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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: 
 
 
Taking into account the Strategic Policing requirement, Policing Vision 2025, and 
The Workforce Transformation 2018, I will aim to critically examine the strategic role 
of the College of Police (COP) in professionalising the police in the United Kingdom 
in this essay. I will evidence how I am working to fulfil the role of a modern 
professional police officer. I will also critically reflect upon how the final year of my 
probation has seen my role as a police officer change. 
 
The COP is a professional body for the police in England and Wales, with the aim 
of improving policing in the United Kingdom by providing a professional body for 
police officers, setting standards, and providing training and development for the 
police workforce (College of Policing, 2019). It was founded in 2012 to take on 
several of the National Police Improvement Agency's responsibilities for training and 
development. 
 
To evaluate the strategic role the COP has played, I will first set out my 
understanding of strategy. Strategy can be defined as a long-term plan for achieving 
something (Cambridge Dictionary, 2019). In the context of policing, “The strategic 
role” can be seen as the long-term plan of professionalising the police. 
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The COP has played a strategic role in professionalising policing in the UK. One 
example of this is via Policing Vision 2025. This is a document produced by the COP  
that sets out the vision for policing in England and Wales up to 2025. The document 
is designed to guide the development of policing policy and practice, and to help 
ensure that the police are able to deliver high-quality, effective and efficient services 
to the public (NPCC, 2016). 
 
The vision identifies five key priorities: protecting the vulnerable, connecting with 
communities, tackling crime and anti-social behaviour, transforming policing, and 
managing resources. Regarding one of the five key priorities, Transforming Policing, 
one of the ways it has done this is to introduce a Policing Education Qualifications 
framework (PEQF).  
 
In order to further professionalise policing as a profession by boosting educational 
requirements, the PEQF will eventually encompass training for police constables up 
to and including chief officers (Kent Police, 2023). The purpose of introducing this 
new framework was to reflect the objectives stated in the "Policing Vision 2025" 
(College of Policing, 2020). These objectives include the requirement for 
consistency, accreditation, as well the necessity for qualifications-backed 
understanding and skills. 
 
However, success of the COP‘s efforts to professionalise the police is subject to 
some debate as time and again, police training reforms have fallen short of 
delivering intended outcomes (Chan, Devery and Doran, 2003). Chief 
constables are implementing PEQF from a financial standpoint, particularly to 
reduce costs. This is evident by focusing on evidence-based policing, which tries to 
guarantee more effective and efficient use of resources (Wood, 2018). 
 
One of the main roles of the COP is in setting professional standards for the police 
workforce. The College has developed a code of ethics for policing, which sets out 
the principles and values that should underpin the work of police officers (Police 
Federation, 2023).  
 
The COP has also attempted to professionalise the police by the established a range 
of standards and guidelines. This takes the form of establishing and enforcing codes 
of ethics together with standards of professional behaviour. These standards help 
to ensure that the police are accountable and transparent in their work, which is a 
crucial aspect of professionalising policing.  This aligns police with other respected 
professions like those in health and law and helps to clarify the expectations of 
standards and behaviour for everyone in policing (Home Office, 2014). 
 
Whilst the COP is an important partner in professionalising the police, it can be 
argued they do not work alone. Joint working with other agencies is an important 
part of the process. The requirement to enhance workforce development was 
recently confirmed by the COP in a future scanning exercise which like the Policing 
Vision 2025, emphasis is placed on developing a diverse and skilled workforce but 
focuses the need to connect to a broader ecosystem of partners (College of Policing, 
2021). An example of this is joint working with the National Police Chiefs Council 
(NPCC) and Police and Crime Commissionaires. According to the NPCC, this has 
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led to a wide range of coordinated national programs, such the Police Vision 2025, 
which is additionally backed by the Workforce Transformation 2018. 
 
The ”Policing Vision 2025” is a strategic document produced by the COP, that sets 
out the vision for policing in England and Wales up to 2025. The vision identifies five 
key priorities: protecting the vulnerable, connecting with communities, tackling crime 
and anti-social behaviour, transforming policing, and managing resources. The 
document is designed to guide the development of policing policy and practice, and 
to help ensure that the police are able to deliver high-quality, effective and efficient 
services to the public. 
 
The Workforce Transformation 2018 document outlines the steps needed to 
modernise and transform the police workforce to ensure that it is equipped to meet 
the challenges of modern policing. The document emphasises the importance of 
investing in training and development, to ensure that police officers have the skills 
and knowledge required to perform their roles effectively. 
 
