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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:
The landscape of policing in the United Kingdom has undergone profound transformation over recent decades, shaped by shifting public expectations, increasing societal complexity, and a growing demand for legitimacy and accountability. At the heart of this evolution stands the College of Policing (CoP), established in 2013 as the professional body for policing in England and Wales. Its formation signalled a strategic shift from a vocational approach to a professionalised model rooted in ethics, evidence-based practice, and continuous professional development. Amid these broader institutional changes, the role of individual officers—particularly those navigating the foundational years of practice—has become increasingly nuanced. As a probationary constable, I have engaged directly with the principles and challenges that the College of Policing seeks to instil across the service. This essay critically examines the CoP’s strategic role in shaping professionalism within policing by exploring its core objectives, its implementation of national standards, and the barriers it faces in achieving reform. Furthermore, through the lens of Gibbs’ Reflective Cycle (1988), I will evaluate my developmental journey during probation, assessing how theory, practice, and reflection have informed my growth. By integrating both organisational strategy and personal experience, this essay provides a holistic exploration of modern professional policing and the crucial interplay between policy and practice. The College of Policing serves as the professional body for policing in England and Wales, responsible for setting standards, advancing knowledge, and supporting leadership development (College of Policing, 2021). One of its key strategic roles is embedding ethical standards as outlined in the Code of Ethics (College of Policing, 2014), which underscores values such as integrity, objectivity, honesty, and respect. These values are not just abstract ideals—they have practical implications for everyday policing. They guide officer behaviour in complex, emotionally charged situations where split-second decisions impact lives and public trust. Reiner (2010) highlights that policing by consent—the cornerstone of British policing—requires more than enforcement; it demands legitimacy built through ethical engagement. The CoP fosters this through structured training, ethical briefings, and the expectation of reflective practice from all officers.
Strategically, the College aligns with frameworks such as Workforce Transformation and Policing Vision 2025, both of which envision a professional, inclusive, and responsive police service fit for future challenges (NPCC, 2016). Through recruitment pathways like the Police Constable Degree Apprenticeship (PCDA) and Degree Holder Entry Programme (DHEP), the CoP encourages a blend of academic rigour and frontline experience. These initiatives aim to attract candidates with strong critical thinking skills and a commitment to continuous improvement. Bryant et al. (2021) argue that academicisation not only legitimises policing as a profession but also equips officers with the tools to confront increasingly complex crimes, from cyber-enabled fraud to terrorism.
During my probationary period, I experienced first-hand how such educational grounding supports real-world policing. For example, theoretical modules on criminology helped me understand the social drivers behind repeat offending, which then informed my approach to problem-solving with local offenders. This fusion of theory and practice not only improved my confidence but also aligned with the CoP’s emphasis on evidence-based policing. The College’s Knowledge Hub plays a critical role here, offering research summaries and guidance that shape officer decision-making in the field (Lum et al., 2012). I frequently used this platform to stay updated on best practices, especially when handling sensitive incidents such as domestic abuse, where the risk of harm is high and procedural correctness is vital.
However, implementation of these principles is not without barriers. Resistance to change persists in some parts of the service, particularly among experienced officers who view new frameworks as bureaucratic or detached from operational reality. I encountered this during a workshop on trauma-informed policing—a CoP-endorsed approach. While many younger officers engaged with enthusiasm, others questioned its relevance. This scepticism is well documented by Stamou et al. (2016), who highlight that top-down reforms often falter unless they are co-produced with those expected to implement them. Overcoming this requires emotional intelligence and leadership. I observed a sergeant adeptly facilitating difficult conversations, encouraging officers to share doubts openly. This atmosphere of psychological safety allowed us to reflect critically on practice without fear of judgement—an environment aligned with the CoP’s vision for ethical and effective teams.
Leadership development itself is another strategic pillar supported by the CoP. Programmes such as Fast Track and Direct Entry aim to diversify the leadership pipeline and cultivate new perspectives (College of Policing, 2020). Although I’m still early in my career, I had the opportunity to shadow a Direct Entry inspector whose leadership style emphasised empowerment, inclusivity, and adaptability. Through her mentorship, I learned that leadership is not about authority alone, but about influence, trust, and modelling ethical behaviour. These qualities are especially important in today’s climate of intense public scrutiny.
Gibbs’ Reflective Cycle helped me to process and grow from challenging situations. One such moment occurred while working with youth in a community perceived to have low trust in police. Initially, I felt out of place and concerned that my presence might be interpreted as surveillance rather than support. After the session, I reflected on this reaction and realised it stemmed from my lack of familiarity with community-based engagement. Tyler (2004) states that trust is earned not by asserting power, but by listening and showing respect. In subsequent sessions, I changed my approach—focusing on building rapport before addressing concerns. This strengthened mutual understanding and eventually allowed me to facilitate honest, constructive dialogue. Gibbs’ model provided a structured way to evaluate my thoughts, actions, and emotional responses, ensuring I could learn and adapt constructively.
