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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:
Professionalisation has been a cornerstone of UK policing since its beginning, and this has become a central objective in the modern day where police forces are subject to increasing scrutiny from the public. As a result of this increasing public scrutiny, in 2012 the College of Policing was established. The College of Policing defines itself as ‘an operationally independent body for everyone working in policing, setting standards, sharing knowledge and supporting professional development’ (College of Policing, 2021). The Anti-Social Behavior, Crime and Policing Act 2014, goes on to expand the purpose of the College of Policing, which is to enhance professionalism, safeguard the public, and promote evidence-based approaches to policing (Legislation.gov.uk, 2014). 
The work and changes made by the College of Policing can be seen in standard practices and operating procedures and has significantly contributed to the standardisation of practices in forces in England and Wales. An example of this can be seen in instruments such as the Code of Ethics (College of Policing 2014) which outlines core principles that a police constable should follow in order to maintain professionalism and public confidence and the National Decision Model (College of Policing 2013) which provides guidance on decision making processes that police constables are trained on using when carrying out their duty. 
This essay will critically assess the College of Policing’s contribution to policing by looking at its content, achievements, functions and limitations while also looking at discussions around its use by referencing academic literature. It will also contain personal experiences during my time so far as a police constable in my final probationary year using Gibbs’ reflective cycle (Gibbs, 1988) and how I am working towards the role of a modern professional police officer.
During a routine shift in my final probationary year, I was asked to attend a sudden death incident of an elderly female in the community. I was also informed that her son was already at the scene and was emotionally distressed. While attending, I implemented my training and the ethical standards expected of me as a police constable where I would not only have to conduct an initial investigation, but also treat bereaving family members by showing compassion, dignity and respect. After arriving, I prioritised tending to the grieving son and answering any questions that he had while explaining the process and procedures before conducting my investigation. After being satified that I had tended to the son, I conducted my search of the premises and followed sudden death procedures while logging my actions and keeping my supervisor up to date. Afterwards I tended to the son again and ensured that he was ok before leaving.
While attending the incident, I initally felt anxious and sympathetic to the son as he had lost a close family member. Alongside this, I did not have a significant amount of experience dealing with sudden death incidents alone therefore attending this call proved to be a daunting experience for me. Despite this I feel as though I was able to display professionalism, compassion and respect while carrying out my duty. After dealing with the incident, I felt as though my decision making and emotional regulation reflected the principles laid out by the College of Policing well.
Reflecting on this incident, several aspects of my conduct were positive. I demonstrated empathy, maintained professionalism, and communicated clearly with the family. My actions aligned with the code of ethics, which underpins every decision police officers make, ensuring integrity and fairness (College of Policing, 2014). The National Decision Model also guided my approach, particularly the consideration of the “values” and “information” stages to ensure my actions were proportionate and justified.
However, I also recognise that that my investigative mindset could have been better. As I initially prioritised tending to the son, the investigative aspect was partially delayed. Should this incident have been more complex and required a more in-depth investigation, I would have lost valuable time in securing evidence and documenting the scene. Although I was aware that this was a relatively simple incident to investigate, If I were to change my approach I would have managed the emotional and investigative side of the incident simultaneously to show multitasking skills and situational awareness.
Looking back upon this, I believe that this highlights the struggle of maintaining professionalism in managing emotional incidents as described by Manning and Wood (2025) who emphasise that in complex human situations, policing is not strictly about rule following but requires moral reasoning as well.
This incident demonstrates the primary purpose of the creation of the College of Policing which was to standardise and professionalise policing in England and Wales with its functions including creating a framework of ethics and standards, reworking the education and entry routes of new constables and implementing an evidence-based policing approach. 
Alongside the previously mentioned National Decision Model, one of the most well-known implementations of the College of Policing is the Code of Ethics (College of Policing 2024). Defined as a “statement of the principles and standards of professional behaviour (College of policing, 2024), this framework provides a code of professionalism to policing, creating the view of policing being a regulated profession and positioning the College of Policing as the guardian of integrity within policing. As demonstrated during the sudden death incident, situations such as this provided me an opportunity to display and develop my understanding of the NDM. By using the NDM and primarily the “values” and “information” aspects, I was able to uphold professionalism and investigative knowledge to effectively manage the situation.
[bookmark: _Int_yb7bv23q]The strategic purpose of the code of ethics is primarily to embed standardised ethics into daily decision-making and processes such as appraisals and disciplinary procedures. The effectiveness of this code has also raised questions as reported by the House of Commons Home Affairs Committee (2015), pointing out that as the code is typically non-statutory, it has resulted in uneven implementation across forces in England and Wales where some forces are treating it symbolically, while other forces are implementing it into training and daily use. Similarly, Manning (2025) raises the point that although ethics are embedded and pushed in training, the idea must move past rule following to normalise moral reflection in day-to-day policing. These points show that although the purpose of the Code of Ethics is to offer professionalisation and standardised ethics principles, there are difficulties such as cultural resistance and uneven adoption to navigate first. Linking this to the sudden death incident and my experiences from my probationary period, I have noticed that different officers adopt different methods in dealing with sudden death incidents similar to mine. In my experience, I have worked with officers who prioritise the investigative aspect of sudden deaths and officers who prioritise the compassionate aspect. I feel as though I have been able to draw positives from both of these policing styles to develop my own approaches. Although it is important to remain professional, I feel as though the public respect compassion more in sensitive situations as it demonstrates empathy which is required in these incidents.
