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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:

I recall attending a domestic incident whereby a male had assaulted his female partner. When dealing with this incident, I relied on the College of Policing’s domestic abuse direction to inform my decisions and ensure a victim focussed response (College of Policing 2020). That moment highlighted for me how strategic frameworks and roles influence frontline practice. At the heart of the College of Police remits lies an establishment of consistent standards across all 43 forces in England and Wales (House of Commons Home Affairs Committee, 2016). Through the Code of Ethics, the College of Policing conveys clear behavioural expectations for officers and staff (College of Policing, 2014). Personally, I’ve found the Code of Ethics is vital when managing ethically troubled decisions such as balancing enforcement with safeguarding during domestic incidents. Crawford and Evans (2012) argue that such methodization is central to the professionalisation project, controlling local variance and developing public confidence. 

The second pillar of the College of Policing’s strategy is leadership and workforce development. Its national centre for Police Leadership offers coordinated programmes that equips sergeants, Inspectors and chief officers with strategic thinking skills and resilience (College of Policing, 2024). Reflecting on my own progression going forward as I enter my final year of probation; the recognized promotion courses can help me frame compound incidents like assessing the risk at domestic violence incidents within evidence based frameworks. Brown and Moore (2015) highlight that consistent, approved training reinforces legitimacy, enabling officers to justify decisions to both the public and the courts.

The College of Policing What Works Centre for Crime Reduction and its practice bank drive the implementation of interventions supported by research which can promote evidence-based practice (College of Policing, 2024). When attending and dealing with the domestic incident, I consulted the practice summary on risk assessment tool, ensuring the use of a DASH (Domestic Abuse, Stalking and Harassment) questions aligned with best evidence. Reiner (2010) cautions that policing can lapse into reactive routines, by contrast, the College of Policing highlighting on evidence-based tactics combats refusal and fosters improvement across forces. The Code of Ethics (College of Policing, 2014) does more than determine conduct, it serves as a reach when the public’s trust is delicate. During victim interviews and statements, I intentionally framed my language around the College’s core values of integrity, courage, and respect. (Loftus, 2009) Observes that a fixed ethical framework can help officers challenge sociological pressures that can wear down legitimacy. For me, that guidance was essential in preserving professional boundaries and displaying to victims that their safety and dignity were vital. 

Strategically, the College of Police operates as an arm- length body under the Home Office Framework, balancing independent standard-setting with governmental supervision (HM Government, 2019). Its cooperation with HMICFRS (His Majesty’s Inspectors of Constabulary and Fire & Rescue Service) ensures forces are reviewed against the College of Policing standards, creating criticism that drives constant improvement. The Governance architecture supports accountability, ensuring that strategic goals translate into substantial performance gains. Despite its advances, the College of policing faces persistent challenges. Brown and Moore (2015) note that achieving genuine reliability across varied local contexts remains elusive. Furthermore, limited funding limits the roll-out of advanced research initiatives. To address these gaps, the College of Policing might deepen its partnerships with academic institutions to co-produce the next generation of frontline tools and expand digital learning platforms to reach remote or under resourced areas. 

As I approach the final year of my probation period within the police, I have become ever more aware of the evolving expectations placed upon modern professional police officers. The role now extends far beyond traditional policing duties, requiring emotional intelligence, procedural fairness, trauma-informed practice, and community engagement. My recent involvement in responding to a domestic incident provided a critical opportunity to demonstrate how I am personifying these principals in practice. Domestic incidents are exceptionally complex and emotionally charged, often involving vulnerable individuals who may be experiencing trauma. During the incident that I attended, I ensured that my initial approach was calm, non-threatening, and empathetic, acknowledging the importance of psychological safety for victims. This aligns with the College of Policing’s guidance on trauma-informed policing, which highlights understanding the impact of trauma on behaviour and communication (College of Police, 2022). When I attended this incident, I applied active listening techniques and avoided judgemental language, allowing the victim to feel heard. Research by Goodman et al. (2016) stresses that victim satisfaction and cooperation are considerably improved when officers display empathy and patience during initial contact. By prioritising the victim’s emotional needs, I contributed to a safer and supportive environment, which is a key part of modern policing. 

Effective communication is a cornerstone of modern policing, particularly in volatile domestic settings. During the incident I used de-escalation techniques such as open body language, calm tone and tactical pauses to reduce tension. Research by Engel et al. (2020) highlights that officers trained in de-escalation are more likely to resolve incidents peacefully and reduce use of force. My ability to manage conflict through conversation rather than dominance reflects the shift toward relational policing and community trust building. In managing the incident, I was mindful of the principles of procedural justice, ensuring that all parties were treated with dignity, given a voice, and understood the process. Tyler (2006) argues that perceptions of fairness in policing are critical to public trust. I explained each step of the process clearly to both the victim and the alleged perpetrator, strengthening transparency. This approach not only de-escalated tensions but also demonstrated my commitment to making impartial and ethical decisions. As a probationer, I am aware that my conduct sets the foundation for my professional identity, and I endeavour to uphold the standards expected of me as a modern police officer.  

Identifying that domestic incidents often require a multi-agency response, I promptly initiated safeguarding protocols and liaised with social services and domestic abuse support organisations. The modernising of policing agenda highlights the importance of partnerships working to address the root causes of harm (HMICFRS, 2020). By coordinating with these external agencies, I ensured that the victim received holistic support beyond that immediate incident. This collaborative approach reflects the shift from reactive policing to proactive problem-solving, as advocated by Goldstein’s (1990) problem-oriented policing model. It also demonstrates my understanding of the broader social context in which domestic abuse often occurs and my role in facilitating long-term safety and well-being.