Diversity and inclusion are central to both the College’s strategic outlook and my personal growth. The Equality and Human Rights Commission (2018) has stressed the importance of representative policing to achieve fairness and equality. During probation, I worked closely with colleagues from varied cultural backgrounds and observed how inclusive team dynamics improved communication and problem-solving. One powerful experience involved a safeguarding intervention with a non-English-speaking family. My colleague, fluent in their native language, enabled a safe and respectful dialogue, facilitating a positive outcome. Observing this reinforced that diversity within policing isn’t just aspirational—it’s operationally essential. It contributes to a more holistic understanding of community needs and supports the creation of fairer outcomes.
Ethical decision-making has also been a defining theme throughout my early practice. Miller, Hess, and Orthmann (2021) argue that the public demands not only effectiveness from police officers but moral integrity. I encountered this tension while attending a welfare check involving mental health concerns. Legally, our options were limited, but ethically, we recognised the need for immediate support. My team and I consulted with social services and crafted a solution that prioritised the individual’s wellbeing without breaching legal boundaries. This experience affirmed the importance of critical thinking, peer consultation, and reflecting beyond the rulebook. These are precisely the competencies that the CoP’s Code of Ethics aims to develop.
Continued professional development (CPD) is integral to sustaining this level of thoughtful, adaptive practice. The CoP provides a CPD framework that encourages officers to identify strengths and gaps in their knowledge and pursue learning accordingly (College of Policing, 2023). I proactively enrolled in sessions on cultural awareness and mental health crisis response—topics relevant to both policy priorities and operational necessity. Walker and Archbold (2019) highlight that such training enhances emotional intelligence and reduces the likelihood of conflict escalation. These sessions strengthened my skillset and helped me handle volatile incidents with empathy and tact. The result is not just safer outcomes, but more positive public perceptions—a crucial currency in community-police relations.
Technological competency has become increasingly central to the role of the modern police officer. Manning (1992) noted this trend decades ago, but its pace has only accelerated. Over the past year, I developed proficiency in using body-worn cameras, real-time intelligence platforms, and digital evidence systems. While these tools enhance efficiency, they also raise ethical questions, particularly in relation to data privacy and surveillance. DeLone and McLean (2003) argue that technology must not only function but foster trust within organisations. My training underlined the importance of understanding legislative frameworks like the Data Protection Act 2018 and the Human Rights Act 1998, which together ensure that new tools are used proportionately and transparently.
Community engagement has been one of the most transformative aspects of my development. My perception of policing evolved from a reactive approach to a more proactive, preventative mindset. Inspired by Goldstein’s (1990) problem-oriented policing model, I worked on local initiatives targeting anti-social behaviour in youth hotspots. Collaborating with schools, parents, and outreach workers, we identified underlying issues—such as lack of recreational facilities and limited youth services—and advocated for targeted interventions. This project taught me that community safety is a shared responsibility and that sustainable solutions often lie beyond enforcement.
The final stretch of my probation was marked by a sharp awareness of societal pressures on policing—public protests, media criticism, and calls for reform. These external dynamics influenced both how I saw my role and how the public viewed me. Harris (2016) asserts that critical self-reflection is vital to remain ethically grounded in such turbulent contexts. Through journaling and discussion with mentors, I explored what it meant to carry state authority with humility and responsibility. Reflection became not just a tool for learning, but for aligning my values with the mission of public service. I learned to embrace transparency, admit mistakes, and view feedback as growth.
In conclusion, the College of Policing plays an essential and strategic role in transforming the nature of UK policing from a traditional model into a forward-facing, reflective, and ethically grounded profession. Through its standardisation of training, promotion of lifelong learning, encouragement of evidence-based practice, and commitment to values articulated in the Code of Ethics, the College sets a benchmark for what it means to be a modern police officer. These ambitions are further underscored by national frameworks like Workforce Transformation and Policing Vision 2025, which place professionalism, adaptability, and public trust at the heart of police reform.
Throughout my probationary period, I have maintained expectations and philosophies promoted by the College of Policing. I have learned that policing today is not solely about upholding the law — it is about doing so with fairness, critical self-reflection, emotional intelligence, and a deep respect for human rights. The challenges I faced have been formative: managing ethical dilemmas, building trust with marginalised communities, learning from mistakes, and recognising the unique value that diversity and inclusion bring to the profession. Tools like Gibbs’ Reflective Cycle have enabled me to navigate these moments with clarity, turning uncertainty into growth and experience into insight.
Moreover, I have come to understand that professional development is not a destination but a continuous process. The ever-changing nature of crime, technology, and society demands that officers remain agile, well-informed, and reflective. My experiences have shown me that transparency, compassion, and a willingness to learn are just as vital as operational skill. By internalising these principles, I feel equipped not just to carry out my duties, but to do so in a way that enhances public confidence in the role of law enforcement.
Looking ahead, I intend to remain an active participant in the evolving culture of British policing — one that prioritises service, equity, and legitimacy. The College of Policing has laid the groundwork, but it is through the attitudes and actions of officers on the ground that its vision will ultimately succeed. I aim to uphold that vision through my continued growth, leadership, and unwavering commitment to the communities I serve.