[bookmark: _Int_5ARzx6JA]Another strategic function of the College of Policing is the adaptation of the recruitment process and the change in requirements. A highly controversial change in policing introduced by the College is the Police Education Qualifications Framework (PEQF). This change has seen police recruitment in England and Wales separated into three pathways. The first being the Police Constable Degree Apprenticeship, the second being the Degree Holder Entry Programme and the third being a Pre-Join Policing Degree (College of Policing, 2023). The core purpose of these pathways is to raise intellectual capabilities of constables, introduce consistency to police forces and to encourage problem solving and critical thinking skills. Supporters of these new entry routes discuss that the higher standards of education coming into police forces enhances professionalism and by introducing problem solving, research literacy and problem solving to the skillset of police constables, it creates a skilled and educated police force that can manage and deal with the complex requirements of today's society (Bryant et al, 2014). This is further backed up by the College itself that emphasises that the standardisation of new recruits contributes to the overall professionalisation of police forces and assists in introducing a more evidence-based approach from the beginning of a new recruit's career (College of Policing, 2023). Referring back to my experience and particularly the sudden death incident, the PEQF has been very influential in my progression. Through combining policing experience and academic study, I have developed my critical thinking ability which has in turn assisted in my decision making such as what I displayed in the sudden death incident. While critics (Bryant et al, 2014) argue that entry routes based around the requirement for degrees over academies policing. I firmly believe that certain elements of academia encourage professionalisation by providing officers with the ability to analyse their decision making and be able to effectively reflect on their actions as I did after attending my incident.
However, this major change still proves to be controversial. The main questions raised by critics include that of diversity and inclusion. The National Police Chief’s Council (NPCC 2016) argues that the requirement of a degree level qualification could be a deterrence for underrepresented groups and providing an advantage for more advantaged socio-economic groups. Additionally, this could also further broaden the gap between communities and police forces. Pepper et al (2025) also expand on this by looking at the impact of the academic work alongside frontline policing arguing that the strict demands of policing often clash with the academic demand placed on them possibly resulting in lower grades and increased stress. 
Another strategic role the College of Policing has played in developing professionalisation is the evidence-based policing approach. Through initiatives such as the What Works Centre for Crime Reduction, the college pioneered the approach by using it to assist in policy decisions and changes in policing practices (College of Policing 2022). Like the PEQF, Neyroud and Weisburd (2014) argue that the use of evidence-based policing further pushes the professionalisation of forces by providing a knowledge base to officers and guiding the profession towards a professional status similarly to medicine and law-based occupations. This is further supported by online resources and toolkits provided by the College of Policing, giving researchers easy access to information. 
Although there are several benefits to evidence-based policing, Fleming and Rhodes (2017) highlight the culture of an ‘old-school’ style of policing which favors experience over academic research. This deep-rooted culture typically acts as a sort of barrier to the progression of evidence-based policing and its implementation. The Strategic Review of Policing (2022) further expands on this by adding that although the College of Policing has introduced evidence-based policing, its practice remains patchy at this time and its implementation across different forces in England and Wales is varied with some implementing the approach more than others. 
As a serving police officer, the College of Policing places great emphasis on upholding ethical standards while conducting the role and it's important to maintain these standards in my personal development. 
[bookmark: _Int_TofL9zae]The core aspect of the commitment is abiding by the code of ethics which acts as a foundation to decision making and interactions with the public. Through being mindful and practicing the code of ethics, my aim is to uphold public confidence in policing and to represent my force in the community when responding to incidents and engaging with the public. One of the ways I am able to achieve this is through engaging with continuing professional development courses and opportunities. It's through these opportunities which emphasise vulnerability, safeguarding and skills training that I am able to keep up with the changing procedures and practices while also gaining knowledge on areas of the job that I am unfamiliar with. Through attending these courses and development opportunities I am able to contribute to the College of Policing’s strategic vison to create an adaptable and knowledgeable workforce. This applies to the incident mentioned previously as through continuous professional development, I am able to keep up to date with current practices and procedures in managing sensitive situations. Without CPD, attending incidents such as the sudden death without the up-to-date knowledge could show elements of unprofessionalism should procedures not be followed as expected. 
To conclude, In my personal experiences from initial training to my final probationary year, I believe that the College of Policing and its principles have had a beneficial impact on policing and given the constantly adapting changes and challenges that a constable faces in their role and having standardised processes such as the NDM significantly improve the way that constables are able to carry out their duty and manage difficult situations.
The college of policing has also played a pivotal role in the professionalisation of policing by establishing clear ethical standards, promoting evidence-based practice, and reforming education and recruitment. My personal experience during the sudden death incident shows how these frameworks shape frontline practice, influencing decision making, emotional intelligence and professionalism. Through reflective practice and continuous professional development, I have learned to balance empathy with procedure and adapt to the evolving demands of modern policing. (2185 words) 
Task 2
Relevant areas of the National Policing Curriculum: 
Communication Skills, social media, Communication Strategy 
**You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened. ** 
Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives. 
Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing? 
What are the benefits and risks of using social media? 
2000 words (+/- 10%: include your actual word count at the end of each section)

