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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: 1900 words 


As I entered the third and final year of my employment as a police constable and my concurrent university studies, it struck me how quickly this milestone had arrived. What once seemed like a distant endpoint, an abstract idea far in the future had now become a reality. Over the past three years, I have undergone significant professional and personal growth, developed a wide range of skills and acquired in knowledge across various aspects of policing. This journey has deepened my understanding not only of what it means to serve as a police constable, but also of policing professionalism within the United Kingdom. During this essay I will be focussing on key documents such as including the Strategic Policing Requirement (Home Office, 2023), Policing Vision 2025 (NPCC, 2016), the Workforce Transformation in Policing Report (College of Policing, 2018), and the College of Policing’s Five-Year Strategy (College of Policing, 2022) I will demonstrate during this assignment how these initiatives have directly influenced my development and practice.


The College of Policing was established in 2012 as the professional body for policing in England and Wales. Its purpose is to set direct standards of development, ethics leadership and training across policing in England and Wales. One of its key achievements has been the introduction of graduate entry routes, including the PCDA and DHEP programmes, aimed at embedding evidence-based learning, academics, and reflective learning into operational policing (College of Policing, 2022).

The College plays a key role in shaping the police workforce by ensuring consistency in training and upholding the Competency and Values Framework (CVF), which underpins ethical decision-making, inclusivity, and leadership across all ranks. It has also led the development of national learning programmes, including the PEQF (Policing Education Qualifications Framework), which has standardised educational entry and progression routes. Through these measures, the CoP has moved UK policing closer to being recognised as a modern, graduate-level profession, aligning with other public service vocations such as healthcare. -
From a strategic perspective, the College also advises on policy, oversees research on what works in policing, and works collaboratively with HMICFRS, the IOPC, and NPCC to ensure a joined-up approach to policing. In doing so, the College ensures that police practice is underpinned by evidence, learning, and ethical leadership—key themes echoed in the Policing Vision 2025 (NPCC, 2016).

A major shift in police recruitment occurred in 2020, following the national decision to professionalise the policing workforce by ensuring that all new police constables possess, or work towards obtaining, a degree-level qualification (Maile, 2023). This initiative was grounded in the belief that modern policing requires a more academically informed, evidence-based approach to tackle the complexities of policing. Consequently, two distinct entry pathways were introduced. The first, which I undertook, is the Police Constable Degree Apprenticeship (PCDA). Designed for individuals without a prior degree, this route offers an integrated programme of academic study and operational practice. The PCDA has been described as “a mixture of dynamic practical on-the-job learning alongside academic classroom-based theory and learning” (Join the Police, 2024). 

In the past three years, I have participated in the Police Constable Degree Apprenticeship (PCDA) programme, gaining experience in both professional and academic areas. Entering the profession without previous police experience, I relied heavily on the guidance, training, and documents provided by the College of Policing (CoP) and my force to develop into a competent and confident police officer. This essay will critically evaluate the strategic role of the College of Policing in professionalising policing in the UK, and show how I am fulfilling the role of a modern professional police officer in my final year of probation, and reflect on how my role has changed over the final year in line with national policing priorities such as demands on shift and also changes in structure. 


My initial six months were spent in a classroom setting at the police headquarters, where I engaged in foundational theoretical learning and sat two formal assessments. These exams functioned as knowledge checks to ensure a sufficient level of understanding before transitioning into frontline duties. I struggled during this time as I do not manage well in classroom environments and learning without personal experience. However, this time quickly passed, and I found myself attending my pass out parade sooner than I thought. 
Following this academic induction, I commenced two and a half years of operational policing, which ran concurrently with structured university coursework. This began with guided workbooks and later evolved into more complex assignments, and ending in the completion of a final year dissertation which I am yet to do and upon successful completion of the three-year programme, I will obtain a Level 6 Degree in Professional Policing Practice (Join the Police, 2024b), marking a significant academic achievement. I have found the university work complex and hard to stay on top of however I understand that it plays a significant role in my progression as a police constable. 


An alternative entry route exists for individuals who already hold an undergraduate degree the Degree Holder Entry Programme (DHEP). This pathway also begins with six months of classroom-based training, followed by a reduced period of one and a half years of integrated academic and operational development. Graduates of the DHEP route are awarded a graduate diploma in Professional Policing upon successful completion of the two-year programme (College of Policing, 2020).

As I reflect on this final year of both my probationary period and academic study, I am increasingly aware of the unique challenges and opportunities that have shaped my professional identity. Learning theory and real-world experience has not only equipped me with the ability required for frontline policing but has also cultivated a reflective mindset essential for lifelong professional development. I joined at an immature age with little life experience. However, I have had to quickly learn a different skill set in dealing with members of the public. As I approach the end of my probationary period, I have become increasingly aware of the expectations placed upon a modern professional police officer—not only in terms of operational effectiveness but also ethical integrity, community engagement, and reflective practice. The transition from student officer to fully fledged constable has demanded that I demonstrate not just competence, but confidence, maturity, and professional judgment across a wide range of situations (College of Policing, 2023). 

