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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:

During my final year of probation, I have developed a deeper understanding of the role of a Police Officer, and how it must reflect societal changes and the standards set by the College of Policing. Within this essay, I will reflect upon the role I played in a racially aggravated assault, evaluating how I applied the National Decision Model (NDM) and the Code of Ethics to ensure I provided a victim-led approach to the incident. I will also critically examine how my development relates to national strategies, such as the Policing Vision 2025 and the Strategic Policing Requirement, considering how these frameworks impact the transformation of modern-day policing. 

On a Saturday evening, I was deployed with a colleague to a Sports Bar, following a report of a racially aggravated assault. Upon arrival, I began applying the NDM in an attempt to structure my decision-making in what was a high-risk environment. The College of Policing (2013) describes the NDM as a cyclical framework, based around the Code of Ethics. They explain that the framework should be utilised as a tool, guiding officers to make decisions considering information, threat and risk, powers and policies, options, and reviewing the action they take. Information from the control room confirmed that the suspect had previous convictions for hate-related offences. The crowded, intoxicated environment heightened the risk for potential escalation, so initially my priority was to identify and safeguard the victim. I reflected on the South Wales Police’s Hate Crime Policy (2024a), which encourages officers to adopt a victim-led approach to the investigation. This policy also explains that victims of crimes are entitled to be treated equally and with respect, therefore officers are required to support victims and explain their rights and entitlements to them under the Victims Code (Ministry of Justice, 2025). Considering these policies, I dispersed bystanders where possible and requested additional units for support.

I then began applying the “Golden Hour” framework, as described by the College of Policing (2022a), a critical period during which positive action should be taken to secure and preserve evidence. I utilised my body-worn video to capture initial accounts from witnesses, whilst my colleague secured CCTV footage from the premises. I then located the victim, a Black African male with visible injuries to his face. Upon locating the victim, I have asked him to accompany me to a quieter area, where he has informed me that he believed he was targeted because he is Black. I have reassured the victim that officers will investigate the incident thoroughly, and due to the perceived racial hostility, this matter will be recorded as a hate crime contrary to Section 28 of the Crime and Disorder Act (1998). This act defines racially or religiously aggravated offences as those where hostility is demonstrated towards the victim’s race or perceived race. This act continues to highlight how these offences are recognised as a serious crime and acknowledges the deeper harm caused throughout communities. Recording this incident as a hate crime further reinforced the gravity of the circumstances towards the victim, whilst reassuring him that this matter would be treated as a priority.

The Ministry of Justice (2025) describes the Victim’s Code as a framework that sets out 12 rights, including the right to be kept informed, receive a needs assessment, and be referred to additional support services. The code also outlines that a person has the right to understand, and to be understood. Therefore, I have discussed the option for the male to provide his statement to the police in his native language, should he wish to do so. The male declined and preferred to provide his account in English, however, I ensured that he knew interpretation services were available upon request in order to show respect for his identity. Henderson (2003) highlights that hate-related offences can cause long-term psychological harm to the victim, including fear and social withdrawal. The article explains how these offences can be more than just a physical assault, but also an assault on a person’s identity, often leading to prolonged emotional trauma. 

Henderson also outlines how victims of Hate Crimes require more than standard victim support, which may fail to address the particular impact caused by racial hostility. Henderson continues to explain that this harm often extends beyond the victim and can lead to a wider spread sense of fear among other minority groups within the community. This realisation reinforced my decision to complete a Victim Needs Assessment with the male, and I subsequently decided to refer him to South Wales Victim Focus (2024b). South Wales Victim Focus (2024b) provides victims with independent, confidential support, available to all victims, regardless of when a crime was reported or occurred. Having an understanding of the wider implications and prolonged suffering that hate-related offences can cause emphasised the need for my communication skills to be clear and empathetic, in order to maintain trust and confidence from the victim. 

During the incident, I became aware of a secondary victim, who identified himself as the initial victim’s family member. This second victim was also a Black African male and informed me that he had also been racially abused by the suspect. Upon reflection, I believe that my priority to safeguard the first victim was appropriate, however, I recognise that by doing so, I overlooked the possibility of a further injured party. This highlights my need for a broader awareness during future high-risk incidents. I continued to utilise the NDM, incorporating the new information of a further victim, adapting my approach and safeguarding strategy. Utilising the model consistently as the incident progressed demonstrated my ability to be flexible with my decision-making and ensure that all actions I took were accountable and professional. 

