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Task 1

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

**You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.**  



Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.

Critically reflect upon how your final year of probation has seen your role as a police officer change. 


Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.



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


The professionalisation of the UK police force has become a central theme within UK policing reforms over the last decade. The formation of the College of Policing in 2012 displayed a nationwide movement towards evidence-based, accountable, and a consistent policing model across the nation (Martin, 2021). As the role of the police officer has changed significantly in recent years with the police now responding to several different incidents including those that are not related to crime, mental health cases, missing people, and with the ever-evolving world of technology this again shapes how the role of the police officer has adapted. With the ever changing demand of the police, the College of Policing have set the standards and created the programme to professionalise the police forces of England and Wales. This essay critically evaluates the College of Policing’s role in the professionalisation of the UK police force, examining strategic frameworks including the strategic policing requirement, the policing vision 2025, the workforce transformation 2018 and the College of Policing’s five year strategy. This essay will utilise the Borton’s model of reflection (The University of Edinburgh, 2024) to critically evaluate the College of Policing’s role in professionalising the police service in the UK throughout. This essay will also analyse how these frameworks have influenced my development as a police officer, during my final year of the probationary period.
The College of Policing was developed following raising concerns surrounding inconsistencies of standards of policing and training, and limited coordination as a national police force (Neyroud, 2011). The College of Policing outlines the national standards, promoted evidence based policing, and at the centre ensures that policing is ethical (College of Policing, 2025b). Central to this is the Police Education Qualifications Framework (PEQF) which was introduced to provide graduate level entry routes into policing, ensuring that policing was developing to be a knowledge based profession (Wood, 2018).
The College of Policing also introduced the Competency and Values Framework which sets out to embed behaviours such as integrity, impartiality, and public service into the performance and promotion process (College of Policing, 2024a). In my probationary period, the Competency and Values Framework have structured my assessments and both operational reviews and professional discussions with my line manager. At the start of my probation, my role was predominantly focused on procedural compliance and being exposed to several new situations and scenarios. However, now I am in my final year, the expectations of myself have developed towards demonstrating critical thinking, decision making, and ethical reasoning aligned with the Competency and Values Framework.
The Strategic Policing Requirement highlights national threats including terrorism, serious and organised crime, and cybercrime (Home Office, 2023). During my probation, this has led to several mandatory learning and intelligence awareness sessions regarding organised crime groups (OCG’S), county lines operations, and several other intelligence bulletins relating to other serious crime and threats. The Strategic Policing Requirement brings frontline policing in line with national security awareness, reinforcing the need of more than just reactive responses to incidents.
The Policing Vision 2025 similarly emphasises the need for digital capability, workforce flexibility, and public legitimacy (National Police Chiefs Council and Association of Police and Crime Commissioners, 2016). As there is an ever increasing use of digital evidence due to technological advancements, including body worn video (BWV) cameras, data systems, and programmes used by the police. My final year in probation reflects this modernisation agenda by the continued use of BWV, data systems, and programmes as there are continued learning opportunities to allow officers to progress and broaden their skill set further than that of traditional policing styles.
The Workforce Transformation 2018 aimed to develop capabilities and professional leadership pathways within the police service of the UK (College of Policing, 2022). Throughout my final year of probation, I have observed clear pathways and structured continued professional development requirements both of which display that the expectation of policing is not static, but it is developing daily to match the ever changing challenges faced by the local communities and further afield.
The College of Policing’s corporate strategy (2024-2026) prioritises a change within the culture of the police, improved standards, and regenerated public trust (College of Policing, 2024b). These priorities have provided an outline for conversations with my supervisors, framed performance reviews, and has highlighted the ongoing ethical expectations during my work as a police officer.
Professionalism within policing involves standardising knowledge, ethical codes, and improving accountability (Lumsden, 2017) across the entire of the UK police force. The College of Policing have done this by standardising the entry pathway into policing careers and providing a streamlined education programme across the UK with the implementation of the PEQF and Competency and Values Framework. However, it is argued that professionalisation within policing remains partial due to officers lacking full autonomy when making decisions when compared to other fields of work such as medicine or law (Martin, 2021).