ANSWER: 
Despite its pros and cons, social media is a prevalent part of people's day to day lives whether it's reading the news, checking the weather forecast or posting holiday photos, social media has become a core feature of modern-day communication. In addition to personal use, social media has shaped the way that institutions engage with the public. In the context of policing, UK police forces increasingly recognise the value of social media for community engagement promoting legitimacy, disseminating information and supporting operational policing (Crump 2011; Goldsmith 2015). It’s because of this, police forces increasingly rely on social media to support the principles of neighbourhood policing and to enhance public confidence in law enforcement (The Police Foundation, 2014).

This essay will critically evaluate the implementation of social media in the field of policing and discusses the challenges and benefits of its use by referring to current policies and highlighting instances of its beneficial use. Particularly, this essay will focus on the impact of social media on a public order incident that I have attended during my probationary period within South Wales police and my personal experiences as a neighbourhood's officer using Gibb’s Reflective Cycle (Gibbs, 1988).

[bookmark: _Int_dYgof01G]As a neighbourhood's officer in an extremely anti police area of my force, I often face hostility and conflict on duty. One particular incident that I was involved in was an instance where rumours had spread overnight on social media about a local resident had been accused by other community members of sexual offences against a child. I was initially deployed to a public order disturbance at a property where a large group of people had gathered outside threatening violence to the occupant. Upon arrival, the nature of the disturbance became clear to me that there was a strong likelihood that the matter could easily escalate. The situation required immediate action. Alongside colleagues, we attempted to de-escalate that already aggravated crowd while a containment strategy was put in place. Afterwards, the occupant of the address was evacuated and taken to a place of safety. However, during this time a significant amount of damage had already been caused to the property and the individual’s reputation.

Reflecting upon my initial feelings at the incident I felt concerned for the resident. I also felt a sense of frustration as I knew that these rumours were likely spread maliciously, and I knew that the resident had not been charged for any sexual offences and that this disorder would negatively impact any police investigation. Aware that I did not know the full circumstances of the resident and his current criminal investigations, I was conscious that I must act impartially and professional despite my personal morals and opinions on offences of this nature due to their seriousness.

The positive aspect of our attendance was the visible presence that we provided whilst an action plan was being created to extract the male before any violence occurred, and the main priority was initially to safeguard the resident. On the other hand, the negative aspect of this incident is highlighted in the form of reactive policing and the detection of the misinformation that was spread was missed. By the time that officers had attended the address, the reputational harm had already been caused, and the risk of vigilantism persisted after we had left, and the crowd had dispersed. In addition to this, the reputation of my force had been damaged given the nature of the incident and the perception that my force was protecting a sex offender even though this was not the case.

Prior to this incident and after having time to reflect, I learned that misinformation requires more than a reactive response. My opinions on the matter would be that a proactive approach alongside a reactive response would have been beneficial to prevent the public order in the first instance. Additionally, promoting public awareness on the damages of misinformation and encouraging the challenging of such behaviour is important to mitigate the risk of incidents such as this from arising. Matters such as this tie in to Goldsmith’s (2015) analysis of social media in policing highlighting the damaging effect of social media on the reputation of organisations and individuals if they are not addressed appropriately.