The College of Policing is a professional body of policing, responsible for outlining standards, professional development, and education within police forces across the UK. Rogers et al (2018) explain in “Higher Education and Police” that the College of Policing aims to enhance the standards of policing by implementing a higher need for education and research. They explain that educating policing professionals promotes critical, evidence-based thinking and improved standards of practice. Rogers and Smith also note that there has been resistance from policing professionals following the integration of higher educational standards, whereby some may believe that academic structures can be unrealistic in modern daily policing requirements. Throughout my probation period, I have found that the College of Policing’s frameworks, such as the NDM and the Code of Ethics, provide me with clear guidance, particularly when I am required to navigate complex and high-paced incidents. 

The College of Policing (2024a) explains that the Code of Ethics governs all professional conduct in policing. The code outlines core values and behaviours expected of all policing professionals and has been revised since its introduction in 2014. The College of Policing (2024a) explains how the code was amended in 2024 to provide clarity and extend beyond officers to all policing professionals. Principles such as courage, respect and empathy are at the core of the Code of Ethics, and I intended to demonstrate these principles during my attendance at the hate crime. Acting with courage was essential in managing what could have become a hostile environment, particularly when managing intoxicated crowds. Reflecting on the Code of Ethics while following the NDM ensured that all my decisions were ethical, lawful, and proportionate.

Throughout my probationary period, I have developed a deeper understanding of how the role must evolve to meet the community's needs and professional standards. I believe I have developed the skills and knowledge expected of a modern-day professional police officer, demonstrated when applying the NDM during high-risk incidents. At the start of my career, I relied heavily on supervision, but I now feel confident in making ethical and justified decisions independently. When considering how the role is evolving, I reflect on The NPCC and APCC (2016) Policing Vision 2025, which explains that the focus of modern policing must prioritise prevention, victim-centred services, and legitimacy. The vision was first published in 2016 and outlines a decade-long plan for shaping and transforming policing, primarily by implementing changes to how organisations utilise resources to provide an accessible and trustworthy service. A primary focus is professional development, ensuring that all officers are equipped with the skills and knowledge to meet evolving challenges.

A further key element of Policing Vision 2025 is representation. The NPCC and APCC (2016) suggest that a representative workforce builds trust within communities. Shjarback et al (2017) conducted a study on Minority Representation in Policing and Racial Profiling to determine whether employing members of ethnic minorities as police officers can improve the statistics of positive policing outcomes for minority citizens. Despite this study being conducted using data from policing incidents in the US, I believe the findings can also be applied to modern UK policing. While ethnic representation is hugely important, success depends on implementing organisational and cultural changes. It is therefore imperative that I treat the victim of this hate incident with empathy and respect, in accordance with The Policing Vision 2025, to contribute towards its aim of creating a professional workplace which is representative and able to respond to the requirements of a diverse community. 

The Home Office (2023) created the Strategic Policing Requirement (SPR), a framework that highlights six principal threats to national public safety and outlines priorities for police forces, including protecting vulnerable people, supporting community cohesion, and maintaining public confidence. National threats identified by the SPR include terrorism, serious organised crime, cyber incidents, public order, civil emergencies, and child sexual offences. Whilst hate crimes are not directly listed as one of the principal threats, incidents of this nature undermine the priorities outlined by the SPR. As Henderson (2003) explains, victims of racially motivated assaults are classed as vulnerable due to the wider psychological impact and fear associated with the offence. Community cohesion can also be threatened following any incident in which the victim’s protected characteristics are targeted, which can also lead to a decline in confidence or faith in the police if not handled correctly. 

While reflecting on this incident, I have recognised a turning point in my professional development during my probation period. At the beginning of my service, I may have prioritised securing evidence in the first instance, however, I now understand the importance of safeguarding, ensuring the victims are treated with empathy, respect and fairness. Applying the National Decision Model and the Code of Ethics allowed me to effectively manage risks in what was a challenging environment, particularly when considering a large number of intoxicated people. The incident also highlighted the scope for my own development, specifically in terms of situational awareness and my ability to identify secondary victims at an earlier stage. This has reinforced the need to balance safeguarding with evidence gathering, in order to identify and protect all persons affected. Overall, the incident has demonstrated how my ability to act independently has improved and how my actions are aligned with the standards expected of a modern professional police officer. 

