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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:

As I approach the end of my probationary period, I find myself having a far greater sense of confidence than when I first started out. Whilst at the beginning of my career, I would be anxious in decision making, I now find myself being able to successfully navigate incidents with a level of confidence where I know the decisions I make are to the high standard that the force requires; for victims and the criminal justice system. I recognise that this is, in part, as a result of the creation of the College of Policing. This essay will focus on critically evaluating the strategic role of the College of Policing in professionalising policing in the UK. In my answer, I will make reference to incidents I have been to where I can exhibit my fulfilment of being a modern police officer. Finally, I will reflect upon my final year of probation.

Since its inception in 2012, the College of Policing has been working towards improving professionalism in policing by setting a standard that all police forces should follow. They have achieved this through: outlining best practice procedures, adequate education and training, providing a framework for professional development and placing an emphasis on evidence-based policing. By having one professional body, it ensures that all 43 forces are held to the same standard (Police Federation, 2025). Despite this, there are still challenges that present when embedding these standards into practice. 

One area in which the College of Policing focuses its efforts is raising the educational standards required of new officers. The introduction of the PEQF (Policing Education Qualifications Framework) set out the requirement for officers to have a degree in order to become a police officer. This was implemented by ensuring prospective officers either had a degree prior to applying or, through new officers working toward a degree in an apprenticeship format (Strong, 2019). The driving force behind doing this was to push contemporary policing away from outdated methods and into a new age of evidence-based policing (Northumbria University, 2025). 

Evidence-based policing (EBP) is the use of the best available evidence to guide and evaluate policing policies, practices, and decisions (Klose, 2024). An example of evidence-based policing being utilised in the UK is through prioritising community engagement. I have been able to see this in practice as, for the majority of my probationary period, I have been working within the Neighbourhood Policing Team (NPT) of two of Cardiff’s most diverse areas. Through community engagement, police officers and police community support officers (PCSOs) have an improved understanding of their communities' needs to tailor their policing style and methods (Couture-Carron, O’Connor & Chavannes, 2024).

Despite its benefits, the PEQF is not without its flaws, as some suggest it creates a barrier for recruitment and questions the need for higher education for police officers (Tangen, 2023). The necessity for higher education can be further questioned when acknowledging the core Peelian Principle of ‘the police are the public’. This idea, was developed from Sir Robert Peel’s ‘General Instructions’ in 1829 (Tudor, 2023). At its core, critics express that the police and the public should be one and that policing should rely on “common sense” and practical experience rather than formal education (Tangen, 2023).

On the contrary, contemporary policing and the modern world are a very different landscape when compared to the past. The multifaceted nature of 21st-century policing and crime in general means that the role of a police officer today requires a broader understanding to be able to successfully address all aspects of policing; whether this may be cybercrime, the ever-evolving drug and exploitation network or the greater emphasis on safeguarding those vulnerable in society (Newburn, 2022). This notion outlines the importance of the College of Policing’s role in, not only providing the framework but also, ensuring that the practice guidance is accessible. In my learning development, I have understood the importance of referencing the College of Policing’s authorised approved practices (APP) in order to give me the assurance when carrying out my duties are a police constable. The APP establishes clear standards for UK police forces to effectively address crime and policing challenges (College of Policing, 2022).

An instance where I have used the APP would be in relation to stop and search. In my 6-month training, I was taught stop & search as per the legal requirements set out in the Police and Criminal Evidence (PACE, 1984) Act Code A (Home Office, 2023). Although the legal guidelines are important to ensure that a lawful stop and search is conducted, consulting legislation alone does not guarantee that the stop and search process is conducted to the highest standard. For example, during my tutorship phase, I remember being anxious and robotic when carrying out my first stop and search, as I was entirely focused on covering all legal points of a stop and search. In response to this approach, those who were searched displayed verbalLY resistant behaviour. To combat this, I utilised the ‘Gibbs Reflective Model’ (Gibbs, 1988/2013) that I learnt in my academic studies to develop a working strategy to improve my performance and confidence. Through critically analysing my performance and using the College of Policing’s APP, I was able to identify that I needed to place a greater importance on communicating effectively when carrying out a stop and search (College of Policing, 2024b). This involved: taking my time, avoiding police jargon and ensuring that the searched person fully understood. It was only through putting this into practice, did I finally feel comfortable in carrying out a stop and search when the grounds for one were present. The importance of this is emphasised in the National policing culture and inclusion strategy 2025 to 2030, when the overarching goal is to become “the most trusted and engaged policing service in the world” (College of Policing, 2025a, p.4).