One of the keyways that I have worked to fulfil the role of a modern police officer is by embracing evidence-based policing practices. I believe that I have exceled in this aspect of my training and employment as this is the way that I learn best.  Throughout my academic studies, I have developed a critical understanding of how data, research, and evaluation inform operational decision-making (Sherman, 2013). In practice, I apply this mindset by constantly assessing the effectiveness of my actions whether responding to incidents, supporting victims, or managing community tensions. For example, using a collaborated approach with partner agencies to identify recurring hotspots and trends, contributing to a joint strategy rooted in local intelligence and preventative action (College of Policing, 2022).

I have also sought out professional development opportunities beyond the minimum requirements. I appreciate feedback from supervisors and colleagues and use this to reflect on my performance. I find it extremely important to constantly improve my development and take on criticism. Recently, I was commended and received a bravery award for attending a traumatic event that ended in an officer having significant injuries and effected numerous myself and numerous colleagues. Experiences like this have enhanced my ability to remain calm under pressure, and make reasoned decisions, and support others. Which are all key attributes of a professional officer (College of Policing, 2023)

In addition, I have made conscious efforts to uphold the values of fairness, respect, and inclusion. Modern policing demands emotional intelligence, especially when interacting with vulnerable individuals or diverse communities (HMICFRS, 2021). A large aspect of being a police officer is being able to adapt to different social situations and dealing with a constant influx of people that vary in beliefs and expectations. I have improved my communication skills by using trauma-informed approaches when dealing with victims of crime, and by adapting my tone and language to meet the needs of different service users. I recognise that public confidence is earned not just through enforcement, but through empathy, transparency, and consistency (Independent Office for Police Conduct, 2022). A recent example is that of a high-risk domestic violence victim that I had encountered as one of the calls that I had attended. I built a rapport with the individual and listened to their concerns and ensured that they were safe and felt that they were in safe hands. They explained how they had previously had negative encounters with police. But through me being patient, honest and understanding I had helped them to accept help from the police and bring the offender to justice after a brutal attack. 


As I approach the end of my probationary period, I have become increasingly aware of the expectations placed upon a modern professional police officer—not only in terms of operational effectiveness but also ethical integrity, community engagement, and reflective practice. The transition from student officer to fully fledged constable has demanded that I demonstrate not just competence, but confidence, maturity, and professional judgment across a wide range of situations (College of Policing, 2023). I am now in a phase of consolidating the knowledge, skills, and values that will shape my long-term contribution to policing. I have found that I am becoming increasingly committed to ensuring that I am dealing with incidents confidently and provide the best service to those that I come into contact with during my role. 


One of the clearest indicators of this change has been my shift from following instructions to leading operational activity. A notable example occurred during a complex safeguarding case involving child neglect. A child had been severely mistreated by family members and took my own initiative to invoking section 46 the children’s act to safeguard the child. This meant that I could remove the child from parents to the care of social services (Johnson Astills, 2018). I took the lead in organising including coordinating with social services and medical professionals. Previously, I would have waited for coordination from a senior officer, but I now felt equipped to manage this independently. This shift in responsibility reflects the Workforce Transformation Strategy (College of Policing, 2018), which calls for frontline officers to develop broader problem-solving and partnership working skills.

My journey through the PCDA and the final year of probation has solidified my identity as a modern, professional police officer. I have embraced the values and expectations promoted by the College of Policing, especially through PEQF frameworks. Through reflective practice, evidence-based decision-making, and ethical leadership, I have contributed meaningfully to both operational policing and longer-term community outcomes. Throughout my final year of probation, my role as a police officer has evolved significantly. At the beginning of my career, I focused heavily on learning procedures and following guidance from experienced colleagues. Over time, however, I have grown more confident, and capable of exercising professional judgment independently. I pride myself on making decisions to best support victims and members of the public that I serve. As I finish my 3-year probation, I do so with confidence in my ability to meet the demands of 21st-century policing, grounded in academic learning, professional ethics, and a commitment to public service.




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: 1969

In the digital age, social media has transformed the way institutions communicate, and policing is no exception. Once reliant on press releases, public meetings, and traditional media channels, police forces in the United Kingdom now use platforms such as X, Facebook, Instagram, and TikTok to connect with the public in real time. This shift reflects a wider move towards greater transparency, accessibility, and community engagement in modern policing. As Crump (2011) and Trottier (2015) note, social media offers both immediacy and informality, enabling officers to share essential information quickly, build trust within communities, and humanise the profession through authentic storytelling and public outreach.