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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:
In recent years, social media has transformed from a tool for informal connection into a critical platform for professional communication, civic engagement, and institutional transparency. Within UK policing, the integration of platforms like X (formerly Twitter), Facebook, Instagram, and YouTube has changed how law enforcement interacts with communities, delivers messages, and promotes public safety. These tools offer new opportunities to foster trust and responsiveness—but also present ethical risks, communication challenges, and reputational threats when misused. This essay critically evaluates how police in the United Kingdom use social media for professional information dissemination and public engagement, analysing policy, platform-specific practices, and emerging challenges. In addition, using Gibbs’ Reflective Cycle (1988), I reflect on my experiences supporting a policy-based digital engagement campaign, identifying what I learned and how I intend to adapt my future approach to community-facing social media strategy.
One of the central benefits of social media is its accessibility and reach. According to Pew Research Center (2021), over 70% of UK adults actively use at least one social media platform. This makes platforms like Facebook and X valuable tools for disseminating time-sensitive information, alerts, and crime prevention advice. My own experience with a campaign related to environmental policy showed the effectiveness of these channels. By leveraging visual content and hashtags across Facebook and Instagram, we achieved high engagement rates. According to Filgueiras et al. (2020), social media fosters a participatory culture that allows institutions to initiate discourse and encourage citizens to share, discuss, and contribute to the conversation. This aligns with what I observed—the public became co-creators and promoters of policy content through retweets, comments, and reposts.
However, using social media for professional purposes also highlights risks, especially around misinformation and message control. During the same campaign, we experienced the rapid spread of misleading claims about the proposed policy, which diverted attention and required quick corrective messaging. González-Pizarro et al. (2022) highlight how such dynamics undermine trust and obstruct policy goals. Reflecting on this moment using Gibbs' (1988) model, I first describe how the misinformation emerged—through a misinterpreted image shared by a local influencer. My initial reaction was frustration; I felt the campaign had been derailed. However, upon evaluation, I realised our content lacked enough context to prevent misinterpretation. What I learned was the importance of proactive information framing. Moving forward, my action plan is to embed clearer explanations into visual content and include FAQs in the initial campaign rollout. Anticipating confusion helps mitigate misinformation before it gains traction.
Different platforms offer distinct advantages for police forces. X (formerly Twitter), for example, remains a primary choice for real-time announcements. The Metropolitan Police (@metpoliceuk) frequently uses it to share live updates about incidents, traffic disruptions, or missing persons alerts. Research by Collins et al. (2018) supports this usage, stating that the brevity and immediacy of X enhance the speed and clarity of police communication. During a secondment shadowing a local digital engagement officer, I observed how messages were pre-approved, scheduled for high-traffic times, and reinforced with visual cues to maximise impact. This taught me that although social media may appear spontaneous, professional use is carefully planned and reactive only in structure, not substance.
Facebook, on the other hand, supports more in-depth content. Police forces, such as North Wales Police, use Facebook pages to share longer narratives, community updates, event recaps, and educational content. Boulton (2019) argues that Facebook groups, in particular, enhance community relations by creating digital spaces where residents feel safe discussing concerns with officers. In one assignment, I observed how these groups enabled local issues—such as parking violations or antisocial behaviour—to be flagged and discussed constructively, with officers responding in a humanised, empathetic way. This two-way communication facilitated by Facebook was more deliberative than the urgency of X and created a sense of ongoing dialogue, not just reactive messaging.
Instagram’s visual nature appeals especially to younger demographics. Sussex Police, for instance, uses the platform to share behind-the-scenes glimpses of operations, infographics about crime prevention, and pictures from school visits or charity events (Hall, 2020). During a campaign involving youth engagement, I worked on crafting Instagram stories that highlighted the contributions of youth volunteers to environmental clean-up initiatives. At first, I underestimated the impact of such soft-content pieces. Yet over time, engagement from young followers increased, along with private messages from students asking about police volunteering programmes. Through reflection, I realised that showcasing the human side of policing builds accessibility. My lesson learned is that softer, uplifting content has power—it can bridge the gap between officers and harder-to-reach populations. In future campaigns, I intend to include more consistent community success stories alongside formal policy information.
YouTube provides a platform for longer-form storytelling and education. Forces like West Midlands Police use the channel to produce videos about police training, community initiatives, and crime prevention strategies (Boulton, 2019). These can be especially effective for transparency—giving the public insight into how decisions are made, procedures conducted, or challenges addressed. One particular video I reviewed featured a debrief on policing during protests, offering firsthand officer accounts. This kind of content fosters empathy and understanding, which builds legitimacy. It’s a reminder that while engagement numbers matter, deeper content can support long-term public trust.
Professional use of social media in policing must also be guided by clear, enforceable policy. The College of Policing (2018) sets out social media guidelines that stress ethical practice, confidentiality, professionalism, and tone. These policies encourage officers to distinguish between personal and professional accounts and avoid expressing personal political opinions in any official capacity. Most importantly, they remind officers that online conduct is subject to the same professional standards as offline behaviour. During my early placements, I was required to complete digital communications training that emphasised these principles. The sessions were scenario-based—demonstrating how easily an offhand tweet could be interpreted as prejudice or operational overreach. These examples reinforced the gravity of public communication and the need for officers to think before they post.