Word Count : 1830
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Task 2

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


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

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


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

ANSWER:

During my final year of probation, I was involved in an incident involving a 21-year-old female who had been reported missing from her home address. The circumstances involved the female leaving her home address the previous evening without informing her mother of her whereabouts. The female’s mother reported her missing to the police the following morning, after being informed that her daughter had failed to appear for work, which she explained was out of character. In these circumstances I was aware that timing was critical, and social media provided an opportunity to engage with the public quickly, to gather information, and increase the likelihood of locating the female safely. Although I was not directly responsible for creating or wording the social media appeal, my role involved establishing and verifying information, obtaining consent from the female’s family to publish the appeal, and liaising with my supervisor and the communications team. My actions contributed to ensuring that the social media appeal aligned with legal requirements, professional standards, and was guided by South Wales Police’s values.

In this essay, I will critically evaluate my experience of using social media as a tool for operational policing. I will reflect on policies and safeguarding responsibilities whilst discussing the commonly used platforms for social media in operational policing contexts. I will also assess and discuss the benefits and risks of digital engagement by police organisations and review relevant case law to highlight the consequences of misuse. Finally, I will reflect on my involvement in this incident and how this has contributed to my professional development and understanding of the role of a modern police officer. 

Upon my initial attendance, my role was to gather accurate information and pass it to the control room. I ensured that all information provided by the reporting person, the missing female’s mother, was accurate and consistent with the initial report made to the police. This information included a description of the female, any potential vulnerabilities, and her last known location. Once this information was verified, I forwarded the updates to the control room for consideration of a social media appeal to be published. In line with the General Data Protection Regulation (GDPR) (2018), consent was obtained from the female’s mother to share an up-to-date image of the missing female on social media. The GDPR and the Data Protection Act (2018) state that photographs are classified as personal data, and subsequently, the act requires that the sharing of such data must be lawful, justified, and proportionate. Acknowledging this fact, it was imperative that I carefully consider the legal and ethical implications of handling personal information before releasing the data into the public domain. 

The NPCC published guidance by Gater et al. (2018), titled "The Use of WhatsApp and Other Social Networking Applications," which warns all policing professionals of their conduct and manner online. The guidance highlights that once information is shared online, it is considered uncontrollable and impossible to remove. I recognised these risks during my attendance at the incident and considered a social media appeal proportionate to the need for public assistance, taking into account the potential impact on the individual’s privacy. This consideration was made in line with the College of Policing’s Code of Ethics (2024a), which requires officers and staff to act with integrity and prioritise public confidence within their decision-making. I recognise that by obtaining consent from the family to release the missing female’s image, I was able to protect the dignity and rights of the individual whilst also justifying the operational requirements.

South Wales Police (2025a) explains that the force utilises multiple social media platforms to engage with the public. Primarily, these platforms include Facebook, Instagram and TikTok, alongside profiles on WhatsApp, LinkedIn and YouTube. Each platform offers various benefits that enable the police to target specific demographics. For instance, Facebook is particularly beneficial for urgent appeals and broadcasts, as posts can be rapidly shared through various community groups. Instagram and TikTok are often more beneficial to engage with younger audiences, whilst YouTube and LinkedIn can be utilised for recruitment campaigns and force information. During this incident, the social media appeal for the missing female was shared to Facebook due to its ability to spread information quickly and offer discussions and engagement, which can lead to opportunities for investigative lines of enquiry. 

Research conducted by Fernandez et al. (2017) highlights that policing is most effective when social media is used not just to broadcast content, but also to facilitate two-way communication between members of the public and the police. This finding was reflected in my experience, as the appeal generated several public responses, which contributed to the investigation and demonstrated the value of social media as a tool for operational policing. The College of Policing (2022b) reiterates Fernandez’s research by explaining that responsible use of digital platforms can also improve the public’s perception of the police by demonstrating transparency and accountability, subsequently building trust and confidence in the force. Reflecting on my experience, the appeal for the missing female generated several responses from the public, which contributed to progressing the investigation and creating a partnership approach to policing that aligns with Fernandez’s findings. 

One high-profile missing persons case that demonstrates the use of social media as an operational policing tool is the case of Nicola Bulley. Lancashire Constabulary generated a social media appeal, which resulted in a high level of interaction on both mainstream and social media. The College of Policing (2023) notes that the appeal received thousands of responses from the public, which contributed to identifying a number of potential witnesses and lines of inquiry. This demonstrates the value that digital platforms can bring to urgent investigations. The College of Policing (2023) also recognises that such attention increased the requirement for consistent updates, and in the case of Bulley, the absence of such updates resulted in public speculation and the sharing of incorrect information. Jermyn et al (2025) argue that despite the success of the social media appeal for Bulley, the case rapidly evolved into a “media spectacle”, with the attention shifting away from the focus of finding Bulley, towards the scrutiny of Lancashire Constabulary and online conspiracy theories. Jermyn et al explain that this shift contributed to significant emotional trauma for the missing woman’s family as false narratives and intrusive opinions were widely spread through social media. 