With evidence led investigations being promoted by the College of Policing and evidence led investigations being at the forefront of modern-day policing within the UK, there is a significant cultural shift happening within the UK police service. Sherman (2013) argues that when research is integrated with practice this enhances the legitimacy and effectiveness of the outcomes. Throughout my final year of probation problem solving during investigations and live incidents, including patrol strategies and safeguarding referrals, all increasingly rely on analytical reasons rather than pure experimental knowledge built from my experience as a police officer. The use of analytical reasoning demonstrates professional growth as a police officer and builds upon my experience that had already been developed. However, implementation of this is uneven across policing due to ongoing operational demand and pressure, along with depleted recourses in some areas of the UK, which in turn raise the workloads of officers and therefore limiting the application of structured evidence-based approaches due to officers being overwhelmed by numerous ongoing investigations. This displays the pressure between force policies and operational reality. 
The College of Policing’s ethical guidance and Competency and Values Framework have placed legitimacy as central to policing (College of Policing, 2024d). When responding to incidents involving vulnerable people, I now consciously apply proportionality and necessity tests rather than reverting to default enforcement tactics. This shift from enforcement based approaches to now using an ethically reflective practice highlights professional development and maturity. 
The Strategic Policing Requirement and Policing Vision 2025 encourage officers to think more critically, especially when working under pressure. The College of Policing’s strategies reiterate this vision, advocating digital literacy, problem solving frameworks, and a public centred approach to policing, shadowing the Peelian principles (Andrews, 2025). The Policing Vision emphasises the modernisation of practice is inseparable with the College of Policing’s work to maintain it’s standards and support the implementation through tools, learning opportunities, and professional guidance (College of Policing, 2024d).
In my final year of probation, I have become more aware of how incidents in the local community of which I police have a connection to the broader reaches of crime on a national scale and how the wider safeguarding networks and partner agencies can support those impacted by crime. This wider view of the impacts demonstrates the alignment with the national priorities of policing and reinforces my personal transition from a student officer, to being confirmed in rank as a fully-fledged Police Constable.
Professional identity has since shifted from when I was at the start of my policing journey where the emphasis was to learn on the job, to now in my final year of probation where professional demands lead to judgement and leadership while attending incidents and mentoring new colleagues who are at the start of their policing careers. This reflects the Borton’s ‘So what’ stage of the model of reflection (The University of Edinburgh, 2024) where I am not working under supervision alone, but I am contributing to organisational standards and reinforcing positive policing cultures.
Professionalisation within policing is ongoing. The College of Policing’s strategy (2024-26) puts an emphasis on improving and rebuilding trust, strengthening standards, and promoting evidence-based investigations (College of Policing, 2024b). Looking onwards from my final year of probation, I need to ensure that I continue to develop as a police officer. I aim to do this by actively engaging with continued professional development sessions to broaden my scope of policing into specialist roles by attending attachments with such teams, and contribute in reflective learning not only with my supervisor but with my peers also to ensure well rounded team learning continues.
I intend to improve my digital investigative enquiries and skill set, in line with the Policing Vision 2025 technological priorities (National Police Chiefs Council and Association of Police and Crime Commissioners, 2016). I also aim to engage with research and practice new updates and findings into evidence-based decision making and investigations (Sherman, 2013). I will also continue to mentor and support new student constables who are within their probation to not only assist their development but also reinforcing Competency and Values Framework values and the professional standards and cultures within the police service. 
Professionalisation must not become performative, it requires authenticity from the officers, a commitment to ethical conduct, reflective supervision, and leaders who are held accountable for not only their actions but those of their teams also. As I move forwards in my career, coming out of probation and developing into an officer who is confirmed in rank I recognise that professionalism is shown through consistent decision making, positive community engagements, and promoting and adhering to national standards for police officers. 
Using Borton’s model of reflection (The University of Edinburgh, 2024), this essay has critically evaluated the College of Policing’s role in the professionalisation of policing in the UK. The College of Policing has standardised education, ethics, and competencies of police officers through the PEQF and Competency and Values Framework. Both the PEQF and Competency and Values Framework are aligned to strategic frameworks including the Strategic Policing Requirement, Policing Vison 2025, and the Workforce Transformation.
These reforms have reshaped my professional outlook during my final year of probation. I feel I have increased autonomy, a wider ethical awareness, and strategic thinking when not only dealing with incidents but when working within the communities I police daily. There are still challenges which remain surrounding the consistency of implementation and wider operational pressures which inevitable impact upon police officers working on the front line. 
With continued engagement through continued professional development sessions, ethical leadership, and evidence-based practice professionalisation will be sustained, if not improved across the UK police service. Ultimately, the College of Policing has significantly advanced the professional standpoint of policing within the UK, although the overall success of the professionalisation of the UK police force depends on continued cultural embedding and the commitment of individuals from the rank of constable all the way up to the chief constables of their respective forces. 
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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:

[bookmark: _Hlk219723593]Social media has become a powerful tool in modern day policing. Social media platforms such as Facebook, Instagram, WhatsApp, and Instagram are allowing police forces to share important information messages quickly, to a widespread audience. Such platforms are enabling forces to communicate with the local community, promote strategic initiatives, and raise awareness regarding ongoing operations or incidents that are happening locally to an audience that would previously be unreachable in such short timeframes. This essay will critically evaluate the use of social media by police forces in modern day policing, using an example of a major incident of a large road traffic accident as the main topic where social media was used to inform the public and the benefits, and downfalls of using social media in this situation. This essay will not only explore the opportunities that social media allows by informing the public and engaging with local communities, but the limitations and possible risks of using social media in a modern-day policing environment. This essay will use the Borton’s reflective model (The University of Edinburgh, 2024).

The evolution of social media has reshaped the way in which the police interact with the public, by sharing information and engaging with the communities in which they police. Police forces across the United Kingdom have used social media more in recent years, following the uptake in the general public’s use of social media. Police forces are using social media to inform the local communities, and wider public, about crime in the area, support networks available, to negate any misinformation that has been shared, and to promote ongoing or upcoming initiatives that are happening in their area (Bullock, 2017). There is an emphasis on the need for accurate, transparent, and ethical communication which is shared in a timely manner to maintain the trust of the local communities (College of Policing, 2016b). Social media platforms offer the public a two-way communication outlet to engage with the police and to receive live updates relating to incidents that are happening locally. Although there are several benefits to the use of social media, there are also significant risks associated to it’s use, including misinformation, reputational harm to the force, and the sharing of potentially upsetting news that may lead to disengagement from local communities. 

A large road traffic collision (RTC) displays an example or when the early use of social media is used during a major incident. A major incident is an incident where there are serious consequences requiring one or more emergency service to respond (JESIP, 2025). This RTC demonstrated the risks associated with the use of social media, such as misinformation and rumours being shared, and the role in which the police played in correcting such misinformation and engaging with communities both during and after the incident (Kershaw, 2023). This essay will use this incident as an example to highlight the strengths and weaknesses of social media in modern day policing.

Throughout the RTC incident, rumours were made, shared, and exaggerated online with much speculation surrounding what had happened and who was involved. There were significant community tensions between the police and the public and the misinformation being spread was increasing an already agitated community. The majority of the claims online were untrue and as a result this increased the upset to the local community through false reporting (Kershaw, 2023).  Police forces, including South Wales Police, use social media platforms such as Facebook to prevent this misinformation from being shared and correct rumours that are already being spread. The use of local beat pages, and a wider whole force page, allows for communication to be shared with a large audience almost instantly which far outweighs the traditional methods of information sharing through the media (Dharun Kumar, Sc and Communication, 2024).

Real time updates from the police during major incidents, such as large RTC’s, have previously been limited to televised news, newspapers and press releases from police forces. Social media has completely changed this, allowing for immediate updates, advising public to avoid areas, reducing speculation surrounding incidents, and providing reassurance to the wider community. Throughout this RTC incident where a main road through the local area was closed for some time. The police were able to provide real-time updates to the public contributing to trust, transparency, and developing relations with the local community (Educational Wave Team, 2025). Due to police forces utilising social media, the public expect such updates for any incident that is ongoing in their local area.

However, the faster that information messages are shared using social media outlets by the police, the higher the chance of misinformation being shared or that certain information is shared too soon. Any inaccuracy such as this risks negatively impacting upon the publics trust and confidence in the police. False media outlets sharing such misinformation further contribute to a fall in the public’s trust (Cohen, 2025). The balance of releasing information quickly but accurately is an ongoing challenge for modern day policing.

Social media engagement is more than just information sharing. Information sharing is a one-way communication without allowing the public an opportunity to reply and engage with the police. The use of the police’s social media accounts encourages communication between the community and the police by providing another way for them to be able to ask questions, raise concerns, and offer intelligence relating to ongoing issues within their local area. This not only strengthens the relationship between the police and the public but supports and develops neighbourhood policing which ultimately relies upon visibility, accessibility, and communication (Modise, 2023).