One of the key themes of the plan is improving the workforce culture in police forces. In the strategy, the College of Policing accepts the importance of how the internal culture impacts the external output (College of Policing, 2025a). In other words, by establishing that colleagues treat each other with fairness and respect, and ensure that all are accountable and ethical in their actions, you can achieve the goals of rebuilding public trust and improving workforce morale. This is particularly important when you acknowledge that evidence suggests, since 2010, overall police morale has declined (Lewis, Higgins & Muir, 2019). 

Throughout my probationary period, I have been fortunate enough to be surrounded by knowledgeable, friendly and approachable colleagues who have supported and mentored me in my policing career. This factor has been a crucial decider in shaping who I am today as a police constable in South Wales Police. Nevertheless, I know from talking to my peers, this is not a shared experience, with some new officers describing the feeling of being ostracised by their teams and disregarded due to their lack of experience. This environment is destructive of individual well-being, performance, and the overall force as a whole. Through research, the College of Policing has identified the importance of abolishing negative culture in contemporary policing as it is counterintuitive to the ‘Policing Vision 2025’ where a goal is to attract and retain a workforce of confident professionals with high levels of autonomy and accountability (National Police Chiefs’ Council, 2025). 

Fundamentally, the roles of a modern-day police constable have remained the same for over a century: uphold law and order, alleviate public fear of crime, offer reassurance to the community and foster trust and confidence to enhance citizens’ quality of life (College of Policing, 2025b). The key difference in modern policing is how these roles are carried out. For example, in present-day policing, it is crucial that you are technologically competent in order to carry out the requirements of the role. In the ‘Policing Vision 2025’, one of the targets is to optimise the use of digital intelligence and evidence, ensuring smooth and efficient transfer of materials to the criminal justice system (National Police Chiefs’ Council, 2025a). This makes up a huge part of my day-to-day activities; compiling evidence in a digital format to send to the Criminal Prosecution Service (CPS). At the beginning of my probationary period, this was something that I struggled with greatly. South Wales Police, in particular, is unique compared to other forces as front-line officers are expected to respond to emergency calls, manage workloads and complete administrative work, such as compiling files for the CPS. This differs from other forces, whereby you would have dedicated investigation teams for volume crime and prisoner process teams. I found this to be a point of stress for me at the beginning, as I felt overwhelmed by the process without having the knowledge of dealing with prisoners from start to finish. To combat this, the College of Policing set out the requirement for new officers to complete an officer competency portfolio (OCP), whereby I had an attachment to the Cardiff Bay Hub department (UWE, 2022). It was during my time here that I was supported by a tutor in both interviewing and compiling case files. This attachment subsequently improved my confidence in both areas. To further my understanding, I also attended a ‘disclosure course’; where College of Policing E-learning was utilised as well as a workshop held by a specially trained officer to explain the complex nature of disclosure in police investigations.

The College of Policing relies on supplementary tools like their ‘College Learn’ E-learning facility to ensure staff have access to nationally accepted and accessible training that provides the skills and knowledge required for the role (College of Policing, 2021). In particular, one College of Policing training module that I have found particularly useful was the module two first aid training. The informative and collaborative E-learning and face-to-face lessons ensure that when the need arises, I am confident in providing vital first aid. Through consulting research, the training provided is consistently updated to deal with the incidents modern police officers attend (College of Policing, 2023). I have made use of this training multiple times when dealing with critical incidents during my probationary period. 

One occasion of note was having to deal with a cardiac arrest that I had come across whilst on mobile patrol. During this incident, I also made reference to the National Decision Model (NDM). The NDM was created as a framework to inform policing decisions (College of Policing, 2013). At its core is the Police Code of Ethics, which was created to remind officers of the ethical standards to be upheld. (College of Policing, 2024c). For example, during the incident, I remained professional and showed respect for the male who was having a medical episode by asking colleagues to shield the view from other members of the public when performing CPR on him. This was in response to members of the public recording the incident on their mobile phones. Also consulting the NDM, I gathered information from those who had seen the man losing consciousness, to develop a hypothesis of cardiac arrest. Through assessing threat and risk, I prioritised the importance of informing the control room to notify the ambulance service prior to chest compressions on the male. Also, through assessing risk, I weighed up the risk of breaking or fracturing the males’ ribs during the CPR process, and understood that chest compressions took priority. Throughout the incident, I established control over my emotions and referred to the first aid training I received. Although this was the first time performing CPR on a person, through the in-depth training program, I was able to deal with the otherwise unfamiliar characteristics of a cardiac arrest, such as agonal breathing. In line with the NDM, after the incident was over, I spoke to attending paramedics to see if there was anything to improve on. In summary, this incident evidenced the importance of the NDM in policing through providing a structured way of thinking in complex and high-pressure situations.

