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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:


This essay will examine the strategic role that the College of Policing plays in the professionalism of policing within the United Kingdom. It will also demonstrate how I am working to meet the expectations of a modern police officer as I approach the final year in probation. Furthermore, this essay will reflect on how my role as a police officer has evolved since I began my probationary period. Additionally, the essay will discuss and assess the various plans that have been implemented to set targets for the future direction of UK police forces. This includes evaluating the aims and priorities set by each independent bodies such as the Strategic Policing requirement, College of Policing’s five-year strategy, Workforce Transformation 2018 and Policing Vision 2025.
 
The College of Policing plays a crucial role in policing across the United Kingdom. As the national professional body, the organisation oversees the standardisation and consistency of education and training for police officers and staff. It has developed the Police Education Qualification Framework (PEQF), which sets a national educational standard and ensures that the public receives a high-quality policing service across all forces (College of Policing, 2025). According to the College of Policing (2025), the promotion of the academic qualifications in policing is aimed at supporting officers throughout an increasingly complex and dynamic nature of modern policing. These qualifications will help officers develop essential skills such as research, analysis, critical thinking and evaluation. As well as reinforcing the importance of viewing issues from multiple perspectives.
 
The College of Policing’s focus on academic qualification and professional standards is important to the overall development of the police service in the UK. Through initiatives such as the PEQF the College of Policing ensures that the police workforce is equipped to meet the demands of modern society and its policing needs. By standardising education and training the College of Policing fosters a culture of professionalism and accountability within the police force promoting both public trust and delivery justice effectively.
 
Initially, The Policing Vision 2025 was introduced in 2016 and set out the priorities for the future of policing, it guided decisions to resource allocation to ensure public safety (NPCC, no date). The vision outlined five key priorities. The first one being that local policing remained the initial but with greater integration with education, health, social services and community projects to resolve issues early through a multi-agency approach. The second priority being the specialist capabilities, such as armed policing and major investigations would be provided through collaborative networks to reduce cost. The third priority was that officers would be trained to address the increasing volume of interest-related crimes, with full implementation of digital evidence sharing to save resources and improve public accessibility. The fourth priority being that the College of Policing would collaborate with police forces to equip officers with the skills and powers needed to meet current demands, focusing on workforce diversity and balancing personal accountability with concerns over making mistakes. The final priority was cross force collaboration in business support functions such as IT and human resources would be established to reduce costs through shared services with emergency services and local authorities (NPCC, no date).
 
The College of Policing introduced a 5-year strategy, which aimed to professionalise police forces in England and Wales by establishing clear standards for professional practice, supporting evidence based best practises and promoting the professional development of police officers (College of Policing, 2014). This strategy was designed to create a world class professional body capable of effectively preventing crime, protecting the public, and securing public trust.
The five-year strategy closely aligned with the goals of the Policing Vision 2025, especially in its emphasis on multiagency collaboration to reduce the demand on police services and enhance public safety (NPCC, no date). The strategy focused on building stronger relationships between the police and other public service agencies, which is essential for addressing the wide range of complex social issues that contribute to criminal activity. By working together, these agencies can develop integrated solutions that not only target crime but also address the underlying causes of criminal behaviour.
 
 
Building on the successes of the Policing Vision 2025, the Policing Vision 2030 has been introduced to make sure that all forces are aiming at the same destination for policing (NPCC 2024). The new vision identifies key priority themes which should be focused on to ensure policing is where it needs to be by 2023. These include the following pillars: keep communities safe, prevent crime and criminality, response appropriately to demand, develop the workforce to evolve culture, to embed a culture of continuous improvement. In summary, this is policing’s vision of where it wants to be by 2030, which will be to deliver a police service that is effective, inclusive and trusted by the communities it serves (NPCC 2024).
 
The College of Policing (2024) introduced a Corporate strategy, which aimed to professionalise police forces in England and Wales by establishing clear standards for professional practice. The strategy is made of five strategic ambitions which are; building trust and a fair culture, transforming police leadership, supporting career-long professional development and wellbeing, boosting core skills and strengthening innovation and implementing what works for policing.
This Corporate strategy is in place between 2022 and 2026, and it emphasises and focuses on creating a professional culture throughout the workforce. The organisation has created a two-year business plan which demonstrates how the strategic ambitions will be achieved. 
 