Throughout the RTC incident, and even in the hours following this incident, the police were using their social media outlets to continually inform the public about road closures, diversions, and real-time updates relating to the incident. Allowing for the community to not only know what was happening, but also what to expect when they were out in the community either travelling by road or through the area. This demonstrates that effective one-way use of social media can be positive when dealing with such incidents (Jones et al., 2025). However, two-way communication using online platforms is more complex. The police need to balance the speed of their responses with professional boundaries, maintaining accuracy, and also dealing with possible abusive content that may arise from posts online. It has been found that police forces often struggle to maintain two-way communication and as a result this raises the possible risks of misinformation being shared or interpreted and a reputational risk whereby trust and confidence in the police is negatively impacted (Brainard and Edlins, 2014). As a result, many police forces rely on one-way communication whereby information is only shared without the opportunity for the public to engage with the police. This further weakens the link between the police and the public as there is less options for engagement with the police.

Social media in recent years has been found to provide an accessible method for the public to engage with the police (College of Policing, 2020), however, not all members of the community are able to utilise the technology to allow them to communicate and engage with the police. There is evidence that shows that some of the older members of the community are digitally excluded (Age UK, 2023) due to the modern-day approach of digital communication before anything else. Those members of the community who reside in more rural areas (Ofcom, 2024), and persons from ethnic minorities may be less likely to engage with the police online (ONS, 2019).  This creates an imbalance of those who use social media and could lead to causing barriers for certain members of the community to contact and engage with the police. The use of social media needs to be balanced carefully with the use of more traditional method such as cuppa with a copper (Mitchell, 2025), leaflets, and more typical news outlets. 

Other than informing the public about major incidents ongoing, social media can also be used by police forces to inform the public about new policies, campaigns and organisational initiatives, such as anti-knife operations, recruitment processes, safety and awareness messages and diversity and inclusion initiatives. All of which are designed to have a positive impact to the local community (College of Policing, 2017). For example, South Wales Police’s Facebook post when OASIS performed in Cardiff, included several song title and album names in the post, all while sharing safety messages. This was well received by the public and created a narrative for people to talk about, further raising the awareness past the initial social media post. This is supported by research that suggests that the use of social media improves the reach for safety messages and campaigns (Ralph, Robinson and Aitken, 2025). Other uses of social media such as Instagram and TikTok provide a more visual outlook and method for information sharing which is more appealing to a younger audience, therefor enlarging the target audience from that of a simple Facebook post.  It is important for these posts to be followed through with action by the police as a lack of visible action by forces may lead to disparity between what is being said and what is being done. 

A poorly judged post has the potential to lead to significant reputational harm for organisations. If a humorous or informal post is received by the community as unprofessional this can lead to the police force being negatively viewed upon. Such posts may come from the police force directly, or the officers that work for the respective force (IOPC, 2021). Research also shows that the use of police officers’ social media does not impact upon citizens’ views of police legitimacy and cooperation (Mensah, Jones and Ford, 2023). Thus, raising the question, does social media have that much of an impact on the public’s perception of the police. More research is needed to explore this area. There are also legal and ethical considerations, that the police have to adhere to, such as Ethical considerations and GDPR (Gov.UK, 2020).Any mistakes while using social media, can lead to significant legal consequences for police forces, which is why there are strong social media policies in place to prevent any breaches of such kind (College of Policing, 2017). 

 Social media can be a great tool in policing and engaging and informing with communities during critical and major incidents. Social media can share information to a widespread community rapidly. It can also counter the rumours being shared at the time of an incident to prevent any community tensions and mis information being believed. Social media can however be slower to share the official messages from police forces than other outlets online which allows for the wrong information to be shared in the first place.  Social media has its limitations as well. Those persons who do not use social media may not receive the information as fast as others and the use of social media is predominately one way meaning that communities cannot engage with the police on social media. In relation to the use of social media when dealing with major or critical incidents. Its use is helpful, but there are gaps in the use of social media which need to be explored in order for it to become a fully successful tool for policing.
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Task 3

Relevant areas of the National Policing Curriculum:  
Leadership and Teamworking 
[bookmark: _Hlk219723329] 
**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:

Policing is a highly dynamic job with several differing factors which are present throughout each incident police officers attend. As such, there is no one size fits all approach to leadership styles within policing and police officers need to display leadership not only through rank and experience, but through professional behaviours, decision making, and judgement often in stressful and dynamic situations. This essay will use the Borton’s model of reflection (The University of Edinburgh, 2024) throughout and will critically evaluate a domestic abuse incident in which I played a significant role within. 