As I reflect on my probationary period, I can see how important the College of Policing has been to my confidence as a police officer and to my professional development. The guidance and training ensure that I not only fulfil the requirements of a modern police officer but also keep learning new skills to better serve the community I police. In spite of the controversy surrounding programs like the PEQF and the implementation of more rigorous educational standards, I think I have personally profited from the chances for professional growth, reflective practice, and structured learning they have provided. I also now feel confident and reassured that my actions as a police officer are based on nationally recognised practices, thanks to the use of simple and straightforward tools like the Authorised Professional Practice (APP). Furthermore, the College of Policing's emphasis on improving police culture highlights the need to maintain an environment of fairness, accountability, and respect; all are values that ultimately translate into building public trust. Moving forward, I will continue to uphold these principles in my future career and make an effort to contribute to the wider vision of a professional, trusted, and modern police service that meets the complex demands of the 21st century.
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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:

As a police officer who has spent a large portion of his probationary period on the Neighbourhood Policing Team (NPT), I have seen the importance of utilising social media in order to connect with the community and advance policy initiatives. Even in a short period of time, I have witnessed how the control of social media accounts has gone from a handful of Police Community Support Officers (PCSO) to a full-time team dedicated to creating, posting and managing content. This fact alone displays the importance police forces are placing on managing their social network profiles. In some cases, it has led to forces creating their own social media platforms, exclusively for engagement between the Neighbourhood Policing Teams and the community. Furthermore, from my experience of working in a police response team, I have seen firsthand how vital social media appeals can be in fast-tracking missing person investigations. This essay will critically evaluate my experience of the use of social media in police forces. I will do this by drawing from my own use of social media within policing and considering the benefits, risks, and ethical considerations. When referring to my personal application of social media in a policing incident, I will use the Gibbs Model of Reflection to analyse my performance (Gibbs, 1988/2013).

Social media can simply be defined as an online resource that is designed to facilitate engagement between individuals (Bishop, 2019). This engagement, also known as ‘mass personal communication’ (Carr & Hayes, 2015), provides police forces with the platform to convey live updates and messages to the public as they happen and with ease. 
One example of the use of social media in contemporary policing is by utilising it for engaging with local communities. This enables police forces with the potential to foster openness, transparency, and citizen engagement in public policing (Bullock, 2018). From a neighbourhood policing perspective, social media is an outlet that officers can use to show the public what police officers do on a day-to-day basis in their communities, showing a more ‘human’ side of policing (Webster, 2013). This helps to counter the traditional authoritative image of the police and make them more approachable (Jones, Ralph, Millie, & Rowe, 2025). South Wales Police’s success in doing this has resulted in the creation of their social media network, South Wales Listens. This was created to create a stronger link between neighbourhood officers and the community by providing individuals and businesses with a direct messaging service and public sharing portal to voice worries and concerns; for a more community involved approach to tackling issues (South Wales Police, 2025a). As it is relatively young in its inception, it’s difficult to evaluate its success; however, a critique can be identified in the idea that it contradicts the benefits of using established social media platforms: low-cost usage and ability to reach large audiences with ease (Ciobotaru, 2022).

In 2014, all British police forces were attributed with an official Twitter account, with the vast majority of forces also having a Facebook account (The Police Foundation, 2014). South Wales Police, in particular, uses six different social media providers: Facebook, Twitter/X, Instagram, TikTok, LinkedIn and YouTube. Having a broad social media presence across multiple platforms means that they can provide information in multiple formats and target different audiences. For example, it has been suggested that Facebook fosters more community-based discussions, whilst Twitter/X serves as more useful for managing misinformation and instant alerts (Jeanis, Muniz & Molbert, 2021). To have greater control of its output, police forces utilise dedicated press and social media teams with officers and police staff who have undergone training to ensure that posts are aligned with core values. With this in mind, one large issue that South Wales Police make reference to in its ‘Social media house rules’ webpage is that its social media accounts are not monitored 24/7 (South Wales Police, 2025b). This means that although force policy governs output, it does not have full control of what is being commented on social media accounts. This is problematic, as it relies on the public to adhere to the guidelines and ensure that inappropriate, offensive or illegal language is not broadcast to the large audiences that policing accounts attract.