The "Policing Vision 2025" and "Workforce Transformation 2018" programs 
acknowledge that a successful service depends on its people's capacity to provide 
it. It must be provided by a professional workforce (NPCC, 2016). 
 
Overall, COP has played a key strategic role in professionalising policing in the UK. 
Its focus on setting professional standards and providing training and development 
for police officers has helped to improve the quality of policing in the country. 
However, there are also areas where further improvements could be made, 
particularly in relation to tailoring training programmes to the needs of individual 
police forces and ensuring that evidence-based policing is balanced with a more 
nuanced approach to police work. 
 
I have been requested to demonstrate how I am carrying out the duties of a modern, 
professional police officer, which I will try to describe, as part of this assignment. 
The professional approach implies that a police officer had reached a level of 
expertise through education, training, and experience (Rogers and Gravelle, 2019). 
The Home Office (2007) suggested that improved training, leadership, and 
professionalism was required at every level of the police service if it were to satisfy 
the approach to modern policing.  
 
From summarising the two concepts, a modern professional police officer is one 
with experience, underpinned by a solid foundation of education and training in 
policing.  
 
Given upon joining the police service, I would credit myself with several years life 
experience in the world of work and parenthood, I would be the first to admit I had 
no experience working with police or the public in that context.  
 
On my journey to becoming a modern professional police officer, I first had to focus 
on my education and training. The is evidenced through my participation within 
PEQF as a student. In addition, I have undertaken reading about challenging 
subjects like cybercrime, anti-social behaviour, and hate crimes as part of my 
studies. I was unaware of the complexity of policing incidents or the higher level of 
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awareness needed when responding to them prior to this study. After completing 
these studies thus far, I feel more prepared with the information and comprehension 
needed to successfully address the difficulties of contemporary policing. In addition 
to doing my academic work to the required standard, I have demonstrated this 
comprehension by completing periodic competency portfolios. I have attained 
several additional skills that compliment my response policing role. These have 
included becoming an authorised taser officer, emergency response driver and 
method of entry officer. This demonstrated my willingness to put myself forward for 
additional training to be the best equipped for the various incidents a modern 
professional police officer may encounter. 
 
Lastly, this task asks that I critically reflect upon how the final year of my probation 
has seen my role as a police officer change. 
 
I will be structuring my work using Borton’s Development Framework (1970). 
Borton’s Development Framework will allow me to methodically think about my 
experience throughout.  
 
What? 
 
I have responded to numerous instances regarding mental health as a police officer 
up to this point, and I have made use of numerous tactics, abilities, and strategies 
developed by the college of policing. In the incident, I will reflect on a report made 
to police by where a female was in distress inside her home. The caller reported she 
answered the door covered in blood and had a knife on her.  
I gave the National Decision model (NDM) consideration during the incident. The 
model, according to the College of Policing (2014), is a "values-based" framework 
that puts the code of ethics at the centre of all decision-making. I have made use of 
the NDM to make sure I adhere to a systematic approach that enables my reasoning 
and decision-making to withstand examination. Upon attending the incident, I was 
in company with a less experienced colleague. Due to my experience and in 
possession of a taser, I naturally led in terms of dealing with the incident throughout. 
I considered the immediate threat, risk and harm of all persons involved. When I 
knocked on the door and received no response, I used the authority granted to me 
by Section 17 of the Police and Criminal Evidence Act of 1984 to enter the property 
in order to save life and limb of those concerned. 
 
The female was found to have superficial cuts to her arms and neck. She was clearly 
in distress and was very emotional. I was able to quickly locate the knife to reduce 
further risk to the female and officers present. It was at this point that I was then able 
to focus on getting the female the help and support she required.  
 
So What? 
 
The reflection on this incident made me ask questions to myself such as, why are 
police attending mental health calls? In addition to, What medical training am I 
supposed to have given poor mental health is considered to be a medical issue. 
 
As summarised in Huey et al. (2021), a significant number of calls to the police 
involve people suffering with their mental health. Given the impact that the COVID-
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19 pandemic has had on people’s mental health (Xiong et al., 2020). This is further 
confirmed by the West Midlands Police and Crime Commissionaire (2020) who 
states between 20-40% of police time is spent dealing with mental health related 
calls.  
 
 
Now What? 
 
As discussed previously, a modern professional police officer combines experience 
with a sound knowledge of policing theory. I can say that I am gaining experience 
all the time however there is little gained in terms of watching more experienced 
officers deal with these types of incidents. I largely put this down to the UK wide 
campaign to recruit 20,000 new police officers (Home Office, 2022). I believe that 
the sudden influx of new officers, has resulted in myself occasionally being the most 
experienced on shift and regularly the most experienced out of a pair of officers 
attending incidents. Furthermore, there is little training given to police officers 
regarding how to recognise and manage mental health incidents. Police officers do 
not feel properly trained to deal with a person with a serious mental disorder (Watson 
et al, 2004). Police officers also feel unable to identify symptoms of mental illness 
or deal with psychotic or hostile behaviour (Lacobucci, 2014). 
 