As a probationary officer, I have witnesses first the evolution of multiagency working in policing first hand. A significant number of the response calls I handle are related to domestic violence, and area where a multi-agency approach is crucial due to the potential risks and complexities involved. For example, the multi-agency risk assessment conference (MARAC) is a vital tool in addressing domestic violence. MARAC brings together a range of professionals including police officers, child protection experts, health workers, probation officers, housing specialists and domestic violence advisers to share information and develop coordinated intervention strategies (Safe Lives, no date). The MARAC process has been shown to reduce repeat victimisation and supports early intervention highlighting the effectiveness of collaborative approaches and improving public safety. In addition to the five-year strategy the strategic policing requirement (SPR) represents another important strategic initiative. The SPR focuses on ensuring that sufficient capabilities exist to address serious national threats including terrorism, public disorder and organised crime. The most recent iteration of the SPR has expanded its scope to include child sexual abuse as a national threat underscoring the increasing recognition of the need to address complex cross boundary challenges in policing (GOV, 2023).
A significant aspect of modern policing is the integration of technology to enhance operational capabilities. The College of Policing’s priorities reflect this growing importance particularly in relation to the increasing need for officers to be trained in digital crime and evidence handling. At Gwent Police where I serve, there has been a concentrated effort to develop officers technological skills to address the rise in online crime. This focus on digital skills is aligned with the Policing Vision 2025 which underscores the necessity of adapting to technological advancements to meet the demands of contemporary policing (NPCC, no date).
I have made deliberate efforts to build my own skills in the area of digital crime recognising that the ability to effectively handle digital evidence and investigate online crime is now a core competency for all police officers. As policing continues to evolve, technological expertise will become even more critical ensuring that officers are equipped to deal with emerging digital threats.
 
There are multiple crimes involving the use of digital technology such as using systems such as charter, examining someone’s phone if they have committed offences via calls or texts and sending GOODSAM links to missing people that when they open the link, location data will be brought up to show the location of the person. Over my probationary period I have noticed changes in the type of crimes I am investigating, due to the rapid increases in technology, I have noticed that I seem to be investigating more online offences and cybercrimes now compared to when I first became a police officer. I found myself having to become more data literate. And I have embedded a culture of continuous improvement in order to tackle the challenges that policing faces due to the quick development of technology. The rapid increase of the development of technology, creates challenges to policing as it gives an increased opportunities for crimes to be committed.
 
As I approach the final year of my probation, I have observed significant changes in my role and responsibilities. The PEQF Programme has played a crucial role in enhancing my knowledge and skills, helping me meet the priorities set out in the Policing Vision 2025. The focus on professional education and development has deepened my understanding of policing as a complex disciplined organisation, and I am now better equipped to navigate the challenges of modern policing.
One of the most notable changes in my role has been the increased reliance on technology to address new forms of crime. The rise in online crime has made it essential for officers to be proficient in digital crime investigations, and this shift has been particularly evident in my daily work.
 
However, I have also encountered challenges during my probation, particularly the reduction in the number of response officers which seems to contradict the priority of maintaining local policing as the foundation of the British policing model (NPCC, no date). This reduction in resources has placed additional strain on existing officers and highlighted the need for a more balanced approach to workforce allocation.
Over the last few months, during my final year of probation, the number of officers on my response team has significantly decreased resulting in a higher workload for myself and a higher mental strain. I have had to adapt to dealing with multiple investigations at the same time. Reflecting on this, I feel as though I am not providing victims of crime the service that they require from a professional body. I have received complaints from members of the public from previous incidents that I have dealt with to the best of my ability, but due to the lack of resourcing in my area I have been unable to provide a prompt service and meet the expectations of members of the public. I believe that if additional officers were brought on to my shift, I would be able to provide a better service to the victims of the incidents that I have attended.
Therefore, on reflecting upon my final year of probation my role as a police officer has changed significantly since I started the role, both in positive and negative ways. Positively as I have adapted to the policing culture and learnt a lot of new skills enabling me to deal with new crimes. But contradicting to this, I feel as though I have been unable to use a lot of the skills, I have learnt due to the lack of resources on shift and the increase in demand for police officers.
 