Whilst social media can be beneficial for operational policing, it is important to consider the risks associated with sharing personal information online. One of the primary concerns surrounding online activity by police professionals is the potential for breaches of data protection and safeguarding obligations. As reflected in South Wales Police (2025b) guidance on “Missing Person Posters and Publicity”, only information that has been agreed upon with the family of the individual should be released. The guidance stresses that careful consideration must be taken to avoid publishing any sensitive details, particularly those surrounding the individual’s vulnerabilities, which could expose them to harm or exploitation. Despite its advantages, there have been cases where the police’s reputation has been damaged due to their failure to comply with operational and legal requirements when publishing information. 

The use of social media in policing has been subject to legal and ethical scrutiny, with case law and regulatory findings highlighting the risks associated with mishandling digital content. In Miller v. College of Policing (2021), a former police officer posted a series of tweets that surrounded gender identity issues. These tweets were reported to Humberside Police as being potentially offensive and transphobic. This incident was reported as a ‘non-crime hate incident’, meaning that even though no laws were broken, a record of the incident was kept in case of any future misconduct. Miller argued that this response conflicted with his right to freedom of expression, and subsequently, the Court of Appeal held that recording non-crime hate incidents arising from an individual’s tweets was an interference with Article 10 of the Human Rights Act (1998). This case highlights the risks that policing faces when engaging on social media platforms. Even when officers act under policy or guidance, there is a danger of damaging public perception and trust. This highlights the need for proportionality and sensitivity in police conduct online, including broadcasting information or creating appeals. 

Similarly, in 2020, two Metropolitan Police Officers were assigned to guard a murder scene where two females had been found deceased at a London park. The Guardian (2021) reported that the officers took photographs of the bodies and shared these images on WhatsApp to both their colleagues and friends, accompanied by offensive and inappropriate remarks. The discovery of their conduct caused widespread public outrage and consequently both officers were prosecuted and admitted to misconduct. The Guardian reported that the Independent Office for Police Conduct (IOPC) also investigated the matter and deemed their actions as a gross breach of trust and professional standards. Consequently, both officers were sentenced to over two years in prison for their actions. This incident highlights how a police officer’s misuse of digital platforms, even ones that are considered private such as WhatsApp, can cause enormous harm to victims, families and public perception. It reinstates why strict rules and guidance exist surrounding sharing personal information online is concerned, particularly through social media where content can spread quickly and be difficult to control. 

Reflecting upon this incident, I recognise that my role in gathering accurate information was a crucial to ensure the success of the social media appeal. Whilst I did not directly create or publish the social media appeal, I maintained a careful approach to obtaining sensitive information and ensured that the communication team had accurate, proportionate and necessary data to create the appeal lawfully. This incident highlights the importance of frontline policing and how actions and decisions made within the initial attendance can contribute to the broader impact on the overall trust and perception of policing. This incident also contributed to my own professional development as a modern police officer, as I recognise that at the start of my probation, I may have prioritised speed over accuracy and taking information at face value which ultimately leads to spreading misinformation. 

I have developed an understanding of the responsibilities associated with digital policing and what must be carefully considered prior to releasing information surrounding investigations in to the public domain. I have also developed an awareness relating to my own conduct on social media outside of an operational setting, as my behaviour and values must still align with the Code of Ethics. I recognise that social media platforms are should never be considered entirely secure, as even private and accounts made for personal use have the potential to be accessed resulting in sensitive information being shared. Ultimately, responsible use of social media can enhance investigations and public confidence, but only when utilised responsibly and in line with law, policies and the principles of the Code of Ethics.


Word Count: 1807

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:


During my final year of probation, I was involved in an incident where a severely autistic, non-verbal teenager had left her home address and was located by a group of teenagers. The reporting person stated to police that the female was slumped over on the pavement and appeared to have an injury to her leg. I was deployed to this incident alongside a colleague who had recently gained independent patrol status, therefore I was required to take the lead in managing this situation. The young female was cold, wet and vulnerable, and we were advised that there would be an eight hour delay for an ambulance to attend. This created a highly challenging environment that required me to make rapid safeguarding decisions, identify the female and liaise with the family and partner agencies. 

