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Task 1

Relevant areas of the National Policing Curriculum: 
Understanding the Police Officer Role.

**You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.**  
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.
Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.
Critically reflect upon how your final year of probation has seen your role as a police officer change. 
Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.
2000 words (+/- 10%: include your actual word count at the end of each section)
ANSWER:

During my final year of probation, I have attended numerous policing incidents in which I have played a significant role with a victim. Upon reflection, an incident that stands out the most is whereby I attended a domestic abuse incident. I attended this incident with an officer who was in tutorship. I played a significant role in this incident, as the first and most experienced on scene, I was responsible for the safeguarding of those present, securing evidence and completing the initial investigation process. 

Upon my arrival, the victim was in a state of distress and showed visible injuries. The victim informed me that the suspect had fled the scene.  The initial priority was to ensure the victim’s safety, this involved conducting a dynamic risk assessment and requesting further units to locate the suspect. During my initial conversation with the victim, I utilised the domestic abuse, stalking and honour-based violence (DASH) risk assessment tool to evaluate the level of threat to the victim. After completing this risk assessment, it was deemed as high risk due to the repetitive escalating acts of violence towards the victim (College of Policing, 2022).

Due to the level of injuries the victim had, my second priority was her welfare. I arranged for medical assistance and ensured that the victim was referred to specialist support services. Whilst on scene, I secured photographic evidence of the victim’s injuries and the scene. From past experiences, I now recognise the importance of gaining this evidence whilst on scene for the importance of evidence led prosecutions whereby the victim may decide to withdraw their criminal complaint (HMICFRS, 2020). Subsequently, I circulated the suspect for arrest and worked with the investigative teams to build a case file for the Crown Prosecution Service.

Reflecting on this incident using Gibbs’ Reflective Cycle (Gibbs,1988) identifies several areas of strengths and areas of development. Positively, I demonstrated strong decision making under pressure, prioritising the needs of the victim and adhering to the current policing policies and procedures. My use of the structured risk assessment tools ensured that my response to the incident aligned with national guidance, reflecting upon an evidence-based approach to policing (Klose, 2024). However, upon critical evaluation, I now recognise that my communication with the victim could have being more trauma based. While I was empathic, research suggests that victims of abuse often experience complex psychological responses, requiring a nuanced and victim centred approach (World Health Organization, 2024). While I followed procedural requirements, it is crucial to highlight the importance of understanding the behaviours of victims responding to trauma (Denyer, 2023).

This incident highlights the complexity of modern-day policing, particularly in safeguarding contexts where it is crucial to balance the safety of the victim and gathering evidence. Overall, this experience contributed significantly to my development as a reflective practitioner, it has reinforced the need for continuous learning and adaptability in policing.

The College of Policing plays a central role in the professionalism of policing within the United Kingdom, it is a professional body that outlines standards and guidance (College of Policing, 2021). The College of Policing has a strong emphasis on evidence-based policing, it promotes the use of research and data to inform decision making, linking policing with other professions like medicine. Lawrence Sherman (2013) has influenced policing worldwide with the evidence-based approach to policing by encouraging a scientific, data driven approach to improve effectiveness, accountability and public trust. The What Works Centre for Crime Reduction is an initiative that exemplifies this approach, providing access to evidence informed strategies. This initiative also identifies research gaps within policing interventions and provides guidance in identifying the best evidence available (College of Policing, 2022). Furthermore, the College of Policing founded the Policing Education Qualifications Framework (PEQF). This framework represents a significant shift towards formal professionalism within the police force by providing police officers with the opportunity to obtain a higher level of education. It aims to enhance officers’ analytical skills and awareness.  Research has proven that critical thinking skills are a key aspect of the skills learnt from education, these skills have been highlighted by officers who have completed the PEQF in which they outline that it benefits their ability to be critical within their decision-making (Williams et al., 2019). This aligns with the broader public sector trends towards professionalism and accountability.

However, the College of Policing’s role is not without criticism. One of the key limitations is the gap between strategic policing and frontline practice. As mentioned by His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services, (HMICFRS 2025), resource constraints and organisational culture can both hinder the effectiveness of the implementation of national guidance set out by the College of Policing. Additionally, the emphasis on academic qualifications has often been criticised for potentially undervaluing officers’ experiential knowledge.  In 2016, policing in the United Kingdom became a profession that required a degree. Alongside the PEQF, those entering the police without a pre-existing degree must complete the Police Constable Degree Apprenticeship (PCDA), the requirement for officers to have a degree was enacted by the Policing Vision 2025 report (NPCC, 2016). Whilst there are benefits to officers having a higher level of education, students completing the PCDA route can often experience adverse pressure from work responsibilities partnered with the negative policing culture to implement their academic initiatives (Andrews, 2023). Furthermore, there are concerns that this may create tensions between academic learning and operational competence (Brown et al., 2018). The College of Policing’s 5-year Strategy focusses upon leadership, workforce development and public trust. While these objectives are strategically sound, their effectiveness depends on organisational adoption and cultural changes within police forces. Without these changes, there is a risk that professionalism becomes symbolic rather than substantive. 