In contrast, police officers still see value in obtaining training in mental health to 
avoid potential bad practices (Oxburgh et al., 2016). This goes back to the question 
of whether police should be the primary responders to mental health related calls. 
In a report by HMICFRS (2018) they state significant concerns about whether the 
police should be involved in responding to mental health problems to the degree 
that they are. HMICFRS (2018) go on to say people with mental health problems 
need expert support, and all too often this isn’t available when people need it. The 
fact that people are calling the police to access health care is untenable, and the 
evidence later in our report shows that the demand for police to respond to mental 
health-related calls is increasing.  
 
In summary, the College of Policing plays a crucial part in the professionalisation of 
the police. What is unclear is what standard must be met for police forces to qualify 
as a professional occupation. A lack of empirical data on the effects of graduate 
traits on policing makes it difficult to evaluate the effectiveness of the COP's choice 
to implement the PEQF (Brown, 2020). It may be argued that police has already 
established itself as a profession with characteristics like an ethical code, 
recognised credentials, and evidence-based practise (Ramshaw and Soppitt, 2018). 
 
Word count: 2122 
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Task 3 
 
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 this essay, I will critically evaluate my own limited usage of social media for 
informing and engaging with the community, as well as promoting policy objectives. 
I will also consider the police force’s broader policy of social media use including the 
benefits and risks of using it for professional information and engagement purposes.  
 
Social Media is a collection of web-based tools that support the production and 
sharing of User Generated Content (Kaplan and Haenlein, 2010). A less technical 
and more accessible definition of social media according to Carr and Hayes (2015) 
can also be defined as Internet-based channels that enable users to engage in 
opportunistic interactions and selective self-presentation with both wide and specific 
audiences who appreciate user-generated content and the feeling of social 
engagement. 
 
Carr and Hayes (2015) list several popular examples of social media as Facebook, 
YouTube, LinkedIn and Instagram. South Wales Police use a range of social media 
platforms and each platform has its own unique benefits and risks which must be 
carefully consider these when using social media. 
 
Facebook is a more visual platform that allows police forces to post longer updates, 
photos, and videos. It can be used to share news and information with the 
community, promote events, and engage with the public through comments and 
messages. Instagram is a highly visual platform that is often used by police forces 
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to showcase the work they do and build relationships with the community. It can be 
used to post photos and videos of police officers at work, share news and updates, 
and highlight community events and initiatives. YouTube is a video-sharing platform 
that allows police forces to post longer-form content, such as public safety 
messages, news conferences, and educational videos. It can be used to engage 
with the community and provide information in a more engaging and interactive way. 
 
In recent years, police forces have used social media more frequently, and this 
practise has been welcomed as a means of fostering openness, transparency, and 
citizen involvement in public policing (Bullock, 2017). 
 
Crump (2011) emphasised that although the police service began using social 
media in 2008, individual officers were doing so with varying degrees of senior 
management support. This point is backed up by previous research which has 
shown that oversight and instruction to enable technology innovation within police 
organisations have frequently been lacking. (Manning, 2001). Within policing, Little 
is known about how social media use is perceived by police, how it is integrated into 
their communication strategies, or how it might help communities participate and 
engage in policing. (Crump, 2011; Schneider, 2014). This is significant because a 
variety of internal and external driving forces will determine how new technologies 
will affect policing (Chan, 2003). 
 
While there are potential benefits to police use of social, there are also several 
concerns that must be considered. One of the main advantages of police use of 
social media is the ability to quickly and easily disseminate information to a large 
audience. Studies undertaken by Ofcom (2022) show 83% of adults regularly use 
the internet, and 55% of adults have an active social networking profile. By posting 
updates on social media platforms, police can inform the community about important 
events, such as road closures, missing persons, or public safety warnings. This can 
help to keep informed and can also increase trust in the police by demonstrating 
transparency and a commitment to public safety (Walsh and O’Connor, 2018). 
 
Additionally, social media can be used as a tool for community engagement. Police 
can use social media to solicit feedback from the community, answer questions, and 
address concerns. This can help to build relationships between police and the 
community and can also help police to better understand the needs and concerns 
of the people they serve (Skogan, 2006; Crump, 2011). 
 
