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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 college of policing (CoP) was established in 2012 as the professional body for policing in England and Wales. Its mission is to set standards, enhance leadership, and develop evidence-based practices to ensure an ethical and professional police service (College of Policing, 2020).

In this essay I am going to be critically analysing and evaluating an incident whereby a DVPN (Domestic Violence Protection Notice) and then a DVPO (Domestic Violence Protection Order) where put in place to protect an extremely vulnerable individual.

A Domestic Violence Protection Notice can be defined as an emergency civil measure used by police in England and Wales to provide immediate short-term protection to individuals of domestic abuse. Following a domestic violence incident a DVPN is issued without the victim’s consent, if necessary to safeguard them further.

A DVPN is an urgent notice, issued by police at the time of a domestic abuse incident, that can require the alleged perpetrator to leave the victims home address and avoid contact with them. Since it is issued directly by police, it takes immediate effect, offering the victim prompt protection. After a notice is served, police must bring the case before a magistrates court within 48 hours to apply for a Domestic Violence Protection Order (DVPO). If granted a DVPO can bar the perpetrator from returning to the home or contacting the victim for up to 28 days. This period gives the victim time and space to explore their next steps, often with the support of specialist services. Both DVPN and DVPO include conditions aimed at preventing further harassment or harm to the victim (Home Office, 2022).

A practical example of this would be if someone is arrested for assaulting their partner but released without charge, and the police believe there is a risk of further abuse, they can issue a DVPN in order to keep the person away from the victim and their residence for 48 hours. During that time, the police apply to the court for a DVPO to continue the restrictions for up to 28 days, allowing the victim time to consider longer term safety options. If a suspect breaches a DVPO then they will be arrested and serve a short custodial sentence.

DVPN’s are a relatively modern way of dealing with domestic violence only coming into play in March 2014. Throughout my career so far I have been involved in at least 3 incidents where DVPNS have been the only way to safeguard vulnerable victims.

Most recently I became involved in an incident whilst I was completing my HUB attachment in Merthyr Police Station. During your HUB attachment you have the opportunity to learn and progress investigations more than you would as an active response officer. Response deal with minor crime and some occasions minor domestic incidents where as in the investigations HUB you have the opportunity to learn and take part in more complex investigations with a higher risk factor. If you are looking to seek a DVPN then the there is a substantial risk to the victim as they may be unsupportive due to fear or just generally unaware that they are in a high-risk situation. DVPNs take this choice away from the victim and allow police the opportunity to safeguard them.

On this occasion, response attended the incident whereby a female and a male were involved. This was a third party report from a neighbour where they had reported shouting, screaming and a female stating ‘’GET OFF ME’’. This was an unusual occurrence for this address and neither the female or male had a history within the police. When response attended the female was distressed and visibly upset adamant that nothing had happened. The male stated that they had argued like ‘’ANY OTHER COUPLE’’. The response officers noticed red grip like marks surrounding the females neck, she states these were caused by her 4 year old son.

There was no child present and as such response conducted house to house enquiries whereby the upstairs neighbour who had reported the incident heard the female shout and struggle with the male. Response asked the female about this who still maintained that nothing had happened. On the grounds of reasonable suspicion, the male was arrested on suspicion of domestic violence common assault.

The female was re-visited a few hours later to which she still maintained that no assaults had occurred and provided police with an supportive statement. Due to this no charges were able to be brought against the male and he would have been released without charge. However, the Detective Inspector was happy to go ahead and seek a DVPN.

Due to the DVPN being sought after and achieved a DVPO was put in place. The vulnerable victim was safe along with her four-year-old son for 28 days. A few days went by and due to the neighbours being aware of the incident when they saw the male return a few days later they contacted police. Response attended and located the suspect at the address, as he was in breach of his DVPO he was arrested and taken into custody. The suspect was then remanded into custody and served the rest of the DVPO in prison.

In order to fulfil my role as a modern-day police officer, DVPN’S are a crucial safeguarding measure which have been utilised more in the recent years policing. Policing has changed so much even since I started 2 and a half years ago with a growing demand, less officers and a negative attitude towards police from members of the public.

I consistently uphold the highest standards of integrity in all my duties. For example, during a recent domestic violence incident, I maintained impartiality and ensured both parties were treated with dignity and respect. I completed a DASH risk assessment accurately and referred the victim to appropriate safeguarding services, showing my commitment to the Code of Ethics and to protecting vulnerable people.

A completed DASH risk checklist serves as a live document that can be revisited for ongoing case management. It acts as a standardised tool used by all agencies involved in the MARAC process, helping to create a consistent understanding of risk related to domestic violence, stalking and honour-based violence. The checklist supports robust decision making by ensuring that high risk cases are assessed using evidence grounded in thorough research (SafeLives, 2023).