In conclusion, the College of Policing plays a crucial strategic role in advancing professionalism. However, its success depends on bridging the gap between policy and practice, ensuring that the frameworks are both operationally relevant and effectively implemented.

As I approach the completion of my probationary period, I have actively sought to embody the role of a modern professional police officer, aligning my practice with national strategies. The strategic policing requirement sets out the Home Secretary’s views of what threats the United Kingdom is currently facing and outlines the national policing capabilities required to counter those threats.  The key threats outlined are international terrorism including human traffic gangs and most recently violence against women and girls has been added as an additional threat (Home Office, 2023). Within my role as a frontline officer, I contribute through intelligence submission for any terrorism threats.  The threat of violence against women and girls is often seen in my role daily, when responding to these incidents it is crucial I remember the policies and standards set out by the college of policing.

The policing vision 2025 emphasises digital capability and collaboration within policing. It aims to make digital policing easier for members of the public by improving the use of digital intelligence and evidence. It also aims to digitalise all material to share with the criminal justice system and support networks for victims of crime (NPCC, 2016). Within my role, I have developed high competence in digital systems and often engage digitally with partner agencies, providing victims of crime the best support available. The Workplace Transformation 2018 also highlights the adaptability and need for continuous learning within the police force. It is a professional approach in which it develops and supports a workforce capability designed for the future, focusing on the skills required for twenty-first century policing (Martin, 2021).  Throughout my probation, I have undertaken training and actively sought feedback from peers and supervisors reflecting upon my professional development. Additionally, I have consistently adhered to the Code of Ethics (College of Policing, 2024), ensuring that integrity and accountable is fundamental in every decision I make within my role. This has been particularly important in my attendance to high-risk incidents where public trust is crucial. Overall, my practice demonstrates alignment with the expectations of a modern police officer, characterised by ethical conduct, critical thinking and evidence-based decision making. 

My final year of probation has marked a significant transition in my role, characterised by increased autonomy and professional confidence. In the first years of my career, my practice was largely procedural whereby I lacked the confidence in my own discretion and experience.  However, I have now developed the ability to apply discretion and critical thinking to every incident I attend.  I have become more aware of the importance of reflective practice and often find myself following the Schon’s Reflective Theory whereby I am reviewing my actions as they happen and later reviewing the outcome (Schon,1991). This model is particularly useful in my role as it helps me plan an immediate response to situations and helps me learn from my experiences, it also promotes continuous professional development within my role. This shift aligns with the professional agenda promoted by the College of Policing.

A key development in my role has been my ability to manage complex incidents independently. For example, in the domestic abuse case I described, I led the decision making, guided less experienced colleagues and applied risk assessment tools effectively. This incident demonstrates my progression towards operational competence.  However, increased responsibility also presents challenges. Making decisions in high pressure situations requires balancing legal frameworks, ethical considerations and organisational expectations.  This can create tension particularly when resources are limited in a high-pressure environment, whereby the trauma exposure is higher which can negatively impact decision making (Police Care UK, 2025). With my level of experience, I am now one of the most experienced officers on my shift, this again comes with expectations and pressure.

To conclude, in my final year I have transitioned from an officer lacking confidence within my role to now a developing professional. Over the course of this period, I have built upon my foundational knowledge and translated theory into practice and gained a deeper understanding of the complexities and responsibilities associated with modern day policing. While I recognise that there are still areas for continued development, I have demonstrated clear progress in the key competencies of my role such as critical thinking and ethical decision making.  Through increased exposure to real- life scenarios and reflective practice, I have become more confident in my ability to assess situations independently, make informed decisions and adapt to dynamic and often unpredictable environments.  My growing capacity to for critical thinking has enabled me to evaluate information more effectively and consider a range of perspectives before acting.  Furthermore, I have also developed a stronger awareness of the importance of ethical practice, ensuring that my decisions align with professional standards, accountability and policing principles.

Overall, this progression reflects my alignment with the expectations of modern-day policing, which demands not only practical competence but also professionalism, resilience and a commitment to continuous learning. As I move forward with my career, I remain motivated to further refine my skills and address my limitations to positively contribute to the areas I serve.

