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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 College of Policing (CoP) plays a crucial role in helping police forces across England and Wales by setting standards, providing training, and making sure police officers are equipped to meet the everyday challenges they face. Within this essay, I will critically evaluate the strategic role of the CoP and how this is professionalising police forces. I will also focus on strategies such as Policing Vision 2025, the Workforce Transformation 2018, and the CoP 5-Year Strategy. I will include evidence and reflective practice by discussing how I have played a significant role in dealing with offenders, service users, and victims whilst in my final year of probation and how I have tried to fulfil the role of a modern-day police officer. To do this, I will be using the Driscoll reflective model (2007) to reflect on how my role as a police officer has changed during my progression through the probation period.
The CoP was established in 2012 as the professional body for English and Welsh police forces. The aim of the CoP was to “support professional development, set standards, and share knowledge and good practice” (College of Policing, 2021). The CoP plays a vital role in establishing and distributing standards of policing, including the police Code of Ethics. The Code of Ethics has recently been upgraded and now focuses on courage, respect, empathy, and public service (College of Policing, 2024). The Code of Ethics was designed to ensure officers do the right thing whilst serving. If an officer follows this code, policing should be effective, as the individual will treat everyone with respect and show empathy—not only towards victims but also other officers. By doing so, this will maintain the trust of the public.
However, even with the CoP setting out these guidelines for how officers should behave, it’s clear some officers have potentially disregarded these standards and fallen below what is expected. Police Conduct (2023) highlights how many officers have fallen below these standards. For example, the Independent Office for Police Conduct (IOPC) logged complaints between 2023/2024; of these, 13% related to individual behaviour and 3% to discriminatory behaviour. As the CoP sets out the Code of Ethics from the very start of police training, the police are still seeing a rise in conduct matters being referred to the IOPC or individual standards departments. This highlights the ongoing challenge of embedding professional standards across a large and diverse workforce.

One way the CoP allows officers to learn from past mistakes is evidence-based policing. College of Policing (2024) states that this way of learning allows the police to inform and challenge policing policies and decisions. This approach helps officers understand issues and assess their effects on individuals and the public. Officers can then reflect on previous encounters and learn from others. This evidence-based approach represents a significant step forward in professionalising policing by promoting continuous learning and accountability. However, the challenge lies in ensuring consistent application across forces, as some units may lack resources or culture to fully embrace this method.
The Police Education Qualifications Framework (PEQF) (College of Policing, 2020) has introduced degree pathways for new police officers, allowing them to work while achieving higher education. This enables student officers to gain critical thinking, problem-solving, and skills needed to be modern-day police officers. Not only have they introduced the Police Constable Degree Apprenticeship (PCDA), but individuals who already hold degrees can convert their degree and study for two years to gain a policing qualification (College of Policing, 2020). By providing multiple entry routes, the PEQF supports wider access to the profession and enhances the educational standards of officers. This is part of Policing Vision 2025 (National Police Chiefs’ Council, 2016), which aims to attract and retain people for prolonged careers, thereby developing a confident and professional workforce that benefits communities.

However, police forces across the United Kingdom can choose whether new officers complete the degree route. There have been negative points presented by officers studying under the PCDA route. For example, Police Federation (2019) documented that officers feel they have a poor work-life balance and that the stress of studying a degree while working full-time can negatively impact their mental state and job performance. Older officers believe this route is mainly aimed at younger officers with fewer personal and financial commitments. Concerns have also been expressed regarding Protected Learning Time (PLT), which is often cancelled due to operational demand. This adds stress as officers try to complete academic work alongside heavy workloads. While PEQF aims to professionalise through education, practical implementation challenges such as workload pressures and mental health impacts undermine its effectiveness and may negatively impact retention.
Policing Vision 2025 was created by the National Police Chiefs’ Council (NPCC); this vision looks at how the police will grow and learn over the next 10 years. NPCC (n.d.) explains that this vision will allow police forces to effectively resource officers and provide an effective force and good value for money. They mention how the community officers have become more complex and diverse and that change needs to happen to adapt to modern life and crime. An example is digital policing. The police state that allowing the public to contact the police easily via digital services can help with intelligence and gathering evidence (HMICFRS, 2022). As populations do more online, cyber threats such as fraud increase. With new digital capabilities, police can offer more support to victims and introduce new tactics. Additionally, transferring information digitally to the criminal justice system helps reduce delays.