This reflective essay explores the strategic use of social media in contemporary policing, considering its benefits, limitations, and ethical implications. Drawing on both academic literature and personal operational experience gained during my probationary period, I will evaluate how social media has supported operational effectiveness, public confidence, and collaborative problem-solving. I will also reflect on the potential risks associated with digital engagement, such as reputational harm, data breaches, and misinformation. By linking real-life practice with national guidance such as the College of Policing’s Code of Ethics (2014) and Media Relations Guidance (2016), this essay will demonstrate how social media—when used professionally and responsibly—can play a vital role in modern policing.


Social media has become a useful tool in communication. Changing how police forces interact with the public. For policing specifically, it provides a direct, immediate, and often informal channel through which forces can engage with communities, disseminate valuable information, and promote organisational priorities (Crump, 2011). Its integration into policing reflects a broader cultural shift towards openness, accessibility, and neighbourhood policing. Used properly, social media can help enhance public trust, encourage participation in policing initiatives, and support fast dissemination of time critical updates (Trottier, 2015).

The platforms that have been used increasingly such as X, Facebook, Instagram, and TikTok offer a range of publicity to different audiences. For example, X enables rapid updates during live incidents, while Facebook supports content and comment-based discussion. Instagram is often used to present the police service by sharing behind-the-scenes content and community engagement. TikTok, popular among younger people, has more recently been adopted by some forces to share safety messages and human-interest stories in creative formats (Denef et al., 2013). Through these platforms, forces can post crime prevention advice, public appeals such as missing people, wanted people, traffic alerts, and content for campaigns or recruitment drives. These activities are seen to be strengthening the visibility and legitimacy of the police (NPCC, 2016).

However, the power of social needs to be responsible in its use. Each police force operates under its own community engagement and communications policy, guided by national standards such as the College of Policing’s Media Relations and Social Media Guidance (College of Policing, 2016). These frameworks ensure that all digital content adheres to professional, ethical, and legal standards. Officers are reminded that social media activity is a public extension of their professional role and must reflect the same integrity, impartiality, and respect expected during face-to-face interactions. The College of Policing’s Code of Ethics (2014) reinforces these expectations, outlining principles such as honesty, leadership, and accountability, which apply equally to online conduct.

There is also a significant operational hinderance to consider. Officers must exercise caution in what is shared, in relation to ongoing investigations, personal data, or operational tactics. Even well-intentioned posts may compromise sensitive information. The use of images, geolocation data, and real-time updates can all pose safeguarding and security risks if not carefully managed (Rowe, 2017). Force policies are therefore stringent about the vetting of content, and there is training that officers receive before being granted administrative access to official accounts.
Despite its benefits, social media carries risks. One of the most pressing is reputational harm, either through inappropriate individual posts or through organisational accidents. If unprofessional tone, using discriminatory language, or engagement in political debate can undermine public confidence, generate media scrutiny. The rapid spread of misinformation is another concern, particularly during high-profile incidents or emergencies where speculation can easily outpace verified updates (Meijer and Thaens, 2013). 

The balance between operational effectiveness and reputational risk underscores the need for clear guidelines and ongoing training. As Northamptonshire Police explain, the primary function of their social media presence is “to support operational policing, generate intelligence in response to appeals, share information, and [function as] an additional tool in the detection and prevention of crime” (Northamptonshire Police, 2023). This encapsulates the dual nature of digital engagement in policing: both proactive and reactive, both public-facing and operationally significant.

Throughout my probationary period, I have observed and engaged with the professional use of social media as part of my operational role. While I have not managed official accounts, I have contributed content and consulted with our digital engagement team for awareness campaigns and appeals. One example involved working with the media team to support a high-risk missing person enquiry. I consulted with the family, collected appropriate photos and descriptions, and ensured that consent was given for publication through obtaining signed documents to ensure that I was not breaching privacy or operational protocols. An amount of time after this appeal had been posted the missing person was located through comments that people had mate about their whereabouts. This effort demonstrated how social media could function as a lifeline for critical cases, with public assistance playing a direct role in locating individuals and keeping vulnerable people safe. 


In my own operational experience, I have used social media as a tool to inform the public about road closures following incidents such as collisions or broken-down vehicles on the roadside. These posts are designed to improve public awareness and enable road users to plan alternative routes, thereby minimising congestion and secondary collisions. Moreover, such updates help to ensure that the area remains accessible to other emergency services, including ambulances and fire crews, as well as to supporting agencies like maintenance or roadside recovery teams. Timely uploads of this information via social media often results in a noticeable reduction in traffic flow towards the affected location, which in turn enhances the overall safety and efficiency of our incident management. I would state that I find social media as a successful way to release information for the quickest reactivity time as so many people spend great time on their phones and viewing posts. 