1827 words 

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 National Policing Curriculum emphasises the importance of communication skills, community engagement and the strategic use of digital platforms in modern policing (College of Policing, 2021). Social media has become a central mechanism in which police forces worldwide communicate with members of the public to inform, reassure and interact. This essay critically reflects on a policing incident in which I played a significant role. I will also evaluate how communication, including the use of social media, was utilised to engage with the community and support my policing objectives. I will further examine force policies in place regarding the professional use of social media and identify the key platforms used within policing and identify the benefits and risks of social media within policing.

The increasing reliance on digital communication reflects wider societal shifts, whereby traditional contact methods are being digitalised. Police forces worldwide now have social media platforms such as Instagram, X and Facebook. These platforms have enabled forces to disseminate information rapidly and engage in real-time dialogue with the, particularly during critical incidents. However, the use of these platforms also raises ethical, operational and reputational challenges (Bullock, 2017).

The incident I will reflect upon involved responding to a missing vulnerable person reported by the mother of the individual who expressed concerns around the young person. I was one of the initial officers who attended the report and was tasked with coordinating communication between the family, targeted local patrols and ensuring supervisory officers were aware of the risks to the young person. Upon arrival to the address, I conducted the initial enquiries and gathered key information. This key information included the recent activity, social media usage and potential locations that the young person may go.  From speaking to the child’s parents, it became evident that the missing person was highly active on social media platforms and had recently posted a concerning message suggesting emotional distress. This information was critical in guiding the search strategy.

During the investigation, the force utilised the official social media account to issue an appeal for information or sightings of the missing person.  This included a photograph and description of the missing person with a request for the public to report any sightings. This appeal generated significant engagement, with multiple members of the public sharing the post and providing potential leads in locating the missing person. Eventually, the missing person was safely located following a sighting from a member of public who had seen the post online.  Reflecting upon my role in this incident, I was responsible for liaising with the family and updating them on the developments within the case. I also contributed to the decision-making process regarding the release of information to the public via social media. I ensured that my communication with the family was empathetic, clear and consistent aligning with the principles of procedural justice which emphasise respect, neutrality, trust and voice (HM Inspectorate of Probation, 2018).

However, there were challenges that came with the use of social media. The rapid dissemination of information on social media led to speculation and commentary from the public, some of which was harmful or inaccurate. This required constant monitoring from the relevant teams within the force and at time intervention to correct the misinformation. Using Gibbs reflective cycle (Gibbs,1988), I recognise that while the outcome was positive, there were areas for improvement. For example, clearer guidelines on managing online engagement and responding to public comments could have enhanced the effectiveness of the communication strategy. 

Effective communication is a key component to policing, particularly in building trust and legitimacy. In modern day policing, social media plays a significant role in communication strategies and enables forces to engage directly with communicates in ways that would not have been possible prior to the use of social media (College of Policing, 2013). In the incident I described, social media was used as part of a broader communication strategy to achieve several objectives of locating the missing person, reassuring the public and demonstrating transparency. This aligns with research indicating that social media enhances police visibility and supports legitimacy through transparency and engagement (Jones et al., 2025). Police forces are increasingly adopting a strategic approach to digital communication, using targeted messaging and analytics to reach specific audiences. For example, initiatives such as digital engagement programmes aim to prevent crime and safeguard vulnerable individuals through online interaction (College of Policing, 2025). 

However, communication strategies must be carefully managed to ensure consistency, accuracy and professionalism. Poorly managed communication can undermine trust and damage the reputation of police forces. The publics perception of police forces is heavily relied upon communication with transparency and fairness being the key determinants of trust (Low and Owen-Evans, 2024).  In the incident described, the use of social media was largely effective in achieving the operational objective. On the other hand, the lack of a structured approach to managing the public’s response highlighted the need for clearer communication protocols.  This reflects the broader challenges identified in this essay whereby the interactive nature of social media can create both opportunities and complexities in police forces and the public’s interactions.

Polices forces in the United Kingdom operate under strict policies governing the use of social media, in both professional and personal contexts. These policies are designed to ensure that police officers maintain professionalism, protect sensitive information and uphold public confidence.  The guidance emphasises that social media activity must not bring the organisation into disrepute and that officers are personally responsible for their online behaviour (Wong et al.,2025). This includes avoiding inappropriate comments, maintaining confidentiality and ensuring that information shared is accurate and authorised.  Policies also highlight the importance of ethical and legal considerations, recognising that social media can be both a valuable took and a source of risk. For example, it can facilitate engagement and the sharing of information, but it can also enable harmful or illegal activity such as harassment or exploitation (Parliament.uk, 2024).