Modern policing demands an understanding of diverse cultural backgrounds and the ability to respond with sensitivity to individuals from all different communities. During the domestic incident, I was very mindful of cultural norms and any potential language barriers, adjusting my communication style to ensure both clarity and respect. According to Rowe (2020), cultural competence is vital for reducing bias and enhancing legitimacy in policing. By demonstrating inclusivity and cultural awareness, I reinforced the principle that policing must serve all members of society. When attending the incident I activated my body-worn camera to capture what happened and to establish transparency and accountability. The body-worn video has been shown to reduce complaints and improve officer conduct (Ariel et al., 2015). This reflects the growing emphasis on evidence based policing, where decisions are informed by research and validated tools (Sherman, 2013). My use of the body-worn camera demonstrates a commitment to professional standards and informed practice. 

After the incident, I engaged in reflective practice by reviewing my body-worn footage and discussing the case with my Sgt. Shcon (1983) describes reflective practice as essential for professional growth, allowing practitioners to learn from experience and adapt their approaches. I identified areas for improvements, such as improving my questioning techniques and extending my understanding of coercive control dynamics. This commitment to self-improvement is indictive of moder officers’ ethos, one that values learning, adaptability, and emotional intelligence. As I near the end of my probation, I am increasingly confident in my own ability to critically evaluate my performance and incorporate feedback into any future practice. 

The final year of my probation as a police officer has been a period of profound professional transformation, particularly evident during my response to a high risk domestic incident. Originally focused on procedural compliance and personal safety, my role has evolved to encompass nuanced, and collaborative safeguarding. This essay employs (Gibbs, 1988) and Brookfields lenses of critical reflection (Brookfield, 1995) to analyse how my decision-making, responsibilities and interpersonal skills have now changed. Gibbs cycle outlines six stages- description, feelings, evaluation, analysis, conclusion and action plan that structure reflective practice (Gibbs, 1988). By methodically moving through these stages, I can critically evaluate and examine my learning and development to identify how my role has changed.  Brookfield purposes four critical lenses – self, peer, theory and student (In my case, the public) to integrate assumptions and power dynamics within practice (Brookfield, 1995). Applying Brookfields framework allows me to recognise how organisational culture, and my personal biases influenced my early responses to domestic incidents. 

Description – I attended the domestic incident involving an assault. Initial risk indicators included some visible injuries, alcohol use and a history of DV at the same address (College of Police, 2014). 

Feelings – At first, I felt hesitant and anxious, heavily relying on the senior officer’s direction. By my final probation year, I am experiencing greater confidence in de-escalation techniques and safeguarding protocols. 

Evaluation – Early in my probation, my primary focus was victim and offender separation and evidence gathering. Now I prioritise the welfare of any children, emotional support to the victim and liaising with children’s services (Home Office, 2013). 


Analysis – This shift reflects departmental training on trauma informed policing and Multi-Agency Risk Assessment Conferences (MARAC), which emphasises victim empowerment and cross-agency partnership (Maguire & John, 2006). Incorporating this theory into my practice expanded my role beyond enforcement to include advocacy and referral. 

Conclusion – My evolving approach helped improve victims trust, reduced any repeat callouts, and strengthened multi-agency relationships. However, trying to juggle paperwork and emerging leadership responsibilities can be challenging. 

Action plan: 
· Pursue accredited training in mental health. 
· Shadow a detective for advanced investigative skills. 
· Engage in peer-led workshops on restorative justice techniques. 

I believe I have experienced many changes in my professional role. When conducting risk assessments in my early probation I used to be very checklist driven, making binary decisions (Arrest or warning). Now in the final year of my probation, I conduct dynamic assessments, taking into consideration long-term safeguarding and possible repeat victimisation (College of Police, 2014). When attending previous incidents, my communication was often very direct and using formal language. I have since become more empathetic and used motivational interviewing to encourage any disclosures and safety planning (Smith, 2020). 

When decision making in the initial stages of my probation, I would be heavily reliant on fixed procedures and my senior officers. As I have progressed, my decisions became independent, discretion-based balancing legal powers with child protection requirements (Home office, 2014). When working with partner agencies I used to be restricted to radio calls and referral slips. When I progressed and attended specific based training, I then became more calculated in my participation in MARAC, using joint visits with social workers and information-sharing agreements (Maguire & John, 2006). In regard to my self-development, I used to place my focus on officer safety and law knowledge, however as time has gone on I now focus on leadership within my team, mentoring new joiners and tutoring them in order to develop them as police officers. The workforce Transformation narrative highlighted a shift towards evidence-based standards, new career pathways and increased leadership skills across the service (Cunningham et al., 2018) As a probationer I have: 

· Undergone the Police Constable Degree Apprenticeship (PCDA), incorporating academic learning on trauma-informed interviewing with real-world domestic abuse investigations. 
· Applied the Competency and Values Framework in my assessor review, aligning my conduct and decision-making with nationally agreed professional standards. 
· Engaged in leadership workshops focusing on communication, resilience and well-being, improving my own ability to lead teams during high -pressure incidents.  

Reflecting on the incident, I can see how clearly the College of Policing’s strategic interventions from standard setting, ethics, leadership and training and research equip officers to deliver effective policing. Its role as the UK’S professional body is essential in uniting disparate forces under a shared vision of trusted, evidence-led service. As policing evolves, the College must continue adapting its strategy, ensuring that every officer has access to the latest knowledge, skills and ethical frameworks needed to safeguard and serve. The modern professional police officer is expected to be a lot more than just an enforcer of the law. They must be a guardian of public trust, a facilitator of safety and a reflective practitioner. My response to a recent domestic incident illustrates how I am actively working to fulfil this role through trauma informed engagement, fairness, multi-agency collaboration and reflective learning.  A critical reflection has also revealed a clear path from a reactive enforcer to a proactive, trauma informed safeguarding practitioner. By applying the Gibbs cycle I have understood how theory, policy and personal growth act together to reshape my own policing style.