Social media has also proven valuable in the aftermath of road traffic collisions. In these cases, I have used force platforms to issue public appeals for information or witnesses. One particularly effective method has been requesting dashcam footage from passing motorists, which can be instrumental in reconstructing the sequence of events. I recall a recent incident in which I drafted a short but specific appeal for footage from the time and location of a serious collision. This prompted a member of the public to review and share their dashcam recording, which captured vital moments just before the impact. The footage contributed significantly to our investigation, helping to clarify timelines, identify potential offences, and ultimately determine fault. This example illustrates how social media not only enhances community engagement but also serves as a proactive investigative tool that can generate new lines of enquiry and strengthen evidential files. It also demonstrates the growing reliance on digital crowdsourcing within modern policing, where members of the public play an active role in supporting frontline investigations.

I have also seen how content shared by our force enhances visibility within communities, particularly through positive engagement posts such as participation in neighbourhood awareness events, recruitment events and the posting of good work by officers. These posts humanise officers, break down barriers, and make us more approachable, especially to groups who may historically have had strained relationships with the police (Brainard and Edlins, 2015).

The benefits of social media in policing are numerous. These include improved public trust, enhanced information dissemination, the ability to source intelligence and increased visibility of policing efforts. It also supports recruitment by showcasing the diversity of roles in modern policing and celebrating success stories that may inspire others to join the force (Police Foundation, 2014)

The strategic use of social media in policing offers immense value when grounded in professionalism, ethical standards, and clear operational boundaries. As society continues to evolve in the digital age, police forces must remain agile and reflective in their approach to online communication. For officers, this means upholding the same values online as in person—integrity, impartiality, accountability, and respect. From critical appeals to community reassurance, social media has become a cornerstone of modern policing, but its success relies on responsible, informed, and transparent use. My own experiences throughout probation have shown me how this digital tool, when used with care, has the potential to build trust, strengthen communities, and enhance public safety.

My exposure to professional use of social media within policing has also made me increasingly aware of my own digital footprint and online presence. Recognising the potential implications of inappropriate online activity, I have taken proactive steps to review and update the privacy settings on my personal social media accounts. This ensures that only trusted individuals can access my content and that my profile aligns with the standards expected of a serving police officer. In line with guidance provided by the College of Policing, I have also made the conscious decision to refrain from posting any content related to police work on my personal platforms. I understand that my posts may be taken out of proportion and context therefore is vital that I am mindful of what it is that I am posting. 

Furthermore, I routinely consider the appropriateness and tone of any content I do choose to share. I ask myself whether it upholds the values of the Code of Ethics—particularly in terms of integrity, respect, and professionalism—and whether it could reflect positively or negatively on me and my organisation. This reflective approach has become a regular part of my personal conduct, ensuring that I maintain a clear separation between my professional role and private life online. I now view my online presence as an extension of my professional identity. I Understand the importance of being responsible online. By demonstrating digital awareness and caution, I not only protect myself and my colleagues but also contribute to maintaining the overall credibility and reputation of the police service.


In conclusion, the evolving use of social media within UK policing demonstrates both the opportunities and responsibilities that come with engaging in digital spaces. Platforms such as X, Facebook, Instagram, and TikTok have not only transformed how the police connect with communities, but also how operational policing is supported, intelligence is gathered, and public reassurance is delivered. My firsthand experiences throughout probation have confirmed that when used correctly, social media is a vital tool for strengthening trust, enhancing transparency, and enabling collaborative policing.

However, with these opportunities come clear risks. Reputational damage, legal breaches, and operational compromises remain real threats when social media is misused. Therefore, adhering to clear guidance, such as the College of Policing’s Code of Ethics and Guidance, is essential for ensuring that all online interactions reflect the professionalism, accountability, and impartiality required of officers both on and offline. My reflection has made me more aware of my digital footprint and the importance of aligning my own online conduct with professional standards.

Looking forward, I recognise that the continued development of digital skills, media literacy, and ethical awareness will be crucial for all officers. As social media becomes further embedded in operational and community engagement strategies, it will be essential for police forces to invest in training, set clear boundaries, and maintain transparency with the public. With responsible and informed use, social media will remain an essential pillar in modern policing—one that supports safer communities, responsive policing, and greater trust between officers and the public we serve.