An example of my own use of social media in policing involved the use of a missing person media appeal. Simply put, this is when you seek public assistance in missing persons investigations by publishing information about that person (e.g., name and photos) on official social media accounts (NPCC, 2021). For the purpose of protecting the identity of the missing person, for the following example, I will refer to them as ‘the subject’. The subject was a 17-year-old female who had strong links with being sexually exploited from the age of 15. Sadly, this isn’t an uncommon thing in the UK, as between July 2017 and March 2018, 1 in 7 children who completed a return home interview also disclosed that they had been sexually exploited (Missing People & ECPAT UK, 2022). The subject would regularly go missing and would almost always be found withholding the truth of where she had been. On this occasion in particular, the subject had been missing for two nights, with a media appeal being sent out on the first night. It was decided that the media appeal would be put on the South Wales Police Facebook and Twitter pages. 

The appeal contained the most recent photograph of the subject, which was captured from CCTV, and her first name only. It was decided only to release her first name, as there was no necessity to release the full name of the subject. This decision was made in reference to the National Police Chiefs’ Council ‘MEDIA’ guidelines, where you should consider the missing persons' privacy by thinking about the long-term impact imposed on them when releasing information to the public, where external sharing may happen (NPCC, 2021). Prior to releasing the photo, due to the subject’s age, permission had to be obtained from her registered guardian for the media appeal to take place. At the same time, a CCTV still, captured from the time the subject left the property, was taken to be used in the online post. Thankfully, the subject was last seen wearing a bright pink tracksuit, making her more memorable and identifiable to the public. This photograph was accompanied by concise text that only contained the core information: the reason for appeal, first name, written description of presentation, location last seen, and the police crime reference number. It is important to be concise as studies suggest that excessive detail may overload the memory and hinder the viewer's ability to recall (Hunt, 2018). 

In the daytime hours, approaching the third night missing, a member of the public contacted the police Public Service Centre (PSC) stating that she had seen a young girl, who matched the physical description, dressed in all pink, entering a neighbouring flat in her apartment block. This information, correlated with the subject's mobile phone Call Data Records (CDR) and officer attendance, resulted in finding the subject and safeguarding her from any harm. Subsequently, persons found within the flat were also arrested under suspicion of being involved in Child Sexual Exploitation (CSE). In this instance, social media not only located a high-risk missing person but also prompted the arrest of multiple potentially dangerous persons.

Prior to finding the subject, I felt the pressure and urgency to find her, as I knew that as time progressed, so did the risk of harm to the subject. It was important that my colleagues and I acted quickly and efficiently, and that the media appeal adhered to NPCC guidelines and was sufficient but not intrusive. Overall, through evaluating, I can identify that obtaining an up-to-date still of the subject from CCTV was a key element in finding her. Also, following the NPCC’s guidelines, the media post was also removed prior to locating the subject to protect their privacy and reduce their online footprint. Despite the successes, I believe the media appeal could have been put into action sooner; however, obtaining a signed Electronic Pocket Notebook (ePNB) from the guardian created a delay. To combat this, for future missing person incidents where I am the initial attending officer, I will ask and obtain approval for a media appeal for its prospective use. 

This incident, in particular, demonstrated the effectiveness of media appeals in rapidly delivering information into the public domain. Utilising social media as a means of engaging with communities unlocks a much faster capability compared to traditional posters or media (Ciobotaru, 2022). As well as this, missing person appeals can provide comfort to the families and loved ones of a missing person by reassuring them that investigative efforts are underway (NPCC, 2022). Social media appeals also offer geographic flexibility, meaning a single post can cross local and national boundaries (Ciobotaru, 2022). This is especially important with missing persons, as they often travel across police force borders. Despite its clear advantages, as previously mentioned, once a police force releases information, it loses control of it. It may be virtually impossible to remove all traces of the appeal once published and, in some cases, can enhance vulnerability of the subjects through repeat posting (NPCC, 2022). 

Sharing information on social media may also encourage ‘cyber sleuths’, where untrained members of the public carry out their own investigations online. This can be detrimental to police investigations and, at times, can be dangerous for innocent people who have been caught up in online theories. An example of this could be seen in the 2013 Boston Marathon bombing, where online sleuths falsely accused a male of being the perpetrator, which ultimately led to death threats being sent (Nhan, Huey, & Broll, 2017). In spite of this, the Boston Police Department (BPD) was applauded in the aftermath of the bombing for their use of social media to both inform the public and correct misinformation (Davis, Alves & Sklansky, 2014). 

To conclude, my unique probationary experience, having worked in both response and neighbourhood policing, has given me the opportunity to see the broad capabilities of correct implication of social media. Whether that may be through increasing community engagement and public interaction, or aiding in vital investigations where the help of the public is crucial in mitigating harm and apprehending offenders. Nevertheless, in the largely uncensored realm of the internet, it is vital to ensure that police forces hold their social media accounts to a high standard by encouraging participation but not providing a platform for negativity. Furthermore, police forces should remain professional and transparent in their communication to promote community confidence and cohesion. It is clear that the effectiveness of social media in contemporary policing relies on adapting communication strategies and policies to the evolving digital landscape. Overall, social media can be a useful tool to police forces if implemented correctly.