In conclusion, this essay has critically examined the strategic role of the College of Policing in the professionalisation of policing within the United Kingdom. It has assessed the effectiveness of the various strategies and frameworks including the Policing Vision 2025, Policing Vision 2030, the strategic policing requirements and the College of Policing’s five-year strategy in shaping the future direction of UK policing. Furthermore, I have reflected on my own experience as a probationary officer illustrating how my role has evolved and how I am working to meet the expectations of a modern police officer. As the police service continues to adapt to new challenges the strategic initiatives outlined by the College of Policing and other agencies will remain crucial in ensuring that police officers are well prepared to serve the public effectively and professionally.


WORD COUNT: 1982
1

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


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

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


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




ANSWER:


The advent of social media has revolutionised the way we communicate, connect, and engage in both professional and personal realms. For police forces, social media offers and unprecedented opportunity to engage with the public, share information and build stronger relationships within the community. This essay will critically examine the role of social media in policing, detailing the policies, platforms, benefits, and risks involved, particularly in relation to community engagement and the promotion of policy initiatives. 
  
The integration of social media into policing can be seen as part of a broader strategy aimed at improving communication with the public and engaging them with the process of policing. According to Bailey and Stephens (2018), the vision for the use of social media within police forces is underpinned by three main objectives. Firstly, to provide a consistent national framework for using social media. Secondly, to create a flexible model for local social media use that remains aligned with the central governments Single Online Home, and thirdly, to provide relevant and timely digital services that enhance engagement with young people. These aims emphasise the necessity for police forces to adapt to the digital age and ensure that social media is not viewed as an optional or supplementary communication tool, but as an essential component of policing. 

The importance pf prioritising social media for police communication cannot be overstated, Bailey and Stephanes (2018) stress that social media must be given the same attention as more traditional communication channels, such as 999 emergency calls or in-person interactions. They argue that social media is not a mere ‘add-on’ but a vital means of interaction that should be integrated into policing practices to ensure effective communication with the community. 
 
Social media provides numerous advantages for police forces and individual officers. One of the most significant benefits is the ease of communication between the police and members of the community. Social media platforms allow police officers to disseminate information quickly and effectively. As the UK Research and Innovation (2025) states, social media enables officers to promote research, enhance their visibility, and communicate directly with members of the public, bypassing traditional communication barriers such as telephone queues or waiting for an officer to be available at a police station. Moreover, social media helps to develop stronger relationships between the police and the public by providing a platform for regular interaction.  This then helps build the bridge between public and the police so that no communication is ever missed and that officers can attend incidents and calls diligently.

The immediacy of social media is particularly beneficial during emergencies or significant events. For example, police can issue public safety warnings, road closures, or other important updates in real time, ensuring that the community stays informed and can take appropriate actions. Furthermore, social media offers an opportunity to members of the public to communicate directly with the police, either by reporting crimes or providing valuable tips. This can then help officers to build on the information provided to carry out warrants or arrests for individuals that have been seen or heard by members of the public. The ability to receive information and intelligence from the public can aid investigations and help solve cases more efficiently. Also, by using social media for missing persons, this enables the community to assist with officers in the location of the missing person by communicating through social media platforms. This can then be passed to other forces if the person is in their area. 

Another significant advantage of social media is its ability to reach ‘hard to reach’ groups, such as young people. ACPO (2013) highlights that social media allows police forces to connect with individuals who may not typically engage in face-to-face interactions or public meetings. According to research by Hartley-Parkinson (2018), many young people feel more comfortable engaging with strangers through digital platforms than in person, which makes social media an ideal tool for reaching out to this area. Studies complete by Mitchell (2018) also indicate a growing preference for online news consumption or watching it through the television, as opposed to reading it. Similarly, Mitchell (2018) reports that 81% of individuals aged 18 to 29 prefer to read their news online, further reinforcing the argument that social media has become an essential platform for engaging with this age group. Given this shift in media consumption, it is crucial for police forces to adopt social media as a primary means of communication as this will help to build upon relationships with the younger age groups of society. 
 