In the context of this incident, the decision to release information via social media was made in accordance with policy. This ensured that the information was necessary, proportionate and did not compromise the safety or privacy of the individual. However as previously noted, this experience highlights the need for ongoing training and awareness regarding digital communication, particularly in managing public interactions and mitigating risks. Overall, the force policy provides a framework for the responsible use of social media, but its effectiveness depends on consistent application and understanding among police officers. 

Police forces utilise a range of social media platforms to communicate with the public. The majority of police forces across the United Kingdom have official social media accounts on platforms like X, Facebook, Instagram, TikTok and YouTube. X is commonly used by police forces to provide real-time updates, appeals and engagement during incidents.  Research shows that it is effective during public disorder whereby it enables rapid communication and dialogue with communities (Robinson, Ralph and Aitken, 2025). Facebook is another commonly used social media platform by police forces, this is often used for longer posts to provide communities with updates and engagement with local audiences.  Another social media platform that has a large police presence is Instagram, this is primarily used for visual communication and community outreach.  All these platforms enable police forces to reach diverse audiences and tailor communication strategies accordingly. The shift towards digital engagement reflects in how the public interacts with services and online communication is becoming increasingly dominant.

However, each social media platform presents its own unique challenges in terms of content management, audience expectations and risk.  For example, the immediacy of X can lead to the widespread of misinformation (Digital Watch Observatory, 2024). While platforms like TikTok may require a more informal communication style to meet the target audience which must be balanced against professional standards.

Social media offers numerous benefits for policing. Firstly, it enhances communication and engagement with the public, enabling real- time interaction and information sharing. This can be extremely valuable during emergencies, whereby information can be disseminated rapidly to support public safety and operational effectiveness (Rogers, 2025). Secondly, social media can improve the publics perception of the police by being transparent and accountable on social media platforms.  By providing updates and responding to queries, police forces can demonstrate openness and responsiveness which are key components of procedural justice. Social media is also a useful tool to police forces or support crime prevention and investigations. As demonstrated upon my reflective incident, public appeals are extremely useful to forces. It can generate valuable information and assist in locating missing persons or even identifying suspects. Additionally, social media can foster community cohesion and engagement, creating opportunities for dialogue and collaboration between the police and public.  Digital interactions between the police and members of the public can reinforce legitimacy which supports effective policing outcomes (Henry, 2023).

Despite these benefits, there are significant risks associated with social media use in policing. One major risk is the spread of misinformation; this can undermine investigations and damage the public’s confidence in police forces. In the incident, I reflected upon, inaccurate and harmful comments required monitoring and management. Another risk is reputational damage, inappropriate use of social media by officers can harm the reputation of the police and erode the public’s trust. Policies emphasise the importance of maintaining professionalism online to mitigate this risk (Wong et al., 2025). The use of social media also exposes both officers and victims of crime to harassment or abuse. Social media can facilitate these crimes, and it can be used to as a tool for criminal purposes such as exploitation or radicalisation. This highlights the need for careful and regular monitoring (Tierney, 2018). Finally, there are also ethical and legal challenges involved in the use of social media, these include privacy concerns and the potential of over policing online behaviour.  Public scrutiny of police actions on social media can amplify criticism and impact legitimacy (Bullock and Dodsworth, 2025). 


This essay has critically reflected upon the use of social media in policing, using my own personal experience to evaluate its effectiveness in communication and community engagement and wider research. The incident demonstrated highlighted the benefits to police forces using social media and its value in supporting operational objectives, particularly being locating a missing person through community engagement. However, it also highlighted the complexities and risks associated with digital communication, including misinformation, reputational challenges and the need for clear policies and training.  While social media des enhance transparency and community engagement, it requires careful management to ensure that it supports policing objectives rather than undermining them.  The National Policing Curriculum emphasises the importance of communication skills and strategic engagement, social media is an increasingly vital part of this. I believe that moving forward, police forces must continue to develop their digital communication strategies, ensuring that they are ethical, effective and aligned with the public’s expectations.