Word count - 1806

















Task 3

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


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

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




ANSWER:

Leadership is a crucial and important skill for all police officers to have, as it is a key part of the role. The role requires us to constantly make decisions and take control of the situations we attend and the people we deal with. The term ‘leadership’ refers to an individual being able to influence others, to understand and agree about what needs to be done and how to do it, to achieve their shared goals (Yukl, 2006). In other words, this person (a leader) takes charge and control of the situation, as they have the skills to encourage and inspire others to follow and listen to them. This essay will focus on discussing leadership in the context of policing, specifically examining my own leadership strategies and style that I have developed and implemented in my role as a police officer. 

Some examples of leadership skills include decision-making, good communication, having a visionary mindset, strategic thinking, emotional intelligence, and empathy (Muna, 2022). There are varying types of leadership styles, some include Transformational, Transactional, Autocratic, Laissez-Faire, Democratic, and Servant (Bwalya, 2023). They differ in their strategies they follow, and some of these will be explored within this essay. Moreover, this essay will discuss specific incidents that I have attended and outline how I have been able to change my leadership style to allow me to manage a range of differing situations and adapt to changing circumstances. Throughout, I will focus on critically evaluating my ability to be flexible with my leadership style and analyse these strategies that I have developed. Finally, I will use the Gibbs Reflective Cycle (1988) to reflect on my experiences and actions implemented.

Throughout my almost three-year probationary period, I have attended and dealt with a wide range of situations and incidents. I have found that the leadership strategies I implement have developed and have also varied dependent on the circumstances. Especially with the change of my role, whilst I was on the Neighbourhood Policing Team (NPT), I found that I often implemented an autocratic leadership style, where the leader makes all decisions without any input or feedback from their followers (Bwalya, 2023). This was due to my role requiring me to oversee and lead several PSCOs (South Wales Police, 2025c). Therefore, I often had to delegate tasks such as CCTV enquiries and make all decisions regarding any incidents we were to attend, as I was the police officer. Whereas my role in response policing requires me to work alongside my colleagues. Therefore, I find myself implementing more of a democratic leadership style or transformational. Democratic leadership emphasises collaboration and encourages participation from all team members, with the leader engaging and openly communicating with the team and valuing their thoughts and ideas (Bwayla, 2023). Whereas transformational leadership is where an individual inspires and motivates others to contribute their own strengths to reach the aligned goals of the team, as well as helping them grow and develop into leaders themselves by empowering them (Bass and Riggor, 2006).

One incident I dealt with recently was a murder, whereby a woman had been stabbed numerous times and found by a member of the public in a residential area. I was one of the first officers to attend, and this incident was very unfamiliar to me and my colleagues. I elected to come forward and take the lead, whereby I have identified the golden hour and fast track actions.  I have immediately implemented an Autocratic leadership style approach. I have done this as it was a time sensitive and very serious incident, and I knew someone needed to take control of the situation. This leadership style has been found to be beneficial when decisions need to be made quickly, and it is argued that it allows those under the leader to focus on their assigned specific tasks without worrying about making complex decisions (Chukwusa, 2018).

I have begun assigning these fast-track actions I have identified between myself and my colleagues. I took it upon myself to decide the parameters for the inner and outer cordon. I then assigned two colleagues to stand watch in specific areas for the scene until further units come, to ensure the scene was secure. Another colleague I have assigned to carry out the house to house and CCTV enquiries, with me, due to the buildings where the incident has taken place being flats. I believed the best course of action was to have one of us focusing on ground floor to level 3 and the other focusing on level 4 to 7, so that we were more time efficient until further units turned up. Once these further units have turned up, I have ensured to communicate with them what had already been done to again ensure efficiency, as time was of the essence, and I did not want duplicated actions. I have then been the point of contact with Major crime, updating them on the situation and what we had completed. From the house-to-house enquiries, we have located CCTV that identified the suspects’ vehicle, and then from ANPR we were able to locate the suspect.

Although I initially implemented an autocratic leadership style, but as circumstances were changing, I began to adapt and change to more of a democratic leadership style. Initially, me taking control of and leading the situation was effective; everyone knew what they were doing, and the decisions that needed to be made quickly and carried out were, without any pressure being put on my colleagues to make them (Bwayla, 2023). However, I noticed that the team’s morale was low, and certain colleagues were becoming stressed with the actions they had been assigned. Chukwusa (2018) identifies this in his research, stating that a negative aspect of autocratic leadership is that it can result in poor motivation and low morale for those under it.