The vision demonstrates forward-thinking and acknowledges the need for digital adaptation, but implementation across forces has been inconsistent. HMICFRS (2022) found that digital forensic services vary significantly, with some cases handled within weeks and others delayed for up to 18 months creating a “postcode lottery” of justice. Not all police forces have the same infrastructure or funding, resulting in unequal digital service capabilities. The increased digital engagement may create accessibility barriers for older or vulnerable individuals. If not addressed, this could break down public trust and widen inequality in service access. It then raises the question of how effectively the CoP and NPCC can professionalise policing uniformly across all locations.

The Workforce Transformation 2018 also links into Policing Vision 2025. This was created to help deliver and shape the police force. NPCC (2018) discussed how the transformation must start with recruitment and attracting people into the service. Policing must adapt to a competitive marketplace and make policing a rewarding career. The programme aims to recruit people who bring new perspectives and diverse backgrounds, helping represent the communities served. The transformation also focuses on developing leaders at all levels, equipping them to meet future challenges. This includes new leadership and management training models, open to all ranks and staff. An example is allowing individuals to attend attachments and secondments to gain experience.

Whilst the transformation plan offers potential for professional growth, implementation challenges remain. HMICFRS (2023) notes that workforce pressures, including underfunding and increased demand, have left many officers feeling demoralised and overwhelmed. Some forces have placed inexperienced officers in frontline roles, increasing workload on stretched teams (HMICFRS, 2025). Efforts to improve representation have not always translated into retention or promotion for underrepresented groups. The Police Federation (2025) highlighted endemic workforce stress and low morale, with 87% of officers reporting low job satisfaction. Without systemic investment and cultural change, leadership development and diversity recruitment may not meet their full potential. This reveals how professionalisation is not only about standards and education but needs to address workforce wellbeing and systemic challenges which are areas where the CoP’s strategic role must get better.
Importantly, the College of Policing’s 5-Year Strategy (2021-2026) complements these aims by focusing on enhancing professional standards, workforce wellbeing, leadership development, and diversity (College of Policing, 2021). It promotes evidence-based practice and innovation while emphasising ethics and community engagement. However, challenges such as funding limitations, operational demands, and inconsistencies threaten the full potential of this strategy. The CoP needs to balance strategic goals with practical support for forces to overcome barriers. Without sufficient resources across forces, the 5-Year Strategy risks remaining idealistic and unreachable rather then actually being able to be implemented.

Reflecting on my probation and being in my final year, I have seen my role as a police officer change over the last few years. I believe my confidence has grown as I have served longer, with my knowledge expanding daily. The team I work with daily is smaller than when I started, often just myself or one other officer. I have taken this as a learning opportunity. Sometimes I am the most senior officer on shift, and people turn to me for assistance due to limited numbers. I have learned to take control of situations quickly, especially when backup can be a long distance away.

I have developed good communication skills to try and de-escalate situations were, with more officers, a hands-on approach might be used. I believe I’ve become accustomed to using communication methods such as the five-step appeal. The College of Policing (2020) explains that this technique helps officers manage resistance by offering multiple chances for individuals to comply. I have found this useful in conflict situations, mental health incidents, and with children as suspects. However, low shift numbers have had downsides. At times, I have been unsure what to do, mainly with case files rather than operational incidents and have turned to the Sergeant, who may be unavailable due to high demand. Public service has been affected, with some people waiting days for an officer to attend.

So what?
These challenges have significantly shaped my development. They required me to adapt quickly and build confidence, especially when leading without supervision. My ability to communicate and remain calm has strengthened through necessity. Working in understaffed conditions showed me the pressures affecting service delivery and officer wellbeing. While rewarding to help the public, the role is mentally taxing. Working in a small team has been a protective factor we have bonded and support one another. Team activities help maintain a healthy mindset and morale.

Now what?
In my final probation year, I have proactively sought to expand my skills by requesting Taser and Method of Entry courses. I have mentored younger officers when tutors were unavailable, which I found rewarding as it allowed me to pass on knowledge. I passed my firearms assessment and look forward to starting the initial firearms course. I aim to continue seeking development opportunities and contribute positively to my team, especially during low staffing. I also recognise the importance of self-care and team support to manage stress and maintain resilience.