Within this essay, I will reflect on the leadership and teamwork required of me whilst managing this incident. I will critically evaluate how I adapted my approach as the incident unfolded and coordinated with colleagues and partner agencies to safeguard the vulnerable individual. I will demonstrate how I have utilised the National Decision Model (NDM) and leadership theories to professionally manage this incident and discuss how this experience has contributed to the development of my role as a Police Constable. 

My colleague and I were deployed to this incident with limited information from the control room. The call taker informed us that the reporting person was unable to obtain sufficient details from the female, stating that she would not engage with them or tell them her name. It later became clear that this was due to her autism, and she was non-verbal. Upon our deployment, it became apparent that my colleague was hesitant and expressed that they had not dealt with a situation like this before. Recognising the urgency of the circumstances, I knew that I would be required to make operational decisions and assume leadership of the call. The College of Policing (2024b) describes leadership as the ability to act decisively, ensuring that all actions are ethical in order to protect the public and uphold trust. The college also emphasise that leadership is not defined by rank, but by the ability to make timely decisions that both protect and inspire others. In this situation I demonstrated informal leadership by ensuring that I prioritised the vulnerable female’s safety and welfare whilst also considering effective scene management. 

When I arrived at the scene, I located the female slumped against a wall on a public footpath. It was cold, dark and raining outside and I noticed that the female was shaking vigorously. This female was surrounded by a group of youths, who were taking photographs and videos of her which I feared would be shared on social media. I recognised that my role in this incident would require me to balance multiple demands simultaneously, such as engaging directly with the female, assessing her condition and level of injury, contacting her family whilst also managing the behaviour of the group of teenagers whose actions could possibly breach data protection principles and undermine the female’s dignity. I recognised that I would need to utilise The National Decision Model (NDM) in order to ensure that my decisions and actions were lawful, proportionate and justified. The College of Policing (2013) describes the NDM as a primary decision making framework suitable for all policing decisions, ensuring that these decisions are in line with the Code of Ethics. 

My first priority was to safeguard the female, who visibly appeared to be in pain due to her injury. Whilst attempting to engage with her, I adopted an empathetic and sensitive tone and used calming gestures in an attempt to reduce her anxiety. It was at this time that I noticed a badge sewn to her backpack which read “I am Autistic and Non-Verbal, information folder inside of this bag”. Upon checking inside of her backpack, I located the folder which provided me with emergency medical information including details of this female and her age. In line with the NDM, I gathered information from the emergency folder which included details surrounding her autism and how she may react to certain stressors. This ensured that I had an accurate understanding of the risks before deciding on taking further action. 

The second stage of the NDM requires an assessment of the threat and risk. The College of Policing (2013) explains that this involves identifying who is most at risk and what immediate steps should be taken to reduce that risk and harm. In this case, the girl’s physical vulnerability was impacted by the inappropriate behaviour of the teenagers surrounding her and taking photographs. I decided that addressing this behaviour was necessary to protect the female’s dignity and prevent any further distress. Having identified my priorities, I considered the range of options available. Ambulance attendance had already been requested, however we were informed that there would be an eight hour delay. I continued to follow the NDM process and decided that the best course of action would be to keep the female as safe and comfortable as possible until ambulance could attend. 

I then communicated with my colleague and requested that they provide updates to the control room surrounding the information identified inside of the emergency folder. This was to ensure that the control room could effectively manage the risk of the incident alongside my attendance by conducting any relevant checks of the persons involved. I have also requested that my colleague contact the female’s mother to inform her of the situation and request that she attend, whilst I managed the scene by dispersing the bystanders who were contributing to the female’s distress. Hersey and Blanchard (1969) developed the Situational Leadership Model which argues that there is no single best style of leadership, but rather the leading person must remain adaptable to the circumstances and adopt one of four styles of leadership. They explain that these core leadership styles include directing, coaching, supporting and delegating.

Within this incident, I have demonstrated at least two of these styles, particularly whilst engaging with the autistic teenager. I adopted a supportive style, providing reassurance through calm body language and simple, clear communication. Hersey and Blachard explain this style as appropriate when individuals are unable to communicate confidently but still require to feel involved in the process. I also considered the guidance provided by the National Autistic Society (2023) which states that individuals with autism often respond better to low arousal and supportive communication. In contrast, when addressing the teenagers who were taking photographs of the vulnerable female, I adopted my approach to reflect the directing style of leadership by issuing clear and firm instructions for them to stop what they were doing and to move away from the scene. Hersey and Blanchard explain that this style is most effective in high-risk situations where immediate compliance is required and there is no opportunity for negotiation. The ability to switch between these leadership styles reflects the guidance provided by The College of Policing (2015), which describes this approach as adaptive leadership and the ability for the individual to adjust their approach depending on the demands of the circumstances.