However, there are also several potential drawbacks to police use of social media. 
One concern is due to the lack of contextual clues that are readily available in face-
to-face encounters, social media messages can be readily misconstrued or taken 
out of context (Patton et al., 2017). Additionally, Davis, ALeves and Sklansky (2014) 
noted that social media can be used to spread misinformation which can further 
erode trust in the police. Another concern is the potential for police to use social 
media as a tool for surveillance. The information age has ushered in a new era of 
policing that is data-driven, intelligence-led, and technologically communicated 
(Kelling & Moore, 1988). This can lead to feelings of distrust and alienation, 
particularly among marginalised groups. This is the finding of Tyler and Huo (2002) 
who found the youth, low-income groups, and people of colour may be overpoliced 
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and criminalised as a result of social media policing, which may result in technical 
forms of racism. 
 
Overall, while there are potential benefits to police use of social media, it is important 
to carefully consider the potential drawbacks and to ensure that social media is used 
in a way that is transparent, inclusive, and respectful of community needs and 
concerns. By doing so, police can build stronger relationships with the community 
and promote public safety in a way that is both effective and equitable. 
 
A policy has been established by South Wales Police for the use of social media for 
engagement and professional information. The policy outlines guidelines for 
employees who use social media in their professional capacity, including the need 
to maintain professional standards, ensure accuracy, and respect the rights and 
privacy of individuals. In a report released by the IOPC (2021) stated ne officer's 
inappropriate posting can be used by the community to criticise the entire force, 
seriously undermining public trust and bringing the police into disrepute. This is 
evidenced by a report by HMIC (2012) that found 357 instances of improper 
behaviour by police officers and staff on social media over the course of a nine-
month period. 
 
I will now evaluate how effectively I have made use use social media to inform and 
interact with the public. I'll focus on one instance in particular where I used Twitter as 
a social media platform to interact with the general public. This is the first time I have 
had need to post directly to social media as a police constable who focuses mostly 
on response policing. As part of my operational competency portfolio as required by 
the PEQF, I was required to demonstrate engaging with the public. This can be done 
in a number of ways however the simplest was via a photo opportunity during mass 
public events. Whilst policing a festival, I took the opportunity to engage with 
members of the public to discuss my role at the festival and provide safety advice to 
those attending. I was in the company of an officer from South Wales Police’s 
neighbourhood policing teams and most of the time, these teams have access to a 
local Twitter account. I took this opportunity to photograph myself and a group of 
adults having an enjoyable time with their permission. This was posted online with 
the intention of demonstrating my engagement with members of the public. 
  
Upon reflection, several things about this incident have given me pause for thought. 
What was my core reason for doing this? Copitch & Fox, (2010) stated that creating 
a genuine relationship with the people and fostering a sense of security is one of the 
police force's objectives while using social media. On that basis was my addition to 
this undermining that effort or a positive addition. As previously stated, my goal prior 
to the event was to take photographs to demonstrate public engagement. When at 
the event however, I found scores of people approaching me in a friendly manner for 
photo opportunities and to discuss my presence at the festival. On reflection, I am 
confident that the public perception of my job there was a favourable one since I was 
authentically interacting with the public in my capacities as a police officer. 
 
I also noted how challenging it seemed to be to gain access to a police social media 
account. There isn't a single other response officer that I am aware of that had 
access to it. It is exclusively employed by neighbourhood policing teams in the area. 
My initial thought was to email the photograph of my engagement with the public to 



11 
 

the South Wales Police communications team however I felt a local account may be 
more personal and timely way of engaging with the public. This is consistent with 
Bullock (2017) view that in a manner that corporate accounts might not, personal 
communication linked to individual accounts might be more successful at involving 
citizens. 
 
When reviewing the post, I have seen a mixed reaction from the pubic in terms of the 
comments left. Some were appreciating the work being done during the event and so 
this made me feel valued and a visible member of policing. Also, it provided me with 
the belief that I was positively interacting with the public and exhibiting some degree 
of transparency as to what policing is about. Other comments on the other hand 
were less positive. Some people felt my presence there was not a sufficient use of 
police resources and I could be out there catching real criminals. This is compatible 
with research by the Policy Studies Institute (2012) that found the police use of social 
media, can outrage some members of the public because they believe that police 
time and resources would be better used elsewhere. The public may believe that the 
police could be spending their time more effectively if a post appears to have little 
"practical utility".  
 
I now have a good understanding of the advantages and dangers of engaging with 
the public on social media as a result of this experience. I would welcome the 
chance to engage in additional activities on social media in the future and will look 
for advice from South Wales Police Communications teams to help. I have only used 
social media once to inform or interact with the public while still a police constable, 
and that was for this one post. Despite my limited expertise, I have observed 
members of the police successfully interact with and reassure the public through 
social media. 
 