The use of social media by British police forces dates back to 2008, when they began experimenting with platforms such as Facebook and Twitter. These platforms have since grown significantly, with nearly all police forces in England and Wales now maintaining a presence on social media (The Police Foundation, 2014). The choice of platforms such as Twitter and Facebook is due to their wide reach and ability to facilitate quick information dissemination. As The Social Element (2012) explains, these platforms allow police forces to inform the public, gather intelligence, and build trust with the community in ways that were not possible through traditional means. Social media platforms also allow police forces to share positive outcomes from investigations, highlighting successful arrests or the resolution of cases. This transparency can helps improve public perception of the police and foster greater community trust. In addition, the ability to engage with the community in real time helps to demonstrate accountability and responsiveness on the part of the police, which is vital for maintaining public confidence. 
 
Despite its many benefits, the use of social media in policing it not without its risks and challenges. One of the primary concerns is the potential for police officers to inadvertently share confidential or sensitive information. Social media is a public platform, and any post or tweet can be seen by thousands, if not millions, of people within minutes. This raises significant concerns about data protection and the potential for breaches of privacy. A poorly timed or misjudged post could expose individuals’ personal information, compromise investigations, or undermine public trust. This could then affect the relationship between the community and the police as members of the public would view the force as an unprofessional body. 

Another challenge associated with social media is the potential for abuse by members of the public. While social media provides a platform for engaging with the community, it also opens the door for negative and often misleading comments. For example, during missing persons investigations, social media posts can attract a mix of helpful tips and false information that may waste police time or hinder the investigation. From past experiences when dealing with missing people, comments on missing person appeals can sometimes be harmful, with individuals making derogatory remarks or spreading unfounded rumours. This can undermine the trust between the police and the public and create unnecessary complications in sensitive cases. This can also affect the family of the missing person. 

Another example of using social media Is whereby I previously asked the social media team to assist me with uploading a still image of a shoplifter from a local supermarket who had shoplifted over £500 worth of items. I had a positive result from using the social media platform for such reason. Members of the local community were able to share the post amongst each other resulting in a member of public calling 101 anonymously quoting the crime reference number and providing a name. This then resulted in myself conducting further enquiries to locate the person and effect the arrest. 

In addition, there are concerns about inappropriate or offensive content being shared by police officers themselves. The Independent Office for Police Conduct (IOPC) has investigated cases where officers have posted offensive material on social media, such as discriminatory remarks or graphic images. Such behaviour is not only unprofessional but also undermines public trust in the police. The IOPC (2021) has made it clear that police officers who engage in this type of conduct will face disciplinary or even criminal consequences. This highlights the need for clear guidelines and training for officers regarding the appropriate use of social media. This is to also ensure that going forward there is no offensive or inappropriate behaviour in the future. 
 
The attitude of police leadership plays a crucial role in shaping how social media is used within police forces. According to Bullock (2017), police leaders who support the use of social media can help overcome any concerns that officers may have about using these platforms. Officers who feel that their leadership supports social media use are more likely to embrace it as a legitimate and valuable tool for communication. However not all chief officers share this view. Some are cautious about social media, viewing it as a potential distraction or a source of organisational risk (Fink & Zerfass, 2010). These differing attitudes can create inconsistencies in how social media is utilised across different police forces. However, some chief officers promote the use of social media by a new platform such as TikTok to engage with the younger community and show how the force operates. This helps create a positive relationship within the community so that if there are any incidents, the community are more inclined to engage with police. Different police forces have different policies about police officers posting their job role on social media and how it might affect the community. 

Research by Crump (2011) found that while some police leaders were enthusiastic about using social media to engage with the public, others were more hesitant, citing concerns about the lack of clarity regarding its value and potential risks. This division of opinion highlights the need for clear policies and guidelines to ensure that social media is used effectively and safely across the police service. 

Officers have also deleted their social media for their own protection due to dealing with people that they may know. This is to ensure their own safety for the personal and professional life and also their families lives as a person may be able to find out who they were by social media. 
 
In conclusion, the use of social media in policing offers a range of benefits, including improved communication, enhanced community engagement, and increased transparency. However, there are also significant risks, such as the potential for privacy breaches, the spread of misinformation, and the misuse of social media by both the public and police officers. Despite these challenges, the advantages of social media as a tool for engaging with the community and promoting policy initiatives cannot be ignored. As Bullock (2017) suggests, social media is too powerful to be prohibited entirely, and police forces must find ways to integrate it into their operations while managing the associated risks. Ultimately, the benefits of social media in policing outweigh the drawbacks, and its continued use is essential for building trust and enhancing the relationship between the police and the public. 