I work proactively with local communities to build trust and prevent crime. As police officers we often attend the same areas and addresses and deal with the same police. As I am in my final year of probation I now have a better understanding of the community that I work in and a better understanding of the people who reside in it.

I stay up to date with legislation and policy changes by attending regular training sessions and revieing updated College of Policing Guidance. There are always new polices and training coming out and it is important that all officers are up to date.

I hold myself and other accountable. On a shift if I have made a mistake I will report the issue through the appropriate channels and supported the learning and improvement process. I promote an open culture where colleagues feel confident to speak up, aligning with the principles of professional standards.

I apply the National Decision Making Model (NDM) routinely to ensure my actions are justified. In a recent mental health crisis call, I used the NDM to access risk, liaise with mental professionals, and decide on a safe, least restrictive course of action. This led to the individual receiving the care they needed without criminalisation. The NDM has six key elements; Code of Ethics; Ethical policing principles and Guidance for ethical and professional behaviour in policing. Gather information and intelligence. Assess threat and risk and develop a working strategy. Consider powers and policy. Identify options and contingencies. Take action and review what happened. (College Of Policing, 2024).

I regularly work with partner agencies such as social services, housing officers, and the National Health Service (NHS). In one case, I collaborated with a multi-agency safeguarding hub (MASH) to protect a child at risk. My input helped the team take swift action and prevented further harm.

The Strategic Policing Requirement (Home Office, 2015; updated 2023) outlines national threats such as terrorism, serious and organised crime, cybercrime, public disorder, civil emergencies, and child sexual abuse, requiring all forces to maintain capabilities to respond. I contribute to national policing capabilities by staying trained in public order and counter terrorism awareness, supporting operational readiness in line with SPR priorities. During a recent large scale protest, I deployed proportionate pubic order tactics, ensuring that safety of the public and facilitating lawful protest. Demonstrating compliance with the SPRS requirements for resilience and coordination.

The Policing Vision 2025 was developed by the NPCC and APCC setting out long term strategies to shift policing towards a more preventative, technology-enabled, and citizen focused service. I engage in preventative work by partnering with the Youth Bureau to address youth crime and vulnerability. I also embrace mobile technology and digital evidence- gathering tools to improve efficiency and accountability on the front line in line with the Policing Vision 2025 objective to use digital transformation to meet public expectations.

The Workforce Strategy 2018 focuses on creating a more agile, inclusive, and skilled police workforce capable of adapting to new challenges. I support workforce transformation by actively engaging in CPD, including trauma-informed practice, and mentoring probationary constables. This promotes professional development and a supportive workplace culture aligned with the strategy’s aims for diversity, flexibility, and capability-building.

The College of Policing 5-Year Strategy (2022–2027) strategy outlines priorities such as professional development, evidence-based practice, and leadership capacity to deliver effective policing. I integrate evidence-based policing into my practice by using research-informed risk assessments, such as the DASH checklist, in domestic abuse cases. I also contribute to a learning culture within my team by sharing new guidance and best practices, supporting the strategy’s goal of developing a knowledgeable and professional police workforce.

Through my daily actions, I actively contribute to national and local priorities. I support professional standards, prioritise public safety, and continuously develop my knowledge and practice in line with strategic guidance. This ensures I remain an adaptable, ethical, and effective police officer committed to the future of policing.

In fulfilling the role of a modern-day professional police officer, I consistently align my practice with the national strategies that shape policing in the UK. By responding to the priorities outlined in the Strategic Policing Requirement, I ensure I am equipped to deal with national threats and critical incidents. Through the principles of Policing Vision 2025, I adopt a preventative, digitally capable, and community-focused approach to policing. My commitment to personal development and team support reflects the goals of the Workforce Transformation Strategy, helping to build a more resilient, diverse, and capable workforce. Additionally, I embrace the College of Policing’s 5-Year Strategy by embedding evidence-based practice, leadership values, and continuous learning into my daily responsibilities.