The incident involved a high risk domestic abuse report which was made to the police by an emergency 999 phone call. The emergency call details were that a male, who was highly intoxicated, had assaulted his partner by punching her multiple times and the male made further threats of violence towards his partner and their two young children. Upon my initial attendance to the address, I have seen that the victim was visibly distressed, upset, and in pain from being assaulted. The victim was still in fear of her partner who was still present at the address due to the threats he had made prior to police attendance. Due to the limited resources available and myself being the most experienced officer who was at scene, I have assumed a leadership role upon attendance. Leadership is defined as a person who influences other people’s actions and behaviours to achieve organisational goals (Liden, Wang and Wang, 2025). In this instance, the organisational goal was to protect the victim, detain and arrest the suspect, and promote positive action including the ongoing safeguarding of the victim (College of Policing, 2018). Even though I do not hold a supervisory rank, I felt as the most experienced officer on scene I would assume the role of the officer in charge of the incident upon our initial attendance.

Even with police in attendance, the suspect remained aggressive and volatile not only towards his partner, but towards his children, and officers. The suspect was continually trying to leave the address, and he became verbally combative towards everyone present, causing this to be a high risk situation due to the high level of threat posed. This created a significant safeguarding risk which needed to be addressed. I coordinated the positioning of other officers to prevent the suspect from leaving the address, and to also provide protection to the victim and her children, ensuring that the two parties were separated prioritising safety and overall control of the scene. Officers who were with the victim have informed me that the victim has disclosed an assault where the suspect has hit her, and he made threats of further violence. Due to this, the suspect was arrested and conveyed to custody by my colleagues. Meanwhile I have stayed at the address, along with another officer to speak with the victim. My main focus was now the ongoing safeguarding of the victim and her children and completing the golden hour enquiries to achieve the best possible evidence (HMICFRS, 2023). 

Throughout this incident, I have had to adapt my leadership style as the incident evolved. In policing adaptive leadership is key as we work in changing environments and situations daily (Michaels, 2023).  I ensured that I was approachable to other colleagues, I ensured that key information was passed, and that the bigger picture was always kept in mind with safeguarding at the forefront of my mind (Center for creative leadership, 2020).

From my initial attendance it was clear that rapid decision making and direction was required to prevent any further escalation of behaviour and to protect the victim. I initially used a command and control leadership style, otherwise known as an authoritarian leadership style (Pizzolitto, Verna and Venditti, 2022). This is a style that focuses on a top down approach with decisions being made almost instantly to gain control of the scene and to protect everyone present (Spyridonidis, 2025). This leadership style is often associated with policing due to the high risk nature of the incidents that police officers attend and any delay in decision making can lead to harm to public or the police. 

I used this approach during the initial attendance due to how effective the command and control style is under pressure. I reduced confusion and ensured effective communication was able to be had with reduced confusion and a coordinated plan of action. However, the command and control style does have it’s limitations. This style poses the risk of disempowering colleagues and can limit open communication (Spyridonidis, 2025) if used excessively. During this incident, I used the command and control style for as little time as possible to prevent any miscommunications and I encouraged feedback and conversations once the scene was controlled by officers. The command and control style has a place in modern day policing, but only when necessary and used proportionately during incidents.

Following this, once the suspect had been arrested, the environment of the incident changed. During this phase a direct approach of leadership would have been inappropriate, so I have made the conscious decision to use a situational style of leadership. This style of leadership relies on the understanding of the team members experience level and their confidence to deal with the incident (Griffin, 2025). I chose this style to allow for the most collaboration possible between officers on scene.