WORD COUNT: 1818


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 component in any organisational structure, but it becomes even more significant in high-stakes environments like policing, where decisions made can have profound consequences on public safety and officer well-being. Effective leadership in the police force requires not only the ability to make decisions and manage resources but also the ability to adapt to diverse and ever-changing situations. This essay will critically evaluate the flexibility of my leadership style within my role as a police constable. I will also discuss how I have developed various leadership strategies to manage different operational situations on a day-to-day basis. Furthermore, this essay will explore the key leadership models commonly used in policing, analyse their effectiveness, and details how I have been able to apply changes in leadership styles and strategies to reflect the dynamic nature of policing. 
 
Effective leadership in policing requires an understanding of different leadership styles and the ability to apply them appropriately depending on the circumstances and the situation that officers are in. According to Tenney (2025) there are five primary leadership styles commonly used across various industries, including policing. These are authoritarian, participative, delegative, transactional and transformational leadership styles. While Brown’s categorisation of leadership styles is widely accepted, there is an ongoing debate about the number and definitions of leadership styles. Lee (2021) suggests that the literature on leadership is vast, with numerous theories competing for dominance. There is no singular agreement on what forms the “correct” set of leadership styles, but Lee (2021) notes that most major leadership theorists identify corresponding elements within their models. 

In policing, leadership needs to be adaptable, as officers face a wide range of operational challenges daily. The College of Policing (2022) has identified six key leadership elements that set out the expectations for leaders at all levels of the police force. There are inspiring a common purpose, developing and valuing people, building an inclusive workplace, leading across boundaries, focusing on performance and improvement, and understanding oneself and others. These elements form the foundation for leadership development within policing and create a standardised framework for leadership expectations. Frizvold (2022) suggests that while there is no singular ideal style of leadership in policing, effective police leaders need to develop a diverse skill set that enables them to switch between different leadership approaches based on the situation at hand. Policing is a dynamics profession, constantly evolving in response to changing societal, political and technological contexts. As such, police leaders must continue to expand their knowledge and refine their skills to meet the demands of modern policing (Fritzvold, 2022). 
 
 In policing, a key aspect of leadership is ensuring the well-being of officers and police staff. Law enforcement leaders must prioritise the welfare of their teams, as officers who feel supported by their leaders are more likely to perform well, especially in high-risk and challenging environments. The well-being of officers has become even more critical in the current climate. Where the risk associated with police work is more noticeable that ever before. In addition to encouraging a supportive work environment, police leaders must also hold themselves accountable. Civil Service Success (2020) argues that police leaders must demonstrate accountability by taking responsibility for their actions and decisions. This accountability not only motivates the team but also sets a powerful example for others to follow. 
 
Effective leaders most also possess a clear vision for the future and the ability to inspire others. Police leaders must communicate this vision to their teams and motivate them to work towards achieving it. Civil Service Success (2020) further emphasises that leaders in policing must demonstrate energy and stamina to navigate the challenges they face, remaining engaged with their teams and showing unwavering commitment to the mission. These qualities, combined with the ability to adapt leadership styles, are essential for success in policing.  
 
Various leadership models provide frameworks for understanding the qualities of an ideal leader within the policing context. One such model is the “Five I’s of Police Professionalism,” developed by the US Department of Justice. This model is designed for frontline leaders and is based on the five key traits: integrity, initiative, impact, intellect, and industry (Griffin, 1998). 
These traits focus on building confidence and competence, helping leaders positively influence their teams and develop others. The Five I’s model aligns closely with an autocratic style of leadership, which emphasises control and decision-making by a single leader rather than collective input. Although the autocratic style has been criticised for suppressing collaboration and creativity, it offers certain advantages in situations that require quick decision-making and clear direction Nickerson (2024). This can be shown at major incidents whereby a leader will take control of the incident and direct people to the appropriate locations.