Policing today demands a balance between professionalism, ethical conduct, and adaptability to emerging challenges. By remaining accountable, working collaboratively, and continuously developing both my technical and interpersonal skills, I uphold the values of integrity, public service, and fairness. My role is not only to enforce the law but to build trust, safeguard communities, and contribute to a forward-looking, effective police service. I remain committed to professional excellence and to making a meaningful impact in line with both public expectations and strategic policing priorities.
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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:

In this essay I am going to critically evaluate my experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

In policing, social media is primarily used for missing person appeals, incident updates and road closures. In this essay I am going to focus on a missing person case that I was part of. A missing person is generally referred to as a ‘MISPER’ within the police force. On this occasion a MISPER from the local area I cover was reported missing to police by her husband. The husband raised major concerns for the MISPERS welfare whereby he had found a suicide note at the address upon returning from work and his wife’s car missing. The MISPER had no previous incidents and had never raised suicidal concerns before and as such she was immediately graded as a high-risk missing person. Being classed as a high-risk missing person gives the police greater authority to track the individual and enables a faster response. Since these powers are highly significant, officers require clear evidence of an immediate threat before applying this designation and do not use it lightly (Proceduresonline.com, 2014).

A missing person can be defined as anyone whose whereabouts cannot be established will be considered as missing until located, and their wellbeing or otherwise confirmed (College of Policing, 2016).

A person going missing should be viewed as a potential sign that they are at risk of harm. Protecting vulnerable individuals is crucial, and each missing person report should be seen as a chance to assess and manage any underlying risks. The factors behind someone’s decision to go missing are often complex and may be connected to various social or family related challenges (College of Policing, 2016).

After my colleagues and I searched the MISPERS home address her partner is subject to a questionnaire to gather information on the MISPER. One of the questions is if the consent to a media appeal, which her husband did. We were then able to upload a photograph of the MISPER and the details of the car to the incident and allow it to be shared on South Wales Police social media platforms.

In the UK, require consent before issuing media appeals for missing persons due to legal, ethical and privacy considerations. These safeguards ensure that individuals’ rights are respected while balancing the need to locate them safely. Under the UK General Data Protection Regulation (UK GDPR) and Data Protection Act 2018, personal information, including a missing person’s identity and image, is protected. Police must have a lawful basis to release such information, and obtaining consent ensures compliance with privacy laws (Information Commissioners Office, 2023).

Social media has become a crucial tool in locating missing people in the UK, enabling rapid information dissemination, public engagement, and enhanced police investigations. Platforms like Twitter, Facebook, and Instagram allow police forces, charities, and families to share urgent appeals instantly. Social media can reach thousands if not millions of users within minutes, increasing the chances of someone recognising the missing person Keighly, J., et al. (2021).

Using social media allows police forces to reach a large number of people quickly, foster a relationship with communities online and improve confidence in the services we provide, be cost effective, allowing campaign messages to be conveyed with a little or no budget, assist in the prevention and detection of crime, promote services and policing operations, respond to public concerns and provide reassurance and provide an alternative means for the public to contact police. By actively engaging online, police can show accountability and openness, which may improve public perceptions of legitimacy (Brainard, L.A., & Edlins, M. 2015).

Unlike traditional media, social media platforms encourage real time interaction. The public can share sightings, provide leads, and circulate appeals widely. The use of Hashtags such as #MissingPerson help narrow done information making it easier to track updates (Gregory, 2020).

UK police forces use a range of social media platforms to engage with the public, share crime prevention advice, and issue appeals, including those missing persons. The main platforms used include; Twitter, Facebook, Instagram, TikTok and YouTube.

On this occasion police utilised Facebook and Twitter platforms to circulate the information on the MISPER which gained several shares and comments with information of potential sightings in different areas. The sightings were however primarily made in the Rhondda Cynon Taff area. Due to this information police response units were able to be deployed to that area to conduct a significant area search. This was a significant development thanks to social media platforms and the general public. This is due to the that posts featuring images, videos and personal stories create an emotional connection, making people more likely to share and stay vigilant. Live updates and appeals from family members also add urgency and credibility (Smith and Ferguson, 2019).

Social media has transformed how missing person cases are handled in the UK, making appeals faster, more interactive, and widely accessible. However, responsible usage is essential to ensure accuracy, privacy, and effectiveness in locating missing individuals. While social media is powerful, it raises ethical issues, including privacy concerns and misinformation. Sometimes, missing individuals may not want to be found, especially in cases of domestic abuse or mental health crises (Taylor, 2021).

I assisted with the area search that the social media appeal had provided us with to a negative result. It then became apparent that the MISPER had her mobile phone on and could potentially see the media appeal that had been posted and as such knew police would attend the area. This is a negative factor of using social media to circulate the details of a missing person as they are able to continue to evade being located by police officers.

The effect of media appeals concerning missing individuals can be considerable. Appeals shared via social media spread rapidly, are easily shared or reposted, and managing the content becomes more challenging. Once posted, these appeals often leave a lasting digital footprint that can be difficult to erase, potentially leading to long-term implications. Additionally, repeated appeals for ongoing cases my highlight a person’s vulnerability, contribute to public desensitisation, and attract negative reactions or criticism. (Missing Persons Media & Online Publicity a Good Practice Guide for Police Investigators, Force Media & Communication Teams. (n.d.).