I decided it was important to listen to my colleagues and their views as we are a team, I am not of a higher rank to my colleagues, and ultimately, if morale is low, actions are less likely to be completed to the best possible standard. After communicating with them, it was clear that the actions I assigned to one colleague would have been more beneficial being assigned to another. One colleague on the team felt more comfortable and were better skilled to operate and extract the CCTV than the colleague who was initially assigned it. Therefore, communicating with my colleagues and involving them in the decision-making improved efficiency, and it boosted team morale as no one then felt out of depth and stressed. This notion is supported by Bass (1990), who has outlined that those who are members under democratic leadership have greater satisfaction.

I feel that the democratic leadership style was more effective to implement as it ensured we worked well as a team, and my colleagues respected me more, were more motivated, and listened to me because I involved them in the decisions being made, showing them mutual respect. Research has shown that democratic leadership is effective as it increases the level of trust, respect, and commitment others have for the leader, and it reduces the likelihood of any resistance (Jinga et al, 2024). I believe the incident was handled well. I was situationally and emotionally aware and have successfully adapted my leadership style to the changing circumstances. My team responded well to this shift in leadership style, and it was evident that a democratic leadership style was more suited for this incident, as the team’s morale was lifted, and actions were carried out more efficiently.  Overall, due to my team’s teamwork and the quick decisions that I made initially regarding priority actions, we have located the suspect within an hour. This was crucial for the investigation as key forensics were secured from the cordons implemented at the scene, from the suspect and his vehicle, and the evidential CCTV was acquired. I believe changing leadership style ensured the incident was handled to the best standard, especially as it is very important to have the ability to be a flexible leader in high-pressure situations. This importance has been highlighted by various research which outline that flexible, adaptive leadership is essential for most leaders (Yukl, 2008). This is due to the fact that not one leadership style will fit and be most effective for every situation, and as a leader, you need to be able to adapt to the changing circumstances.

Moreover, another incident I will discuss is where my colleagues and I attended to a report of a suicidal male on a bridge. Upon attendance, the male appeared to be intoxicated and was simply sitting on the bridge wall, dangling his legs over the edge. I have spoken with the male to get a better understanding of his mindset and then liaised with my colleagues on what the next best steps were. One of my female colleagues had the best rapport with him, so I have encouraged her to keep talking with the male, whilst the rest of us liaised with the fire service and mental health services. Due to the male being intoxicated, the risk level to him was heightened as he could accidentally lose his balance and fall over. I then informed my colleagues of my idea, which was to keep the male distracted and engaging so that the rest of us could safely secure him and pull him off the wall, with fire service nearby if needed. We all agreed on this plan and successfully implemented it. Once the male was distracted by my female colleague, I got closer with another colleague, and we have managed to safely pull him off the wall.

During this incident, I implemented transformational leadership. I have inspired the team with my plan so that we could achieve our shared goal of keeping the male safe, encouraging them to utilise their own strengths during the incident (Bass and Riggor, 2006). For example, I encouraged my female colleague to utilise her great communication skills and take the lead in speaking with the male. I have then utilised mine and my other colleague’s physical strength to pull the male off the wall safely. I feel that this incident was handled well, utilising transformational leadership meant there was a clear vision of what we needed to achieve, and a positive, motivating, and all-inclusive environment was created for the team (Bwayla, 2023). I effectively got my colleagues to listen to me and undertake my plan, and I believe I inspired, supported, and encouraged my team, whilst still taking control of and leading the situation. However, although it was effective in this incident, Bass and Riggor (2006) have identified that this leadership style can cause followers to become over-reliant on the leader, and this can become too much for the leader if they are having to constantly support and develop the followers; they are at risk of being overworked and burnt out. Thus, highlighting the importance of being able to be flexible with leadership styles. Upon reflection, a democratic leadership style may have also been effective in this incident as I could have discussed other alternative ideas with the team and perhaps made my colleagues feel more comfortable in the actions they were undertaking and less reliant on my direction/lead. 

In conclusion, it is crucial in policing to be able to adapt and change your leadership style dependent on the incident you are dealing with, but also to be able to identify when a leadership style is not effective and having the ability to then be flexible to change this style based on the changing circumstances. Reflecting upon these incidents have allowed me to identify that I have the ability to employ several different leadership styles, and that being situationally aware and emotionally aware is of upmost importance in policing and in teamwork. Both incidents discussed have helped me develop my leadership skills, and I have a better understanding of the advantages and disadvantages each leadership style brings. Thus, I feel that moving forward I will continue to learn from the incidents I attend and develop my leadership skills. Overall, adaptive leadership and teamwork in modern policing is key to effective leadership and successful management of situations/incidents.