In conclusion, the CoP has made contributions in making the police force across England and Wales be more professional through the training it produces and leadership development. By starting the degree qualification into policing, it has raised the standards of policing by allowing those officers a professional qualification. With the Policing vison 2025 this will bring multiple upgrades to the police in order to maintain the trust of the public and to provide an up-to-date service. Finally, my third year in probation has seen my confidence grow as a police officer allowing me to make better decisions as and when its needed. I have also been able to help other colleagues by mentoring them through their 10 weeks tutorship stage. By mentoring, continuing professional development, and leading during difficult shifts, I am fulfilling the role of a modern police officer, as envisioned by the CoP and embedded in their professionalisation agenda.
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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:

As the United Kingdom continues to grow its digital footprint, the use of social media has changed the way the police forces disseminate information to the public. Social media has given police forces a means of fast communication to the vast amount of the population via different social media platforms. However, this can come with it’s own challenges such as misleading information, privacy issues, as well as online bullying and comments being made. This essay will critically evaluate the use of social media in the police force and how it is used to relay information to the public. This essay will also aim to look at the positive usage of social media and the negatives it can also bring. I will then discuss my own personal use of social media whilst working as a police officer and the scenarios I have used it for using the Driscoll reflective model (2007). 

Social media allows the police to engage with members of the public in a fast manor covering most of the population with online access in one click. This allows transparency and citizen participation in policing (Bullock, K 2018). The Police Foundation (2014) explains that social media can help with intelligence gathering as this allows members of the public to submit their reports via an online chat. Bullock, (2014) mentions that using social media helps the community and allows the individuals to collectively control crime at a low level. 
There are many forms of social media the police use. Police forces across the United Kingdom use, Facebook, Twitter, TikTok and YouTube. Each one of these platforms can target the population by the use of text, pictures and videos. According to Ofcom (2023) well established social media platforms have continued to grow in popularity, their records show that YouTube has 80% growth, Facebook 77% and Instagram 57% growth. They also mention that YouTube has seen each year more and more viewers. With the amount of the population being able to view information via social media, it is important that the police post information that is accurate, clear and sent in a timely manner particularly during emergencies that have a high community tension. With the dissemination of information sent in this way, it can help build the trust and forges positive relationships between the police and the community. (College of Policing, 2017). 

The police can also target certain groups by the usage of social media. Each platform can reach a target audience, and it allows different information to be passed over. An example of this is the use of TikTok compared to Facebook. Facebook will allow the police to disseminate information such as missing people, wanted individuals and up to date road closures. However, the use of TikTok will target the younger audience by having short videos which can promote a positive interaction between themselves and the police. The use of short videos and information can also help the public safeguard themselves by using helpful videos to try and prevent crime (Hu,X, Dong, B & Lovrich,N, 2022). Oberlo (2024) has documented that the large majority of TikTok users are between the age of 18 to 34. Whereby the average age of Facebook users is 25 to 34 years of age (Dixon, 2024). This shows that it is the younger population that tend to access information online. Whilst this can be seen as a positive for giving out information to this demographic, this could be seen as a negative in terms of reaching the older population, who don’t tend to access these online platforms, so it’s essential that other means of communication are still used.

Whilst there are many positives from using social media for policing purposes. This can also present significant risks. Grewar, (2024) expands on how misinformation can spread widespread panic to the public. He explains that social media was used during recent riots to spread more hate causing far right individuals to become more aggressive with the content that was posted. However, if the right information is passed over in a timely manner it can prevent situations like this from happening. Another issue with using social media would be privacy and ethical concerns.  Police forces will have to be transparent but offer individuals privacy. Ministry of Defence Police (n.d) explains that the disclosure of information relating to criminal investigations are controlled by law as the disclosure of information may compromise the rights of the individual. However police forces can share information about wanted or missing people, this can aid in the detection of the individual with only limited amount of information provided by the police.
Cyber security can play a massive part with the use of social media Ministry of Defence Police (n.d) has set out guidelines for serving officers about what information they should be posting on social media. They also tell officers that current police tactics and relevant police operations should not be shown on any form of social media as this may present a good opportunity for criminals to study how the police operate and can be used for terrorism. It’s not only police activities that need to be monitored on social media, the safety of the officer and their family can also be compromised by what is written and what information can be found on their social media page easily. An example of this would be a person’s family information. If this were to fall into the hands of the wrong person, it can have a detrimental effect on safety of the entire family, not just the individual officer. (Ministry of Defence Police n.d). Officers that use social media incorrectly can also have a negative effect on the public perception. The Independent Office for Police Conduct, (2021) have documented an increase of misconduct investigations on serving police officers and staff due to comments and picture sent on social media, they mention that posted items included racist, sexist and other discriminatory comments and images. Following from this, The IOPC mention that the College of Policing code of ethics provides guidelines on the use of social media, and this includes information to keep officers and staff safe and to ensure that whatever is publish does not fall below the public perception of how an officer should act. 