1801 words









Task 3

Relevant areas of the National Policing Curriculum:  
Leadership and which police 
**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 within policing is a fundamental competent of operational effectiveness. The National Policing Curriculum highlights leadership as a core competency, requiring officers to demonstrate adaptability, communication and ethical decision-making skills (College of Policing, 2023). It emphasises leadership at all levels of service and highlights that even at constable level officers must show leadership characteristics. Modern policing increasingly recognises that leadership is not a fixed trait but a flexible skillset that must respond to situational demands. In this essay, I will critically reflect upon a domestic incident I attended in which I played a significant role, focussing on how my leadership style adapted throughout the situation.  Reflection is an essential aspect of professional development, allowing professionals to evaluate their actions and to improve upon their future performances (Gibbs,1988). The discussion will draw upon key leadership theories, including situational leadership, transformational leadership and transactional leadership, all of which are widely applied within policing contexts at all levels (Northouse, 2022). These frameworks provide a foundation for analysing how leadership styles cab be adopted to meet operational challenges.

This essay will critically evaluate my leadership flexibility, analyse strategies used in practice and assess how effectively I adapted my approach in response to unpredictable circumstances. In doing so, it demonstrates the importance of reflective and adaptive leadership in policing. 

The incident I have chosen to reflect upon involved responding to a domestic abuse incident where a female victim reported her partner had damaged her property and verbally abused her. Domestic abuse incidents are recognised as high-risk situations requiring careful leadership, communication and safeguarding considerations (College of Policing, 2022). Upon arrival, the situation was volatile and I immediately took an informal leadership role due to my relative experience to my colleague.  The victim was distressed and required reassurance while the suspect was also present and being uncooperative and refusing to engage. My immediate priority was to ensure safety of everyone present; this aligns with the National Decision Model whereby I have gathered the information available and then began assessing the risk and threats present (College Of Policing, 2013).  At this stage, I have adopted a directive leadership style, giving clear instructions to my colleague and focusing on controlling the situation. Directive leadership is often necessary in high-pressure situations where immediate actions is required (Northouse,2022). I requested my colleague to support the victim while I engage with the suspect.  This reflected the expectation within policing that front line officers must take ownership of leadership responsibilities in dynamic situations.

As the situation developed, it became apparent that a purely directive approach was insufficient. The suspect’s behaviour was clearly emotionally driven rather than driven by aggression, requiring a more nuanced response. Research highlights that effective policing requires emotional intelligence and adaptability, particularly in domestic abuse incidents where emotions are high (Goleman, 1998). Due to the suspects behaviour, I adjusted my approach and engaged with him through calm communication and active listening. This de-escalation strategy is widely recognised as effective in reducing conflict and promoting cooperation (College of Policing, 2020).

This incident concluded with the safe arrest of the suspect and safeguarding measures were implemented for the victim. Reflecting on my role, I recognise that my leadership evolved in response to the situation in front of me. I also acknowledge that my communication with my colleague could have being more consistent which may have improved team coordination. However, in this this situation a direct approach was needed to de-escalate the situation.

Leadership flexibility is widely regarded as a critical skill in policing, particularly in unpredictable operational environments. Situational leadership theory suggest that effective leaders adapt their style based on the needs of the situation and the individuals involved (Hersey and Blanchard, 1969). In this incident, my initial directive approach was appropriate given the potential risks present. However, as the situation evolved, I transitioned to a more supportive and communicative style. this adaptability was important as policing environments are inherently unpredictable. Research suggests that effective police leadership requires the ability to respond to complex and evolving challenges rather than relying upon fixed approaches (de Moura et al., 2022). In this case, maintaining a purely directive style may have escalated the situation, particularly given the emotional state of the suspect. 

However, my reflection suggests that this shift was largely reactive to than planned. The College of Policing emphasises that leadership development should enable officers to anticipate and response proactively rather than relying upon instinct (College of Policing, 2023). A more experienced leader may have recognised earlier the need to adopt a more relational approach. Additionally, flexibility must be balanced with consistency. While I did adapt my approach with the suspect, I did not consistently maintain communication with my colleague. This highlights a limitation in my leadership as effective teamwork relies on clear and concise communication. Overall, this incident demonstrates that while I was able to apply flexible leadership, there is a need to develop greater awareness in how leadership styles are applied.

A further consideration is the role of emotional intelligence in policing leadership; this has gained increasing attention in recent research. Emotional intelligence refers to the ability to recognise, understand and manage both one’s own emotions and those of others.  It is increasingly identified as a critical competency within policing environments (College of Policing, 2023). Within frontline contexts, this is particularly relevant when dealing with vulnerable individuals or emotionally charged situations, such as domestic abuse incidents. During this incident, my ability  to recognise the emotional distress of both the victim and suspect influenced my decision to adapt my leadership approach. Recent studies suggest that emotionally intelligent leadership is associated with improved communication, enhanced decision making and reduced conflict (Grant et al., 2013).