In summary, the use of social media by police can be a useful tool for educating and 
interacting with the public and advancing policy goals. However, it is important that 
police forces carefully consider the potential benefits and risks of social media use 
and ensure that they are using the platform in a transparent, inclusive, and respectful 
way that promotes public safety and builds trust with the community. No defined 
national social media plan has been established to decide how it should be used 
(Sommers, 2013). Although previous ACPO (2012) guidance suggests measures to 
help police departments use social media more effectively, dangers associated with 
revealing sensitive information, sharing operational techniques, or displaying 
offensive attitudes still exist. Social media could compromise the safety, efficiency, 
and reputation of police departments and officers (ACPO 2012; Goldsmith, 2015). 
 
I believe a lack of a unified approach to social media policy across different forces 
causes concern. As part of modern and professional police force, One of the three 
top concerns identified by the College of Policing (2022) is "driving consistency." 
This lack of consistency is arguably detrimental to this priority and so needs to be 
addressed. 
 
The policing environment is changing due to the rapid advancement of technology 
(Policing Vision 2025, 2016). It is clear that police forces will need to change as we 
enter the digital era in order to satisfy the rising needs and expectations of the 
general public. 
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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: 
 
 
In this essay I will seek to critically evaluate and evidence my flexibility in my 
leadership style. I will also conduct a critical analysis on differing leadership 
strategies to manage a range of operational situations. I will consider a number of 
leadership models used in policing and I will elaborate on how I have managed to 
change and adapt the necessary styles in line with the circumstances.  
 
Flexibility in leadership can be considered an essential skill (Yukl and Mahsud, 
2010). Several studies show the value of the direct line manager's leadership style 
in influencing the actions and thoughts of specific officers, however there is also 
probably a "trickle down" influence from senior managers (Ordon, Dewar and 
Cameron, 2019). 
 
 There are numerous meanings of leadership. They may be due to the idea of 
leadership being greatly influenced by your own perspective (Academy of 
Leadership Sciences Switzerland 2019). According to Prentice (1961), leadership is 
the control of human helpers to achieve a goal. Kruse (2013) emphasises once more 
that leadership is about using social influence to maximise the efforts of others and 
that it involves more than just managing people. Kruse clearly distinguishes between 
management and human leadership. In a policing context, The definition of "leaders" 
can be thought of as senior officers responsible with directing considerable 
resources within their organisation (Huey et al., 2018). 
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According to Kodz and Campbell (2011) there is little research on the characteristics 
of successful police leaders. There are also limitations to improve my leadership 
skills on my own. This is the view of The Police Foundation (2015), where they state 
attention must be paid to leadership training, especially at the PC and Sergeant 
levels.. Therefor if I want to improve my leadership skills in the future, I may need to 
consider formal training outside of police. 
 
 
Pearson-Goff & Herrington (2013) state In addition to initiating and overseeing 
change, the primary responsibilities of police leaders included problem-solving, 
developing a shared vision, inspiring organisational commitment, caring for 
subordinates, and problem-solving. Two approaches that have characterized police 
leadership studies are transformational leadership and transactional leadership 
(Dobby et al, 2004). 
 
As stated above, one recognised style of leadership is ‘Transformational leadership’ 
This was first coined by James Downton (1973) and this was further developed by 
Bass (1985). A definition of transformational leadership involves acting in a way that 
draws on idealised influence, inspirational motivation, individual consideration, and 
intellectual stimulation (Densten, 1999). This, in my opinion, entails fostering a 
sense of mission, completely including employees in the organization's vision, and 
establishing tailored connections between employees and their managers. 
According to Marstofski (2004), transformational leadership encourages genuine 
organisational change, facilitates improved communication (Densten, 1999), and 
motivates employees (Pillai & Williams, 2004). Evidence suggests that teams with 
leaders that exhibit strong transformational leadership qualities are more likely to 
feel empowered and perform better overall (Özaralli, 2003). There is however 
disagreement over how much transformational leadership should be viewed as a 
solution to the organisational problems that public sector institutions are currently 
experiencing (Currie and Lockett, 2007; Neyroud, 2011). 
 
