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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:

During my first years as a Police officer learning the role as well as completing studies, I have noticed that College of Policing has played a role in both. During this essay I will discuss how I have progressed into the role of a modern professional police officer and evaluate how College of Policing has played a part in professionalising Policing to what we have to date. I will also reflect on how I have progressed during my probation using the Borton reflective model which was introduced by Terry Borton in 1970, later reworked by Gary Rolfe during 2014 with its use as a framework that can be used in practical and critical incidents to analyse the decision making within the process and after an incident (Rolfe, 2014).


Prior to discussing how I have progressed I will evaluate how College of Policing has played a role in professionalising police. In 2016 College of Policing introduced professionalising which meant new Police officers were required to complete academic work relating to their jobs in their initial years and from this they would gain a qualification to support them in the future (College of Policing, 2025a). With this being introduced there has been mixed opinions on whether it is a positive or a negative. The purpose of introducing the Police degree apprenticeship began from the Policing Vision 10-year plan set for 2025 with the goal to make modern day policing more adaptable and professional (College of Policing, 2016). The priorities and approach to this was decided between the College of policing, Nation Police Chief’s Council and National Crime Agency to create a collaborative strategy to improve officers ethical attitude and increase community engagement. 


With the introduction of the degree process for Police officer comes with its own benefits such as gaining comprehensive knowledge of the role, during my years completing the degree I have been able to research a vast amount of topics relating to Policing. This is outlined in a review performed by Norman and Fleming (2022) who conducted a study with Police officers that undertook the degree program, with her research finding that students agreed that the degree has been crucial to their professional development and has improved their decision making due to the knowledge learnt. Inside the study from Norman and Fleming (2022) they mentioned how the degree has enhanced the officers abilities to making decisions this can be due to a multitude of reasons including the degree allowing for Police to develop their skills. This includes critical thinking which is a key part of the role for Police due them needing to think rapidly and make decisions. Critical thinking is process where you question, analyse, interpret, evaluate and make a judgement (Monash University, 2025). Critical thinking for Police officers is often implemented under The National Decision-Making model (NDM) which breaks down the process and teaches new officers the fundamentals to consider when making decisions. (College of Policing, 2024). With these benefits it allows officers to gain a valuable investment of both personal and organisation knowledge in their chosen career.


On the other hand, there are negatives of having the degree process such as the recruitment challenges. Within an external study conducted by Watkins-Miley, et al (2022) with the objective to collect qualitive data from Police undertaking the degree program. Within this study the researchers found that most undertaking the degree program did not like the degree with only 17% stating they found the degree a motivating factor into become a Police officer. Alongside this an article from Adderly and Vincent (2021) shows critics on the lack of life experience with new recruits under the degree program fearing conflict and their lack of willingness to be flexible with their working hours. With the poor motivation to become an officer with a degree and the new officers joining with lack of life experience this can impose its own risks to not only the officer joining but the existing senior officers (Verna, N.d). Building upon the previous negative of recruits having lack of life experiences, resulting in poor confidence in situations new recruits are deployed too, this can have a knock-on effect to the public’s perception on whether that officer is capable to deal with the incident they are reporting. – As outlined in an article by Surrey Police Federation (2023) who states that officers in their initial years on response are having to take on increasing complex investigations which can have dangerous implications.


As mentioned prior during the degree process and initial training in Police you are exposed to and taught the importance of the National Decision Making Model, this was introduced by College of Policing in 2012 alongside the Code of Ethics, with its creation to replace the Code of Conduct (College of Policing, 2024). Within Policing the decision-making process often involves risk College of Policing made this change due to the enhanced decision-making process (Lander, 2011). The NDM consists of 6 elements; Gathering information and intelligence, assess threat risk and developing a working strategy, consider powers and policies, identify options and contingencies, take action and review, at the core is the code of ethics (College of Policing, 2024). The Code of Ethics ensure police act ethically and appropriately with people they interact with (College of Policing, 2014). The NDM has played a vital role in professionalising modern policing as it sets out a basic and streamlined decision making process that Police officers can use in both low risk and high-risk situations to rapidly assess and seek the best possible outcomes available to them (College of Policing, 2024). Despite the NDM being shown as a fundamental role it is still very new and prone to being reviewed for its effectiveness as outlined within research from Boulton (2025).