Hersey and Blanchard’s situational leadership theory (Murphy, 2024) suggests that there is not one best way to lead but the best leaders are able to adapt their behaviours to match the competency and maturity of the team they are leading, ensuring that the decisions are task focused. I encouraged other officers to provide me with their thoughts in relation to the ongoing safeguarding concerns for the victim and the children and to highlight golden hour enquiries which would be beneficial to the investigation, keeping in mind their experience. I decided to use the situational leadership style as it is shown to improve engagement from the team (Griffin, 2025) and overall builds trust amongst the team which is vital in policing. This style of leadership remains fluid, rather than fixed which is important in policing. This aligns with the College of Policing (2025) emphasis on leadership being a shared responsibility rather than only complying with a rank structure. 

In any policing incident, the victim is the priority as per the victim’s code for policing (College of Policing, 2021). This means that the victim should be able to make informed decisions about the progression of their case. The victim in this incident was highly emotional and reluctant to support a police investigation. It was at this point I adopted a supportive and servant style approach (Broomé, 2018). I prioritised communication with the victim ensuring I was empathetic throughout and I continually promoted safeguarding to the victim as they needed support. Although Broomé 2018 talks about the servant style leadership internally in policing, its theories can be utilised when managing a victim. 

Servant leadership focuses on putting the victim’s needs at the centre of the decision making process (IMD, 2023). In policing this is required as UK police are victim led, where the trust and support from the victim is crucial throughout investigations. I made sure that the victim felt safe when spoken to and that the relevant support services were contacted to be able to provide the victim the most support possible. All of this information was explained in a compassionate manner ensuring that the victim understood everything (Ministry of Justice, 2025). The supportive and servant style of leadership was used as it allowed for me to fully use emotional intelligence (Jeanes, 2019). By using emotional intelligence, I was able to recognise the trauma that the victim had been subjected to and provide an appropriate response to this. This style of leadership has shown me that effective leadership does not rely on authority or control, but about being emotionally aware and responsible when speaking with victims of crime.

From reflecting on this incident, there is not one leadership style to suit all situations. A combination of differing styles provides the best response to an emergency. A key leadership strategy I have noticed is important throughout each incident is adaptive communication which stems from the adaptive leadership model. This allows police officers to adjust the way in which they speak to suspects, victims, and colleagues and interchange their communication strategy throughout the incident. Adaptive communication is required throughout all policing incidents and cannot be linked to only one style of leadership. A further strategy required by police officers is a dynamic risk assessment (DRA) (College of Policing, 2024e). A DRA is required when making decisions from a leadership role as when the situation unfolds and new information or risks present themselves, decisions need to be made quickly and effectively with the best interests of all involved at the centre of the decision. This reflection has displayed the importance of informal leadership when attending police incidents. At scene, leadership is required even among officers of the same rank. This is more apparent during dynamic incidents where the risk is high. Being able to uphold a leadership role in this incident has allowed me to enhance my skills as a modern police officer.

Even though this incident was managed effectively without injury or escalation of behaviour to anyone present, reflection has identified areas that could have been improved. A post incident debrief could have been utilised better with more structure (Rousseau, 2025). A de-brief with structure could have maximised learning for all officers’ present and allow for support to be provided to officers should they have required it. I also wish to develop my knowledge of understanding of transformational leadership, which highlights the importance of motivating colleagues through shared goals and values (National University, 2023). A better understanding and utilisation of this method could enhance team dynamics and performance and as a result providing victims an even better service from the police.

This essay has critically evaluated a policing incident, during which I demonstrated flexibility when adopting a leadership role at scene. I was able to adapt my leadership styles during the changing dynamics of the incident and the operational demands whilst on scene. This incident has highlighted that leadership in policing needs to be flexible, dynamic, grounded, and adaptive. By adapting my leadership styles throughout the incident in response to the changing situations I was presented with, I was able to safeguard the victim and her children, ensure the suspect was arrested in a professional manner, and support my colleagues who were also in attendance at the address. This reflection has demonstrated my ongoing development as a police officer, with just over two years of experience of frontline policing, I have displayed my capabilities of reflective, adaptive, and dynamic leadership during a high risk incident.
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Task 4

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

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

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

How do you provide and receive feedback?

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

ANSWER:


The three-year probationary period within policing represents a transformative stage of development at the start of a career within policing. The probationary period is designed to not only develop an officer’s situational awareness and competence when dealing with incidents, but to also provide learning, professional identity development, and integration into the organisation of the police force. 