Word count: 2168 
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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:

In the digital era, social media has become imperative for police forces seeking to inform, engage and collaborate with communities. As a response officer at Gwent Police, I have utilised social media platforms to broadcast urgent updates, promote policy initiatives, and foster transparent discussion. My practice is guided by Gwent Policies official social media policy, which balances transparency with professional conduct and of course community safety. This essay highlights my experiences through an operational lens, supported by academic literature and references on policing and digital engagement. 

Gwent Police’s social media community Guidelines set from Gwent Police (2025). 

· Permissible content: Incident updates, appeals, court results, and positive stories. 
· Prohibited content: Spam, discriminatory language, victim identification, violent or obscene material. 
· Enforcement measures: Hiding/deleting comments, blocking users, retaining evidence for investigation. 

Additionally, the Office of the Police and Crime Commissioner (OPCC, 2024) issues Social Media Terms and Conditions, stressing that social channels are not for emergency reporting and setting use age requirements (13+). These documents ensure: 

1. Consistency across all platforms
2. Protection of victims and ongoing proceedings
3. Compliance with each platform’s own community standards 

Compliance to this police framework underpins my professional engagement and alleviates legal reputational risks. 

When dealing with a variation of different incidents and calls, I have used social medial platforms such as Facebook and Instagram to post any immediate updates, safety instructions and to gather intelligence on subjects. Brainard and Edlins (2015) highlight that well-timed, transparent communication via social media helps to build public trust and also helps to reduce any misinformation. In one instance, expedited Facebook posts allowed members of the community to share critical sightings, which assisted a rapid resolution. Social media transforms one-way broadcasts into more interactive conversations. Crump (2011) argues that two-way communication on policing platforms improves both legitimacy and responsiveness. I frequently monitor comments and any direct messages, collaborating with the communications team to address potential queries. This real-time feedback allows us to perfect tactics, for example modifying patrol times in response to community reports of antisocial behaviour. 

I start each shift by reviewing local Facebook community pages and Twitter feeds to obtain real-time insights into possible emerging issues. Setting up key word alerts such as “burglary in Newport” or “missing teen Newport” allows me to quickly spot reports from members of the public and obtain a better understanding of the emerging situation. This proactive approach algins with Crumps (2011) who found that social media monitoring often enhances police responsiveness and awareness. When I identify credible posts, I liaise with my colleagues to verify the details and, if necessary, issue official updates for appeals via the correct channels. 

One of the most urgent uses of social media I have led involved a high risk missing person. This was a 14 year old girl with known mental health vulnerabilities. Within thirty minutes of receiving the report from the reporting person, I liaised with our communications team to draft a public appeal. I obtained parental consent to share the missing persons photo online. We then posted the photo and details of the Misper concurrently on Facebook and X (Formally Twitter) to maximise reach across many demographics. The post reached countless users, and a member of public responded with a credible sighting which then led to her being located. This aligns with Meijer and Thaens (2013), who argue that rapid digital distribution in policing improves operational effectiveness and therefore public trust. “Social media enables police to communicate directly with citizens, bypassing traditional media filter” the Meijer and Thaens (2013). 

High risk mispers often require collaboration with mental health services, social workers, and other safeguarding teams. Social media can facilitate real-time coordination by tagging relevant agencies and sharing messages. Mergel (2013) describes this as “networked governance” where digital platforms enable seamless inter-agency communication. For example, during a case involving a suicidal individual last seen near a railway line. I helped coordinate with British Transport Police and Samaritans which helped to prevent duplication of effort and guaranteed consistent public updates. 

Following a sequence of commercial burglaries across Newport, I utilised social media platforms, mainly Facebook and Instagram to identify suspects, gather evidence and engage with the public when assisting with enquiries. The burglary involved forced entry into a commercial store with a large number of items stolen. In this investigation traditional methods such as door to door canvasing and CCTV review did not offer any physical evidence. This prompted the incorporation of open source intelligence from social media. I began by scanning local Facebook groups for any posts referring to stolen goods. Within 48 hours a user posted cigarettes which matched the description and quantity that was stolen from the store. The photos were taken in a room with an identifiable wallpaper, which matched the background of a known associate of the victim. “Social media marketplaces are increasingly used to fence stolen goods, making them valuable sources of investigative leads” (Wall, 2015). 

Furthermore, I then used Instagram’s location tagging and searched for posts near the burglary site during the time window of the crime. One user had posted a story showing themselves walking past a property shortly before the incident. Metadata from the image confirmed the timestamp and location, placing the individual at the scene. Katz & Barash, (2016) highlight that geotagged content can provide critical spatial and temporal evidence in criminal investigation. Following this I issued a public appeal via Gwent Police Twitter account, asking residents to share any footage or any suspicious activity. This led to a tip off from a neighbour who had captured a blurry image of a person jumping a fence. The image was shared on Facebook and within hours a user identified the individual as someone previously involved in petty theft. “Social media appeals can dramatically increase public participation and tip generation” (Williams & Burnap, 2016). 