On this occasion the missing person was not happy that her picture had been shared on social media which lead to her contacting police herself however would not disclose her current location and stated that she did not want to be found.

Some individual go missing or escape abuse, neglect, domestic violence, or controlling relationship. In these cases not wanting to be found is a survival strategy to avoid returning home to harmful environments (Biehal, N., Mitchell, F., & Wade, J. 2003). Mental health conditions such as depression, anxiety, PTSD, or psychosis can lead individuals to isolate themselves, avoid contact, or feel unable to face their situations. Feelings of shame, fear, or low self-worth may make them resistant to being found (Henderson, M., Henderson, P., & Kurland, H. 2000).

After extensive enquiries and conversation with the MISPER, I became apparent that she was in the Cardiff area in a hotel and had a larger number of paracetamols on her person that she was intending to take to make an attempt at ending her life. However, the MISPER would not allude to her specific location and then turned her phone off. As such the social media appeal was directed to the Cardiff and Vale social media account and recirculated.

By posting appeals in specific geographic areas, police can reach the local community most likely to have relevant information or to have seen the missing person. People in the immediate area are more likely to recognise the individual or notice something unusual (Meijer, A., & Thaens, M 2013).

The public in certain locations (where the missing person was seen, frequents, lives of that police have reason to believe they are in that area) can be potentially key witnesses. Police use location specific posts to encourage those nearby the location to check CCTV, dashcam footage, or come forward with sightings. Social media allows information to spread rapidly within localised networks. Neighbourhood groups, community pages, and local forums can amplify appeals, making it more likely that someone nearby will recognise and share important information (Denef, S., Bayerl, P. S,. & Kaptein, N. 2013).

Targeting appeals to areas of interest such as last known location oor areas of concern, helps police focus their resources and avoid overwhelming the public in unrelated regions, making the appeal more efficient and actionable. In cases where the missing person is vulnerable or at risk, in this case suicidal, localised appeals can alert the community to be vigilant and assist in safeguarding efforts, especially if there is concern for the persons well-being.

It didn’t take long in this case for a receptionist at a hotel in Cardiff who recognised the missing female to contact police and advise us of her location. Officers from Cardiff located the female safe and well but extremely upset. I was tasked to meet the officers from Cardiff half way to take the missing person to hospital for a Crisis mental health assessment. A mental health crisis refers to an intense period of emotional or psychological distress that creates an immediate threat to the persons safety or the safety of other nearby (Daino, 2024).

When I spoke to the female, she stated that she had financial problems and was currently in a lot of debt and she believed that suicide was the only option available to her. Individuals facing legal troubles, debt, or criminal charges might disappear intentionally to evade authorities or responsibilities (James, D. V., &  Anderson, J. 1998). People who are experiencing mental health and debt issues can experience increasing anxiety and may reach a point of crisis. In those circumstances, people sometimes think their only option is to go missing (Money and Mental Health Policy Institute, 2019).

In conclusion, social media has fundamentally transformed how missing person cases are managed in the UK, offering police forces and the public powerful tools to disseminate information quickly and widely. Platforms like Facebook, Twitter, and Instagram allow appeals to reach thousands of people within minutes, making the search process more immediate, interactive, and accessible than ever before. Community involvement through shares, comments, and reposts has significantly enhanced public participation and the chances of gathering useful information. However, while these benefits are undeniable, responsible and ethical usage of social media remains crucial. Ensuring the accuracy of information, protecting the privacy and dignity of missing people, and preventing the spread of misinformation are essential to maintaining public trust and the overall effectiveness of these appeals. Striking a balance between rapid communication and safeguarding individuals’ rights will continue to be key in using social media as a vital tool in missing person investigations.
Word count - 1816













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:


In this essay I am going to Critically evaluate and evidence my flexibility in leadership style. Critically analyse leadership strategies that I have developed to manage a range of different operational situations. I will be referring to an incident whereby I played a significant role with a victim. There are multiple leadership styles which I will critically analyse.

Policing leadership is complex, requiring adaptable strategies to manage diverse operational challenges. Leaders must balance command authority with community engagement, operational efficiency with ethical considerations, and strategic planning with immediate decision-making. Below is a critical analysis of key leadership strategies in different policing contexts, supported by academic references.

Leadership styles refer to the various ways individuals approach directing, motivating, guiding, and managing teams or groups. There are several types of leadership styles, with some of the most commonly discussed being authoritarian (autocratic), participative (democratic), delegative (laissez-faire), transformational, transactional, and situational.