Gwent police have created a social media policy which was published in 2022 with the next review being in 2025. This policy can be found on Gwent police internet page “The Beat” which is accessible to all officers and staff. The policy helps provide guidance to all to allow them to use social media in a safe and effective way. They also state that social media should be used for the police, not against and used in a way which shows the police standards and ethics. Within this policy it also states that social media can be used to disseminate information but staying within the Human rights of the individuals mentioned. However, Gwent police are fully aware that not all members of the community have access to the internet and social media so this method of distributing information is not the only method. Police officers and staff can still use conventional methods such as face to face meetings and letters to make sure Gwent police are being as inclusive as possible.

During my time spent in Gwent police, I have used social media during incidents to help with different incidences. I have requested for information to be placed on social media. An example of this would be requesting that road closures are announced over social media to allow the community to make reasonable changes to their journey. One of the main reasons I have asked to use social media is for the information to be passed to the community regarding High risk missing people. Before this information can be presented to the public, I will have to ask for permission from the family to allow their loved ones to be posted on the internet. When this is completed, I will send all the information and a photo of the individual to corporate communications department. Their role is to make sure all information follows Gwent police policies before they post it, and it can be seen by the wider public. I have found that the use of social media helps information to be passed to a large amount of the community. Whilst the image is posted, it allows members of the public to comment on the post. This can help the police locate the individual as members of the public can report any sightings. However, this can have a negative effect as people will be hyper vigilant and believe they may have seen the individual and the police will have to investigate, which in turn can lead to police wasting valuable time. Gwent police also post individuals that are wanted. This again works well as the police can receive information regarding the persons whereabout which can lead to an arrest. I have known wanted individuals to hand themselves into the police due to the amount of pressure placed on the individual. There can be negatives on social media. With images posted of individuals, I have seen first-hand that some people can make comments that can be seen as distressing and will make fun of people’s appearances. Again, people will make comments if they see posts regarding officers doing their role and make comments such as “they should be doing their job”. This can have a knock-on effect to other members who use the social media page.

Working on my shift pattern, our Sergeant would post proactive work taken by myself and other police officers. One example of this would be the seizure of vehicles that have not got valid insurance to drive a vehicle on a public road or valid road tax. By posting these kinds of jobs, it will not only show the public that the police will take action for no insurance but also can be used as a tool to educate individuals as well. This can be the use of electric scooter as many people who I have dealt with are unaware that they need a valid driving licence and insurance to drive these scooters on the road.  Also, in the Monmouthshire area they have introduced are neighbourhood policing team to allow for members of the public to know their local policing team.

What? - During my time with Gwent Police, I have used social media through the correct channels to support incidents such as high-risk missing person investigations and road traffic updates. On several occasions, I have requested for missing people to be posted on the force’s social media pages. Before this is done, I always ensure that permission is gained from the individual’s family, and then I forward the necessary details and photograph to the corporate communications team. I have also asked for road closures to be posted, especially when they are likely to cause major disruption to the local community.

So What? - I have found social media to be a very effective tool in these situations. It gets the message out quickly and to a wide audience. In missing person cases, this can increase the chances of finding the individual sooner, especially when members of the public provide helpful information. I’ve seen examples where wanted people have handed themselves in due to the level of pressure from being posted online. However, there are also downsides. Some public comments can be inappropriate or distressing, and in missing person cases, false sightings can lead to wasted time and resources. Despite this, it’s clear that social media plays a vital role in raising awareness and increasing community involvement.

Now What? - Moving forward, I will continue to request the use of social media where it is appropriate and necessary, always following Gwent Police’s policies and procedures. I will make sure any information passed is accurate, respectful, and within the boundaries of privacy and ethical standards. It’s a useful tool that, when used correctly, supports both the police and the wider community.
In conclusion, social media now plays a vital part in policing. It allows information to be passed to the community in a quick and easy fashion. The use of social media has proven effective in emergency situations such as locating missing individuals, wanted people, public safety issues and road closures. However, there can be negatives to social media in policing. These could be misinformation being posted that can lead to confusion and distress of the community. Privacy concerns with what information can and can not be posted and this will have to fall within Gwent police social media policies and procedures. With social media growing within the United Kingdom, more training will need to be taken by the police to make sure the best use of these platforms allowing the police to offer a greater experience with the community at the centre. I will also continue to use Gwent police social media to help find missing individuals, update on positive actions such as arrests and informing members of the community on road closures as this is a great tool to help spread information to the community.