Training is also central to ensuring officers use social media effectively and ethically. According to His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (2019), ongoing training is critical given the evolving risks of cyber threats, trolling, deepfakes, and platform misuse. I participated in a media literacy workshop that helped officers identify manipulated images, trace fake accounts, and avoid signal-boosting controversial content unintentionally. From this, I gained confidence in managing digital risks—but I also recognised how quickly the landscape shifts. My plan for maintaining competence in this area includes attending regular refresher courses and following relevant professional accounts for news and best practice.
Social media has also proven effective in intelligence gathering and operational coordination. Platforms can help identify events that might pose safety risks, detect coordinated criminal activity, or locate suspects. For instance, Vernon (2019) describes how crowd-sourced information helped locate a missing child within hours of posting. However, this type of monitoring raises significant privacy concerns. Bennett and Grant (2021) caution that if not governed carefully, such monitoring can violate rights and diminish trust. It is essential for police departments to strike the right balance: using public-facing data ethically while respecting legal boundaries. Policies aligned with the Data Protection Act 2018 and the Human Rights Act 1998 must inform all social media activity.
Despite widespread enthusiasm for digital communication, not all engagement is equally meaningful. One issue I encountered in campaigns is what I’d call “performance engagement”—a flood of likes, shares, or emoji reactions that lacks critical depth. Holland and Dohn (2019) note that this can create a false sense of civic participation, where users feel they’ve contributed without truly engaging. Reflecting on this, I now see that measuring success should go beyond impressions to include qualitative feedback. For future projects, I plan to include open-ended polls, comment prompts, or even focus groups to evaluate the real impact of a social media strategy.
Moreover, officers’ personal online conduct presents reputational risks. Wright and Esch (2017) outline several cases in which inappropriate content or controversial opinions posted online led to disciplinary action. I learned of one such situation indirectly—a colleague in another department had made a sarcastic comment on a public Facebook post, not realising the visibility of their comment as a public figure. This incident was later investigated internally. This drove home for me the need for awareness not just of official communications, but of personal online footprints. I now regularly audit my own online presence, remove outdated posts, and maintain strict privacy settings.
The potential for cyber-attacks and harassment is also growing. Gupta and Sharma (2021) describe how misinformation campaigns, trolling, and doxxing can target law enforcement online, threatening both officers’ well-being and public safety. Some colleagues have received abusive comments on posts, especially when addressing sensitive topics like protest management or hate crime enforcement. Forces are beginning to offer guidance and support for officers affected by online harassment—but there’s room for more systemic training. From this, I’ve learned that engaging online sometimes requires emotional resilience and institutional backing. My plan is to advocate for digital wellbeing briefings to be part of ongoing officer support.
From a policy development perspective, social media must be treated not as an “add-on” but as an integral communication strategy requiring forethought, structure, and accountability. Campaigns must be strategically planned, ethically grounded, and aligned with the organisation’s overarching communication objectives. This involves more than simply broadcasting updates or reacting to events in real time—it requires developing tailored messaging for specific audiences, anticipating public responses, and having contingency plans for misinformation or reputational risk. Evaluation should be embedded in each campaign, using both quantitative and qualitative measures to assess effectiveness and inform future improvements.
Crucially, campaign design should include opportunities for genuine two-way engagement, encouraging community voices to help shape public safety messaging and build shared ownership of initiatives. Drawing on lessons from reflective practice, such as those highlighted through Gibbs’ Reflective Cycle, it is clear that post-campaign reviews should explore what worked, where disconnects occurred, and what might be done differently next time. In doing so, police communication strategies can become more adaptive, inclusive, and resilient—ultimately contributing to a more informed and trusting public sphere.

In conclusion, the strategic use of social media by UK police forces reflects a broader shift toward transparency, responsiveness, and collaborative community engagement in modern law enforcement. Platforms such as X, Facebook, Instagram, and YouTube are no longer optional tools; they are integral to how police communicate, educate, and build legitimacy in a digitally connected society. When used thoughtfully and in line with established policy frameworks, these platforms allow officers to reach wider audiences, foster public dialogue, and respond more effectively to evolving community needs.
However, this transformation is not without risk. Misinformation, ethical missteps, shallow engagement, and digital fatigue all present ongoing challenges. The necessity for comprehensive social media policies—combined with ongoing training and reflective practice—cannot be overstated. Clear boundaries must exist between personal and professional online behaviour, and officers must continuously navigate issues of data privacy, public scrutiny, and institutional accountability. Only by adhering to robust ethical standards can the integrity of both the individual officer and the broader force be preserved.