One of the more challenging aspects of this incident was engaging with the female’s mother when she arrived at the scene. Despite the mother explaining that her daughter had communicated with her earlier in the day to inform her that she was going for a walk, I recognised that leaving a vulnerable, non-verbal teenager unsupervised created significant risk. Guided by the NDM, I considered the mothers right to make decisions for her child against the potential for serious harm to reoccur. The Children Act (1989) highlights a duty for police and local authorities to act in the best interests of children where safeguarding concerns are present, whilst the Autism Act (2009) requires services to consider the specific needs of autistic individuals. Considering these legal frameworks, I determined that it was both necessary and proportionate to raise professional concerns and officers’ observations to partner agencies, even though this challenged the mother’s parental choices. To achieve long term safeguarding, I submitted a Public Protection Notice (PPN) to escalate my concerns and make partner agencies aware of the incident in order to conduct an appropriate risk assessment. 

PPN’s are a vital tool for information sharing between the police and social services and other support agencies. The College of Policing (2015b) explains how the sharing of information enables a multi-agency response to protect those at risk, reducing the number of cases slipping through safeguarding systems. In this case, the PPN would ensure that social services were aware of this female’s vulnerabilities and could review her care arrangements, providing support where it is deemed necessary. This decision also reflected the Code of Ethics outlined by the College of Policing (2024a), particularly surrounding the principles of accountability and courage as it required me to act in the best interest of the child, despite the potential for parental disagreement. Utilising the NDM ensured that I was able to justify any decision and actions I made, considering a range of options and I judged that raising safeguarding concerns formally was the most appropriate course of action to reduce the risk of future harm. This process highlights how structured decision-making frameworks support policing professionals in making balanced interventions which prioritise the well-being of vulnerable individuals. 

Effective teamwork was essential to managing this incident. Although my colleague had recently achieved independent patrol status and initially stepped back, I recognised the importance of involving them in the response rather than attempting to manage the situation alone. The College of Policing (2015a) Leadership Review highlights that leadership in policing is a collective effort, requiring officers to create environment where others can contribute and learn from. By delegating smaller actions to my colleague, such as updating the control room and shielding the female from the rain, I ensured that they remained involved and engaged in the incident whilst I retained overall responsibility for the decision making process. Adair (2009) developed the Action-Centred Leadership model which is one of the most widely used frameworks due to its straightforward and practical approach. The model explains that good leadership depends on balancing three overlapping areas, the task, the team and the individual. Adair explains how the task is what is required, the team relates to ensuring that people work well collaboratively, and the individual requires supporting and developing each member in order for them to feel valued and secure. Adair argues that if any one of these areas are overlooked, the leadership becomes less effective. Applying Adair’s model helped me recognise that whilst the task was urgent, it was also important that I worked collaboratively with my colleague to provide them with confidence and a sense of cohesion. 

The importance of police leadership in relation to decision making has been recognised in case law, illustrating the implications that immediate and urgent decisions can have if not carefully considered. In Rigby V Chief Constable of Northamptonshire (1985), a police officer made the decision to deploy a CS gas canister into a shop in an attempt to flush out an armed suspect. This decision caused a fire that subsequently destroyed the premise. The court deemed that the operational decision made by the officer to use the canister was lawful, however it also reiterated that the police owed a duty of care to take responsible precautions to prevent foreseeable harm. This reflects that leadership in policing is not only about making decisive interventions in emergencies but highlights the importance of considering the broader consequences of actions and the need to justify whether those actions are proportionate in the circumstances. 

Upon reflection, I recognise that this incident contributed to a significant point in my development as a police officer. By taking control when my colleague stepped back, I have demonstrated that leadership in policing is not based on rank but on responsibility. By applying the NDM I was able to structure my decisions around The College of Policing principles and ensure that the welfare of the vulnerable female remained a priority. Incorporating Hersey and Blanchard’s (1969) situational leadership model, I adapted my style to provide calm to the female whilst taking a more directive approach when dealing with the group of teenagers. Alongside these frameworks, I referred back to Adair’s (2009) action cantered leadership framework which helped me to recognise the need to balance both the requirements of the task and the individuals involved by supporting my colleague and their own development. This incident also reinforced the need for professional courage and accountability as I committed to my duty to safeguard the vulnerable individual, despite having to challenge the mother’s decisions and parental choices. Since this incident, I have also taken proactive steps to build on this leadership experience by completing a Tutorship course, with the aim of becoming a tutor constable following my probation. This decision was influenced by the acknowledgement that leadership and support for my colleagues is vital to effective operational policing. I recognise developing these skills through the tutor role I will be able to assist newer officers in gaining confidence and professionalism, just as I have had to demonstrate in this incident.
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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:


Over the course of my three-year probation period, I have experienced a range of opportunities and challenges which have shaped my professional development as a police officer. One significant factor was that my probation was extended in 2024 due to pregnancy and maternity leave. During my pregnancy I also undertook nine months of restricted, office based duties which required me to adapt to an alternative working, shifting from frontline operational policing to more of an administrative role. Whilst this period presented challenges, both professionally and personally, it also provided valuable learning opportunities as I was still supported through maintaining my professional abilities in preparation for my return to full duties. Within this essay I will critically reflect on how coaching and mentoring has contributed to my development throughout my probation, highlighting how these approaches have supported me in meeting both personal and organisational goals. I will also evaluate the importance of learning models to support experiential learning and examine how mentoring has prepared me for future responsibilities such as my aspiration to progress and become a tutor constable. 

Parsloe et al (2016) explains that coaching and mentoring are recognised as a key approach in supporting professional development in policing. They define coaching as a process that facilitates learning and development through guided reflection. Mentoring is described as a long term relationship were a more experienced colleague acts as a mentor to provide guidance and support, again aiding in personal and professional growth. During my probationary period, I have benefited from both coaching and mentoring in various contexts. At the start of my career, I was supported by my tutor constable who acted as a mentor by sharing their experiences and providing advice and reassurance during complex incidents. Whitmore (2017) discusses that coaching often focuses on reflective questioning, encouraging officers to evaluate their own decision making rather than simply being told what to do. This is to ensure that the individual is able to identify their own scope for improvement and to enable them to confidently make independent decisions in the future. This allowed me to build confidence in my own decision making abilities, and practice applying theoretical frameworks such as the National Decision Model (NDM) in operational situations. Coaching was particularly valuable when I was encouraged to reflect on incidents that I had attended, whereby my tutor would ask me to identify what went well and areas where I could improve. This approach supported me in developing confidence and learn from my experiences prior to gaining independent patrol status. 

The role of mentoring and coaching became apparent for me when my duties changed in the months leading up to my maternity leave. Nine months prior to my leave, I undertook restricted office based duties which limited my exposure to frontline operational policing. Initially, this felt like a set back in terms of my professional development, I was able to maintain my experience and knowledge through professional conversations with my supervisors and colleagues who encouraged me to contribute to my colleagues’ workloads wherever possible and remain aware of updates to legislation. I also took this opportunity to develop my skills and abilities surrounding case file assembly and completed mandatory learning packages, something which frontline response duties did not always afford the time to do.  This experience also reinforced the value of sustaining resilience during periods of personal challenges as despite the interruption to my duties and studies, I was able to maintain my professional development. 

Mentoring and coaching have played significant roles in enabling me to meet both my personal and professional goals during my probation. The College of Policing (2022c) highlights that coaching and mentoring frameworks within policing are not only designed to support the individuals’ professional abilities but encourages personal development to align with organisational priorities such as professionalism and accountability. My colleagues and supervisors who acted as mentors towards me during this period supported me and encouraged me to view this transition as an opportunity for development rather than a setback. Clutterbuck (2014) discusses mentoring and stresses that it can be particularly beneficial during a period of transition or disruption. They explain that mentoring provides the individual with the opportunity to adapt, change and maintain confidence that they are supported during this time. Lancer et al (2016) explain practical strategies for coaching and mentoring, emphasising the importance of adjusting each approach to the specific needs of the individual. They explain that effective mentoring goes beyond simply explaining procedures to the individual but depends greatly on the ability to create a reflective partnership where the individual is encouraged to take ownership of their learning journey. Lancer’s theory has been particularly relevant during my own transition from maternity leave and returning to frontline policing, where my colleagues and supervisor have adapted their guidance in line with the shift in my own responsibilities and duties. The mentors within my team provided me with a sense of normality during a challenging period which reassured me and allowed me to remain motivated despite the extension of my probation. 