The suspects Facebook profile revealed connections to others with previous burglary convictions. By mapping these associations, I built a digital network of potential accomplices. One of them had even posted a celebratory image with the caption “New gear” which matched the stole goods. Mavor & Wardle (2018) explain that social network analysis helps identify criminal networks and behavioural patterns. Following this all relevant posts, images and metadata were archived using secure digital evidence tools. Screenshots were timestamped and stored in accordance with Home Office guidelines to ensure admissibility in court. Smith (2017) stated that correct digital evidence handling is fundamental for legal proceedings. Social media use therefore played a pivotal role in solving this burglary case. From identifying stolen property and locating suspects to engaging with the public and preserving the evidence. Platforms like Facebook and Instagram provided actionable intelligence that traditional methods could not. However, this approach also required careful navigation of privacy laws and misinformation risk. 

Another example of when I have used social media was when a resident in Newport had reported that their high end bicycle had been stolen from a local train station. Traditional methods such as witness statements and house to house enquiries led to no immediate leads. However, by monitoring the local “Buy and Sell” Facebook groups I was able to uncover a suspicious listing matching the description of the bike (Mavor and Wardle, 2018). The seller’s profile contained additional images geotagged within two miles of the theft location. There was also a username that correlated with open-source electoral roll data. This digital evidence enabled a more rapid intervention, and the offender subsequently got arrested and charged for the offence. 

There are many advantages of using social media in policing that both benefit members of the public and police officers too. Social media allows real-time intelligence which enables officers to monitor unfolding incidents as they occur. This is often done before traditional channels report them, allowing faster deployment of resources and early suspect identification (Wall, 2015). Enhanced community engagement, such as public appeals and crowd sourced investigations on platforms like Facebook and Twitter enable greater two-way communication with the public. This helps to generate tips and eyewitness accounts that supplement formal enquires (Williams & Burnap, 2016). Metadata implanted in posts and images provides a precise location and time for the information, helping investigators reconstruct crime scenes and track suspect movements without relaying solely on CCTV coverage (Katz & Barash, 2016). 

Automated monitoring tools can reduce the resources required for patrols and conducting surveillance by flagging relevant posts and keywords, optimising budgetary and personnel deployment (Meijer & Wessels, 2019). Archiving software can capture and timestamp posts before they are deleted or edited, maintaining the integrity of digital evidence and streamlining the chain of custody process (Smith, 2017). Cross referencing social media intelligence with CCTV records, witness statements, and other open source data provides a multidimensional evidence base that strengthens investigative findings (Mavor & Wardle, 2018). Analysing social media trends helps identify emerging threats such as organised shoplifting rings or gang related activity so that proactive policing strategies can be established (Willams & Burnap, 2016). 

Although social media has its benefits, Trottier (2012) cautions that rushed updates risk misinformation. To prevent this Gwent Police (2025) mandates that only cooperate accounts share operational details; personal accounts must avoid professional commentary. I follow a protocol requiring supervisory approval for sensitive posts, ensuring accuracy and appropriate context. Policing in public digital spaces can also blur personal and professional boundaries. Crump (2011) notes potential conflicts when officers engage informally online. Gwent police addresses this by

· Requiring staff training on digital professionalism.
· Reserving the right to block inappropriate comments.
· Clarifying that personal posts are separate from force positions. 


I abide by these rules, using designated work accounts exclusively for policing purposes to maintain clear boundaries. 

Furthermore, Respecting victim privacy and confidentiality is essential. Policy guidelines prohibit naming victims or revealing any personal data (Gwent Police, 2025). This aligns with the College of Policing’s Code of Ethics, which mandates integrity and respect for human rights (College of Police, 2024). I ensure that all content is vetted for privacy compliance before anything is posted online. Ting (2012) highlights that scraping personal information from social media raises significant GDPR compliance challenges and ethical concerns around mass surveillance of innocent bystanders. 

Norris, Lishner & Huss (2019) explain that rumours, hoaxes and misidentified individuals can proliferate online. This can divert investigative resources and potentially damage reputations if not rigorously vetted. The sheer volume of daily posts requires complex analytic platforms and specially trained personnel to filter all the relevant content. This can be costly and time consuming to maintain (Meijer & Wessels, 2019). Smith (2017) mentions that defence teams frequently contest the authenticity of social media screenshots and metadata without established digital forensics protocols, potentially undermining cases. A big disadvantage of social media is that vulnerable or older populations may not engage with it or use the platforms. This then leads to an underrepresentation of certain communities in crown sourced intelligence pools (Ting, 2012). 

Using social media as a police officer in Gwent has become an essential part of modern policing. Offering both strategic and functioning advantages in tackling crime and engaging with the community. Platforms such as Facebook, Twitter and Instagram allow officers to gather open source intelligence (OSINT), identify suspects, and recover stolen property with both speed and precision. In burglary investigations, for example monitoring local buy and sell groups has proven effective in tracing stolen goods and linking offenders to digital footprints (Wall, 2015; Katz & Barash, 2016). Public appeals posted on social media often generate a rapid response, eyewitnesses and even photographic evidence, which can be a crucial in progressing enquiries (Williams, M.L & Burnap, 2016). 