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: 2116


During my three years on probation as a police officer, I have learnt that flexibility, rather than strict authority, is the key to good leadership. I have learnt the importance of the ability to adapt to situations and ongoing incidents. Whether taking the lead on a high-risk domestic incident, coordinating with colleagues or outside agencies at a sudden death, or supporting a vulnerable victim through safeguarding processes, Police leadership, I have discovered, needs to be situational, sensitive, and grounded in good judgement. Depending on the situation, team dynamics, and operational demands I encounter, these experiences have moulded and challenged my capacity to adapt my leadership style. Through comparing my real-life examples and reflecting on other theories, I will show how I have learned to adapt my leadership style and how I have used them within my job role. This reflective essay will aim to show how I have used such styles in my growth and experience of being a Police Constable. 

This essay will evaluate how I have demonstrated flexibility within my approach to leadership in the workplace and strategies that I have developed to manage different operational scenarios. Through comparing my real-life examples and reflecting on other theories, I will show how I have learned to adapt my leadership style and how I have used them within my job role. This reflective essay will aim to show how I have used such styles in my growth and experience of being a Police Constable. 
 I will reflect on how I have progressed in my role as a police constable over the last 3 years and how I have developed by using a wide range of models, including the National Decision-Making Model (NDM) to review my decisions and understand why I took those steps during a fast-paced and unpredictable environment (College Of Policing, 2013). I will also be highlighting a range of different leadership models, such as Goleman's emotional intelligence styles that outline having emotional self-awareness, knowing what effects your moods might have on others, regulating your own emotions, and not acting on impulse, using your own emotional factors as actors to motivate you to achieve goals, using empathy, and also managing relationships through using social skills (Resilient Educator, 2013). I will evaluate how my use of Hersey and Blanchard's situational leadership theory has come into play when taking ownership and leadership of an incident, as “The model proposes that leaders should be able to change their leadership style based on the readiness/ability of the follower to perform a specific task.” (Murphy, 2024)
From the beginning of my training in January 2023 I was immediately taught the use of the NDM and to apply that to every situation that I face mean whilst being a police officer. The NDM Is broken down into key components that would help me along my career, and I could apply it to all situations. Starting off with the code of ethics, the code of ethics surrounds key behaviours that are needed by a police constable in all actions that they take they are set behaviour standards. The first step is that an officer is to take in the information that is being given to them. They are then to establish what the risk associated with the task are and then work out how to minimise these risks. The third step is to establish what policing powers there are that would make them able to conduct the task expected of them. The fourth step would be to identify what the best option is to take and then the final step would be to carry out that plan and to finally review how this went (Avon and Somerset Police, 2021). I have applied this to many experiences and every job that I attend as a police officer.
In policing, flexibility in leadership is vital, particularly as I have gained seniority and become more responsible not just for decision-making, but also for supporting less experienced colleagues. A recent incident demonstrated the need for me to shift my leadership approach in real-time in order to manage risk and ensure the safety of all involved.
I was dispatched to an emergency-graded call assessed using the THRIVE model, which considers Threat, Harm, Risk, Investigation, Vulnerability, Engagement, Prevention, and Intervention (Pavilion, 2023). The incident involved a heavily pregnant female allegedly being assaulted inside a known address. The call history, combined with my prior knowledge of the individuals involved, indicated a high-risk domestic abuse situation. I attended alongside a newly qualified officer. Aware of the potential volatility of the scene and the inexperience of my colleague, I recognised that I would need to adopt a more directive, hands-on leadership style—aligned with a transactional leadership model—to ensure clarity, control, and officer safety. While I usually favour a more democratic leadership approach such as asking for “team members for input and considers feedback from the team before they make a decision” (Indeed Editorial Team, 2024). In this instance I adapted my strategy to reflect the urgency and risk. I briefed the officer alongside me by using the National Decision Model (NDM), explaining the background of the individuals, the challenges such as being refused entry, and set out clear roles. This ensured he was situationally aware and understood his responsibilities. My ability to draw on structured decision-making frameworks like NDM and THRIVE allowed me to remain calm and focused, which in turn modelled good leadership under pressure. I ensured him that it would be likely that we would need to enter the address under Section 17 of the Police and Criminal Evidence Act in the context of “saving life and limb” (Gov uk, 2020). I changed my approach to leadership in this case as the dynamic risk assessment posed significant risk therefore there would not be enough time for consultation in this instance. As we arrived at the front door there was silence from within the address. I gave the occupants inside of the address many opportunities to come to the front door. Luckily, the front door of the address was unlocked and a female presented herself in the kitchen of the address with a bruised eye and bleeding nose. The female stated that there was a male in the upstairs of the address and that he had locked himself in a bedroom with the key inside. She informed me that she did not have access to a spare key. Further units came and I left the female with other officers therefore I could force entry into the locked bedroom. Due to the fact that the female had disclosed that the male was upstairs in the locked bedroom and neighbours had said that they had not witnessed the male exit the address. I had reasonable grounds to believe that the male had locked himself inside of the address. I decided to firstly approach the door using the five-step appeal. The purpose of this is that I did not want to cause unnecessary damage or unnecessarily use force unless the male was willing to come to the door. The five-step appeal is a technique that is used by police officers the “model includes five steps that progress from a simple request to highlighting personal consequences. The fourth step offers a final chance to co-operate before officer’s progress to step five and consider using reasonable force as a last resort.” (HMICFRS, 2025). 