It is also noted that College of Policing provides aims they intend to achieve which has been labelled as the 5-year strategy. This strategy was implemented in 2014 where they state their aim and purpose was to support members in professional development which will subsequently improve the service delivered to the public (Marshall, 2015). Now in 2024 College of Policing have implemented another strategy labelled corporate strategy 2024 2026, within this they aim to improve areas of leadership, standards and performance of the police forces (College of Policing, 2025b)


I have personally used the National Decision Model both consciously and subconsciously during incidents during my initial years within the Police working response and its first stage includes considering what information and intelligence is present. Using this stage of the NDM and the first stage of Borton’s reflective model (Rolfe, 2014) of ‘What happened?’ were circumstances given of an emergency graded call to a missing person. Over my three years of probation, I have dealt with several cases of individuals listed as high-risk missing persons. I used this to help gather information surrounding the person who was missing and evaluate the risk level they imposed to not only themselves but others too. A missing person is categorised into either low risk, medium risk or high risk. The college of Policing have provided guidance on which category an individual falls within by providing assessing aggravating and mitigating factors to indicate whether they are serious risk of harm (College of Policing, 2023a) . The report was made to police by a family member reporting a 80-year-old man whose whereabouts were unknown and has been diagnosed with dementia. 


Borton’s next stage of his reflective model is ‘So what?’ (Rolfe, 2014) which I will now use to reflect on what knowledge I had an utilised at the time of the incident.
From performing background checks I was able to gain useful information from something implemented by Rotherham Dementia Action Alliance based in South Yorkshire called the Herbert’s Protocol (Alzheimer’s Society, 2025). The Herberts Protocol is a compilation of information relating to someone who is vulnerable containing information such as medication, interests, previous addresses, workplaces and a photograph of them (Dementia UK, 2025). From this I was able to understand the person I was looking for had dementia and could be very confused as to who or where they are. Due to completing mandatory online training provided by College of Policing I was able to effectively communicate with the person as I had received training on how to support and deal with vulnerable people. Barker (2014) states that communication is one of the most important parts of policing to ensure rapport building and improve community engagement. Within this incident, I did this by remaining calm and introducing myself to the male so that he would not get agitated or unsettled by police presence. 


Within the Herberts Protocol it was also noted that the person was prone to walking up the mountain as they were regularly located there in previous missing episodes. Due to the information collected from searching police systems and speaking to the person reporting I was able to locate the missing person quickly, I had located on the mountain road where they appeared very confused. I have then engaged with the person as I have been trained and returned the person  home and later put in a referral to adult social services to outline concerns for the person and that they require more frequent support.


Using Borton’s final stage of his reflective tool ‘Now what?’ allows me to reflect on the situation and consider what I would do differently next time (Rolfe, 2014). After experiencing this incident independently, it has allowed me to reflect on the importance of communication and the use of my critical thinking skills. The training form the College of policing and use of the NDM allowed me to ask relevant questions such as their description and significant places which led to a positive result of finding the vulnerable elderly male efficiently. Upon reflection I would consider requesting additional officers to assist with an area search and ensure clear communication with them of what areas had been checked. 


From completing three years of my policing career I believe that professionalising policing by means of a degree process isn’t the best way as it adds more stress and often results in people leaving the career before they get started due to the added pressure. Outlined by Dodd (2016) who states the degree program took a wrong approach as the program states Police officers ‘need’ a degree to do their role whereas, Dodd suggests that there may have been a better acceptance with the officers if it was branded that officers ‘earned’ the degree as a recognition of their training. This is outlined in various studies such as research by McDowall and Brown (2020) who explains how the degree has no transition into what policing actually is and how the literature doesn’t always reflect into the hands-on work they do. Which is further reinforced by an article written by Warnes (2021) who outlines how operational officers struggle to maintain and balance their work with their studies and often results in people leaving the job. On the other hand, the degree process implemented has allowed me to gain insight into issues that I would not normally have known of. This allowed me to use transitional abilities like critical thinking skills from academia and also learn about the existing support networks available for people within Policing.