With South Wales Police being Wales’s largest police force by population, the proper dissemination of information is a very important aspect of the expectations of the public. Luckily, there is a plethora of social media sites available to police forces in the UK in the form of Tik Tok for short informative videos to Facebook with its large user base making it ideal for information dissemination. By using sites such as these, Police forces can target specific demographics and reach diverse audiences for example Tik Tok which has a primarily younger user base or Facebook that typically has an older user base.

South Wales Police has gone on to invest significantly in maintaining its strong virtual presence across multiple platforms including Facebook, Tik Tok, X, linked in, YouTube and Instagram (South Wales Police 2025). In addition to this, South Wales Police also operate local neighbourhood pages for different sectors within the force which enables SWP to prevent irrelevant information being passed to unrelated communities. However, by having a social media presence, police forces open themselves up to malicious communication and unwanted comments. It is because of this, forces such as South Wales Police have implemented ‘House Rules’ policies to combat this behaviour. South Wales Police state ‘We want our social media accounts to be safe spaces for all who use them, so we ask that all followers adhere to our house rules’ (South Wales Police 2025). These house rules establish a clear expectation and transparency for police and public social media use when navigating SWP social media pages.

[bookmark: _Int_XazCMCSU]In my personal experiences as a neighbourhood's officer, I have both used and seen social media being use effectively in investigations and community engagement. One of my responsibilities as a neighbourhood's officer is to arrange regular Police and Council (PACT) meetings in the community in which I work. These meetings give residents in the community a change to engage with local police officers and local councillors to voice their concerns around issues in the community. The primary method of communication and advertisement that I use to ensure sufficient attendance at PACT meetings is through social media. By using local Facebook groups and official police social media accounts, I’m able to significantly increase the number of residents I can reach out to in a significantly shorter space of time compared to word-of-mouth methods such as attending residencies around the neighbourhood which is extremely time consuming. By doing this, I am able to advertise the meetings as well as publish the date and time in which they will be held. This assists in information not being lost or any uncertainties surrounding times and dates. These posts are also easily shared among users of the social media platform therefore reaching a wider audience. In addition to the dissemination of information to the local community, I have also used social media to assist in criminal investigations and subject identification. One of the most common uses of social media within policing is the posting of missing persons information. After consent is provided by the missing person's family, police forces are able to create a social media post showing an image and details of a missing person to be published on the primary police force account.

[bookmark: _Int_Bur8qDro]However, despite social media’s perceived benefits, there are challenges that do arise with its use. In addition to South Wales Police’s ‘House Rules’, SWP reinforces its governance of social media use similarly to other UK police forces with Data Protection Impact Assessments (DPIAs). The purpose of DPIAs is to highlight potential risks that are associated with social media engagement (South Wales Police 2025). Risks such as reputational damage, privacy breaches or data misuse can be detrimental to a police force’s public image. These assessments are also used to establish safeguards and preventative measures to ensure the risks are limited and avoided all together. In my experience using social media in my role as a police constable, I have yet to encounter challenges or negative results however I am aware that through the use of a tool as powerful as social media, there can be serious implications associated with its misuse.

Several pieces of literature have also been written on the topic of social media in policing. Reviews conducted on the use of social media by police show that campaigns targeting crime prevention or recruitment can also be amplified at low costs compared to traditional advertising. Further to this, continuous engagement with communities through social media can assist in improving public perception of police forces by showing more legitimacy and demonstrating responsiveness and transparency (Crump, 2011).

[bookmark: _Int_gVGpv8u1][bookmark: _Int_B7lZqpfM]Different engagement strategies have also been reviewed. Wood (2019) refers to a 'meme strategy’ in which police forces such as New South Wales Police in Australia commonly use images of dogs and horses to appeal to different audiences in a less formal manner which is typically expected from police forces. Usually aimed towards modern internet culture through the use of ‘meme strategies’ Police forces are able to reach a younger audience who spend more time online using social media apps such as Instagram and Tik Tok. Examples of this can also be seen in the UK with South Wales Police holding a campaign for feedback on their services by offering surveys via their online accounts. As of recently SWP have seen an increased engagement with their surveys thanks to their implementation of ‘meme strategy’.

[bookmark: _Int_TjSQ8Vus]However, there are also risks associated with the professional use of social media. Goldsmith (2015) argues that due to the perceived fragility of the police’s public reputation, dangers such as misinformation and moderating online discourse on posts can pose risks to this relationship if things go wrong with more open social media accounts. This is highlighted in the public order incident previously mentioned. Incidents such as this show the risk that social media poses to police forces where rumours can begin and before they can be addressed, have escalated into a volatile situation with the potential of causing serious harm. Although difficult to respond immediately to a threat such as this due to data protection concerns and the verification of information, proactive measures should be made in the first instance to attempt to contain the situation by publishing corrective messages or ‘myth busting’ posts. In support of this, research (Meikle, 2016; Crump, 2011) argue that police must become more agile in countering misinformation. In order to improve this approach to misinformation, strategies such as early identification, prompt reassurance posts and coordination with neighbourhood officers can be implemented which in turn encourages a collaborative approach to this issue. Such strategies feed into the College of Policing’s strong emphasis on transparency and accountability. This also highlights literature (Mawby, 2017) stating that social media shows “double edged visibility” for policing. To summarise, it increases transparency however also exposes vulnerabilities in operational procedures.