Reflecting on my own experiences, I have grown to appreciate the complexity of digital communication in policing. Using Gibbs’ Reflective Cycle allowed me to step back from each campaign or challenge and see the bigger picture—what succeeded, what fell short, and how I could grow from it. These insights reaffirm the need for deeper planning, intentional interactivity, and consistent evaluation in future social media initiatives. I have learned that effective digital engagement is not measured merely by metrics such as shares or views, but by the quality of connection built with the community and the trust that emerges from authentic, consistent interaction.
Looking forward, I believe that social media’s role in policing will only deepen. As society’s expectations of public accountability continue to rise, police services must be willing to evolve—embracing innovation while safeguarding professional standards. My goal is to remain actively involved in shaping ethical and impactful digital communication strategies, ensuring that they reflect both the values of modern policing and the diverse needs of the public we serve. In this way, social media will not only amplify the voice of law enforcement—it will help rebuild the essential bridge of trust between police and community. 
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Task 3

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


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

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




ANSWER:
Leadership in the policing context is a multifaceted concept that encompasses various styles and approaches. The dynamic nature of law enforcement requires leaders to adapt their methods according to situational demands, team dynamics, and the broader societal context. This essay critically evaluates leadership strategies within the policing sector, drawing upon established theories and my own practice to explore the value of leadership flexibility. I will specifically examine transformational, situational, and authoritarian leadership styles—discussing their advantages and limitations—while integrating Gibbs' Reflective Cycle (1988) to assess how these styles have shaped my approach to managing operational scenarios, and to identify lessons learned for future development.
Transformational leadership is widely regarded as an effective approach in modern policing, especially when the goal is cultural reform, engagement, and collaboration. Rooted in the work of Bass and Riggio (2006), this style encourages followers to exceed expectations through inspiration, vision sharing, and personal development. Transformational leaders demonstrate emotional intelligence and focus on long-term goals, which aligns with the aspirations of community-oriented policing (Skogan, 2006).
In my experience, transformational leadership has been particularly effective during community safety campaigns. For instance, I was tasked with coordinating a multi-agency initiative to reduce youth anti-social behaviour through school workshops and outreach activities. Rather than imposing a top-down plan, I involved my team in shaping the initiative, encouraging innovation and feedback. Officers felt ownership of the programme, which translated to more effective community engagement. Reflecting on this using Gibbs’ model, I recall feeling a sense of pride and collective motivation as the initiative progressed. Evaluation showed increased youth attendance at community centres and fewer related incidents. From this, I learned that empowering officers to co-produce strategies led to both operational and morale-related benefits.
However, transformational leadership is not without challenges. It requires time, consistent communication, and emotional investment (Bass & Riggio, 2006). In high-pressure or resource-constrained environments, officers may perceive vision-focused leadership as detached from immediate operational realities. Tuckey et al. (2012) argue that while transformational leaders promote long-term innovation, they may struggle to offer clear instruction during crises. Reflecting on a previous shift during which I was managing an understaffed response team, I initially relied on a democratic, open approach. Yet time constraints and ambiguity led to confusion and delayed response. Analysing this, I realised the need to sometimes reduce consultation in favour of decisiveness. The lesson learned was to assess whether the situation truly allows for a participatory approach or whether directive leadership may better serve the team in that moment.
This brings us to situational leadership, a theory popularised by Hersey and Blanchard (1982), which proposes that leadership effectiveness depends on the maturity and readiness of followers, as well as the demands of the task. It distinguishes between directive and supportive behaviours, suggesting leaders adjust their style accordingly.
Situational leadership has proven particularly useful during operations involving mixed-experience teams. During a public order event, I supervised a team with both highly experienced and newly attested officers. I adapted my approach—providing clear orders and structure for the newer staff, while giving senior colleagues greater autonomy in decision-making. This approach was consistent with the “telling” and “delegating” quadrants of the Hersey-Blanchard model. Reflection revealed a tangible boost in confidence among new officers, while experienced colleagues appreciated the trust shown in their expertise.
The strength of situational leadership lies in its adaptability. Leaders who tailor their communication and supervision reduce the likelihood of overload or disengagement (Northouse, 2018). However, it is not always easy to assess readiness accurately under pressure. Misjudging an officer’s capacity can result in micromanagement or, conversely, overwhelming them. During a critical incident response, I assigned an advanced task to an officer who I believed was prepared, but who later revealed they felt unsupported. Analysing this, I learned that assumptions about experience must be validated through dialogue and feedback. My action plan is to build in short pre-task check-ins to gauge comfort levels and clarify expectations.
Another leadership approach worth evaluating is authoritarian (or autocratic) leadership, which is characterised by centralized decision-making and strict control over tasks and personnel. While often viewed negatively due to its rigid nature, authoritarian leadership can be necessary in high-stakes, time-critical scenarios such as armed incidents or mass casualty responses (Eisner, 2009).
From my own experience managing a scene during a major traffic collision, an authoritarian style proved both necessary and effective. With multiple casualties and several agencies present, swift command decisions were needed to assign roles, secure the area, and prevent risk escalation. There was no room for extensive dialogue. I issued clear directives and maintained control over radio communications. Post-incident feedback from colleagues indicated that this clarity reduced stress and ensured roles were understood. According to Lewin et al. (1939), authoritarian leadership often results in high task efficiency—but only if the leader is competent and trusted.