Word count - 2188






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:



Leadership within the police comes into effect on a day-to-day basis and plays a crucial role in how officers respond to operational situations, interact with service users, as well as impacting effective work within teams. It is not confined to senior ranks,it can be demonstrated by anyone from the Chief Constable to frontline constables and police staff. Having effective leadership, particularly whilst on shift, enables officers to manage incidents with confidence, make informed decisions quickly, and maintain public trust. Leaders within the police service face unique challenges, not just from the public, but also from within the organisation. These challenges include managing team dynamics, balancing authority with approachability, dealing with stress and trauma, and navigating resistance to change. This essay will critically evaluate and analyse leadership strategies used in policing and evidence how I have developed and demonstrated leadership skills during operational incidents. A particular incident I attended involving a road traffic collision (RTC) will be used to illustrate how my leadership approach adapted to meet the needs of those involved and the changing demands of the situation. In order to reflect on my leadership during this incident, I will be using Driscoll’s reflective model(2007), which considers three key questions: What?, So what?, and Now what?
Giblin (2017) defines leadership as a collection of traits that enable an individual to exercise power and secure compliance. In policing, this extends beyond control, it includes influencing behaviour, fostering teamwork, and making decisions that align with professional standards and ethical practice. Giblin also highlights the hierarchical nature of police structures and how leadership is expected and demonstrated at all levels, from operational duties to strategic planning. He states that senior leaders focus on vision, critical thinking, long-term objectives, and delegation. Middle managers often serve a mentoring and performance-monitoring function, supporting the professional development of less experienced officers. Effective leadership also requires flexibility, adaptability, and the ability to respond to the needs of individuals, the public, and rapidly evolving situations. Leaders must be able to switch between approaches depending on the environment and those they are working with.
From my own experience, the ability to adapt leadership style to the context is crucial. Frontline policing involves dynamic incidents where circumstances can escalate or change rapidly, meaning that rigid leadership strategies are often unhelpful. I’ve learned to be situationally aware and make decisions based on both the operational risks and the strengths and limitations of my team. Challenges I have faced include dealing with staff who are resistant to change or new procedures, responding to incidents involving vulnerable people, and ensuring I remain approachable whilst still maintaining authority. While it could be argued that constantly switching leadership styles could confuse team members or weaken communication, in practice, when leadership is applied consistently and with emotional intelligence, it leads to improved morale, increased confidence in decision-making, and better outcomes. It also enhances public confidence in policing, as communities expect officers to respond with both control and compassion.
What?
A significant incident where I demonstrated leadership took place when I was the first officer on scene at a serious road traffic collision (RTC) on a dual carriageway. Two vehicles had collided, leaving one person trapped in a car and another with visible injuries. Traffic was still moving dangerously close to the scene, and members of the public were gathering, some trying to help, others filming. As the only police constable initially present, I had to take immediate control to prevent further harm and maintain order. The situation required me to coordinate emergency response efforts, manage distressed witnesses, and ensure the safety of all individuals present.
So what?
This incident tested my ability to lead under pressure. Initially, I adopted an autocratic leadership style. I gave clear, firm instructions to bystanders to move away from the scene and directed drivers to slow down and divert. This style was essential at the outset to establish control and prevent additional casualties. When two Police Community Support Officers (PCSOs) arrived, I shifted my leadership style to a more situational approach. I assessed each of their experience levels and confidence and delegated tasks accordingly. One PCSO managed traffic flow, while the other helped to provide first aid to the injured parties until paramedics arrived. The shift in leadership style was necessary, had I continued with an autocratic approach, it might have hindered teamwork or reduced their effectiveness. On the other hand, adopting a purely hands-off approach at the beginning could have compromised safety.
The significance of this reflection is that it highlights the importance of being flexible with leadership styles. Driscoll’s model prompts reflection beyond the immediate facts and asks us to consider why our actions mattered. In this case, effective leadership prevented a dangerous situation from escalating further. More importantly, it ensured that others on scene both staff and the public understood their role and felt supported. It also reinforced for me how crucial it is to assess not just the operational risks, but also the human elements of a scene: stress, panic, confusion, and teamwork.
Now what?
Reflecting on this incident has helped me refine how I assess situations in real time and adapt my leadership style as needed. I have become more aware of when a command-driven (autocratic) style is appropriate and when to adopt a more supportive or democratic approach. Moving forward, I aim to develop my ability to communicate more clearly the reasoning behind decisions during incidents. This can help build trust, especially when debriefing with colleagues afterward. I also plan to continue seeking feedback on how my leadership impacts team morale and individual confidence. As a result of this reflection, I am more intentional about balancing authority with support, which ultimately contributes to better outcomes for service users and staff alike.