Following on from this, there are also operational risks that come along with social media use. Online appeals such as wanted persons appeals for outstanding suspects often used to make communities aware of outstanding suspects and to contact police to provide any information as to their whereabouts. The operational risk that comes along with this method is that the suspect themselves can also see the posts and if not already aware of their status, the posts can assist in areas to avoid to further evade police.

To conclude, the use of social media in the policing environment has proven to be a useful tool in every police forces arsenal and the efficient dissemination of information has proven valuable in the promotion of campaigns and assisting in investigations. However, the risks cannot be overlooked as previously mentioned such as the spreading of misinformation and the inability to totally moderate content of official police media accounts and unofficial accounts. This essay has particularly looked at South Wales Police and its management of social media with aspects such as South Wales Police’s House Rules (2025) and policies such as the Data Protection Impact Assessment (2025) creating a solid level of internet governance to manage social media use by the force. Subsequently, incidents like the one described underline the importance of developing community engagement strategies to ensure that the use of social media improves rather than threatens to relationship between the public and police. (2080 words)

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: 
The ability to step up as a leader and demonstrate good leadership skills is essential for police officers to manage situations effectively and take control of high-pressure situations. However, the umbrella of leadership skills is vast, and no single leadership style is universally effective. This is where adaptability is also important to be able to change leadership skills and adapt to specific situations. This essay will critically analyse contrasting leadership styles used in policing while also applying these styles to policing incidents that I have attended during my probationary period as a police officer while reflecting upon them. In addition to this I will also reflect on how I have adapted to leadership styles and changing circumstances supported by relevant theory and examples. 
[bookmark: _Int_x3cjRAXl][bookmark: _Int_sKY1zi1L]During my probationary period, I was deployed to an incident where I was given the chance to show my leadership abilities. In this instance, I was first to attend alongside a PCSO colleague. In brief, an elderly female had contacted the police to report that she had found an old World War 2 explosive in her garden shed which belonged to her late husband. Upon attending, I took leadership of the situation and relayed information to the control room. My priority was to safeguard the female and the residents in the immediate vicinity. To ensure this, I established a plan of action with my colleague to establish an immediate cordon to prevent passage around the area. I then provided my colleague instructions on evacuation procedures and requested additional units to assist. When the units arrived, I established a rendezvous point to make sure that all unit's attending were aware of my plan and that I could provide them with clear instructions. Following evacuation of the local residents, explosive disposal units arrived, and the explosive was safely disposed of. 
Reflecting upon this, at the time of the incident I felt stressed due to this being the first time attending a major incident for me however I knew that I needed to remain engaged as I was designated the officer in charge. Afterwards, I felt a sense of pride that I was able to manage a major incident such as this, and my confidence was significantly boosted knowing that should a similar incident happen in the future, that I would be able to manage it well. 
Directive leadership, sometimes referred to as authoritarian command or command and control focuses on issuing clear instructions, maintaining authority and tightly managing tasks (Roya 1995). Directive leadership can typically be seen in high pressure situations and when consultation is impractical in time critical situations. 
[bookmark: _Int_aPmGkaj1][bookmark: _Int_AGMrBTpe]Directive Leadership was a good style to adopt in this scenario for a number of reasons. Firstly, while attending the scene and in the initial information gathering period after attending, immediate and decisive action needed to be taken. At this time, it is important that a clear action plan is set out and an officer is nominated to manage the situation from the scene. As well as this, directive leadership was necessary due to the limited capabilities of available personnel. As my colleague was a PCSO, he was not equipped the same as myself and had different training and knowledge in dealing with situations such as this. It is due to this and that there were only two officers at the scene, a directive approach was required to control the initial management of the scene. Thirdly, frameworks such as the National Decision Model (NDM) (College of Policing, 2022) emphasises a swift and effective response to policing incidents. Taking this into account, a directive approach was necessary in order to establish early cordons and begin the evacuation process promptly.
Looking back, I feel as though there were clear strengths in my leadership ability and in emergencies such as this, adopting a directive approach allowed me to effectively manage and dictate the situation by coordinating with my colleagues, control room and other attending agencies. However, a directive approach to a situation such as this one could also be seen as a weakness where the directive approach can sometimes discourage colleagues from providing alternative solutions. Additionally, Fielder’s contingency theory (1967) argues that task orientated leadership is most effective in dangerous and unstructured environments which correlates to the early stage of the incident. However, the model also suggests that as structure increases, leadership should adapt. Reflecting upon my experience, an improvement I would suggest is to also adapt my leadership alongside the adapting situation.
Going forward, taking what I learned from this incident to develop my leadership skills. To do this, some steps I will take are to enhance my emotional regulation to remain calm at incidents and not allow stress to dictate decision making. In addition to this, I will try to seek structured feedback on my leadership by speaking to colleagues and using their feedback to improve.
