I am in my final year of probation, I have gained experience through operational mentorship from my peers on shift and feedback from my supervisors. My probation period commenced in January 2023, when I first began my employment as a Police Constable, which consisted of 6 months of training involving scenarios and exams to qualify as an operational Police Officer. On completion of this training, I was posted to an operational response Police Constable role with a 12-week tutorship, which involved being assessed by a tutor who is an experienced Police Constable. During the 12 weeks, I worked towards gaining operational knowledge by dealing with incidents and listening to the feedback from my tutor, which allowed me to gain independent patrol status. 

At the commencement of each year of my probation period, I was assigned a Matrix, which consisted of a list of criteria I had to complete in a set time frame, which was then assessed. The requirements consisted of important elements of everyday policing to ensure my continuous development during my probation period, for example, understanding of a police constable's powers & policies and how to provide an initial police response to an incident. My assessor would review these by watching the body-worn footage from the incident or from what I had recorded on the incident log. I would have 1-1 reviews with my assessor quarterly, where I was provided with feedback on areas where I could improve, with my assessor providing me with constructive feedback. I found this method of reflection and stage of my career helped my development as I effectively learn from reflective practice. According to the Open University (2024), a reflective learner benefits from observing first, given time to think and review what happened. In practice, I learn best from observing others and reflecting on what works well, not so well and can apply this in future incidents. I would not personally change anything around the matrix process, as I believe it has benefited my career development by giving me the operational skills and knowledge to effectively carry out my role.

During my second year of probation, I was expected to complete attachments to different units such as roads policing and the criminal investigation department, but due to operational shortfalls, I did not get to complete this element of my training. I will seek to request to complete these attachments to different departments to continue my career development and knowledge.  

According to the Cambridge Dictionary (2019), mentoring is defined as the activity of supporting and advising someone with less experience to help them develop in their work. Mentoring is a supportive relationship between a more experienced or knowledgeable person (the mentor) who provides guidance, encouragement and advice to their mentee to support their professional and personal development. Mentoring can take place in many different settings, including education and the workplace. A mentor uses their skills, knowledge and experience to provide insight, feedback to the mentee, so they can reflect on their progress and set goals (Mullen and Klimaitis, 2019)

Before gaining independent patrol status for 12 weeks, I was double-crewed with a tutor. We attended any incidents together, and I had a Matrix which set out a list of learning objectives and competencies I had to demonstrate to gain independent patrol status. I learnt best by observing others on my shift and how they build rapport with members of the public, even in difficult situations, such as dealing with a suicidal person on the wrong side of a bridge. Kilgallon and Wright (2022) state, “rapport is a basic human skill that you have to tune in, be interested in others by being present, using your senses, listening even in disagreement, having a genuine interest, asking questions and reflecting”. 

From attending an incident, I would reflect with my tutor using the Kolb’s reflective model. Kolb’s model is a learning cycle which involves four stages: concrete experience, reflective observation, abstract conceptualisation and active experimentation (McLeod, 2025). The model allowed me to reflect on incidents I had attended, what I needed to do differently in future and apply these to future scenarios of a similar nature. I used Kolb’s reflective model to post-incident to gain learning points on what went well, what didn't go so well and make a plan on how I could better approach similar incidents in future. I found the use of the model helped me think about my actions and made me think more deeply about my decision-making process when dealing with an incident. 

An example of this is when I have attended a call with two children reporting inappropriate messages they had received from an older male. I ensured I took the time to build a good rapport with the children and their appropriate adults by actively listening to the victims and empathising with them. I secured evidence by taking accounts from the children and identified that a child sex offence had been committed. I applied the National Decision Model and took action, notifying the detective sergeant and conducting arrest enquiries to secure and preserve evidence. Reflecting on this incident, I have learnt how to prioritise what action is taken by using the National Decision Model, a dynamic model that allows Police Officers and staff to make an informed and rational decision during incidents (College of Policing, 2013). Alongside the National Decision Model, I have a good understanding of the five police building blocks which assist in what initial actions should be taken when dealing with an incident, these are: preserve life, preserve scenes, secure evidence, identify victims and identify the suspects (Metropolitan Police, 2022). If I were to come across an incident like this again, I would follow the same process I completed here.