The three-year probationary period has played a critical part in my development as a police officer. My confidence has grown, I feel I am more competent in dealing with a variety of incidents, and I have also created my own identity within the world of policing. The three-year probation has been a well-structured programme with a combination of classroom-based learning, practical assessments in both simulated and live incidents and, personal reflection following incidents. All these areas have been used to allow for me to develop as a police officer (Belur et al., 2019). The probation period is not only a test of an officer’s capability in dealing with incidents and becoming a confirmed officer, but also a journey in which there is an underlying support network of mentoring and coaching (Bayley and Bittner, 1984). This coaching and mentoring have been crucial in my progression over the last few years and will continue to play an important part in the rest of my career as I continually grow and progress as a police officer. 

Modern day policing requires reflective practices, evidence led investigations, and continual professional development, with coaching and mentoring being recognises as an essential support and developmental tool for new officers (College of Policing, 2024c). This essay critically reflects upon my three-year probationary period as a police officer, using Borton’s model of reflection (The University of Edinburgh, 2024). This reflection will evaluate how coaching and mentoring has aided my development over the three years through support for learning, helping achieve personal goals, and enhancing my performance as a police officer.  

During my probationary period, coaching and mentoring has played a crucial role within my professional learning as a police officer. When I left the initial six month police training course to be deployed as a police officer, I was assigned a tutor constable for three months and following these three months I have been supported by my colleagues, supervisor, and informal mentors who are police officers with more experience within the policing world.

Mentoring in policing is defined as a developmental relationship in which more experienced officers provide advice, guidance, and support to newer colleagues assisting with their development (College of Policing, 2023). Mentoring relationships between officers are mainly focused on long-term professional growth, improving confidence, and providing career development. Whereas coaching in policing provides learning through a structured process of questioning and reflective conversations, as opposed to direct instructions being given. The coach operates as an equal partner assisting the learner to make decisions and come up with solutions independently, rather than providing their expertise (Huline-Dickens, 2020). 

Throughout my probationary period mentoring has predominantly occurred through the supervision from a tutor constable, informal peer learning, debriefs following incidents, and one to one performance reviews with my sergeant and training officer. Coaching has become apparent more recently, towards the end of my probationary period through interactions with my sergeant where reflective practices have been encouraged rather than being given answers. These conversations with my sergeant are usually held following high-risk incidents such as domestic abuse incidents, sudden deaths, or incidents where there are significant concerns for a person’s vulnerability. 

The Police Superintendents’ Association have highlighted coaching as an important mechanism for improving confidence, leadership, and problem solving skills within policing environments (Police Superintendents' Association, 2024). These are all highly important areas for police officers, especially as a police officer within the probationary period. 

Initially, my learning was highly dependent on the guidance from my tutor constable, who was my mentor. As time has progressed, coaching approaches have promoted autonomy in my work as a police officer, along with critical thinking, and professional judgement.

Throughout the probation period, I noticed a clear shift from theoretical classroom learning and understanding, to operational policing and working with the public on a daily basis. Mentoring has supported this transition from the classroom to the street by taking the learning and applying it into practical scenarios where I have had to make decisions for myself. Research suggests that mentoring plays a significant role in the retention of police officers, organisational stability, and promoting career stability and progression opportunities within policing (Paoline and Gau, 2024). Through being mentored, my confidence has developed when making decisions, my resilience has improved especially following difficult incidents, and my understanding of police cultures including organisational values has improved. Mentors are seen as role model officers, who allow experimental learning through observation and imitation. This is a process that is recognised as central to the effectiveness of mentoring (College of Policing, 2016a).

Coaching interactions can enhance reflective practices. Rather than being told what to do when dealing with incidents, supervisors are encouraged to ask questions to understand the decision making process and to highlight any areas of improvement. This aligns with the coaching theory, which puts an emphasis on the facilitation of learning rather than instruction (Huline-Dickens, 2020). Critically, coaching encourages ownership of learning as it promotes continued thinking after incidents have been dealt with which is essential for modern day policing where officers must be able to justify their actions. This approach reflects the modern policing education framework such as the Police Constable Degree Apprenticeship, which integrates coaching and mentoring as an integral part of the continued support to new police officers. 