In contrast, police leadership styles are gradually shifting away from the authoritarian model and moving towards a more inclusive and participative approach (Golembiowski, 2020). (Golembiowski, 2020) distinguishes between transactional and transformational leadership styles. Transactional leadership is a more structured, task-oriented approach, often associated with reward and punishment systems, while transformational leadership focuses on motivating and empowering team members by understanding their individual needs and capabilities.  
Transformational leaders aim to inspire and engage their teams, fostering a sense of ownership and commitment to the team’s objectives. This leadership style is particularly important in policing, as research indicates that approximately 70% of employee engagement is influenced by their leaders. (Ratanjee, 2021). 
 
In my experience as a police constable, I have encountered situations where I needed to switch between different leadership styles to effectively manage an incident. One such instance involved a road traffic collision (RTC) involving two vehicles, one being a bicycle that resulted in an injury. As the first officer on the scene, I immediately assessed the situation, ensuring that the injured individual was breathing and that there were no serious bleeds. There was a cut to the males head but no bleeding from the ears, nose or mouth. At the same time, a crowd of people began to gather around the scene, which posed a risk to both the injured individuals and members of the public as the incident was on a busy road in the middle of a roundabout.

During the incident, I adopted a transactional leadership approach, giving clear instructions to the public that any interference with the police scene would result in arrests. The transactional approach was effective in this case because it established clear boundaries and set expectations for behaviour. The threat of punishment for non-compliance served to control the crowd and ensure that the scene remained secure. I also directed Police Community Support Officers to secure the scene and to ensure no members of the public were entering the scene. 

As additional units arrived at the scene of the RTC, I shifted to a more authoritative leadership style, delegating tasks to ensure the safety of the injured individuals and the public. This included diverting traffic to prevent further accidents and secure the scene. This was to also ensure that there were no further incidents involving traffic.  The authoritative style was necessary in this context as it provided clear direction and ensured that the operation ran smoothly and the male who was knocked off his bike was safe and engaging with myself and officers. Once medical personnel arrived, I transitioned to a more transformational leadership approach. Recognising the expertise of the medical team. I listened to their advice and adjusted my approach accordingly. I also ensured that every member of the team understood their role in achieving the shared goal of ensuring the safety and well-being of the individuals involved in the collision. This was either getting a defib in case the male was not breathing, to sure all police cars secured the road and the scene and to ensure all witness details and car details were taken. This shift from authoritative to transformational leadership was critical in fostering collaboration and achieving a positive outcome and ensuring the male received the appropriate medical treatment and the conveyance to hospital. 

Another example where I showed my leadership skills is where I participated in a shop lifting operation in the town that I patrol. I was plain clothed with Police Community Support Officers patrolling the town during Christmas time. Before patrolling the town, I briefed the team along with Neighbourhood Patrol Team and the Inspector of the team to ensure everyone was on the same page. I presented a PowerPoint presentation of the operation and what was required that I created. This showed vital information such as the main targets of interest and that area in which we would be patrolling. This also contained a risk assessment to ensure everyone was safe. This was to locate any shop thefts that occurred in the area. I organised and directed a small team of Police community support officers. I asked the Force Control Room to create a log so that anyone that was stopped I could conduct Police National Computer checks for the person. I targeted certain parts of the town centre and directed the team what parts are more likely to experience any thefts. This has then proved effective and will be implemented moving forward by the Neighbourhood patrol team and Police Community Support Officers during busy festive periods. 

By conducting this operation, this has interested me in looking at my sergeants in the future to help and support my team and colleagues by conducting operations, helping with incidents and providing support to new probationers looking for guidance. I have enjoyed showing my leadership skills and this has inspired me to climb rank within the organisation so I can demonstrate my skills to other members within the force. 

Due to officers leaving for different departments or leaving Gwent Police, I have become one of the most experienced police officers on the shift. Therefore, I believe I show leadership skills while conducting my duties. Since I’ve began the job role, there have been multiple new officers join the shift which I have helped and shown direction. Although I am not a mentor or tutor, I have helped and shown probationers with less experience than myself how to deal with incidents and I believe I have shown them the correct processes and to be a good role model to follow.
 