[bookmark: _Int_ECW3ScF4]Transformational leadership in the context of policing can be seen as a way to promote individual thinking and problem-solving skills to address larger issues but primarily focuses on motivating people through vision, support, and innovation (Bass and Avolio, 1993; Densten, 1999). In community policing this is crucial where there are several moving parts in community issues that require a joint approach with partner agencies and community representatives. One particular instance where I have seen this play a part in my role as a neighbourhood's officer was during an increased number of youth antisocial behaviour occurrences over a long period of time involving two large commercial premises. To summarise, statistics were showing an increased level of antisocial behaviour in a car park located on a small retail estate in the community that I am responsible for. It was evident that the antisocial behaviour was escalating to the point where the businesses were struggling to operate as a result. 
To address the matter, I was given resources and time to address the key factors that enabled this behaviour. In response, I arranged for a police advisor to attend the area to identify enabling factors that attracted antisocial behaviour such as enclosed spaces, free Wi-Fi zones and insufficient street lighting. Following this, I invited the store representatives and the advisor to a joint meeting to address these concerns in the hopes of brainstorming a plan to implement by encouraging open discussion and listening to concerns. The result of this meeting was agreed procedures followed by additional funding to increase street lighting, limit enclosed areas and the disabling of the Wi-Fi. Shortly after these implementations, there was a noticeable decline in antisocial behaviour at the premises allowing the business to operate safely and efficiently. 
Looking back at this, after I was assigned the task, I was initially apprehensive about taking on what I perceived to be a large challenge and due to my inexperience and young age at the time, was not confident that I would be able to effectively solve the issue. However, after speaking to the police advisor, my confidence improved and I was eager to work towards the solution. It was at this point where I decided that a transformational leadership approach would be the most suitable strategy to use. As opposed to a directive approach, it was evident that a more collaborative approach was needed to be able to draw on each team member's expertise and knowledge. 
[bookmark: _Int_DgGCLCT0]This links in with Cockroft’s (2014) description of transformational leadership being linked to cultural change in policing. However, there are some issues that are prevalent. In reality, although officers and community representatives may engage positively in meetings, some officers did voice concerns and doubts from their experience managing situations such as this. The general doubt expressed is that the measures that were spoken about seemed too soft and a harder approach may have been more effective. This reality supports Cockroft’s (2014) concerns that with transformational leadership, those involved may change visible behaviours such as being more community focused during meetings however their deeper cultural attitudes may disagree with this.
[bookmark: _Int_XRiv3XLD]Reflecting on my experiences, the duties of my role as a neighbourhood's officer change on a daily basis depending on demand. However, thanks to the constantly changing and dynamic nature of policing, I am able to develop and adapt my leadership skills in various circumstances which is crucial to managing situations and acting as a leader as discussed by O’Neill (2023) who stated that adaptability is crucial in neighbourhood policing strategies. 
This flexibility is reflective between the previously mentioned scenarios. During the major incident involving the explosive, a directive and task focused approach was required. This proved effective as it provided clarity, ensured safety and coordinated multiple resources quickly in a dynamic circumstance which directly aligns with Fiedler’s (1967) contingency theory which states that task-oriented leadership is best suited to structured, time sensitive situations. Directive leadership approaches also cater to fast paced emergencies, task focused and structures scenarios where a top-down chain of command is typically utilised. However, faults have been identified surrounding colleagues limited feedback or solutions because of the directive approach. 
In contrast, the antisocial behaviour matter positively displays the use of community driven and participative approach. Through the inclusion of external parties such as the police advisor and store representatives, I encouraged collaboration and teamwork between all parties to tackle a common problem which resulted in a significant decrease in antisocial behaviour in the area. This accurately portrays the principles of transformational leadership as described by Bass and Avolio (1994), where motivation and a shared goal drive action and positive results. Alternatively, to directive approaches, transformational leadership typically caters to discussive, people focused and slower scenarios where joint effort and collaboration as opposed to a chain of command structure. Despite this, transformational leadership also proved to have its difficulties in the form of cultural values within policing as mentioned by Cockroft (2014) which was seen in colleagues' doubts. 
[bookmark: _Int_7sEnge67]Taking these contrasting leadership styles into account and reflecting on the incidents that prompted these responses, this flexibility has allowed me to respond effectively to a range of scenarios and issues. Additionally, flexibility allows me as a neighbourhood's officer to engage with communities that I work in and gain the trust of the residents and my colleagues. Building upon these skills I will need to constantly practice leadership and communication with my colleagues in various situations in order to develop further competence. 
[bookmark: _Int_dhYRzS3X]In conclusion, police officers must possess leadership skills in order to carry out their role effectively. Often acting alone or with a single colleague, leadership is vital in taking control of a high-pressure situation as expected by members of the public. Through the implementation of leadership styles such as situational leadership and transformational leadership, officers can demonstrate flexibility when needed and provide an effective service in various situations and circumstances. However, if using leadership styles, officers must also be aware of drawbacks that come alongside such as cultural resilience or being perceived as too directive which could have a negative effect on relationships with communities or colleagues. (1823 words) 