Beyond investigations, social media strengthens community relations by adopting transparency and trust. Regular updates, crime prevention advice, and interactive questions help to bridge the gap between officers and the general public. This makes policing more accessible and responsive (Meijer & Wessels, 2019). However, this digital approach is not without its challenges. Officers must navigate misinformation, privacy concerns, and the legal admissibility of this digital evidence (Ting, 2012; Smith, 2017). This risk of the misidentification and data overloads also requires careful management and ongoing training (Norris, Lishner & Huss, 2019). In Gwent, both the responsible and strategic use of social media has enhanced our ability to solve crimes, protect the public and build deeper community ties. As technology evolves, so too must our techniques, ensuring that digital tools are used ethically, effectively and in line with the public expectations (Mavor & Wardle, 2018). 
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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:

Flexibility in leadership is the capacity to modify one’s approach to shifting situational demands and balancing authority with empathy and collaboration. In policing, this adaptability is critical because officers often confront swiftly evolving scenarios where rigid adherence to a single style can compromise safety, integrity and public trust (Hersey & Blanchard, 1969). During high stake incidents such as domestic disturbances, leaders must rapidly transition from commanding presence to supportive engagement as the situation commands. Such agility not only optimises outcomes but also underpins ethical policing by ensuring that tactical requirements do not overshadow victim welfare and of officer’s well-being. By foregrounding flexibility, police leaders can better navigate the complex interplay of risk assessment, legal protocols, and human dynamics that characterise domestic calls (Home Office, 2020). This essay critically evaluates my use of flexible leadership during specific domestic incidents and then analyses the broader strategies and styles that I have developed over time to manage diverse operational contexts.

Policing demands a leadership approach that goes beyond simple command and control. Situational Leadership Theory argues that effective leaders tailor their style to both task complexity and follower competence, alternating between directive coaching, supportive, and delegative behaviours (Hersey & Blanchard, 1969). In an incident context a new officer expecting detailed guidance benefits from directive oversight, whereas an experienced officer will thrive under a delegative style that empowers their independent problem solving. By matching leadership behaviours to officers’ readiness levels, assessed through training records, incident exposure, and demonstrated judgement. This way supervisors can accelerate competency development and maintain operational coherence during everychanging scenarios. 

Transformational leadership further enriches policing models by highlighting inspirational motivation, intellectual stimulation and individualised consideration (Bass & Riggio, 2006). A Sgt applying transformational techniques might articulate a compelling vison for community engagement, challenging officers to devise creative crime-prevention strategies, and mentor subordinates based on career aspirations. This model fosters real commitment to public service rather than mere compliance with procedures, which is crucial for sustaining morale amid high stress and unpredictable pressures. Research shows transformational practice enhances trust within teams and between police and communities, thereby improving information and crime-solving efficiency (Goldstein, 1990). 

Contingency and Path-Goal theories refine adaptive policing by considering situational variables beyond follower readiness. Fielder’s contingency theory suggests that leadership efficacy hinges on the fit between style (task vs relationship-oriented), leader member relations, task structure, and leader position power (Fielder, 1967). In well structured investigations with clear legal protocols, a task-orientated leader guarantees procedural reliability; conversely, in community consultations where trust is fragile, relationship-oriented leaders builds legitimacy. Path-Goal theory suggests directive, supportive, participative or achievement orientated behaviours to remove subordinate obstacles to goal attainment (Northouse, 2013). By integrating these frameworks, modern police leaders craft a dynamic repertoire, swiftly issuing orders during volatile incidents, then turning to participative problem solving in neighbourhood forums. This then aligns leadership style with policing demands. 

During a late evening domestic incident call, I was confronted with a highly volatile scene. The victim barricaded behind a locked hallway door while the offender was brandishing a blunt object. Recognising the impending threat, I immediately assumed a directive leadership stance issuing clear and concise commands, assigning my colleague to maintain verbal contact with the offender and instructing another to prepare less lethal options (Hersey & Blanchard, 1969). This decisive clarity prevented any hesitation and ensured coordinated positioning, signalling firm authority to the offender. This momentarily paused his aggression and therefore bought us critical seconds for negotiation. 

As tensions escalated, enhanced directive oversight with listening techniques from the Path-Goal Theory, mirroring the suspects concerns and validating his emotions to lower is hostility (Northouse, 2013). Positioning myself behind cover, I monitored his non-verbal ques while requesting a negotiator and mental health support via the control room. I demonstrated an empathetic yet controlled approach (Home office, 2020). Throughout, I maintained precise radio communications ensuring that I was updating threat levels and repositioning officers according to the dynamic risk assessment matrix. This was to make sure that every team member remained informed and adaptable to shifting dangers (Flin & Mitchell, 2009). When the negotiators de-escalation tactics succeeded in persuading the offender to lower his weapon I transitioned into supportive leadership. I calmly explained each subsequent step to the victim to alleviate her anxiety and foster cooperation (Northouse, 2013). Empathetic questioning encouraged a fuller disclosure of prior abuse patterns. This enriched the investigation with critical contextual detail. The caring approach highlighted that tactical authority need for compassion, victim centred engagement strengthens evidence gathering and preserves dignity. 

Following the offender’s removal, I shifted into a coaching and delegative style to employ specialised expertise. I guided a more junior officer through evidential photography, offering real-time feedback on framing, lighting and the chain of documentation (Bass and Riggio, 2006). Meanwhile, I delegated crime-scene processing to the forensic unit and assisted in safeguarding by organising a multi-agency meeting, including social services and victim advocates to develop a comprehensive safety plan and also initiate a restraining order (Goldstien, 1990). By entrusting these functions to skilled professionals, I was able to maximise efficiency and empowered subordinates to exercise independent judgement. 

I then applied an achievement orientated Path-Goal approach setting explicit objectives for evidence integrity and victim protection then formally recognising each team’s accomplishments during a structured debrief (Northouse, 2013). Photographs of the entry points, blood spatter analysis and audio recordings body-worn cameras were all secured to forensic and evidence standards. Meanwhile the safeguard plan ensured both the victims immediate and long-term welfare. Celebrating these milestones not only reinforced procedural excellence but also boosted team morale after a high-stress encounter (Bass & Riggio, 2006). This integrated multi phased response, shifting fluidly from directive crisis management to empathetic engagement and specialised delegation. This demonstrates the pivotal role of leadership flexibility in policing. By blending rapid decision making with collaborative communication and expert empowerment, I achieved both operational control and victim-centred care, setting a model for adaptive leadership in complex, high takes environments. 