Authoritarian leaders, also called autocratic leaders, set clear expectations regarding tasks, deadlines and methods. This leadership style emphasises strong control by the leader and strict oversight of followers. There is a distinct separation between the leader and the team members, with decisions typically made by the leader alone, allowing minimal or no input from others in the group. Authoritarian leadership is most effective within the group. This style can be beneficial in scenarios that require quick decisions and firm action. However, it often leads to unhealthy or antagonistic environments, as it may cause conflict between the leader and people working for them (Cherry, 2023).

Participative Leadership (Democratic) is where the leaders main goal is to boost engagement within the role and the group. People who are actively involved in both are more likely to stay invested.

Promote innovation and teamwork. Democratic leaders value diverse perspectives and encourage the open exchange of ideas, which often leads to higher levels of creativity and innovation. They create spaces for collaboration, lead brainstorming sessions, and seek input from all team members before finalizing decisions.

Seek input regularly. These leaders actively invite feedback and value others’ opinions. They might ask open-ended questions or present potential solutions to the group, then gauge their reactions and suggestions.

Embrace a collaborative mindset. Prioritizing teamwork, democratic leaders support and guide their teams while encouraging a cooperative spirit. They frequently check in with team members to address any obstacles and provide ongoing support throughout a project.

Stay adaptable. Flexibility is central to this leadership style. Democratic leaders often delegate decision-making and trust their teams to take initiative, while still ensuring accountability through clear guidelines or expectations.

Value openness and communication. Transparent communication is key for democratic leaders. They keep their teams informed, which helps build trust and a positive team culture. For instance, they might share details about upcoming projects and invite volunteers before assigning tasks (National Society of Leadership and Success, 2024).

Delegative leadership, often referred to as laissez-faire leadership, emphasizes team independence. In this style, the leader takes a hands-off approach, allowing team members to make decisions and manage their own responsibilities. While the leader offers guidance and support when necessary, they typically remain uninvolved in the day-to-day activities. This method can boost team efficiency but relies heavily on mutual trust to be effective.

Integrity: For delegative leaders, integrity is vital. This involves being honest and upholding strong ethical standards such as fairness, respect, and equality. Demonstrating integrity helps build the trust essential for successful delegation between leaders and team members.

Trust: Trust doesn’t just happen—it’s a skill that develops over time. Effective delegation depends on the leader’s confidence in their team’s ability to handle tasks responsibly and deliver results.
Communication: Strong communication skills are crucial for delegative leaders. They must clearly convey expectations and foster an environment where team members feel comfortable sharing ideas, asking questions, and working independently.

Strategic Thinking: Delegative leaders need to think strategically to assign tasks effectively. This involves understanding each team member’s strengths and weaknesses in relation to the organization’s goals to ensure responsibilities are well-matched (Writers, 2023).

Transformational leaders guide their teams through meaningful change by emphasizing strong communication, charisma, adaptability, and empathetic support. This leadership approach centers on four key components:

Individualised Consideration: These leaders pay close attention to each team member’s unique needs and concerns, offering personalized support. They recognise that motivation varies from person to person and adjust their leadership approach accordingly to best support and inspire each individual.

Inspirational Motivation: Transformational leaders clearly express a compelling vision that energizes and motivates their teams to exceed expectations. They understand that people are driven by purpose and challenge their teams while maintaining an optimistic outlook and giving deeper meaning to everyday tasks.

Idealised Influence: By demonstrating ethical and principled behaviour, transformational leaders earn their team’s trust and respect. Their integrity helps shape decision-making that benefits the organisation as a whole.

Intellectual Stimulation: These leaders promote creative thinking and encourage innovation by questioning norms, embracing risk, and inviting input from their teams. They create a safe space for experimentation, allowing team members to think independently, contribute new ideas, and find more effective ways to accomplish their goals (University of Massachusetts Global, 2025).

Transactional leadership is centred on achieving results within the established framework of an organisation. It relies on a clear system of rewards and consequences to measure success. Leaders who adopt this style typically hold formal roles of authority and are tasked with maintaining stability by overseeing individual performance and guiding team output.

These leaders define expectations based on predetermined standards, often using tools like performance evaluations to assess employee effectiveness. Transactional or managerial leaders thrive in environments where employees understand their roles and are driven by incentives and disciplinary measures. This leadership style helps preserve the organization’s existing structure and routines.

Unlike charismatic and transformational leaders, transactional leaders operate through structured processes rather than vision or emotional influence. Charismatic leaders aim to inspire broad change and social impact, while transactional leaders concentrate on managing tasks and evaluating individual outcomes within a fixed system.