However, once the initial threat had been cleared in the address, I allowed my partner to take back control in the situation and became more of a delegative leader which allows the leader to remain more hands off in the situation and makes the other officer more likely to make their own decisions.  (Dennison, 2023) 
This incident demonstrates my flexibility in leadership and ability to apply different strategies depending on the operational situation. It also highlights how established policing models like THRIVE and NDM, alongside situational and transactional leadership theory, inform my decision-making and allow me to adjust my style dynamically.

Another example of this is the leadership theory of Daniel Goleman who believes that “emotional intelligence is every bit as important to learning as intellectual prowess or IQ” (Resilient Educator, 2013b). Since becoming a Police officer, I have also noticed this as I have become aware of how my emotions along with others and understanding social ques. This would also refer to the Beatris Box Model of conflict management which outlines how my attitude and my behaviour effects the attitude of others and the behaviour of others around me (Revolution Learning and Development, 2021). Not long after finishing training school and entering my tutorship period I realised that I would have to adapt methods of Policing and how I had been initially taught. I felt that during my training experience I was encouraged to use a coercive approach to policing as Daniel Goleman explains is “effective in crisis situations, demanding immediate compliance” (HiPeople, 2024). However, through dealing with members of the public I have learnt that not having emotional intelligence and demanding compliance from people does not always go hand in hand. 

An instance that highlighted emotional intelligence for me personally occurred when I received a call to a location involving a suicidal female. This girl had a 4-inch wound on her arm that was actively bleeding. The female indicated that she did not want any assistance from police officers. I considered the NDM and my alternatives for dealing with the situation in front of me. I contemplated first conversing with the female and learning about her ideas and preferences. However, she refused to accept any assistance and declared that she preferred to stay and die. I determined that her wound would need to be seen to promptly and that the female would not do this on her own accord. I then decided to place the girl under Section 136 of the Mental Health Act. The purpose of Section 136 (S136) is that a police constable can use this policing power to remove a person suffering with their mental health to a place of safety from a public place if they fear that the person needs immediate care or control for the safety of themselves or those around them (legislation.gov.uk, 2017). I feared for the female's safety if S136 was not applied. However, I also needed to recognise that the female was experiencing a mental health crisis, and that using my emotional intelligence to try to comprehend her perspective, rather than applying force to remove the female from the scenario, was more likely to be successful. I sat down and talked with the female, as medical professionals helped her wrap the cut to stop the bleeding. Using tactical communication rather than force, I was able develop a rapport with the female, and she agreed to medical care.


In conclusion, my journey over the last three years as a probationary police constable has highlighted the critical importance of flexible and adaptive leadership within policing. The role of a police officer is unpredictable and often high stakes, demanding not only quick, ethical decision-making but also the ability to lead with emotional intelligence and empathy. Through real-world experiences and reflection, I have come to understand that leadership is not a fixed set of behaviours, but a fluid, responsive practice shaped by the situation, the people involved, and the risks at hand.
The application of structured frameworks such as the National Decision Model (NDM) and the THRIVE assessment tool has been instrumental in helping me make consistent and transparent decisions, particularly during high-risk incidents. These models have provided a solid foundation from which I can assess complex scenarios, weigh up options, and act decisively—while always remaining accountable and ethically grounded.
Equally, leadership theories such as Hersey and Blanchard’s Situational Leadership and Daniel Goleman’s Emotional Intelligence model have helped me develop a more nuanced understanding of how to lead others effectively. I have learned to recognise when a directive style is necessary to maintain safety and control, and when a more collaborative or delegative approach is appropriate to empower less experienced colleagues and encourage professional growth. These theories have helped me understand the importance of tailoring my leadership style to the readiness, confidence, and emotional needs of those around me.
Emotional intelligence has become especially important in building trust with the public and managing conflict. I now place a far greater emphasis on empathy, emotional regulation, and self-awareness—qualities that have helped me de-escalate tense situations, support vulnerable individuals, and maintain professional composure under pressure.
Looking ahead, I recognise that leadership is a lifelong learning process. The experiences and challenges I have faced so far have laid a solid foundation, but I am aware that the role of a police officer is constantly evolving. As I gain more responsibility and continue to support both the public and my colleagues, I am committed to further developing my leadership style one that is ethical, emotionally intelligent, reflective, and above all, adaptable.