In the aftermath of the incident, I convened a structured debrief to capture lessons learned, support officer well-being and refine future tactics and leadership methods. Guided by the Home Office recommendations for critical incident management, I helped facilitate an open forum where team members can share observations on communication, decision making speed, and equipment efficiency (Home Office, 2020). At the same time, I integrated a peer-support component, encouraging officers to reflect on their emotional responses and normalising the need for psychological aftercare. By modelling my own vulnerabilities and discussing my own stress threshold during negotiations, I fostered a culture within my team whereby seeking support from professionals became the norm rather than a stigma. These reflective processes not only reinforced resilience but also developed adaptive expertise, ensuring the team internalised both success and shortcomings. Inserting this continuous improvement cycle underlines that leadership flexibility extends beyond active incidents into systematic learning and welfare initiatives. This then strengthening our capacity to respond effectively to future domestic incidents (Home Office, 2020). 

Implementing situational leadership in the domestic call required continuous assessment of both subject matter complexity and team readiness (Hersey and Blanchard 1969). As the incident’s outset, uncertainty about the aggressor’s intent and the victim’s condition demanded a high directive style synchronise officer actions. As those variable stabilised, I reduced directive behaviours and introduced supportive language alighting with Path-Goal Theor’s prescriptions to shift style when follower confidence increases (Northouse, 2013). This fluid adjustment not only optimised resource utilisation but also migrated the risk me burning out through balanced command involvement. 

Transformational leadership principles guided my supportive and coaching phases. By articulating as clear mission and prioritising victim safety and evidence preservation I inspired other officers to embrace procedural rigor beyond mere compliance (Bass & Riggio, 2006). Fielder’s Contingency Theory underpinned my macro lever leadership adaption, recognising that my formal role as a leader, I deployed task oriented behaviours when rapid decisions were critical, then transitioned to relationship orientated approaches to consolidate team cohesion post incident (Fielder, 1967). By diagnosing the situational favourableness, leader member relations, task clarity, and authority level, I calibrated my style to domestic call’s distinct phases. This dynamic fusion of models ensured that leadership actions were not only technically sound but also human centred, fostering both operational success and organisational resilience.  

My leadership has evolved to address a spectrum of operational contexts, beginning with high pressure scenarios. Specialist training in dynamic risk assessments, drawing on Flin and Mitchell’s framework for competence in high-risk environments has improved my ability to filter critical cues, prioritise officer deployment to meet the allocation times, and modify tactics in real time (Flin & Mitchell, 2009). By conducting rapid pre-incident briefings that outline objectives, hazards and contingency plans, I reduce cognitive overload during implementation. Moreover, I solicit immediate feedback from my colleagues through radio, check ins, enabling micro adjustments to recourse allocation and tactical posture- as situations evolve. 

Community policing represents a second strategic domain. Guided by Goldstein’s problem oriented model, I convene neighbourhood meetings and multi-agency forums to co-design crime reduction initiatives. By adopting participative leadership style, inviting residents to propose solutions and recognising their contribution publicly, this allows me to foster trust and create actionable intelligence. This relational focus not only improves legitimacy but also distributes problem solving responsibility across community, creating sustainable partnerships that sustain beyond any single incident (Goldstein, 1990). 

Inter-agency collaborations and crisis leadership comprise further dimensions of my strategy. When coordinating with fire, ambulance and local authorities during in major emergencies, I apply Path-Goal participative behaviours to include partners in decision making, ensuring clarity on roles and recourse sequencing (Northouse, 2013). In large scale evacuations or critical incidents, I aim to achieve oriented leadership, setting explicit performance targets such as evacuation timeframes, casualty triage targets, and safe zone establishment. Celebrating milestones, even minor ones like successful civilian extractions, sustains morale, focus under prolonged stress (Bass and Riggio, 2006). These strategies, grounded in theory and practice, equip me to load effectively across the full spectrum of police challenges. 

Critically evaluating my leadership during a domestic violence incident has revealed the essential role of flexibility. By integrating situational, Transformational, Contingency, and Path Goal Theories, I was able to orchestrate a seamless transition from directive crisis management to empathetic victim engagement and empowering coaching. This adaptability maximised safety, elevated victim cooperation and accelerated subordinate development, all while preserving public confidence in police professionalism (Hersey & Riggio, 2006). Beyond individuals’ incidents, the leadership strategies I have hones being tactical decision making, community engagement, inter-agency collaboration and crisis command underscore the complex demands of modern policing. Each strategy draws on theoretical foundations to navigate operational complexities, whether filtering sensory overload under fire or eliciting citizen participation in neighbourhood crime prevention (Flin & Mitchell, 2009; Goldstien, 1990). The capacity to pivot between directive authority and participative partnerships defines contemporary officer leadership. 

Sustaining this flexibility requires ongoing reflective practice and scenario based training. Regular after action reviews, cross agency exercises, and mentorship programmes will reinforce the nuanced judgement required to diagnose contexts and apply appropriate leadership into organisational culture, police forces can enhance operational effectiveness and reinforce the social contract that underpins public safety. 
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

Joining the Police entails a fundamental transition from civilian life into a role surrounded by complex legal responsibilities, dynamic operational demands and profound ethical considerations (Dickety,2025). The three year probationary period operates as an intensive socialisation process, designed to teach new officers with procedural knowledge, tactical competence and the resilience necessary to navigate unpredictable environments (Colle of Police, 2025). During this transformative phase, structured mentoring and coaching interventions have provided a dual support mechanism. Mentors offer accumulated institutional wisdom and cultural insight, while coaches facilitate targeted performance enhancements through reflective dialogue and action planning (Whitmore, 2009; CIPD, 2023).