Policing requires the use of multiple leadership strategies, often within the same incident. In this case, I applied a combination of command, communication and de-escalation strategies. The initial use of direct command and control was appropriate given the uncertainty and potential risks. Establishing clear roles and responsibilities ensured that immediate priorities like safeguarding the victim were addressed. This reflects upon traditional policing methods which remain relevant in high-risk situations (HMICFRS, 2019). However, as the situation evolved, communication became the primary strategy. Effective communication is central to policing, enabling officers to gather information, build rapport and manage conflict. By calmly engaging with the suspect, I was able to reduce tension and encourage cooperation. This aligns with the importance of communication and relational leadership in achieving positive policing outcomes (Rowe, Davis and Ramshaw, 2024). 

De-escalation was also a key strategy. The ability to reduce conflict without the use of force is increasingly emphasised within policing, both for ethical reasons and to maintain public confidence. Compassionate leadership approaches, which focus on understanding and empathy, have been identified as particularly effective in such situations (Gordon-Smith, 2023). Despite these strengths, the incident highlighted the need for more structured leadership strategies. For example, a clearer briefing and ongoing updates could have improved coordination. This reflects the broader need for leadership in policing to be both flexible and structured.

There are several leadership models which are relevant to policing. The situational leadership model is highly applicable to policing as it outlines that leaders tailor their approach to the teams or individual needs in response to changing circumstances. It emphasises the adaptable and responsiveness needed in leadership, in this incident my shift from directive to supportive leadership reflects this model (Hersey and Blanchard, 1969).  The transformational leadership model also applies to policing, this model focusses upon inspiring and motivating individuals, fostering trust and encouraging professional development. While this model is often associated with senior roles, elements of it can be applied to all levels within policing (Denton, 2020). In this incident I demonstrated aspects of this model by supporting my colleague and maintaining a calm and professional manner. In contrast, transactional leadership emphasises structure, rules and performance (Northouse,2022). This was evident in my initial approach, where clear direction and control were necessary. However, reliance on this model alone can be limiting as it does not address the emotional and relational aspects of policing. The National Decision Model is widely used by every police force in the United Kingdom. It provides a structured framework for leadership and decision-making and emphasises risk assessment and continuous review (College of Policing, 2013). My actions aligned with this approach, particularly in adapting my approach as new information became available.

Critically, there is no single model that is sufficient in isolation. Effective policing requires the ability to draw on multiple models and adapt them to the specific context, reinforcing the importance of leadership flexibility.

A key aspect of this incident was the need to adapt my leadership style in response to changing circumstances. Initially, my priority was safety, which required a directive approach. However, as the situation developed, it became clear that a more flexible approach was necessary. This shift reflects on the dynamic nature of policing, where decisions must be continuously reassessed based on new information (College of Policing, 2013).  My ability to adapt was influenced by the behaviour of the suspect, the emotional state of the victim and my evolving understanding of the situation. While my response was effective, it was largely reactive to those present rather than guided by a leadership theory. Developing a more conscious awareness of leadership models could enhance my ability to adapt more effectively in future scenarios (Northouse, 2022).

Additionally, adapting leadership involves maintaining consistency in vales such as professionalism and safeguarding. Throughout this incident, these principles guided my decision making, providing a stable foundation for my actions. This reflection highlights the importance of both flexibility and self-awareness in leadership. By developing these skills, officers like me can respond more effectively to the complex demands of modern policing.

This reflection has demonstrated that leadership within policing is not a fixed set of behaviours, but a dynamic and context dependent process requiring continuous adaption. The incident highlighted the importance of leadership flexibility, particularly in high-risk situations involving vulnerability, risk and emotional complexity. While my initial reliance was on a directive command-based approach, it became clear that this alone was insufficient. The subsequent shift towards a more communicative and supportive style was critical in achieving a safe and effective resolution.  This experience has reinforced the relevance of situational leadership and the need to continuously adapt my leadership styles rather than relying upon instinct alone.  Although my actions aligned with aspects of transformational and transactional leadership, this shift was largely reactive to the circumstances in front of me. Developing a more deliberate and theoretically informed approach will enhance my effectiveness in future incidents. 