Word count - 2033






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:

Throughout my three years in probation, I have experienced a variety of different situations and incidents; some of which have been more challenging than others, however, I have learnt a lot from them all. These experiences have helped shape and form me into the officer I am today, but I am still learning new skills and encountering new experiences, as every day is different. My probationary period has been different from most officers, as I have spent most of my time on the Neighbourhood Policing Team (NPT) and the last few months on response. I had mentoring, coaching, and training throughout to help me develop my skills and become a better and competent officer. The focus of this essay is to critically reflect upon my three years in probation and focus on how mentoring and coaching have aided me. This essay will discuss how mentoring and coaching have benefited my performance, with me meeting personal, professional, and organisational goals, along with how it has impacted my development and learning.

Coaching is where a trained individual implements a process for a set period of time, which focuses on improving the performance, learning, and development of another (CIPD, 2021). Whereas mentoring is where a more experienced colleague shares their greater knowledge and experiences to support the development of another less experienced individual, this relationship focuses on building a comfortable environment for learning opportunities (CIPD, 2021). Therefore, it allows the individual to have a point of contact whom they can go to whenever they have questions or need clarification, which will further their understanding and learning (CIPD, 2021). Mentoring and coaching are similar, but mentoring tends to be for a longer period of time than coaching (CIPD, 2021). Finally, this essay will also discuss some theories of coaching and mentoring that are applicable to policing, such as the BOOST model and Kolb’s learning cycle (1984).
When I first joined the police force, coaching and mentoring were already somewhat familiar to me, as in my previous job, I had undertaken the role of a mentor for a few weeks for a new employee. Therefore, coaching and mentoring for me means providing that individual with support; teaching them the role by verbally explaining things, actively showing them whilst they observe me, and then getting them to try things themselves whilst I observe and guide them where needed, and provide them with feedback. During my first three months of probation, I was assigned a tutor constable, and this person I was then paired with throughout, as they would be teaching me and assessing my progress. Then, at the end of the three months, my tutor would decide whether I had completed and shown them all the skills I required to be signed off as an independent officer. When I was first assigned this tutor, we had a discussion about what was going to be expected of me and for me to voice any concerns I had. I expressed my concerns about adapting to a role of authority, as I had not had much prior experience with this. This allowed my tutor to get a better idea of my capabilities, what I felt confident with and not confident with. It was initially difficult adapting to the role as there is a lot of responsibility, and it was crucial for me to understand what was expected of me and ensure I adhered to that.

The way my tutor taught me was by first letting me observe him when attending calls and incidents, and then having a discussion afterwards on how he responded, whereby I could ask questions. Then he began making me take the lead in situations, and if I needed any help, he would be there. Again, we would have a discussion after any incident, where I could self-reflect on what I believed went well, how I could improve, or what I should have done differently.  My tutor would then give me feedback so that I could further learn. My initial challenges I faced were having confidence in the decisions I was making, but because my tutor pushed me to take control and lead at the incidents I attended, and provided me with critical feedback after each incident, it allowed me to build my confidence and be more comfortable in taking the lead.  

Kolb's experimental learning cycle (1984) is applicable to my experiences in my three years of probation, as I have followed the cycle’s stages of learning. There are four stages: first, an experience takes place, and then the learning comes after through the next three stages of reflection, analysis, and evaluation. After every incident I attended, I would reflect upon what had occurred by discussing it and analysing my actions in it to identify and evaluate how effective I was at dealing with it. Once I identified what I perhaps could have done differently and better, I would ensure that the next time I would refer to my past experience and apply these new techniques to improve my response.

Mentoring was a key part of advancing my learning and understanding of the job, as after attending incidents, I was getting provided real-time feedback by an experienced officer, which allowed me to be aware of what I did well, and I would continue to implement these things. For example, after I attended an incident of a suicidal male, I was provided with feedback from my tutor that my communication skills were great; I was empathetic and supportive to the male and really took my time with him, whilst also being assertive about what I required from him. This then resulted in me being able to convince him to attend Llandough Hospital to visit the mental health team on a voluntary basis. This feedback assured me that my communication style was effective and I should continue to implement it in future similar incidents. Thus, it overall helped me identify my type of communication style and further my problem-solving skills.