 This essay critically examines how the integration of mentoring and coaching has underpinned my personal development, professional capabilities and contributions to organisational objectives. It draws on important definitions and contemporary theoretical frameworks from Kram’s developmental relationships (1985) and Kolb’s experimental learning cycle (1984) two Grant’s transformation of coaching paradigm (2017) and the cognitive apprenticeship model (Collins, Brown & Newman, 1989) two contextualise these interventions within policing. The discussion also evaluates the role of structured feedback process is, highlighting the use of the SBI model (MacDougall, 2022) and 360° reviews (Crossley & Jolly, 2012) in fostering continuous improvement. Finally, it reflects on tensions encountered in aligning mentor leads with formal training mandates and proposes strategies for enhancing coherence between developmental guidance and organisational policy. 

Mentoring is best characterised as a sustained mentee centred relationship where a more experienced police officer imparts professional advice, support and access to networks, thereby accelerating growth across multiple dimensions (Kram, 1995; Clutterbuck, 2014). Within the UK policing, the College of policing (2025) defines mentoring as a confidential partnership through which experienced officers convey operational tactics, ethical frameworks and tacit cultural norms often absent from formal curricula. Coaching, by contrast, is a structured, goal orientated intervention focused on enhancing discrete capabilities through inquiry, reflection and deliberate practise (Whitemore, 2009; CIPD, 2023). Whereas mentoring typically addresses long term career trajectories and identity formation, coaching engagements employ models such as GROW which stands for Goal, Reality, Options and Will 2 clarify objectives, diagnose current performance realities, explore alternative strategies and secure commitment to action (Whitmore, 2009; Dembkowski, Eldridge & Hunter, 2006). In place in practise, these complementary approaches function in tandem, mentors immerse recruits in the implicit cultural logic of the organisation (Dickety, 2025), while coaches sharpen operational competences self-awareness against explicit performance metrics (Boon, 2015; Wankhade & Wier, 2015) 

Contemporary policing development programmes draw on established theoretical models to ensure systematic, evidence based application of mentoring and coaching. Whitemores (2009) GROW model provides rigorous structure for coaching conversations, facilitating measurable performance gains through progressive goal setting and reality cheques. Grant’s (2017) transformation of coaching paradigm integrates principles from positive psychology such as strength based inquiry and resilience building to foster leadership identity on well-being among officers. Cognitive apprenticeship, as articulated by Collins, Brown and Newman (1989), underpins many formal mentoring schemes by embedding new police officers in authentic work contexts, enabling the transmission of tacit knowledge through modelling, scaffolding and guided reflection. Kolb’s (1984) experiential learning cycle comprising concrete experience, reflective observation, abstract conceptualisation, and active experimentation serves as the pedagogical backbone for critical incident debriefs, with mentors and coaches guided mentees through iterative cycles of insight and practise (Cockcroft et al, 2022). These frameworks are reinforced by scholarship on work based assessment ( Al-Eraky & Marei, 2016) and reflective practise (Crossley & Jolly, 2012), ensuring that developmental interventions remain aligned with rigorous adult learning principles in policing competency standards. 

On a personal level, mentoring and coaching have fostered significant gains in self-efficiency, emotional intelligence, and resilience. Early in probation, high stakes scenarios such as managing volatile public disorder all responding to mental health calls triggered acute stress responses. My mentor provided a safe, confidential space to debrief, normalising emotional reactions and modelling reflective techniques that mitigated rumination (Clutterbuck, 2014; FCN, 2023). Alongside coaching sessions structured around the GROW framework enabled me to set SMART objectives four physical fitness, mindfulness and peer support engagement (Whitmore, 2009; College of Police, 2025). Through reality assessments, we identified existing coping strategies and brainstormed alternatives such as structured breathing exercises informed by neuroscience (Grant, 2017) before committing to fortnightly action reviews. This integrated approach reduced my self-reported stress levels, boosted my physiological readiness for frontline duties and instilled a resilient, growth orientated mindset that reframed set box as learning opportunities (Whitemore, 2009; MacDougall, 2022). 

Professionally, the collaboration of mentoring and coaching accelerated the skill level of my investigative protocols, community engagement strategies and leadership behaviours. Under my mentors guidance, I participated in ride along experiences with specialist teams such as CID, cyber crime and traffic applying cooperative apprenticeship methods to observe expert level interviewing and have a dental decision making (Collins, Brown & Newman, 1989; Dickety, 2025). Parallel coaching interventions addressed precise skill gaps in written and oral communication.  Employing the situation-behaviour-impact feedback model, my coach highlighted instances of clear, concise reporting while pinpointing ambiguous freezing that risked evidential challenge (MacDougall, 2022). Subsequent practise scenarios and action plans resulted in an increase in my arrest file quality scores reflecting a tangible lift in professional competency (Blower et al., 2019; MacDougall, 2022). 

From an organisational perspective, structured mentored and coaching have enabled direct contributions to key force objectives, including enhancing Community Trust and streamlining operational response. Coaching workshops on the escalation grounded in models such as SCARF (Rock, 2008) informed the design of the neighbourhood policing pilot that reduced average emergency call response times (Ramshaw, Silvestri & Simpson, 2019). My mentor facilitated access to community liaison forums online which helped Co production initiatives that improved police legitimacy among underrepresented groups (Cockcroft et al., 2022; FCN, 2023). By mapping my developmental goals against the national police promotion framework, I aligned leadership and ethical decision making competencies with coaching objectives and mentor in discussions. This was in order to reinforce succession planning on leadership depth within the force aiming to promote to Sergeant in the future (College of Policing, 2025’ CIPD, 2023). 