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: 
Coming to the end of my three year probationary period as a police officer I have had a chance to fully reflect on my career this far. During my tutorship and probation, I feel although I have made good progress in my competence and knowledge of the role while also developing skills such as my professionalism, conflict management and my general confidence. In my experiences, through mentorship and operational experiences I have been able to develop my resilience which has shaped this period for me and allowed me to achieve both personal and operational goals. This reflective essay will reflect upon the role of mentoring and coaching during my probationary period. I will reference and draw upon existing theories frameworks and definitions. Additionally, I will include the effect of feedback and draw upon my experiences receiving and giving feedback to demonstrate continuous professional development. I will also address how I have used mentorship models and my experiences to meet personal, professional and organisational goals while developing my competence as a police officer. 
Although mentoring and coaching appear to be very similar concepts, both serve different functions in the field of policing. According to Clutterbuck (2014), mentoring is a relationship in which a more experienced individual supports the learning and development of a less experienced colleague, offering guidance, advice and role modelling. However, in policing mentoring can be seen as relationships between trained tutors or more experienced police officers as well as line managers who provide support and wellbeing care while offering feedback on development opportunities. 

Alternatively, coaching can be viewed in a different manner. Coaching is typically focused on improvement and prompting reflection among the students. Whitmore (2010) defines coaching as “Unlocking a person's potential to maximise their own performance”. In the policing context, coaching can be seen as developing skills such as decision making, leadership and communication. This development can be prompted by reflective feedback and questioning prompting the student to give themselves feedback and justify their decision making thereby making the student identify mistakes and positives rather than being told them. This ties into the College of Policing's framework of competencies and values emphasising accountability, judgement and professional development College of Policing (2024).  
From my experiences, there have been clear differences between coaching and mentoring. I found that during my mentoring period, I was given instructions on how to manage situations and then feedback on my results and observations from my mentor. After my initial 3 months mentorship and gaining independence, I was given support and coaching primarily on my workload where I was given more opportunities to reflect upon my work due to my then independence. This coaching enabled targeted skill improvement from weaknesses that I identified myself. This has significantly benefited be as it has provided me with independence and reassurance in my role while also knowing that support is available for me when needed. Hopefully in the future I will be able to mentor newer colleagues and pass down valuable knowledge that I learned during my mentorship period. 
Developed by Whitmore (2010) in his publication of ‘Coaching for performance’ Whitmore refers to the GROW model as a tool to be used for development and mentorship. GROW provides a framework for a coaching session, a conversation, a meeting or a project and is the best-known coaching model in the world today Culture at Work (2020). The model separates mentorship into four sections titled Goal, Reality, Options and Will. In summary, the model focused on the solution rather than the problem making the student ask questions such as ‘what do you want to achieve in X amount of time?’, then establishing the reality of the goal, followed by what options are available to achieve this goal and finally what the student will do in order to complete the goal. I feel as though this applies well to policing and although may not be as applicable to isolated incidents and occurrences but more towards career progression and competency achievement. This model is useful as it does not rely on clear instructions from the mentor but relies on accountability and self-reflection from the student.