Another style which sits at the opposite end of the leadership spectrum is 
‘Transactional leadership’. Relationships between leaders and followers are 
referred to as transactional leadership. Leaders attempt to influence effectiveness 
through either "contingent reward" or "management-by-exception" (Densten, 1999). 
This, in my understanding, refers to the use of constructive sanctions in response 
to desirable behaviour as opposed to the use of punitive sanctions in response to 
undesirable behaviour. According to Densten (1999), in police organisations, 
transactional leadership has typically been the norm. This is further evidenced by 
Densten (2003) who suggests sergeants gain the respects of subordinates in 
dealing with poor standards and performance. Densten argues that these outcomes 
are unusual when compared to comparable sectors and may represent the unique 
nature of some facets of police work. Lower ranking and less experienced officers 
may favour transactional leadership over higher ranks, where role clarification may 
be more valued when tasks are perceived as unpredictable (Hawkins and Dulewicz, 
2009).   
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There are detractors to the conventional form of transactional leadership. According 
to Bass and Avolio (1993), the reliance on what was seen to be merely the 
imposition of "contractual relationships" caused transactional leadership styles to 
become ineffective. This is evidenced further by Densten (1999) who demonstrates 
through transactional type relationships, rather than feeling a genuine emotional 
connection to the organisation's values, employees are motivated by rewards and 
penalties. 
 
Kodz and Campbell (2011) conducted an evidence review on police leadership and 
the efficacy of various leadership styles, competencies, and behaviours. They 
discovered that today's police leadership is less authoritarian than it was thirty years 
ago. In general, the studies highlight the importance of behaviours that demonstrate 
"transformational" leadership, but they also highlight the necessity of being able to 
change one's style to fit the circumstance, which includes being able to exercise 
directive, active leadership if necessary. This is further supported by Mintzberg 
(1980), who stated that in a typical period, most leaders are responsible for a variety 
of diverse tasks, and it is frequently necessary to switch rapidly between one task 
to another. 
 
There is significant gap in research relating to the emphasis on front line leadership 
(HMIC, 2008). This is also evidenced by Cockcroft (2004), who claims that despite 
what appears to be a shift in policing towards such leadership models, especially 
the transformational model, very little data has been uncovered to support the idea 
that such a leadership style has changed police culture. There is evidence to 
suggest that police leaders who combine transactional and transformational 
behaviours could prove more successful than those who rely solely on either one of 
them (Dobby et al, 2004). 
 
While each of these leadership strategies has its strengths and weaknesses, they 
can all be effective in managing a range of different operational situations. Effective 
leadership involves understanding the specific circumstances of the situation and 
selecting the most appropriate strategy to address it. This requires strong analytical 
skills, effective communication, and the ability to inspire and motivate others to 
achieve a common goal. There were no studies that strongly supported strong "what 
works" conclusions in the review of the literature of the international evidence base 
for police styles of leadership, behaviours, and competencies conducted by HMIC 
(2008). However, studies point to the importance of being able to adapt various 
leadership styles, including transactional leadership, to suit various contexts. Great 
police leadership requires the capacity to adapt various leadership philosophies, 
such as transactional and transformational, to fit various contexts (Neyroud, 2011).  
According to Kodz and Campbell (2011), effective police leaders need to develop 
participative and supportive leadership styles in addition to the ability to command 
others, which is different from other sectors. 
 
Ultimately, the success of any leadership strategy will depend on the leader's ability 
to adapt to changing circumstances, learn from their experiences, and continuously 
improve their approach to managing operational situations. 
 
Word count: 1141 
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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: 
 
 
 
In this essay I will critically reflect upon my last three-year probation within South 
Wales Police. I will reflect on how I have benefited form mentoring and coaching, 
how it has helped me to meet personal, professional and organisational goals and 
lastly how it has aided me to learn, develop and perform in the workplace.  
I will also consider relevant coaching and mentoring definitions along with current 
coaching and mentoring theories used in policing. 
 
It could be argued that coaching and mentoring are so similar under many 
definitions that they should be treated as meaning the same. However, upon 
researching the two, I have found clear distinction between them. As set out by the 
(Police Superintendents' Association, 2022), Coaching is defined as "support and 
advice to maximise self-learning and development requirements" while mentoring is 
defined as "sharing expert knowledge of a job or subject area to help others." These 
definitions clearly delineate the differences between the two. 
 
There are several coaching and mentoring theories that have been applied to 
policing, and these theories have both strengths and limitations. Below I will reflect 
on some of the current coaching and mentoring theories used in my policing career 
so far, along with a critical reflection on their effectiveness: 
 
In 2020, I was extremely anxious as my application to the police was accepted and 
as my early classroom training began. This was my first role within the public sector 
with all my previous work experience being the in the private sector. 
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My first encounter with mentoring occurred in the classroom during my initial police 
training. I learned a lot in the classroom over the course of these six months, with 
the teacher standing in the front and outlining the fundamental abilities required for 
the job of a police officer. I had a tutor for the duration of these six months to assist 
with my daily learning. Throughout the first six months, my confidence levels grew. 
From a starting point of no knowledge of policing practices other than what can be 
learned from the news, I was successful in both academic tests and real-world 
situations. This, I think, was partly motivated by my own desire to succeed, however 
upon reflection I believe the involvement of my tutor was invaluable.  
 