This essay has critically evaluated my ability to flexibly apply different leadership styles within my role as a police constable. Through various operational incidents, I have developed a diverse set of leadership strategies that allow me to respond to changing circumstances effectively. By examining different leadership models, such as the Five I’s of Police Professionalism and the transactional and transformational leadership styles, this essay has demonstrated the importance of adapting leadership approaches in policing. As policing continues to evolve, it is crucial for leaders to remain flexible and open to change, ensuring that they can meet the challenges of the modern-day policing environment. 
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically reflect upon your three-year probation:

How have you benefited from mentoring and coaching? 
How has it helped you to meet personal, professional and organisational goals?
How has it aided you to learn, develop and perform in the workplace?

Consider relevant coaching and mentoring definitions along with current coaching and mentoring theories used in policing.

How do you provide and receive feedback?

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



ANSWER:

This essay aims to reflect on my three-year probationary period as a police constable and highlight how mentoring and coaching has contributed to my  personal and professional development. The essay will examine how coaching and mentoring have supported my achievements of personal, professional and organisational goals within the policing role. Furthermore, the essay will explore how I have learned, developed ad performed in the workplace, aided by mentoring and coaching. It will also analyse the relevant definitions and theories of coaching and mentoring, and how these approaches are applied to develop probationary police officers, including feedback mechanisms throughout my development. 
 

From the start of my career in policing, I have been fortunate enough to receive mentoring and coaching that had guided my growth as a police officer. According to the Chartered Institute of Personnel and Development (2024) coaching is typically focused on performance improvement and skill development in the workplace, which aligns with specific goals and targets. Coaching also impacts personal traits such as confidence and social interactions, making a multifaced approach to professional growth. Over the course of my three-year probationary period, I have been involved in various coaching initiatives aimed at enhancing my technical skills, leadership abilities, and decision-making processes. 
On the other hand, mentoring is defined by the Chartered Institute of Personnel and Development (2024) as a relationship where a more experiences individual shared their expertise to support the personal and professional development of a less experienced employee. Mentoring relies on active listening, questioning, and reflecting, which are integral to facilitating growth and building a long-term career trajectory. While coaching is typically more structured and goal-oriented, mentoring offers a more informal and career-focused partnership. The International Coaching Federation (2025) further elaborates that coaching is a professional, structured process designed to unlock a person’s potential by helping them achieve their personal and professional goals. In contrast, mentoring is viewed as an informal relationship where the mentor guides the mentee without the need for professional coaching qualifications. 

This distinction is highlighted by Sword (2021), who emphasises that while coaching is structured and formally scheduled, mentoring is often a personal, informal relationship that occurs on an as-needed basis. Coaches typically have professional coaching qualifications, though they may not always have direct experience in the mentor’s role. On the other hand, mentors tend to have substantial experience in a particular field or role, which they share to help the student/probationer grow. While both coaching and mentoring require a foundation of trust, respect, and open communication, the contexts in which they are used can vary depending on the individual’s needs and the goals they aim to achieve (Reitman & Benatti, 2021).
 
 
 Both coaching and mentoring in policing can be guided by structured models that help shape the development process. A commonly used model in policing is the National Decision Model (NDM), which provides a framework for making ethical and evidence-based decisions in various situations. The NDM is a six-stage process that helps officers to evaluate their actions and decisions during both planned and spontaneous operations College of Policing (2013). This model is ideal for mentoring relationships because it helps probationary officers reflect on real world experiences and apply rational approach to decision-making, fostering a mindset of continuous learning. This is essential when dealing with incidents as the NDM helps officers to come up with a decision on the spot with the information they have in front of them. 

The NDM encourages critical thinking and self-reflection, key components of both coaching and mentoring. It allows a deeper understanding of what has been done during an incident, why it was done, and how future decisions can be improved. As I progressed through my probation, I found that this model facilitated better decision making in my role as a police officer as I learned how to assess situations systematically, balancing public safety with ethical considerations. Once I have attended similar incidents while using the NDM, I have become more confident when coming up with decisions.

Another relevant model in my development as the OSKAR model, which is often used in coaching. The OSKAR model was created by Steve de Shazer in 1991. The model focuses on helping individuals develop through a structured process that includes five stages: Outcomes, Scaling, Know-how, Affirm & Action, and Review (Palmer, 2021). The OSKAR models helps identify what the coaches wants to achieve (the outcome), assess the current level of progress (scaling), evaluate what skills and resources are available (know-how), identify what actions to take (affirm & action), and finally review what was accomplished to determine areas for improvement. 
 