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: 1945 words 

The role of coaching and mentoring in policing has become increasingly significant in supporting the development of officers throughout their probationary period including officers such as myself. As police forces strive to professionalise and modernise the service provided, structured support mechanisms—such as tutoring, coaching, and reflective supervision—have emerged as key tools for nurturing both competence and confidence in newly recruited officers (College of Policing, 2023). For probationary constables, this transitional period between academic study and operational independence is one of intense learning, adjustment, and personal growth. It is also a time in which the foundations of long-term professional identity are formed.

In this essay, I will critically reflect on my personal experience of coaching and mentoring during my three-year probation and concurrent academic training. I will explore how these processes supported my learning, shaped my values, and helped me to meet organisational expectations. Drawing on established models—such as Kolb’s Experiential Learning Cycle (1984), the GROW coaching model (Whitmore, 2017), Bandura’s Social Learning Theory (1977), and Goleman’s Emotional Intelligence framework (2013) I will examine how theoretical concepts have manifested in practice and influenced my development. Furthermore, I will evaluate how I now contribute to the development of others, recognising that leadership in policing is not limited to decision-making but also involves creating space for others to grow. Through this reflection, I aim to demonstrate how coaching and mentoring have shaped my progression from a trainee officer to a confident, reflective, and professionally grounded police constable.


Over the past three years, encompassing both my time at university and throughout my probationary period as a Police Constable, I have experienced significant personal and professional growth. This development has been largely supported by the guidance I received through structured coaching and mentoring. Entering the police with no prior experience, other than limited contact as a member of the public, brought a sense of uncertainty and apprehension. I was stepping into a complex and high-pressure profession without fully knowing what to expect. However, from the moment I took my attestation in front of the Chief Constable, I felt a deep sense of pride and honour in becoming part of a service that plays such a critical role in protecting and supporting the community. Soon after I landed into headquarters to start my initial six months of training, I realised the importance of self-reflection and the acceptance of personal responsibility to behave at the highest standard.

Throughout my journey, coaching and mentoring have helped me transition from an inexperienced recruit into a confident and capable police officer. This essay will critically reflect on how I have benefited from these practices, how they have supported my personal, professional, and organisational development, and how they have aided my learning and performance in the workplace. Additionally, I will consider how I receive and provide feedback, incorporating relevant coaching and mentoring theories, including Kolb’s Learning Cycle, GROW, and Bandura’s Social Learning Theory.

During my six months in training school, the structured learning environment introduced me to the basic and legal knowledge required for operational policing. While six months in training school was gruelling and hard for a person like me due to my struggles that I face in a classroom environment. It was the informal on shift mentoring I received from more experienced officers that gave me the confidence to apply what I had learned. My allocated tutor constable functioned as both mentor and my support network encouraging reflective practice.

Initially, I found the demands of training overwhelming, particularly during both exams as I am not a confident classroom learner and I struggle in these scenarios. My confidence increased as I joined my shift and received guidance and support from my tutor. I can recall that I struggled with the legal application of stop and search in training school. However, once I was accompanied by my tutor who used conversations to help me identify what aspects I found most difficult. They applied the GROW model (Whitmore, 2017) by first asking me what I wanted to achieve (Goal), encouraging me to reflect on my current knowledge (Reality), helping me consider ways to improve (Options), and finally asking what steps I would commit to (Will). This structure gave me a sense of stability and understanding and helped me to apply this learning to operational policing.

One key example of times where I needed support is when I expressed confusion based on a safeguarding call that I had attended regarding a child that needed to be removed from its parents care through using Section 46 of the children act 1989 where a constable is able “to remove a child from their parents’ care without consent. This step can only be taken when a police officer has reasonable grounds to believe the child is at immediate risk of suffering significant harm” (Johnson Astills, 2018) My tutor who regularly had attended similar calls over her 5 years in the force, took the time to discuss how they had approached similar cases in the past. She encouraged me to build confidence through dealing with such things and reflecting on what had happened. This aligns with Kolb’s Experiential Learning Cycle (1984), where concrete experience leads to reflective observation, followed by understanding and future application. The mentoring relationship created a safe space for me to make mistakes, ask questions, and gradually develop my ability and become more confident in making my own decisions. 

Upon transitioning from classroom-based learning to response based practical learning, I was assigned to a Response team with a designated tutor. Operational policing presented a steep learning curve. One of my first exposures to death was a railway fatality. Although I had received theoretical input, nothing fully prepared me for the reality of managing a grieving family and coordinating emergency services at a multi-agency response. My tutor’s calm presence and structured debrief after the incident served as a form of situational coaching. They provided constructive feedback on my communication style, decision-making, and emotional regulation skills that became vital to my progression.