Additionally, to the GROW model, another relevant mentoring model is Kolb’s Experiential Learning Cycle (McLeod, S. 2025). This model is relevant to policing where an aspect of the model describes experiences as an encounter for learning. The model details that when a learner encounters a concrete experience which is unfamiliar to them, the learner must then reflect upon the experience with a mentor to discover potential new insights into dealing or managing the unfamiliar experience. Following that, the learner gains a more concrete understanding and can employ the new insights into the next unfamiliar experience. By following this model, the learner then develops experience and can implement different approaches to similar situations. This model emphasises the importance of reflection and encourages a developing experimental approach rather than linear approaches in dealing with new experiences. To put this into context with my experiences, during my mentorship I faced an unfamiliar situation were a decision had to be made whether to arrest a female for a minor offence. However, the female was a single mother and if arrested, would not have anyone to take care of the children. Given the circumstances and the offence, the decision was made not to arrest the female and take a restorative approach. Upon reflection of this incident with my tutor, I gained valuable insight into his experience in dealing with similar situations and that a liner approach is not always the most appropriate. Following this experience, I developed my own approach to situations such as this and experimented to develop my personal way of problem solving. 
An example of this mentorship model can be seen in my experiences as a neighbourhood's officer during my probation. During this period, I have developed in interest in the disruption of drugs and organised crime. Seeing this, during a one-to-one meeting regarding my progress, I was asked what I plan on pursuing in the neighbourhood's umbrella within the team. I then had a chance to reflect upon my work and my interests and set myself goals to further develop my knowledge in organised crime with the hopes to eventually transfer to a dedicated department. I set myself realistic goals and through the GROW model, I have a realistic progression goal that i can track and develop my competencies. 
[bookmark: _Int_Eda3YwK4]During my probation I aim to develop my professional goals where I aim to develop my specific policing skills such as my investigation management, leadership and knowledge of legislation. In order to achieve this, I implement models such as the previously mentioned GROW model which assists in setting targets and goals to achieve and have a measurable progression in my role. I also aim to develop competencies required by the College of Policing (2024) and their competency and values framework specifically emotional awareness and taking ownership of my actions.

In addition to my professional goals, I also aim to develop my personal goals and skills such as my communication, my resilience and my decision making under pressure. I feel as though I have been able to develop these skills well since passing my mentorship period and being given independent patrol status as I have been given opportunities to manage situations myself and independently without clear instructions relying on my decision making and discretion.  
As of recently, the organisational goals of South Wales Police have become more relevant to my role as a neighbourhood's officer with an increased emphasis on community engagement and the ‘community policing model’. I aim to achieve the goals set out by my organisation by developing my core policing principles as outlined by The College of Policing (2024) which are courage, respect, empathy and public service. I aim to develop these skills which I learned during my tutorship as a neighbourhood's officer and contribute to the overall goal of my organisation. 
During my probation period I received a lot of feedback both negative and positive. This feedback has played a vital role in my development where I have ensured that I do not make the same mistake twice but also use the opportunity to reflect on how I can improve. A model that supports this is the Johari Window model (Communication Theory 2014). This model developed by American psychologists Joseph Luft and Harry Ingham in 1955, specifically, the model outlines the idea of the ‘blind spot’ where information about you can be seen or noticed by others without you being aware. The ‘blind spot’ is then reduced through feedback as a result of effective communication with others. An example of this can be seen during my initial mentorship period where I received feedback on managing stressful situations. The feedback from my mentor was that I was visibly stressed doing high pressure situations which could be attributed to making decisions before thinking and taking in more information. After receiving this feedback, I began to notice this behaviour myself when dealing with similar situations. I then took on board this feedback and used it to remain calm and make informed decisions which in turn helped with my conflict management skills.  
In addition to receiving feedback, I also believe that it is important to provide feedback to colleagues. Through doing this it gives me the opportunity to develop relationships with my colleagues and build trust and transparency. Reflecting back on my probation period, the feedback that i was given directly improved by skills as a police officer therefore I believe it to be important to provide colleagues with less experience with similar constructive feedback that received. However, although feedback is typically welcomed, there may be instances where colleagues may be reluctant to listen and may perceive feedback as criticism. Because of this I feel as though it is important to structure feedback to provide it in a constructive way to prevent colleagues from misinterpreting the feedback as an attack. 
To conclude, looking back at the time between my current position and my mentorship period, I feel as though throughout my career as a police officer I have developed personal and professional skills that have directly benefited my progress. Aspects such as positive and negative feedback have given me the tools to improve upon mistakes and build upon my strengths when attending incidents. Through implementing models such as the GROW model and the Experiential Learning Cycle, I have been able to meet personal goals of confidence, conflict management and resilience while also working towards my professional goals of communication and emotional regulation. In summary, my probation has laid the groundwork for continuous professional development and mentorship, and coaching will continue to play a part in my role as I become increasingly competent while also transferring my knowledge to upcoming officers with less experience who are going through their own mentorship period. (1803 Words)
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