I began my probationary period with Gwent Police in September 2022 through the Police Constable Degree Apprenticeship (PCDA) programme, a three-year practise based higher education course aimed at developing competent police officers. The PCDA combines classroom-based learning with on-the-job training and experience, culminating in a BSc Hons Degree in Professional Policing Practise Gwent Police (2025) In the first six months, I participated in training at a dedicated facility, where I was supported by staff and experienced officers who mentored and coached me to build foundational knowledge and skills and the ensure I received with relevant training and development.
  
After completing the initial six months of training, I entered a twelve-week tutorship phase, where I was paired with an experienced officer to support my development in real-world policing scenarios. This phase was crucial in helping me build the practical skills needed to perform as a police constable. This also helped with my confidence as I knew that my tutor was present with me at incidents and that if there were any mistakes, I could receive guidance on what to do better next time. My tutor, with over five years of experience, provided invaluable coaching sharing her expertise and offering constructive feedback. She has attended a variety of incidents and provided valuable knowledge on different offences and how to deal with them. According to Herrity (2025), coaches are vital in helping individuals learn new technical skills and improve performance at work, and this was certainly true in my case. During the tutorship, I was tasked with meeting specific goals, as outlined in an evidence matrix provided by Gwent Police and the University. This matrix helped structure my development by focusing on key incidents that I had to manage effectively, with my mentor providing feedback after each case. With the guidance and support by my mentor, I have been able to develop my skills and pass them onto new officers who join and require the same help that I needed when I first started. 

Throughout my second and third years of probation, I continued to receive coaching and mentoring, albeit in a more independent way. I had regular one to one meeting’s with my direct mentor, who helped me set goals for the second and third year of probation. This was either by evidencing certain Incidents or by showing my skills through submitting intelligence and case files. This process of ongoing feedback and reflection allowed me to continue developing my skills, particularly in areas such as leadership, communication, and decision-making. I also received mentoring from university staff, who provided academic support and helped me integrate theoretical knowledge with practical experience. 

When I have come out of my tutorship, I have experienced difficulties in my confidence as I did not have that buffer of my tutor with me. I had to deal with challenges and incidents by myself which was difficult. However, this has helped to develop me as a person and increase my confidence with my decision making my implementing the NDM. I am now able to deal with all different kinds of incidents and challenges with confidence while still having the support of the team behind me.

In terms of my personal life and goals, working as part of a team in Gwent Police has increased my confidence and my personality has changed as I am more outgoing and engaging. Due to this, I have taken up coaching for my local football team and assist with them. Before I joined Gwent Police, I was quite reserved and quiet and did not engage with people. Although I previously worked in retail whereby you had to engage with members of the public, I was never confident when speaking to them. However, since joining Gwent Police my confidence has increased, and I engage with my local community in work and outside of work where I reside. 

I have experienced challenging incidents that I required a further mentor to support me for 3 months in my second year. This was to ensure that my confidence did not decline and that In every incident I attended, I would ensure public safety but also colleague safety as well. This helped with my confidence going into my third year and to help pass on my knowledge and experience to officers that either go through the same incidents as myself or new probationary officers that require support.

One of the key benefits of this continuous support was the opportunity to review and reflect on previous incidents. According to DePalo (2021), reviewing tactical performance is essential in identifying what contributed to successes and failures. Through feedback from both my mentors and my university tutors, I was able to refine my approach to various policing situations, learning from my mistakes and successes alike. This iterative process of feedback and review is central to both coaching and mentoring, helping me develop as a more confident and competent officer. 
 
In conclusion, this essay has reflected upon my three-year probationary period as a police constable and the critical role that coaching and mentoring have played in my development. Though structured coaching and informal mentoring, I have been able to meet personal, professional, and organisational goals while enhancing my performance and capabilities in the workplace. The various coaching and mentoring theories and models such as the National Decision Model and the OSKAR Model, have provided a strong foundation for my growth as a police constable. Moreover, the continuous feedback and guidance from experienced mentors and tutors have been instrumental in my learning journey, ensuring that I have developed the necessary skills and knowledge to perform effectively in my role. 
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