There are several leadership models that support policing roles. Transformational leadership, for example, aims to inspire and develop others, encouraging them to reach their full potential. Bakker, Hetland & Espevik (2023) explain that transformational leaders help foster higher job satisfaction and motivation. I’ve found this style particularly effective when working with newer officers. In one instance, during a period of low staffing, I was asked to support and guide a probationary officer. By drawing on my experience, I created an environment where the officer felt comfortable asking questions and reflecting on their performance. This reduced anxiety, built confidence, and ensured they performed to a high standard. However, transformational leadership does have its limitations. According to Indeed (2021), it can sometimes lead to unrealistic expectations, and strong personal relationships can blur boundaries or appear as favouritism. To mitigate this, I always base feedback on specific actions and ensure my expectations are realistic and aligned with the officer’s current level of competence.
Transactional leadership focuses on task completion and compliance. According to Masa’deh, Obeidat & Tarhini (2016), transactional leaders define expectations and reward compliance while discouraging poor performance through structured consequences. I found this style particularly useful when dealing with an agitated and confrontational suspect. I communicated clearly what behaviour was expected, explained the consequences of non-compliance, and offered them the opportunity to cooperate without escalation. This approach de-escalated the situation, allowing the suspect to retain some sense of control and dignity, which helped achieve a peaceful resolution.
Another type of leadership style is situational leadership. This is a flexible leadership style where the leader adapts their approach based on the needs of the individuals and the demands of the task. It encourages leaders to assess the readiness and capabilities of their team members and modify their direction accordingly. This allows for effective delegation and support, tailored to the moment, helping individuals develop while ensuring the task is completed safely and efficiently. (The Knowledge Academy, n.d.). I have used this style effectively when attending road traffic collisions, where I was the sole police officer on scene initially. I delegated roles to Police Community Support Officers based on their training and experience, ensuring they were comfortable and not placed in unsafe situations. This approach allowed for both operational effectiveness and team development.
Servant leadership is another style I’ve used effectively, especially in promoting officer wellbeing. Mockaitis (2020) suggests that servant leadership focuses on the needs and growth of the team. I have applied this style when helping colleagues deal with emotionally challenging mental health incidents. I’ve supported team members by encouraging reflection and offering guidance based on my own experiences. I’ve also led by example when dealing with vulnerable service users, demonstrating a calm and compassionate approach. This helped officers see how they could provide professional and ethical care without compromising safety. Additionally, I’ve organised shift-based team building events, asking officers for suggestions to ensure the activities were inclusive and enjoyable. This helped build stronger relationships and improved morale. However, servant leadership must be balanced with authority. Without setting expectations, it could be perceived as weak or indecisive.
Democratic leadership allows team members to contribute to decisions and express their views. Cherry (2024) explains that this style encourages higher levels of engagement and better communication. I use this approach in team discussions, such as setting shift priorities or reviewing how certain incidents were handled. For example, during briefings, I invite input from officers on resource allocation or areas of focus. This improves ensures everyone feels involved. However, in high-pressure situations where decisions must be made rapidly, a democratic approach may be too time-consuming. Nedelko and Potocan (2021) support this, suggesting that while democratic leadership improves long-term planning and morale, it may be inefficient during emergencies.
Autocratic leadership is characterised by one person making decisions with little input from others. Cherry (2023) explains that this style can be effective in crisis situations where quick, decisive action is needed. During the RTC mentioned earlier, I had to take immediate control using an autocratic approach to prevent further harm. The priority was public safety not consultation. Once the immediate danger was resolved, I moved to a more collaborative and supportive leadership style. This shows how autocratic leadership has a place in policing but should be used sparingly and only when appropriate, as prolonged use can lead to low morale or disengagement.
Over time, I have developed my leadership strategies through experience, reflection, and feedback. Early in my career, I tended to rely on a more directive style, particularly when managing incidents or junior officers. With more experience, I have learned to assess the team’s strengths, the situation’s urgency, and the needs of those involved before choosing a leadership approach. Reflective models such as Driscoll’s (1994) have helped me understand not just what happened, but what I learned and how I can improve. I have also engaged in Continuing Professional Development (CPD) around mental health, critical incident management, and team dynamics. These courses have strengthened my understanding of how leadership allows for better performance, wellbeing, and public trust.
Leadership in policing is dynamic and situational. The ability to adapt to changing circumstances and team needs is critical. In the RTC incident, I moved from autocratic to situational and finally to servant leadership. This shift helped manage the scene safely while also ensuring PCSOs felt supported and confident in their roles. Each leadership style has its place but knowing when and how to apply them is what makes a good leader. Emotional intelligence, reflective practice, and a willingness to seek feedback are all key traits I continue to develop.
In conclusion, during my time in Gwent Police as a response officer, I have had to manage numerous challenging situations where leadership was not only required but crucial. I have demonstrated flexibility by using a variety of leadership styles including autocratic, transformational, transactional, situational, and servant leadership depending on the nature of the incident, the people involved, and the desired outcome. By engaging in reflective practice through models like Driscoll’s, I continue to refine my leadership skills, which benefits team morale, operational effectiveness, and public trust. Good leadership in policing requires a tailored, adaptable approach that balances authority with empathy and fosters collaboration. There is no “one size fits all” style; rather, the best leaders read the situation and respond accordingly. This approach helps ensure the safety of the public and officers, while supporting positive working environments.
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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:


During this task I will explore how I have benefited from being mentored and coached throughout my three-year probation. The focus will be on how I have approached these three years and how this has supported me in achieving personal, professional and organisational goals including how these have influenced my ability to learn and develop myself into a competent police officer. Coaching and mentoring are two distinct but complementary development processes: coaching is generally short-term and performance-driven, focusing on specific skills or goals, while mentoring is a longer-term relationship aimed at overall personal and professional growth through sharing experience and advice (Clutterbuck, 2004). I will evaluate my personal experiences from being tutored myself by an experienced police officer as well as how I have spent time mentoring new student officers myself. During this reflection I will be using the Driscoll (2007) reflective model, by doing this model it will allow me to explore the “what? So what? Now what?” and help me to organise my reflection in a way that allows learning from the experience to be seen.
What?
Throughout my probation period, I have received various coaching and mentoring stages, these were aimed to allow personal growth and to gain the knowledge needed to become an independent police officer with the confidence to handle jobs single crewed. During my tutorship phase, which lasts just over ten weeks, I was fortunate enough to have two tutors during this time. I found this very helpful as it allowed the opportunity to see how different police officers conduct themselves and how they have different solutions to problems presented in front of them.
By observing how other officers deal with an array of calls from emergency situations to routine incidents, their coaching skills and styles have helped me improve my knowledge of the law and police computer systems and has further enhanced my personal communication skills whilst talking to members of the public, victims, suspects and other agencies. It has also allowed me to see multiple different ways of dealing with an incident, so, if one tactic hasn’t worked for me, it has meant I have been able to change the way I do something to allow the outcome to be a positive one.
Whilst attending calls with my tutor, they would always explain the circumstances whilst we were attending the incident. They would also try and break down what was happening in easy chunks and ask me questions about what legislation would be used and what powers and policies to adopt in accordance with the National decision-making model. After the incident, my tutor would set time aside for me to complete the paperwork and discuss the situation that just unfolded. By doing this it allowed me to reflect on the job and the tutor would point out the good and things that could be improved on. I would normally write down the points that needed to be worked on and this would allow me in my own time to go back and reflect and learn.
I believe I had a good working relationship with both police officers that tutored me. We were able to talk openly and discuss any problems that we came across. Because both tutors were very knowledgeable, I felt comfortable in asking them questions that other student officers may not have had the confidence to question. From watching and learning from these officers, it has moulded the way I police and I have adopted things from both officers.
Once I was out of my 10-week tutorship, I was able to crew up with other police officers allowing me to gain more knowledge and watch how they police. I found this very helpful as different officers had a keen interest in parts of policing, this included traffic offenses and legislation around the road traffic act. By crewing up with these officers, they would sit down and explain to me how to conduct a traffic offence report and what to write in the statement. We would also go out on proactive patrols and look for traffic offenses or drink and drug drivers.
As he was intoxilyser trained, if we arrested an individual for drink driving, he was able to go through the whole process of booking someone in custody and doing the evidential breath test whilst in custody. I found this very useful and informative as this allowed me to have first-hand experience which I did not manage to achieve whilst in my tutorship. He would also mentor me in completing the correct file in order to process the case to court.
Throughout my probation period, I have also had meetings in person and over Teams with my Policing Education Qualifications Framework (PEQF) assessor. These meetings have allowed him to mentor me through my evidence matrix. By doing so this has allowed me to focus my time in certain areas and take time to reflect on the incidents I have attended. He would also mentor me with personal problems and try to direct me to the best possible outcome. I found working with this assessor to be very beneficial as he had years of experience in the police and had lots of knowledge in policing.
So What?
These experiences have helped me realise the importance of coaching and mentoring to learn and grow as a police officer. When I first started, I believed that I would achieve more learning through practical engagement whilst on calls, however I have reflected on my experiences during my probation and understand that most learning can come from sitting down after the incident and reflecting with your tutor or mentor.