In my personal experience, my probationary period has challenged my confidence, emotional resilience, and my work-life balance. A positive working relationship with my mentor allowed for psychological support during exposure to traumatic incidents. Evidence suggests that mentoring programmes within the UK police forces positively influence wellbeing of officers and reduce anxiety within the workplace (Gill, Roulet and Kerridge, 2018). Through mentoring I have achieved several personal goals such as improved emotional resilience, enhanced communication skills, and improved confidence when leading incidents. Mentors have not only acted as role models demonstrating how to manage incidents, emotions, and behaviours but they have acted as advisors which shows they have fulfilled the broader role of a mentor (University of Warwick, 2025).

Coaching and mentoring both positively influence the operational competence of police officers through learning investigative standards, managing vulnerability of victims, improving statement taking, and developing leadership behaviours despite being new in service. Coaching conversations following incidents enabled learning from mistakes without fear of criticism from other officers. This provided a psychologically safe learning environment and boosted competence moving forwards. The College of Policing (2019) identifies coaching styles as key drivers of cultural development and professional progression within police organisations. Mentoring has provided access to knowledge and practical skills which are rarely covered by policy documents but still essential for effective policing and development as a police officer. 

Policing organisations aim to provide ethical evidence led and community focused services. Coaching and mentoring support these organisational objectives by upholding professional standards, improving decision making across all ranks of police officer, developing future leaders, and retaining skilled officers within the role of policing. Evidence based champion programmes display how mentoring is aligned with organisational goals and innovation by using research and putting it into practice within policing roles (The Open University, 2025). From an organisational standpoint, mentoring has transformed the development of individual officers. As my competence has increased, the demand on my supervisor decreased which overall improves the effectiveness of the team, allowing for more time to be spent developing other, newer officers. 

Despite significant benefits, both coaching and mentoring during the probationary period were not without their limitations. There have been inconsistencies within the mentoring quality as different supervisors adopted varied styles of mentoring. This led to learning opportunities being limited to individual leadership styles and the learning style of the police officer. Operational demand has limited the time available for structured debriefs and reflection. High workloads of officers reduce the time spent for mentoring to take place due to investigations that require progression rather than time spent aiding the development of newer officers. Literature highlights a variation in the availability of mentors across policing within the UK, suggesting that organisational commitment to mentoring remains uneven nationally (Paoline and Gau, 2024). This displays that while mentoring is highly valuable to police officers, the effectiveness of it relies upon the organisational culture within the respective UK police forces, training opportunities for supervisors, and protected time to allow for professional development.

Reflecting on my probationary period has highlighted how coaching and mentoring have shaped the rest of my career in policing. Going forward, I aim to transition from mentee to mentor and be able to assist the development of newer in service colleagues. Policing increasingly promotes peer mentoring to continue organisational learning and leadership (College of Policing, 2019). As I transition from my probation into being a confirmed in rank officer, I aim to undertake mentor training, adopt a coaching leadership style, and support new probationers within their probationary period. 

Borton’s reflective process demonstrates that coaching promotes independent thinking rather than depending upon others. As I progress through my career, I intend to adopt a coaching leadership style by encouraging reflective questions from colleagues and allowing colleagues to make decisions for themselves. This aligns with current policing leadership styles which emphasise collaboration and professional autonomy among officers.

During my three year probation, it has become apparent that there are significant emotional demands placed on police officers. Continued engagement with mentors is going to remain essential to maintain wellbeing and also preventing burnout. Mentoring relationships provide ongoing, informal, but professional support which contributes to longevity within policing. Long term coaching and mentoring allows for police officers to contribute to organisational improvement. By sharing experience and supporting colleagues, officers become active in developing organisational cultures within policing. The transition from learner to mentor positively reflects professional maturity and also reinforces evidence led policing principles. 

Using Borton’s model of reflection, this essay critically evaluated my three year probation period in policing and has displayed how coaching and mentoring have played a significant role in my professional development as a police officer. Mentoring has provided guidance, confidence, and professional socialisation, whereas coaching has provided reflective thinking, autonomy, and decision making capabilities. Together, coaching and mentoring have enabled personal wellbeing, professional competence, and helped me work towards organisational objectives.

Coaching and mentoring have transformed probation from a period of assessment, into a process of continued learning. They have supported not only operationally as a police officer but providing identity as a reflective thinking police officer. The key learning which has been displayed from this reflection is that policing competence is not achieved through experience alone, but through a structured educational programme where professional relationships are formed. Future progression requires continued engagement with coaching and mentoring by both receiving support and providing it to others, ensuring sustained professional growth and organisational effectiveness as a police officer.
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