Furthermore, the reflection identified limitations in my communication with my colleagues. This highlighted that leadership extends beyond managing incidents to supporting team cohesion and shared understanding. This aligns with contemporary policing expectations that leadership is demonstrated through both decision making and interpersonal effectiveness. Overall, this experience has contributed to my development as a reflective practitioner, emphasising that effective policing leadership requires adaptability, self-awareness and continuous professional learning.
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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:

Coaching and mentoring are central to professional development within policing, particularly during the probationary period where student officers transition from theoretical knowledge to operational competence. The National Policing Curriculum emphasises structured learning, reflective practice and continuous assessment to ensure officers develop the skills required for independent practice. Within this framework, coaching is typically defined as goal-oriented process focussed upon improving performance, whereas mentoring is a longer-term developmental relationship that supports broader professional growth (College of Policing, 2022).
During my three-year probationary period, both coaching and mentoring have played a significant role in shaping my development as a police officer. These processes have supported my ability to meet personal, professional and organisational goals while also developing my confidence, decision making and resilience.  Research highlights that structured coaching and mentoring improves performance, engagement and professional identity within policing environments (Hayden, 2024). 

This essay critically reflects on my probationary period, evaluating how coaching and mentoring have influenced my learning, development and workplace performance. It also considers relevant theoretical models and examines the role of feedback in supporting my progression as a reflective practitioner. 

Coaching and mentoring are distinct but complementary approaches to professional development. Coaching is generally short-term and performance-focussed, involving structured conversations designed to improve specific skills or behaviours. In contrast, mentoring is broader and more relational, focussing on long-term development and career progression (Verlinden, 2024). Within policing, coaching is often delivered through tutor constables and supervisors who provide real-time guidance and feedback during operational duties. Mentoring, however, may occur more informally. This may often be with officers with more experience offering advice, proving guidance, reassurance and professional insight. The College of Policing highlights that both approaches are essential in developing competent officers who can operate effectively in complex environments (College of Policing, 2023).

The GROW model (Goal, Reality, Options, Way Forward) is one of the most widely used coaching frameworks. It encourages individuals to identify goals, reflect on their current situation, explore possible actions and commit to change. Research suggests that structured coaching models like GROW enhance learning outcomes and support performance improvement (Griffiths, 2018). I have used this model throughout my probationary period and found it to be highly beneficial for completing personal and professional goals. Kolb’s experiential learning theory is also highly relevant in policing contexts, emphasising learning through experience, reflection and application (Kurt, 2020). This model aligns with frontline policing where officers develop through real-world incidents supported by reflective practice. The College of Policing identifies reflective practice as a key component of professional learning, reinforcing its importance in developing effective officers. 

During my probationary period, coaching and mentoring were fundamental in supporting my transition into an operational police officer.  In the early stages, I relied heavily upon my tutor constable who provided structured coaching though direct observation and feedback. This included guidance on communication, decision making and procedural compliance.  One of the key benefits from this coaching was the immediacy of feedback following incidents. For example, after attending a domestic abuse incident, my tutor highlighted although I gathered relevant information, my communication could have demonstrated greater empathy. This type of feedback was valuable as it was specific and directly linked to my performance, supporting immediate improvement. Research suggests that timely and constructive feedback is essential for effective learning and skill development (Fyfe et al., 2021). Mentoring also played a significant role in developing my confidence and resilience. During my tutorship, I benefitted from having informal conversations with experienced officers who provided reassurance and practical advice on managing challenging situations. This aligns with research indicating that mentoring supports professional identity and emotional resilience within policing (College of Policing, 2023).

However, my experience also highlighted limitations. At times, feedback varied depending on the individual providing it, leading to inconsistencies in expectations. This reflects a wider issue identified in research, where the effectiveness of mentoring can depend on the skills and approach of the mentor. Overall, coaching and mentoring provided a strong foundation for my development, but their effectiveness depended on both the structure and consistency.

Coaching and mentoring have contributed significantly to achieving personal, professional and organisational goals throughout my probation. On a personal level, these processes supported the development of confidence and resilience, both of which are essential for effective policing. Through feedback and reflection, I became more aware of my strengths and areas for improvement. Professionally, coaching enabled me to develop key competencies such as communication, problem-solving and decision-making. Structured guidance helped ensure that my performance aligned with organisational expectations, supporting my progression through my probation. This reflects upon the role of coaching in enhancing performance and accountability within organisations (Gill, Roulet and Kerridge, 2018). From an organisational perspective, coaching and mentoring contribute to the development of competent officers who can deliver effective policing. The College of Policing emphasises that developing skill and reflective practitioners is essential for maintaining public trust and achieve policing objectives (College of Policing, 2023).  However, achieving these goals requires active engagement. Reflecting upon my experience, there were occasions where I could have sought feedback more proactively. This highlights the importance of taking owner ship of one’s development. 