That said, the authoritarian style has inherent limitations. It risks suppressing creative problem-solving, reduces team buy-in, and may foster resentment if overused (Beattie et al., 2014). In routine operations, overly rigid leadership can demoralise staff or prevent skill development. Reflecting on another occasion when I applied this style during a low-risk patrol briefing, I later realised that it stifled opportunity for team input. The result was a mechanical operation lacking the proactive energy I’ve since come to value. My plan for the future is to confine authoritarian strategies to genuinely high-risk environments and instead default to more consultative leadership when feasible.
Modern policing also increasingly calls for collaborative leadership, where leaders foster partnerships not just within their teams but across agencies and with the wider public. This aligns with reforms under the Policing Vision 2025 and Workforce Transformation Strategy, both of which emphasise inter-agency cooperation, inclusivity, and relationship-building (NPCC, 2016). Leaders today are expected to engage with complex, interdependent systems—working with health, education, and social care to deliver holistic solutions to crime.
In my role coordinating with youth services and school liaison officers, I found collaborative leadership particularly valuable. By facilitating regular roundtable meetings, encouraging transparency between partners, and prioritising shared goals, we were able to reduce repeat offending among at-risk teens through early intervention. This required humility, active listening, and a willingness to compromise—traits that differ markedly from traditional command-and-control models. Research by Head (2008) supports the idea that collaborative leaders are more effective in dealing with “wicked” social problems that require multi-stakeholder solutions.
Nevertheless, collaboration takes time, and competing organisational cultures can slow progress or lead to tensions. In one such partnership, I struggled with unclear boundaries regarding case ownership. Reflecting with Gibbs’ model, I identified that my uncertainty had led to poor communication and unmet expectations with a partner agency. The lesson was to set expectations early and document roles clearly. My plan is to implement shared project charters in future collaborations to avoid role confusion.
In recent years, discourse around police legitimacy, diversity, and inclusion has elevated the importance of ethical leadership. The Code of Ethics (College of Policing, 2014) emphasises integrity, fairness, and accountability. Ethical leadership is not a standalone style but a foundational trait that should underpin whichever leadership model is used. According to Jackson et al. (2012), leaders who model ethical behaviour influence subordinate conduct more effectively than procedural training alone.
During an internal misconduct review process I supported, I witnessed firsthand how a senior officer’s calm, transparent communication reassured staff despite the sensitivity of the issue. She did not shy away from difficult conversations but upheld organisational values while ensuring procedural fairness. That experience reinforced my belief that ethics are not optional in leadership—they are core to gaining and maintaining trust, both internally and externally. I now build in regular self-checks and feedback loops to ensure my leadership decisions align with these values.
Comparing across styles, it becomes evident that no single leadership approach is universally superior. Each has its place depending on context, urgency, team dynamics, and organisational goals. The effective leader, therefore, is one who is self-aware, strategically agile, and able to move between styles without losing credibility or cohesion.
Reflective models like Gibbs’ Cycle help crystallise these lessons. Describing situations, exploring emotional reactions, analysing results, and planning future actions enable leaders to embed experience into practice. For example, in preparing for a public event deployment, I now make time for pre-event reflective briefings and post-event debriefs. These sessions not only improve operational learning but help my team feel heard and valued fostering a positive organisational culture, as supported by Van Maanen and Schein (1979).
In conclusion, leadership in policing is both challenging and rewarding, requiring officers to be adaptable, reflective, and consistent in their values. Throughout this essay, I’ve explored several leadership styles—transformational, situational, authoritarian, and collaborative—and I’ve reflected on how each one has impacted my own development and decision-making. What has become clear to me is that there isn’t a single ‘best’ way to lead. Instead, effective leadership comes from being able to assess the needs of the team, the urgency of the task, and the expectations of the public, then adjusting your approach accordingly. Knowing when to step forward and make decisive calls, and when to take a step back and listen, is what makes leadership both an art and a discipline.
My experience so far in policing has shown me that leadership isn’t just about operational control – it is crucial to consider building integrity, trust, and creating the conditions for others to succeed. Whether I’ve taken a more transformational approach to motivate and support colleagues, or adopted a directive style in fast-moving situations, I’ve learned that self-awareness and reflection are key to growing as a leader. Using Gibbs' Reflective Cycle (1988) has helped me break down key moments, evaluate my decisions, and plan how I’ll approach things differently next time. It's a cycle I now apply regularly to help make sense of challenging situations and improve my leadership confidence.
I’ve also come to appreciate how leadership extends beyond the immediate team. Collaborative leadership has reminded me that strong partnerships—across agencies, with community leaders, and even with young people—can produce better outcomes than working in silos. And underpinning all of this is ethical leadership. Regardless of the style used, being transparent, fair, and accountable matters. It builds public confidence, and within the team, it builds respect.