The integrated application of mentoring and coaching has acted as a catalyst for continuous learning and performance enhancement. Through the lens of Kolb’s experimental lunar cycle (1984) every operational deployment became an opportunity full structured reflection. Critical incidents and warrants were followed by debriefs in which meant doors prompted articulation of tacit insights and abstraction of general principles (Cockcroft et al., 2022; Crossley & Jolly, 2012). My mentor and coach then translated 3 insights into targeted development plans, employing regular progress reviews to ensure accountability and adaptive recalibration of objectives (Grant, 2017). This dual track process accelerated my attainment of advanced skills ranging from dynamic risk assessments in public order situations to applying restorative justice principles and community policing beyond the scope of standard probationary curricula (Dickety, 2025; Wankhade & Weir, 2015). 

Furthermore, the reciprocal nature of mentoring where I coached new recruits on foundational procedures reinforce my own learning and underscored the value of peer led development networks. Consequently, my performance evaluations exhibited an upward trajectory across all core competencies, positioning me as a experienced officer capable of mentoring others while maintaining frontline readiness (Boon, 2015; Al-Eraky & Marei, 2016). Building on interagency coaching exchanges, I systematically integrate these multi-disciplinary insights into my reflective practise, map in each debrief against Kolb’s (1984) experimental learning cycle. Drawing on Vygotsky’s (1978) concept of the zone of proximal development, I collaborated with mental health practitioners to help assist and advise officers with modelling self-regulation strategies and social learning behaviours (Bandura, 1977). This code delivered approach accelerated my capacity to triangulate risk assessments, craft adaptive safety plans and mentor peers. Buy on legend these sessions with Lloyd and Hastings (2011) reflective practise matrix, identified recurrent cognitive biases such as confirmation bias and implemented targeted cooperative reframe and exercises, resulted in more nuanced decision making under pressure. 

Effective feedback constitutes to the requirement of both coaching and mentoring, serving as the primary mechanism for communicating developmental insights. I have cultivated a feedback culture by adopting the SBI framework detailing the situation, behaviour an impact to anchor conversations in observable events rather than personal traits (Macdougall, 2022; Clutterbuck, 2014). When providing feedback, I align observations with policy reference from the College of policing and operational standards, thereby minimising defensiveness and fostering a collaborative dialogue focused on solutions. To solicit feedback, I deploy 360° surveys encompassing peers, supervisors and community stakeholders, followed by facilitating debriefs that integrate multi source perspectives (Crossley & Jolly, 2012) uncovers blind spots this comprehensive approach and enhances shared accountability for performance outcomes. I log feedback themes in a dedicated professional development record, categorise them by competency domain and develop smart action plan’s with my coach for targeted improvement (Whitemore, 2009; CIPD, 2023). By reframing feedback as actionable data rather than personal critique, I maintain a growth oriented mindset that continuously refines my practise and support sustained professional advancement (Grant, 2017). 

Additionally, embedded feedback skill building into probationary training ensures officers develop a feedback orientation that values learning over evaluation (London & Smither, 2002). During shift handovers I introduced feedback where colleagues were able to get concise takeaways from the previous shift using Hattie and Timperley’s (2007) feed up feedback feedforward framework. This approach not only reinforced critical incident insights but also normalised upwards feedback to supervisors, strengthening trust and flattening barriers. Overtime call leagues reported an increase in perceived usefulness of this feedback, demonstrating that a deliberate feedback culture enhances both individual performance and collective accountability (Seijts & Latham, 2005; MacDougal, 2022). 

On my three your probation, the integrated mentoring coaching framework emerges as the singular driver for my evolution from recruit to emerging leader. Cognitive apprenticeship within mentoring relationships enabled rapid absorption of knowledge through observation and modelling, while GROW base coaching insured these insights were translated into concrete performance enhancements (Collins, Brown & Newman, 1989; Whitemore, 2009). However, tensions arose when mentor provided heuristics diverged from formal training protocols, necessitating explicit boundary setting and coordination between mentor and training leads (Cockroft et al., 2022). Moreover, balancing the confidential nature of mentoring with organisational duty of openness required upfront agreements on information sharing and documentation (College of Police, 2025). These challenges underscore the need for a cohesive governance framework to harmonise mentor and coach roles, aligning all developmental guidance with current legislation, ethical standards and strategic force priorities. Despite these complexities, the partnership between mentoring and coaching has proven indispensable l in cultivating the strategic agility, ethical discernment and self-awareness demanded by 21st century policing (Ramshaw, Silvestri & Simpson, 2019; Wankhade & Weir, 2015). 

My 3 year probationary period demonstrates that deliberate integration of mandatory and coaching. I'm good in robust theoretical constructs such as cognitive apprenticeship, experiential learning and transformation coaching constitutes a powerful level for individual, professional an organisational advancement. Mentoring entrenched me within the unwritten norms and practise of the force, while coaching dialogues sharpened my performance, accountability and resilience (Dickety, 2025; Whitmore, 2009). Structured feedback process is amplified these gains by ensuring that developmental insights will be captured, actioned and tracked overtime (MacDougall, 2022; Crossley & Jolly, 2012). As policing landscapes evolve encompassing cyber enabled threats, community co production and restorative justice embedding culture of paid mentoring and coaching across all ranks will be essential for sustaining operational excellence, fostering adaptive leadership and securing public trust. Investing in such development not only accelerates beginner officers transition into autonomous practitioners but also cultivates resilient and reflective practitioners capable of navigating the complexities of modern policing (College of Police, 2025).  
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