The OSKAR coaching model, created by Jackson and Mckergow, was one of the 
coaching techniques I now think was used during my time (2003). This model is a 
crucial solution-focused strategy created to give the coaching process structure, 
direction, and momentum (Adams, 2016). Instead of concentrating on analysing the 
issue, solution-focused coaching focuses on finding solutions (Passmore, 2020). 
 
The OSKAR model's first phase involves determining the "Outcome." This section 
aids in helping them visualise their goals. From my personal experience, I finished 
this during the first few weeks of my initial classroom training. Throughout this time, 
my coworkers and I were tasked with describing our hopes, fears, and expectations 
for the upcoming six months. My response at the time, I think, was to develop into a 
capable officer. At the time, I had not thought about what my main goals were and 
did not realise how important it was to set attainable goals. In this example, 
becoming a competent officer would take years and so a more realistic objective 
would have been to pass the learning milestones as set by the PEQF program. This 
taught me to think about what I wanted to accomplish before starting a task, which 
was a valuable lesson for me. 
 
The second stage is “Scaling”. This is where you refine the goals into realistic 
expectations. If the end goal is progressing beyond initial training, then realistic 
expectations are to pass each of the exams and practical demonstrations. 
  
The third stage, known as the "Know How" stage, entails determining the abilities 
and resources required to achieve the objective. During this stage of my police 
career, I needed to build on my note taking and revision skills to pass exams. I 
coupled the knowledge gained from classroom input additional reading and 
combined with a flashcard application to assist me embed the knowledge to help 
me pass the exams. 
 
The "Affirm and Action" stage can be used to describe the fourth stage. In 
conclusion, this is a time for reflection to acknowledge your accomplishments and 
pinpoint areas for improvement. During my initial training, this was accomplished by 
conducting periodic reviews with my tutor. I would evaluate my own performance 
during these sessions and consider what was going well and what needed to be 
improved. Prior to my first review, I was unaware of the significance of self-reflection 
and performance evaluation. But going through this process on my own made it 
much easier to stay goal-oriented and made sure I had a solid grasp of my 
weaknesses and strengths. This is a tool I have continued with throughout the first 
three years of my police career to assist me in my development.  
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The OSKAR model's "Review" phase is its last. The review stage gave me the 
chance to consider whether I had succeeded in achieving the goal they had set for 
me and to assess how things had changed over time. An indicator for me that my 
initial goal had been achieved was passing my exams and progressing to the 
tutorship phase of training.  
 
The tutorship phase of my training, saw me deployed on a response team alongside 
a tutor constable. A tutor constable being an officer with significantly more 
experience in policing. This was an anxious time for myself as I had built a good 
rapport with colleagues during the six months in training and had become used to 
the teaching style of my tutor. My tutorship was intended to be a time where I would 
work in step with my tutor constable throughout a three-month period. I was required 
to finish an incident checklist as well as an occupational competency portfolio during 
this time. This was done to show that I had incident response experience and could 
later function independently as an officer. 
 
The tutorship phase of my learning felt a lot less structured than the classroom 
training I had experienced during my first six months. During this time, it seemed less 
clear how I was performing against peers and less structure to reviews. Reflecting on 
the coaching during this time, I would now recognise it as again following the GROW 
model as developed by Whitmore (2009). 
 
The GROW model may be referred to as "The Model." It is the world's most effective 
and authentic coaching model (Kunos, 2017). The GROW model has four stages 
and is cyclical. 
 
The first stage of the GROW model asks you to identify a “Goal” in an area you are 
focused on. During my tutorship phase, this was to pass the occupational 
competency portfolio and to complete the incident checklist to achieve independent 
status. It was my explicit personal objective to see if I had what it took to succeed 
as a police officer. It was also a professional goal given without it I would not be 
allowed to work independently. 
 
The second stage is the ‘Reality’ stage. This involved being realistic as to my current 
position in terms of competency levels and identifying what strengths and 
weaknesses I had. To accomplish this, I met with my tutor and we talked about how 
I did during my initial training, paying particular attention to how I did in real-world 
scenarios. I explained that due to the COVID pandemic, this has limited my ability 
to have hands on experiences of hand cuffing and so I was apprehensive of doing 
this in a real operational scenario.  
 