Going forward, my goal is to continue developing a flexible and reflective leadership approach. I want to stay open to feedback, keep learning from experience, and use these insights to bring out the best in myself and others. Leadership in policing isn’t about always having the right answer—it is about making informed choices, showing up for your team, and staying committed to doing the right thing, even under pressure. If I can keep building on these lessons, I believe I can lead in a way that’s effective, inclusive, and genuinely grounded in public service.
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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?
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ANSWER:
In modern policing, the role of mentoring and coaching is increasingly viewed as integral to developing individual competencies and advancing professional practice. In an ever evolving and high-pressure environment, police officers are expected to demonstrate not only technical competence but also adaptability, ethical decision-making, and emotional intelligence. These demands highlight the importance of continuous learning and development, which mentoring and coaching are uniquely positioned to support. Over the course of my career, I have engaged in a number of structured mentoring and coaching initiatives, each of which has contributed meaningfully to my growth as a reflective practitioner and an effective leader.
Drawing from my experiences, I have observed first-hand how these developmental tools enhance confidence, sharpen decision-making, and foster a deeper sense of accountability and self-awareness. Beyond individual benefit, mentoring and coaching can also serve as levers for positive cultural change within policing organisations—reinforcing values of inclusivity, collaboration, and professional excellence.
This essay will critically explore the value of mentoring and coaching within the context of policing through the lens of relevant academic theory and reflective practice. In doing so, I will use Gibbs’ Reflective Cycle (1988) as a framework to evaluate my experiences, identify what has worked well, where improvements could be made, and outline my personal development goals. Additionally, I will consider how these practices align with broader organisational objectives, particularly those outlined in Policing Vision 2025, which promotes leadership at all levels, professional responsibility, and the cultivation of a resilient, learning-focused police workforce.
Mentoring is traditionally defined as a developmental relationship in which a more experienced individual (the mentor) provides support, challenge, and guidance to someone less experienced (Eby et al., 2013). Effective mentoring involves both knowledge-sharing and emotional support and is particularly valuable in policing, where frontline challenges and high-pressure decision-making are frequent (Higgins & Kram, 2001). Coaching, while often used interchangeably with mentoring, differs in its structure and purpose. As Whitmore (2002) explains, coaching is more goal-focused and task-oriented, often using structured models to drive measurable performance improvement.
Both mentoring and coaching can operate informally or formally. In my experience, informal mentoring relationships provided emotional encouragement and role modelling, whereas structured coaching programmes offered practical feedback around specific competencies such as communication, conflict resolution, and situational awareness. I also found that both approaches complemented each other—mentoring encouraged open discussion of challenges, while coaching offered a way to systematically address them.
A range of theories underpin mentoring and coaching practice. Kram’s (1985) model is particularly useful in policing as it separates mentoring into career development and psychosocial support functions. Through sponsorship, exposure to development opportunities, and challenging assignments, career support promotes advancement. Psychosocial support, on the other hand, contributes to confidence, identity development, and resilience. I benefited directly from both aspects while working through a challenging period early in my service. A senior officer became a source of reassurance, helping me overcome self-doubt following a difficult public complaint. On reflection, what went well was how the mentoring relationship created a safe, trusted environment. I felt heard and validated, which helped me bounce back and learn from the experience. According to Gibbs’ Reflective Cycle, the key lesson was that psychological support is just as vital as skills training in policing, especially in emotionally demanding roles. If faced with a similar challenge again, I would speak up earlier and seek support proactively rather than trying to manage alone.
Later in my development, I was introduced to transformational mentoring, which focuses on enabling deep reflection and values-based growth (Clutterbuck, 2004). This style of mentoring challenged me to question not only what I was doing but why. For example, during one mentorship session I reflected on how I handled a youth intervention and realised my approach, though procedurally correct, lacked empathy. With support from my mentor, I reframed how I view behavioural issues in vulnerable young people, shifting my outlook towards restorative engagement. This changed my future interactions significantly, prompting me to approach similar situations with more understanding. The mentor's use of open-ended questions and active listening gave me space to reflect without judgment—something I now aim to offer junior colleagues in return.
In formal sessions, I have engaged with the GROW model (Whitmore, 2009)—Goal, Reality, Options, Will—which has provided a structured format for self-development. Through coaching conversations, I was encouraged to identify personal objectives, examine current barriers, and explore ways forward. What went well was how the coaching created space for me to take responsibility for my development rather than relying on others to steer it. A coach helped me reframe challenges and highlighted my strengths, which built my confidence in leading team briefings. However, one area for improvement was my inconsistency in applying agreed actions between sessions. I did not always reflect deeply or follow through in the way I’d planned. Using Gibbs’ Cycle again, I concluded that accountability needed to come from me, not my coach. To change this going forward, I’ve created a reflective journal that I update after every major operational debrief or coaching session to track development goals and lessons learned.