My mentor established a good formal workplace relationship from the outset of joining the shift. They took the time to discuss the learning objectives and provided me with measurable goals, so I had the knowledge and skills to attain independent patrol status. 

My tutor took a more active approach to showing me how to deal with different incidents, which I found critical in my development, as my learning style meant I learnt best from observing others first, reflecting and applying what I had learnt. Importantly, after each incident, my tutor took the time to debrief with me by asking me, “What went well? What didn’t go well? What would I do differently?”. These regular reflections helped me to critically evaluate my practical experiences and allowed for my continuous development. 

As I progressed through my tutor phase, my tutor provided me with more independence during incidents to make informed decisions.  This helped my confidence grow as I was able to consolidate my learning at incidents, whilst knowing that my tutor would be able to guide me if I needed guidance. 

On an informal basis my tutor continued to support me by ensure my wellbeing around family life, ensuring I was managing my deadlines around university and general discussions of life outside work. This allowed me to build a good rapport with my tutor and gain confidence with speaking with others on shift. This confidence made me feel as though I had good camaraderie with others making it easier to ask my peers on shift for help when I was not sure on how to deal with a particular area. 

According to Hussey and Campbell-Meier (2020), coaching is defined as a concept for developing professionals, usually with well-defined goals such as completing a probationary period or acquiring specific skills. The coach is usually a more experienced or senior member of staff. Coaching is similar to mentoring in that it is focused on developing someone, but coaching is usually more focused in a particular area for a short period. My assessor coached me through my three-year probation period by setting realistic targets for me to work towards during our 1-1 reviews. My assessor would ask me to reflect using the GROW model, which is a framework broken down in four stages: setting out a goal, the reality to achieve it, options to achieve the goal and a way forward to achieve the goal (Wilson, 2020). I found that regular coaching and reflection allowed me to prioritise the development of my performance in work and overcome challenges such as managing my university work alongside my demanding workload.  My assessor provided me with different coping mechanisms to manage my workload and wellbeing ensure that I had the resilience to deal with the pressures of my role as a Police Constable. 

My Sergeant has provided me with continuous development and coaching, with quarterly reviews with me on a 1-1 basis to discuss my continuous professional development (CPD). A CPD acts as a professional discussion to allow reflection by an employee/employer in a constructive manner, recognising good work, identifying areas of development and encourages for an open discussion around career aspirations (College of Policing, 2020). The University of Sussex (2024) describes constructive feedback as being clear, concise, specific and balanced in its delivery. 

Reflecting on my three-year probation period, I am seeking to undertake the tutors course on the completion of my probation period to become a mentor myself to help others develop that they can obtain independent patrol status. I would take a similar approach to that of my mentor by using reflective practice models such as Kolbs’ learning cycle (Mcleod, 2025) and Whitmore’ GROW model (Richards, 2022). I would look at the learning needs of the student Police Constable to understand how they learn best. I would look to build a good rapport on a professional basis and have good camaraderie encouraging them to engage with others on shift. I would apply the Hersey and Blanchard’s situational leadership model (Williams, 2019), which changes the style of leadership based on the learning needs and the readiness of the individual being tutored. 

In conclusion, mentoring and coaching have played an important role during my three-year probation period for my personal, professional and organisational goals. The different support I have received over this period has developed my operational competencies, built my confidence and given me the ability to make informed decisions under stress. I have been able to reflect on incidents and develop by using reflective practices like Kolb’s learning cycle and coaching models such as GROW, which has allowed me to set realistic goals, process feedback and apply this practically.  I found the mentoring relationship allowed me a safe environment to challenge my assumptions, build resilience and help me develop. I intend to carry forward the use of reflective models such as Kolb’s learning cycle to ensure I continuously develop and make self-improvements throughout my career. 
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