The third section is the ‘Options’ stage. This involved clarifying what options were 
available to help me, to help me achieve my goal of operational independence. This 
meant discussing what type of learner I was. During classroom training I established 
my learning style was kinaesthetic. Kinaesthetic learners gain knowledge by doing 
practical things and benefit from doing rather than watching or listening (Fleming, 
2001 Pritchard, 2017). This meant that when attending incidents, my tutor would 
standing back and allow me to take the lead. Although beneficial, this may not be 
suitable for all types of incidents given the nature of the police role.  
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The last stage of the GROW model involves agreeing a “Way Forward”. These are 
specific actions and timeframes as well as setting accountability. I benefited from 
the structure already put in place by qualification framework and so there were 
already clearly defined checkpoints and timeframes to ensure my progress.  
 
After the three months of tutoring were completed, I had accomplished my objective 
and was eligible for independent patrol status. This resulted in my moving to a 
different station and being placed with a new team of officers and a new sergeant 
whom I would be reporting to. Straight away there was a marked difference in how 
the sergeant during my three-month tutorship phase operated in comparison to my 
new sergeant.  My new sergeant led by example and set very high standards. I 
recognised this as a form of transformational leadership. This theory places a strong 
emphasis on the value of leaders who encourage and inspire their subordinates to 
realise their full potential. Transformational coaching and mentoring involve 
encouraging officers to develop their skills and abilities, challenging them to take on 
new responsibilities, and supporting them through the process (Bass, 1985). It may 
not always be appropriate, especially in hierarchical organisations such as the police 
in which appointed leaders are unfamiliar to the followers, but this strategy can be 
effective in fostering trust and loyalty among officers (Barbuto, Fritz and Matkin, 
2001). This was the case several months later when after a new intake of qualified 
officers, my sergeant was replaced with a different one. Suddenly my willingness to 
take on additional responsibility dipped and my trust in their decision making was 
not where it had previously been. 
 
Having reflected on my time in classroom training, tutorship and the period 
immediately following, I have noted several benefits and drawbacks. During this 
period, I gained a lot of valuable knowledge and experience. I had a great rapport 
with my tutor, and I always felt appreciated and motivated. This period also equipped 
me with the abilities to act effectively as a police officer and now has given me a 
strong foundation on which to continue growing. Additionally, the strategies used 
during this time will be used by me to make and progress through defined personal 
and professional goals. Another benefit was having a tutor followed by a hands- on 
sergeant whom I had a great relationship with. I was able to have open and honest 
discussion regarding my training and felt everything was geared towards me 
improving. 
 
Despite these positives, I also note some negative aspects. First was a lack of 
involvement by some sergeants during my learning phase. During the three-month 
tutorship phase, I almost felt like a burden on the team given the most experienced 
officer was dedicating almost all their time to assisting me when clearly other officers 
would benefit for additional support during the shift. This changed when having a 
much more hands on sergeant who acted as an additional tutor for the rest of the 
officers allowing time and space for the new officer to work with their tutor.  
 
The period following me gaining independent patrol status was also a time where I 
experienced a sizable reduction in the coaching and mentoring. Completing the 
tutorship phase, I contend that this is the point at which learning starts. Despite this, 
I was assigned to a group that, overall, lacked experience. I noticed a significant 
decline in my rate of development. I began being one of the most experienced on 
shift and so my development then became limited to new experiences. Even though 
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learning through experiences is my favoured method of learning, experience is not 
enough to guarantee learning and growth. 
 
In conclusion, I've discussed how I've benefited from coaching and mentoring and 
how those techniques have helped with my personal growth. The most crucial 
coaching I ever received was during my initial classroom training and the period that 
followed, when I was under operational tutorship. Though the GROW and OSKAR 
models are comparable because both are solution-focused approaches. They do 
not concentrate on how to solve the issue. 
 
This is contrast to the models used in response policing which have a heavy reliance 
on problem solving. This is evident from the commonly used SARA model as 
introduced by Eck and Spelman (1987) which is commonly used in policing as a tool 
for solving all problems. I found the OSKAR model of most benefit and will continue 
use it as a means of reflection and goal setting throughout my career. 
 
Overall, the effectiveness of coaching and mentoring theories in policing will depend 
on a range of factors, including the organisational culture, the specific needs of 
officers and the leadership style of supervisors. While coaching and mentoring can 
be valuable tools for developing officers and improving organisational performance, 
it is important to critically evaluate the effectiveness of different approaches and 
adapt them to the unique needs of the organisation. 
 
 
Word count: 2188 
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