It has meant that I have gained a wide range of skills and knowledge that I may not have gained purely from theoretical learning because someone has been there to explain the reasoning behind certain tactics and skills are used, this has meant I understand the why behind the action.
Whilst researching coaching and mentoring models, I have found the GROW model, which is linked to coaching, Hancock (2024) explains that this model has four main parts. These are the goal, reality, options and will. I believe that this model works well whilst mentoring as it provides the learner clear and easy steps to achieve the outcome. This model can be used with the police as it allows the student officer to set goals such as improving statement writing, explore options like observing other officers conducting their role and explore what options you have to complete your task.
After my tutorship and being mentored by other experienced officers, I have reflected on how this has helped me to also develop more knowledge on legislation and the culture of being a police officer. Being able to talk to the mentors and tutors have allowed me to manage stress and my wellbeing by being able to talk to them on a professional level and also on a friendship basis.
After researching Kolb’s Experiential Learning Cycle (1984), it was clear to see that the learning I have gained through working with my PEQF followed the stages of this process. An example of this is when I have attended incidences such as domestics, I have then reflected on this incident with him, and he has helped me to draw conclusions from this and apply the knowledge and experience to future calls.
I have found myself reflecting after every incident that I have attended, and this also includes receiving feedback from management or other police officers. I have found that the most of my feedback has come from the police Sergeant. Once a month I will have a sit-down meeting with the Sergeant, and he will provide feedback and guidance on my current caseload. I believe this is a good opportunity to open any concerns that I have and ask for help if needed. I feel like I can take any feedback in a professional manner even if the feedback is negative. I can then take on any points presented and I’m able to reflect on this and try to improve on these areas.
Reflecting on these experiences, I can see how coaching, mentoring and receiving feedback can increase the knowledge of the individual. This not only works well for new officers in their tutorship / probation period, but also experienced officers regarding their rank. I have learnt that accepting feedback allows me to reflect on situations and allows me to develop myself and learn.
Throughout my policing career, I will continue to ask for constructive feedback especially from cases that are complex and if I attended calls that are unfamiliar to myself. I will also continue to apply reflective models such as Driscoll and Kolb in my personal practice. I have found that reflecting after incidents (debrief) can also have a positive effect on not just myself but the team in general. This allows all members of the team to break down what’s happened and allows us to grow our individual knowledge and build positive teamwork.
Within the last year of my probation, I have been given the opportunity to mentor new student police officers. I have used my experiences and tried to incorporate the coaching and mentoring styles used on me when I was in my tutorship phase. I was also able to provide them with feedback and helped them continue to grow their knowledge of policing whilst providing them with professional and emotional support which has not only helped them in their policing journey, but it has also encouraged me to become more competent as an officer.
Now What?
Reflecting on my three-year probation period coaching, mentoring and feedback has played an integral part in developing myself into a professional and competent police officer. By embracing these mechanisms, they have allowed me to increase my confidence and develop strategies to overcome any negative feedback.
Coaching, whilst using the GROW model, has provided a structured framework to address any challenges that are presented and allows myself to set personal goals. Being mentored by other officers has offered valuable knowledge by helping myself gain more experience and understand the role of being a police officer. The use of feedback both received and given by myself has been crucial in my development. This has allowed me to reflect and grow and also help other colleagues in the workplace. By doing so has allowed me to develop my own leadership style.
By applying the Kolb reflective model, I have a deeper understanding on how reflecting on my personal experiences have contributed how I have developed as a police officer and allowed me to become more confident whilst dealing with situations and allows me to plan for continued improvement.
As I progress through my policing career, I will continue to use these models and reflection practices. I will also continue to support other members of the team and seek ongoing feedback in order to continue my knowledge. I have learnt that coaching and mentoring are valuable and an integral part of policing, not only in the probation period but also throughout a career because change and developments are always happening. Continuing to take advice and guidance will ensure that the best outcome will be achieved.
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