The contrast between transactional and transformational leadership is significant. Transactional leadership is directive focused on instructing and controlling while transformational leadership seeks to persuade and inspire. Transactional leaders use rewards and punishments to drive behaviour, responding to issues as they arise. In contrast, transformational leaders proactively motivate teams by fostering a shared sense of purpose and collective advancement (St Thomas University, 2014).

Situational leadership theories highlight the importance of context and environment in shaping effective leadership. One of the most recognized models in this category is the Hersey and Blanchard model, introduced in 1969. It outlines four main leadership styles:

Telling – Giving direct instructions and expecting compliance. Selling – Persuading team members to embrace the leader’s ideas. Participating – Involving team members in decision-making. Delegating – Taking a hands-off approach and allowing the team to make most decisions

Blanchard later expanded on the original framework to reflect how a team member’s skill and development level should influence the leadership style. His updated model, known as the SLII model, includes these four leadership styles:

Directing – Providing clear instructions with minimal support. Coaching – Offering both strong direction and encouragement. Supporting – Giving emotional support while letting the team lead the way. Delegating – Offering little oversight or assistance, giving the team full autonomy (Verywell Mind, n.d.).

Now that I have analysed the main leadership styles I am going to explain how I took the delegative leadership style and used in a critical incident.

On this occasion I was on patrol on the town centre on my patch on a busy Saturday night. We received a call from a member of the public stating that a male had been assaulted and was not conscious and not breathing with ambulance already on scene. The male had been pushed by an unknown person resulting in him falling back and hitting his head on the curb. I immediately began to think of all the actions that I would need to undertake at the scene. This was a potentially life-threatening or life changing injury and as such I immediately made the Criminal Investigation Department (CID) aware. CID understandably required a lot of information from officers on the scene and solely rely on officers there to consider the action required by them

Firstly, I liaised with the Welsh Ambulance Service to ascertain the extent of the injury. This was a large and deep laceration to the back of the victim’s head and the crew were still working on the male. Ambulance were extremely concerned and believed the males injuries to be either life threatening or life changing. I immediately passed this information to the force control room to make officers higher up in rank aware that there was a serious incident unfolding.
The first action I delegated was that we needed to cordon of the scene. The scene was located in the middle of multiple bars and pubs which were all full of members of the public. Keeping the scene as sterile as possible is a necessity to assist and retain any forensic opportunities that may be available. In order to close of the scene I also needed someone to inform the bars and pubs that they were now required to close and make sure everyone left accordingly without contaminating the crime scene.

Next the local authority CCTV needed to be spoken to which I did myself. They stated that they have footage of the incident and an officer would be required to go and collect the footage as soon as possible in order to run retrospective facial recognition.

Retrospective Facial Recognition (RFR) is used during criminal investigations after an incident has occurred. It involves analysing images from sources like CCTV, mobile phones, dashcams, doorbell cameras, or social media. These images are compared with arrest photos to help identify potential suspects.

If RFR suggests a possible match, a trained specialist reviews the images to verify it, followed by a review from the investigating officer to ensure accuracy.

The officer then considers all available evidence and conducts further inquiries, just as they would in any standard investigation.

RFR is a valuable tool for police, enabling quicker and more accurate suspect identification. It is also useful in locating missing persons or identifying the deceased.

A study by South Wales Police showed that without RFR, identifications can take up to 14 days, whereas with RFR, they typically take just minutes.

All police forces have access to the facial recognition search feature on the Police National Database (Home Office, 2023).

I delegated officers to seize the victims clothing and belongings and one officer was sent to hospital with the victim to give real time updates on their condition and identify any further lines of enquiry, while waiting for the result of the RFR.

A short while later the results if the RFR identified a local male from the footage committing the assault. Due to all officers already involved and at scene having come in contact with the victim in one way or another, I made the decision that officers from another sector should be tasked with the arrest enquiries of the wanted male to avoid any cross-contamination or jeopardise the investigation. These officers located the suspect a short while later where he was arrested and taken to custody.

In conclusion I believe that Delegative Leadership or ‘Laissez-Faire’ is the most effective in these situations. Policing relies in teamwork and every person doing what they are allocated seamlessly and efficiently. Due to this approach an extremely dangerous and reckless individual was able to be identified, located, arrested and charged for the assault all within a few hours after the initial incident.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

My three-year probation as a police constable in the UK has been a transformative period, marked by intense learning, practical challenges, and professional growth. A cornerstone of this development has been the support provided through coaching and mentoring, both of which have played essential roles in shaping my competence, confidence, and career progression. In this reflection, I explore how coaching and mentoring have benefited me, aided my learning and performance, and aligned with both personal and organisational goals. I also consider relevant theoretical frameworks, feedback mechanisms, and their practical application within policing. This includes examining models such as GROW and Kolb’s experiential learning cycle, which have supported my structured reflection and ongoing development. By engaging with these models in practice, and through regular feedback loops with supervisors and peers, I have been able to identify strengths, address areas for improvement, and build a more adaptive and resilient professional identity.