Furthermore, the shadowing and scenario debriefs I had with my mentor had a huge impact on my learning. They allowed me to initially see how to respond to incidents and learn some techniques, then, by debriefing, I was able to learn from any mistakes I had made. For example, I attended an incident where I had to detain a male who had made off from the police. During this incident, I got my handcuffs out too quickly, and before I had full control of the male. Therefore, I had to abandon my handcuffs in order to get complete control. Luckily, my mentor and I successfully detained the male, and no one got hurt. During the debrief, my mentor knew that I was already aware of what I had done wrong, so we discussed the importance of not getting handcuffs out too quickly, as they can pose a risk to you, and we went over some techniques for gaining control. This incident and the debrief aided my learning, with me now having a better understanding of officer safety, and it has helped me develop my skills of decision-making under pressure. Moreover, it is important to note that the mentoring I have received has not just been during those initial three months, as throughout my three-year probation, I have furthered my learning from working with numerous colleagues, and receiving feedback from my fellow colleagues and sergeants.

Towards the end of my two years on NPT, I finally felt confident in my abilities and in my role. I had to adapt to being in a leadership role quite early on, as I was in charge of a number of PCSOs. The coaching I had throughout my time on NPT allowed me to become confident in my abilities, and I became proactive in my role. This last year, I was put on response to further develop my skills, as there were certain parts of the job I had not been exposed to, such as domestic-related incidents. I have been mentored and coached by different members of my team, and from it I have become more self-aware, recognising my strengths and weaknesses and becoming confident in my abilities. There are certain areas I naturally feel less confident with, such as attending sudden deaths, as I have not experienced many due to being on NPT. However, I know with experience and then feedback from it, this is something I will get more confident with.

Throughout my mentoring, I was taught to work in line with the force’s values, ethical standards, and procedural justice. Therefore, mentoring and coaching have helped me meet professional goals by ensuring that I meet and undertake the key role competencies and values. One of the key expectations of policing is that officers must uphold the code of ethics and their behaviour must align with the competency and values framework (College of Policing, 2024b). There are three values: courage, respect, empathy, and public service, and then there are six competencies: we are emotionally aware, take ownership, collaborate, supportive and inspire, analyse critically, and we are innovative and open-minded (College of Policing, 2024b). My mentor always exhibited and upheld these behaviours, and from shadowing him, I learnt these behaviours, and the constant feedback he provided me ensured that I upheld them. Furthermore, a key organisation goal for the force is to have good community engagement. Consequently, my mentoring aligned my personal development with the forces' aims, as when I was on NPT, community engagement was a key part of the role. I would attend community events such as those in the local schools, emergency services day, religious community centres, and more. My mentor showed me how these events are for engaging with the public, building connections with communities, and providing an understanding of the role of policing. Thus, not only did this help me reach my personal goals, but it also ensured I met the organisational professional goals.

Throughout the three years, I have received feedback not just through informal comments but also through my written reviews; I had to complete five self-reviews throughout my three years, and my tutor and then supervisors have completed their own review. The constructive criticism I received, I have always accepted without being defensive. This is because I am aware that I am still learning, and it comes from those who have more experience than I and from a good place, as it will only benefit me and my development. I have now begun providing feedback to my newer colleagues, and the feedback I give them follows the BOOST feedback model. This ensures the feedback I am providing is Balanced, Objective, Observed, Specific, and Timely (Revolution Learning, 2021). For example, I ensure the feedback I provide is both positive and negative, it is based on what I have witnessed, it is specific and evidence-based, so that it could be measured against the competency framework, and finally, it is provided at the earliest opportunity and in real-time.

Now, nearer to the end of my probation, I feel my role has begun to shift as I am more confident in my abilities and have a good level of experience, so naturally, with newer members of the team, I take the lead in situations. I have found that they will also come to me to ask for advice or guidance, and now I have begun to provide feedback to them as I feel this is part of my teamwork responsibilities.  I have found that my own experiences have shaped how I provide guidance as I reflect on how I was taught and what worked well for me. I ensure the feedback is constructive but fair, and deliver it one-on-one. This is to avoid any feelings of embarrassment, and providing balanced feedback ensures they still feel motivated and part of a supportive but learning orientated team.

In conclusion, over the last three years, I have transformed as an officer. I have found what communication style suits me best, and developed skills such as problem solving, leadership, resilience, and decision making under pressure. I have now reached a point where I feel confident as an officer and in my role. I believe structured mentoring and coaching are crucial for policing, as it is such a complex and sometimes overwhelming role. Having someone guide and teach you who has experienced everything you will be going through is really beneficial. It provides the support that is needed and is a great way to learn. The element of self-reflection after each situation is an important part of mentoring, as it helps improve the performance of officers. This is something I still do now after each call I attend, as it truly allows you to learn and further your skills. Finally, feedback being given throughout is also key for learning in any job, as it highlights what you are doing well but also what areas need improvement. This creates a supportive and learning orientated workplace which ensures officers are performing to their best standard.
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