Coaching and mentoring have supported my development in the workplace not only through skill acquisition but also through increasing my ability to operate independently and make informed decisions under pressure. A key aspect of this development has been the gradual shift from reliance on structured guidance to greater professional autonomy. This reflects the expectation within policing that officers progress towards independent decision-making while remaining accountable for their actions. One significant way coaching supported my performance was through guided question rather than direct instruction.  Om several occasions, tutors encouraged me to explain my rationale for my decisions, which required me to think critically rather than simply follow instructions. This approach aligns with coaching practices that promote cognitive development and problem solving, enabling individuals to internalise learning rather than depending on external direction (Rhee,2023).

In contrast, mentoring supported my ability to navigate the wider demands of policing, particularly in managing workload, stress and organisational pressures. I have had many conversations with experienced officers who provide an insight into prioritisation and coping strategies, which are not always addressed through formal training. Research suggests that mentoring plays a key role in developing resilience and supporting well-being in high pressure professions such as policing (Mccraty and Atkinson, 2012). However, there were limitations in how my learning was supported. At times, coaching focused heavily on procedural correctness rather than encouraging deeper reflection on decision-making. This occasionally led to a “tick-box” approach to my learning, where emphasis was on meeting competency requiring rather than fully understanding the practice. This is often criticised within police training, where assessment frameworks can often prioritise performance outcomes over critical thinking (College of Policing, 2024).

Overall, coaching and mentoring contributed significantly to my professional development. However, their effectiveness depends on the balance between guidance, reflection and opportunities for independent practice. At times, feedback lacked depth which limited its effectiveness.

Feedback has also been a critical component of my development during my probationary period. Receiving feedback allowed me to identify areas for improvement and develop my skills. Initially, I found critical feedback challenging, particularly when it highlighted my weaknesses. However, over time, I recognised the value in receiving feedback to support my development. Effective feedback should be specific, effective and timely. When delivered appropriately, it enhances self-awareness, improves performance and improves team cohesion (University of Sussex, 2024). As I gained experience, I also began to provide feedback to new colleagues within my team. This required me to reflect on my own learning and communicate effectively. Providing feedback is an important leadership skill and contributes to a culture of continuous learning. 

While coaching and mentioning have supported my development in policing, it is also important to evaluate their effectiveness within policing practices. Although, these approaches are widely promoted as effective development tools, their impact can vary depending on how they are implemented and the individuals involved. One key limitation is the inconsistency in the delivery. During my probation, the quality of coaching and mentoring varied between tutors and supervisors. Some individuals provided structured, reflective feedback that supported learning. While others focussed primarily on task completion. This inconsistency reflects on wider research that suggests coaching effectiveness is heavily dependent on the skills, experience and engagement of the coach (UK Parliament, 2022). Additionally, there is a risk that coaching within policing becomes overly focussed on assessment rather than development. During my probation, there was a strong emphasis on meeting competency check lists. While an assessment in competency is essential, it can limit the opportunities for deeper reflection and critical thinking. The College of Policing acknowledges the importance of balancing assessment with reflective practice to support meaningful learning (College of Policing, 2023).

Another limitation relates to time pressures within operational policing. High workloads and demand can reduce the number of opportunities for meaningful coach conversations, leading to feedback that is brief. After my tutorship, I was moved to a busier area with little experience, this was often challenging as I often felt as though I did not belong or have the experience to tackle the demand independently. However, this experience was one of my key learning points within my career and was the point that grew my confidence within my role the most. When I reflect upon this, I recognise the importance of taking ownership of my own development by seeking feedback and engaging in reflective practice, rather than solely relying upon formal structures.

This reflection has demonstrated that coaching and mentoring are essential components of professional development within policing. Throughout my probationary period, these coaching and mentoring supported my learning, development and performance. With a mixture of coaching and mentoring, it has enabled me to achieve personal goals as well as professional and organisational objectives. Critically, the effectiveness of coaching and mentoring depends on both structure and individual engagement. While formal processes provide a framework that must be completed, actively engaging with feedback and reflection is essential for the development of all police officers. My experience highlights the importance of taking ownership of learning and continuously seeking opportunities for improvement.  The application of coaching and mentoring theories provide a useful framework for understanding professional development, but their effectiveness depends on how they are applied in practice.  Overall, this experience has contributed to my development as a reflective practitioner, emphasising the importance of continuous learning, adaptability and professional growth within policing.

 In addition, this reflection has highlighted the importance of developing a more proactive approach to coaching and mentoring, rather than relying solely on structured opportunities during my probation. Actively seeking feedback, engaging in reflective practice and taking ownership of my professional development will be essential as I progress in my career. This aligns with the expectation within modern policing that officers are responsible for continuous learning and self-improvement. Moving forward, I aim to not only apply the skills developed during my probation but also contribute to the development of others through effective feedback and informal mentoring. 
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