Mentoring is typically a long term development relationship in which a more experienced individual offers guidance, support, and knowledge to a less experienced colleague (Parsloe & Leedham, 2009). In policing mentoring is often formalised, especially during probationary periods, where experienced officers (e.g tutor constables) guide new officers out of training through policy, procedures and the practical aspect of being a police officer.

Coaching, in contrast tends to be short term and performance focused, involving structured conversations aimed at helping individuals improve their specific skills or behaviours (Whitmore, 2017). In policing, coaching is used to enhance operational decision making, critical thinking, and self-awareness, often linked to performance reviews or development goals.

The college of Policing (2021) promotes both approaches as integral to professional development, supporting learning that is reflective, continuous, and aligned with the Competency and Values Framework (CVF).
From the start of my training, my tutor played a vital role in easing the transition from theory to practice. This began during my initial first three months being attached to a tutor constable who not only modelled good policing practice but also helped me navigate the emotional and ethical complexities of frontline duties. For example, after attending a traumatic road traffic collision early in my service, my tutor provided me with a safe space to debrief and reflect, encouraging emotional resilience and professional detachment both critical attributes in modern policing (Rees & Smith, 2008).

Through regular one to one conversations, my tutor guided me through key areas of the National Policing Curriculum, helping to consolidate classroom learning with real world application. Their experience provided procedural justice, community engagement and lawful decision-making. This form of developmental mentoring, as outlined by Clutterbuck (2004), offered a blend of emotional support and practical guidance that contributed to my early confidence and clarity of purpose.

In addition, mentoring helped me develop ethically sound judgment. Applying the Code of Ethics (College of Policing, 2014) in fast-moving operational scenarios can be challenging. My tutor encouraged reflective practice, helping me think critically about fairness, proportionality, and accountability in frontline response policing.

Coaching became increasingly relevant during the second and third years of my probation, especially as I began taking on more responsibility and working independently. Formal coaching sessions, often led by supervisors or Learning & Development officers, focused on specific performance indicators such as statement writing, evidence gathering, and leadership potential.

One particularly effective coaching experience involved the use of GROW model coaching (Whitmore, 2017):
	•	Goal: Improve efficiency and accuracy in case file preparation.
	•	Reality: Recognised delays and errors in early submissions.
	•	Options: Improve time management, request peer reviews, attend case file workshops.
	•	Way forward: Develop a checklist and attend training, with regular progress reviews.

This structured approach helped me enhance a specific professional skill, increased my autonomy, and allowed me to track measurable progress. Coaching in this way mirrored the solution-focused model of coaching (Jackson & McKergow, 2007), emphasising what works rather than dwelling on deficits an approach increasingly adopted in modern police development practices.

Additionally, performance coaching helped align my personal development with organisational goals. For instance, when working towards the Policing Education Qualifications Framework (PEQF) milestones, coaching supported academic success and operational competence. This dual benefit highlights the value of coaching as both a developmental and strategic tool within the police service.

Feedback both giving and receiving has been central to my learning. Initially, feedback from my tutor constable or sergeant was direct and focused on task-level performance. Over time, I began to seek feedback proactively, particularly after complex jobs such as domestic abuse incidents or public order deployments. Constructive feedback often used the “SBI” model (Situation-Behaviour-Impact), which I found effective in highlighting strengths while offering focused improvement areas.

For example:
	•	Situation: Domestic abuse report in a high-risk case.
	•	Behaviour: Interview technique lacked open-ended questioning.
	•	Impact: Missed opportunities for victim disclosure.

Receiving such feedback helped me adjust my approach and improve my evidence-gathering and victim engagement. In turn, I also began offering feedback to colleagues, particularly when working with student officers or partner agencies. I’ve learned to provide feedback that is timely, specific, and constructive, helping create a learning culture within my team.

The ability to receive and give feedback aligns with the CVF competencies of “Emotionally Aware” and “Collaborative,” encouraging continuous improvement and shared accountability.

Both mentoring and coaching during my probation have been underpinned by several key learning theories. The first being Kolb’s Experiential Learning Cycle (1984). Kolb’s model involves four stages: concrete experience, reflective observation, abstract conceptualisation, and active experimentation. Mentoring supported me through this cycle by encouraging reflection on incidents, drawing lessons, and testing improved approaches in future situations. For example, after a flawed initial stop and search, reflection and discussion with my tutor helped refine my understanding and application of PACE Code A, leading to better future encounters.