McWilliams (2018) discusses that research has shown that workplace interventions are necessary in supporting working mothers to reduce a feeling of isolation during periods of absence. McWilliams continues to emphasise how structured mentoring and support can mitigate feelings of disconnection allowing women to maintain a sense of belonging and professional identity even whilst undertaking restricted duties. The mentoring that I have received from my colleagues and supervisor aligns with McWilliams’ study, as continuing to receive reassurance and guidance avoided feelings of detachment and ensured that I was able to transition back into operational policing with confidence rather than feeling at a disadvantage or behind. McWilliams also discusses how mothers benefit most when mentors acknowledge the pressure of navigating personal and professional responsibilities. This has become relevant in my own experience since returning to work following maternity leave as my colleagues and supervisors continue to reassure me that prioritising the demands of motherhood is both valid and supported. 

Bryant-Shanklin et al (2021) explains that research suggests that mentoring often provides emotional support as well as professional, offering a sense of reassurance and encouragement during periods of disruption and uncertainty. They explain that individuals reported valuing the emotional support and a sense of belonging that mentoring provided, often more than technical guidance. My own experience is consistent with Bryant-Shanklin’s findings, as the emotional support I received from my colleagues encouraged me to maintain resilient and motivated during what could have been an isolating and demoralising period. This also outlines that mentoring is a holistic process that addresses both professional development and personal wellbeing. Research by Hobson et al (2022) emphasises that coaching and mentoring should not only be about skill, but about fostering a sense of mutuality and prioritising the wellbeing of individuals. They argue that ethical mentoring requires developing relationships whereby the mentor and individual benefit by focusing on emotional support as well as growth. Such an approach is particularly beneficial in relation to policing, where probationary officers are often under significant pressure to demonstrate competence whilst managing the demands of operational practice.

Feedback was an essential element of my learning during probation. Receiving feedback from my mentors and coaches shaped both my personal development and professional ability. Research consistently highlights the value of structured feedback in professional learning contexts. Hattie et al (2007) discussed that high quality feedback is one of the most powerful influences on professional learning, contributing to the organisational effectiveness by ensuring that officers reflect, adapt and implement changes in order to maintain professional standards. As I progressed through my probation, I also began to give feedback to less experienced colleagues. Learning from the principles displayed to me from my own tutor and mentors, I aimed to deliver feedback in a way which was constructive and encouraging, recognising the value of positive reinforcement whilst addressing areas for improvement. Lipnevich et al (2021) reviewed a wide range of feedback models and concluded that effective feedback needs to be structured and tailored to develop improvement. 

Lipnevich et al (2021) explains how feedback should not simply highlight errors made by the individual but explain what can be done to improve and offer support to aid them in achieving. Instead of simply telling a person what they need to do, Lipnevich discusses how feedback should explain why that action is necessary and suggest practical methods which a person can implement. They argue that if feedback is too negative or vague it can result in a decrease in the individual’s confidence and engagement, making them feel judged rather than supported. In contrast, constructive feedback builds confidence as it allows the officer to understand that improvement is possible and outlines a pathway for them to succeed. This theory relates to my personal experience during my tutorship, where my tutor would explain how I could apply different techniques rather than simply outlining where made mistakes. 

Reflecting upon my probation period, it is clear that coaching and mentoring have contributed towards shaping my development, both professionally and personally. I recognise that mentoring is a long term process which prioritises not only the development of skills but also concentrates on the wellbeing of those involved. This perspective is particularly important when facing periods of disruption such as pregnancy, in order to maintain professional identity when there was a possibility to feel isolated. Instead, mentoring relationships supported me during this time and provided valuable learning opportunities, enabling me to continue to reflect on my knowledge and abilities in policing. Coaching also played a significant role in my development, particularly through reflective questioning by my tutor which encouraged me to critically evaluate my own actions. This process of guided self-reflection enabled me to identify areas of strength and weaknesses, allowing me to independently learn from my previous experiences in preparation to return to my frontline duties. Furthermore, these experiences have prepared me for responsibilities I may face beyond my probation period, as I have begun to adopt feedback techniques when delivering advice to newer colleagues. I have recognised that by incorporating techniques demonstrated by my tutor and mentors, I am able to provide assistance and support to other colleagues when required. 

Looking forward the lessons I have gained from coaching and mentoring have shaped my future goals in policing. I now recognise the impact that structured guidance and support has had on my development, and I am motivated to provide the same support to newer officers. During my probation I have completed the tutor constable course with the aims of becoming a tutor constable when my probation ends. I hope to deliver emotional support and technical guidance to future constables as I have received from my mentors and coaches, which I believe was an invaluable step in my professional capability. In conclusion, my probation has demonstrated that I was able to navigate periods of personal and professional disruption through the support of those around me. As my career progresses, I intend to implement these lessons in to practice in an attempt to contribute towards a culture of continuous learning and reflection in policing which supports individuals and upholds organisational standards. 
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