This experience mirrored Goleman’s Emotional Intelligence model (2013), particularly around self-awareness and social awareness. My tutor helped me understand the importance of remaining composed and empathetic, particularly in emotionally charged situations such as sudden deaths. She did not simply tell me what to do but guided me through a reflective process, empowering me to find my voice and leadership style.

Mentoring and coaching were crucial in helping me meet the organisational expectations outlined in the Competency and Values Framework (CVF). In my second year, I led a multi-agency meeting about a domestic violence case. I was anxious, particularly about speaking in front of senior stakeholders. My sergeant coached me using questioning techniques to help me prepare. They helped me rehearse key messages, anticipate questions, and think critically about the victim’s needs. The successful outcome of the meeting significantly boosted my confidence and helped me to feel more confident in multi-agency meetings. 
While both structured and informal mentoring have played important roles in my development, I have found that each has supported several aspects of my growth. Structured mentoring, such as the formal tutoring during my initial training period, provided a clear framework for learning, with defined goals, progress reviews, and set competencies to meet. This structured support ensured that I built a solid foundation of legal knowledge and operational procedures, which aligned with the performance standards. It also offered consistency and accountability through regular supervision. contrast, informal mentoring often took the form of peer support, and shared learning from more experienced colleagues on shift allowed me to develop softer skills such as emotional regulation, resilience, and situational judgement. These informal conversations, often following difficult calls or high-pressure incidents, felt more personal and enabled me to ask questions I may not have felt confident raising in formal settings. While structured mentoring gave me direction and measurable goals, informal mentoring helped me internalise the values of policing and adapt my approach through lived experience. 



As I progressed into my third year, I became increasingly aware of my responsibility to help and tutor new members of the team. I came into contact with a team member who was struggling after they had made a mistake regarding an offender at a call that we had attended. I emphasised that mistakes are learning opportunities and encouraged her to reflect using the NDM. Providing this support helped reinforce my own learning and modelled the principles of Bandura’s Social Learning Theory (1977). I was then also able to help her rectify her mistake and ensure that she was comfortable with the outcome as I am aware of the stress that this can pose on new officers. 

I now recognise that effective leaders in policing are not just decision-makers, but also enablers. Adopting elements of Hersey and Blanchard’s Situational Leadership model (1969), I aim to tailor my approach depending on a colleague’s experience and confidence level. For example, I adopt a more directive style during high-risk incidents with inexperienced officers, and a more delegative style when mentoring those who demonstrate operational independence. I manage these high-risk incidents better than slow time investigations as I work well in dynamic high-pressure scenarios. 


As my probation period nears its completion, I am strongly considering becoming a shift tutor. Having benefited immensely from my own tutors’ guidance, patience, and encouragement, I now appreciate the value of structured support during the formative stages of an officer’s career. My journey has shown me how crucial effective mentoring is to both individual development and wider team performance. By stepping into this role, I hope to provide the same reassurance, practical insight, and honest feedback that helped shape me into the officer I am today. I feel confident in my ability to explain procedures clearly, model professional behaviour, and create a safe, supportive learning environment in which new recruits feel empowered to ask questions, reflect openly, and learn from their mistakes.

Through varied operational experiences—ranging from critical incidents to multi-agency meetings I have built the emotional intelligence, adaptability, and leadership capacity needed to support others under pressure. I understand the importance of tailoring my mentoring approach to the individual, drawing from models such as Hersey and Blanchard’s Situational Leadership Theory to adjust based on a probationer’s readiness and confidence level. I also aim to promote reflective practice using tools like the National Decision Model, which I now apply instinctively in both debriefs and learning conversations.

Most importantly, I want to contribute to a positive team culture that promotes ethical policing, resilience, and lifelong learning. Reflecting on where I started a timid, uncertain officer overwhelmed by the complexities of the role to where I am now, I feel proud of my growth. Becoming a shift tutor would allow me to close this chapter of probation by helping others open theirs, equipped with the guidance and belief they need to succeed. It is a responsibility I would approach with humility, professionalism, and a genuine passion for developing others.


Over the past three years, coaching and mentoring have been pivotal to my development as a police officer. From structured feedback sessions and informal peer support to guided reflection and real-time coaching in high-pressure environments, each element has contributed to my competence, confidence, and professional identity. Through these interactions, I have met the expectations of the service, contributed to team development, and begun mentoring others. The theories and models discussed—GROW, Kolb’s Learning Cycle, Goleman’s Emotional Intelligence, and Social Learning Theory—have all helped shape my understanding of how people learn, grow, and perform in high-stakes environments. As I prepare to exit probation, I am committed to carrying these principles forward, not just in receiving support, but in offering it to others.
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