Feedback has been a crucial component in both coaching and mentoring. Whether from line managers, peer reviews, or coaching facilitators, constructive criticism has helped identify blind spots in my approach. For example, during a roleplay exercise on managing a high-risk stop-and-search scenario, I was told my body language appeared closed and dismissive. Initially, I felt defensive. But once I reviewed the footage and discussed it with a coach, I recognised how these subtle cues could negatively influence public perception. This feedback prompted real improvement. I practiced maintaining open posture, steady tone, and reassuring language. Later, a real encounter with a vulnerable member of the public reinforced that these changes had made me more approachable and effective. Gibbs’ Cycle helped me reflect more deeply, and the improvement in public engagement confirmed the value of integrating critical feedback.
In some coaching interactions, the OSKAR model (Outcome, Scaling, Know-how, Affirm, Review) was used to guide progress. This model helped me articulate small, achievable goals and build on existing strengths rather than focusing on deficits. During a development plan following a missed promotion opportunity, my coach used the model to highlight what I was already doing well and how those skills could be leveraged more intentionally. This reframing helped me regain confidence and improve my performance during my next appraisal.
Through reflection, I now see coaching and mentoring not just as personal growth tools but as central to modern policing priorities. Policing Vision 2025 outlines the importance of emotional intelligence, leadership development, and building capability across the workforce. My mentoring experience aligns with the vision’s commitment to developing confident professionals who uphold ethical standards and engage well with diverse communities. Furthermore, force-level priorities such as community engagement, trauma-informed policing, and problem-solving approaches are best supported by officers who feel empowered, well-supported, and emotionally resilient. Coaching and mentoring directly support these goals by equipping officers with self-awareness, practical skills, and the ability to critically reflect on their actions and decisions.
One challenge I encountered in both coaching and mentoring was navigating differing expectations. In a past pairing with a mentor from outside my department, I sometimes struggled to see the relevance of their examples to my own context. Initially, I felt frustrated and disengaged. But reflecting on this, I realised I hadn’t been clear enough about my goals and needs from the relationship. Following this experience, I now prepare for mentoring sessions with a clearer agenda and am more honest about what I find helpful or unhelpful. Future mentor-mentee dynamics will benefit from this clarity, ensuring that both sides know what success looks like. Similarly, in early coaching experiences, I held the belief that being coached was a sign I was doing something wrong. It took time to realise that coaching is a developmental tool—not remedial. Gibbs’ model helped me reframe my emotions from insecurity to growth. Now I see coaching as a sign of investment, and I value it for the safe space it offers to develop leadership potential in a supportive environment.
One often-overlooked benefit of coaching and mentoring is the expansion of professional networks. Mentors introduced me to internal working groups, cross-departmental projects, and local community partnerships that I otherwise wouldn’t have encountered. This broadened my perspective on policing—not just as a frontline role but as part of a wider ecosystem that includes education, public health, and community advocacy. In turn, these connections have made me more effective. I now understand how local councils approach youth diversion, how public health teams respond to domestic abuse, and how schools support vulnerable children. Having access to this wider network has enriched my problem-solving abilities and reinforced the importance of collaborative leadership—another key theme in Policing Vision 2025.
Both coaching and mentoring have helped me grow in confidence and transition into more responsible roles. From leading team briefings to mentoring newer officers, I have taken on opportunities that previously seemed intimidating. According to Garvey et al. (2009), mentoring not only provides knowledge and advice, but also gives individuals the confidence to act. My own development mirrors this idea. A mentor once encouraged me to lead a community engagement event—an experience I initially resisted due to nerves. But with support and preparation, I facilitated the event successfully, gaining praise from both attendees and senior colleagues. This moment became a turning point in seeing myself as a future leader. Reflecting on it using Gibbs’ Cycle, I acknowledged the self-doubt, but also saw how taking risks with support can lead to significant growth. Going forward, I aim to create similar opportunities for others, providing the encouragement I once needed.
In conclusion, mentoring and coaching have played a central role in shaping both my confidence and professional capability within the police service. This essay has explored the distinction between the two, the theoretical models that underpin them—particularly Kram’s mentoring framework, the GROW and OSKAR coaching models—and their practical impact on my performance and mindset. Using Gibbs’ Reflective Cycle (1988), I have considered what worked well, what challenged me, and how I plan to improve in future.
Mentoring has offered both career and psychosocial support, helping me manage difficult situations with greater resilience and a clearer sense of professional identity. Coaching has contributed to my communication style, situational awareness, and strategic thinking—strengths that are increasingly important in modern policing. By embracing structured models such as GROW and OSKAR, I have been able to take ownership of my development and respond positively to feedback.
These learning experiences also reinforce the importance of emotional intelligence, reflective leadership, and supportive workplace culture—all values echoed in the College of Policing’s Code of Ethics and Policing Vision 2025. By creating space for officers to reflect, learn, and share experiences, mentoring and coaching promote not just individual growth but organisational maturity.
Ultimately, mentoring and coaching have helped me become more self-aware, more confident, and better equipped to support others. I intend to continue using reflective practice to develop my leadership style, while also investing in colleagues through future mentoring roles. The most valuable lesson I’ve learned is that meaningful development never happens in isolation—it takes curiosity, courage, and connection. By building on those values, I can help shape a policing culture that learns from experience and leads with purpose.
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