The next being Lave & Wenger’s Situated Learning Theory (1991). This theory posits that learning is a social process best achieved through participation in a “community of practice.” During probation, I was gradually integrated into operational policing culture, learning not just procedures, but values and behaviours through engagement with experienced colleagues. This highlights the value of informal mentoring everyday learning through observation and dialogue.

Lastly, Transformational Leadership in Coaching. Transformational coaching where leaders inspire, challenge, and support growth is increasingly seen in police supervision. I benefited from supervisors who encouraged self-directed learning, recognised my strengths, and involved me in local problem-solving initiatives. This aligns with the College of Policing Leadership Review (2015), which promotes values-driven, reflective, and empowering leadership styles.


Through mentoring and coaching, I’ve made significant progress toward personal goals, such as improving confidence in public speaking and engaging with members of the public. Professionally, I’ve developed key skills in investigation, evidence handling, and safeguarding, which have been reflected in my Workplace-Based Assessments (WBAs) and supervisor feedback.

Organisationally, my development has supported wider strategic aims. My increased efficiency and confidence contributed to improved case file turnaround times, supporting performance metrics. My participation in neighbourhood engagement projects aligned with Policing Vision 2025 objectives of prevention and public trust.

Additionally, coaching helped me align my learning with the PEQF national curriculum, developing academic competencies that support evidence-based policing.

While I have benefited significantly from structured coaching and mentoring, there were times when informal or inconsistent approaches led to uncertainty particularly during team changes or staffing shortages. At points, coaching became overly task-focused, losing sight of broader development. This highlights the need for structured mentoring frameworks, as recommended by the College of Policing (2022), to ensure consistency and equity across probationer experiences.

Additionally, time pressures occasionally limited opportunities for deep reflection. Moving forward, I intend to protect time for self-reflection and seek peer mentoring to maintain momentum.

My probationary period has been shaped by the significant impact of coaching and mentoring, both of which have supported my transition from student to professional police officer. These practices have enhanced my confidence, performance, and ethical decision-making, and have helped me meet personal ambitions and organisational expectations. Rooted in evidence-based theories and aligned with national police development strategies, mentoring and coaching have not only contributed to my learning but have fostered resilience and adaptability in a challenging and ever-evolving environment.

From the outset, I found that structured mentoring created a safe space in which I could ask questions, reflect openly, and receive constructive feedback. The experience and guidance offered by more seasoned officers allowed me to learn from real-world situations that went far beyond what was taught in training. Whether it was dealing with sensitive community issues or making high-pressure decisions during dynamic incidents, the insights shared with me through mentoring enabled a deeper understanding of the responsibilities I carry as a police officer. This personal connection also modelled the importance of integrity, empathy, and professionalism core values that now underpin my day-to-day conduct.

Coaching, on the other hand, has played a crucial role in helping me develop critical thinking and self-assessment skills. Rather than being told what to do, coaching empowered me to find my own solutions by considering different perspectives, identifying options, and reflecting on outcomes. This has been particularly effective in developing operational decision-making and communication skills. I’ve learned how to break down complex problems, remain composed under pressure, and use evidence-based approaches when engaging with members of the public and my colleagues. This kind of reflective practice has increased both my personal accountability and my situational awareness, which are essential in modern policing.

A standout benefit of both mentoring and coaching has been the cultivation of emotional intelligence particularly the ability to manage stress, empathise with others, and remain open to feedback. This has helped me engage more effectively with the public, especially in diverse or vulnerable communities. It has also strengthened relationships within my team by promoting collaboration, respect, and a shared commitment to continuous learning. By observing and participating in these developmental conversations, I’ve also become more attuned to the needs of others and the importance of psychological safety in the workplace.

Looking ahead, I am committed to becoming a mentor and coach to others, promoting a culture of feedback, support, and continuous improvement across policing. I recognise that mentoring and coaching are not just tools for individual development but are essential for building stronger teams and better community outcomes. As I grow in experience, I hope to support new officers in the same way I was supported by offering guidance, asking thoughtful questions, and helping others build confidence in their own judgment. I would like to provide new offices with same support and guidance I was shown during my three year probationary period.

By investing in these relationships, we build not just better officers, but a more trusted, competent, and community-focused police service. Coaching and mentoring will remain central to my professional identity, not just during this early stage of my career, but as a long-term commitment to excellence, accountability, and public service. In an environment that continues to evolve in complexity and expectation, the ability to support and develop others is a necessity. In policing it is important that we support new officers and give them guidance as policing can be an extremely daunting and challenging new career.
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