WORD COUNT – 1877
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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:

During my initial three years being a probationary officer, I have noticed that Police utilise social media more frequently than I first thought. Police use it to not only support ongoing incidents such as missing / wanted people but also using it to engage with the community and wider public. During this essay I will evaluate on how I have used social media as a means of engaging with the community and help promote policy initiatives, before then using the Boud reflection model (2013) on an incident where I’ve used social media to assist me.


Police use a variety of platforms when it comes to the use of social media, these platforms include Facebook, X (Formally Twitter), Tik Tok, Instagram and even YouTube (Gwent Police, 2025). These platforms allow police to engage with a larger audience than ever before. Usually, a person would attend a police station or community meeting to find out information about incidents and things happening in the community, or by reading a newspaper or watching the news. By using social media police forces can better access a wide variety of age ranges and communities. Social media can be categorised as websites and computer programs that facilitate communication, sharing of information, opinions and digital media such as pictures and videos using the internet (Cambridge Dictionary, N.d). Before discussing how I have used social media, I will outline the policies that are essential to abide by when using social media. These policies are outlined by College of Policing (2020) where they explain Police utilise open data, alongside explaining the restrictions around the use of open data. Open data being defined as data that can be used freely, reused and redistributed by anyone (Opendatahandbook, N.d). Within Police forces the policies surrounding the use of the open data to gain professional information and engaging with the public often remains the same. Police force policies state they must abide by the rules and regulations set within the General Data Protection Regulation (GDPR). This procedure is a data protection law which was implemented in 2016 to govern how organizations manage personal data of residents within the EU (IBM, N.d). With the GDPR defining personal data as ‘any information relating to an identifiable human being, including direct and indirect identifiers’ (Wolford, 2018). With these restrictions that need to abided by, Police must ensure that when dealing with incidents such as missing people we must gain the consent from a family member to post them online. Gwent Police have also made an online page which provides information to the public of the community guidelines they expect the public to abide by when assisting police through social media. Within this page they state that inappropriate comments involving spam, discrimination, racism, explicit or violent media will not be tolerated, and they reserve the right to delete or hide these comments or even copy them with an investigation launched into the person making them (Gwent Police. N.d).


In conjunction with social media being used by Police, they also work alongside a charity organisation called Crimestoppers, the purpose of this is to provide people anonymity in reporting crimes to Police if they do not feel safe reporting it to the Police (Crimestoppers, N.d). This is why Crimestoppers is a beneficial asset to Police especially when people may not feel comfortable reporting something to Police via social media directly. Crimestoppers published a highlight of their statistics between April 2024 and March 2025 outlining the impact they have had. Within these statistics it shows that they had 922,861 people report crimes anonymously to them with 227,326 of those reports being passed to Police to be investigated, due to those reports passed to police 1,457 offenders were arrested and charged, £365,134 worth of property was recovered and £45,556,521 (street value) worth of drugs taken off the streets (Crimestoppers, 2025). On the other hand, Crimestoppers has negatives, such as due to the anonymity they cannot provide support victims of crimes as they do not hold information about the reporting people. This can be impactful as when they think about reporting crimes again, they may not be willing to do so as they did not receive appropriate after care following reporting crimes.


The use of social media within policing can have benefits, one notable benefit is for missing and wanted people. Police utilise multiple platforms to share an image of a missing person with brief details of them stating their name and area they have gone missing from. They use this to gain the attention of the community to gain further information such as sightings of the person or more associated people they could be with. I have used social media this way to assist in locating a missing person, missing people are graded into one of three categories being standard, medium or high. These are categorised by the risk level they are to not only themselves but others (College of Policing, 2023a). Whilst I have been on response policing for three years, I have dealt with a variety of gradings with missing people and used social media to locate offenders who are wanted with it resulting in the majority of positive interactions however there I have also had negative experiences. 


Further to the benefit of locating people who are missing and wanted social media also allows for the Police to engage with the public. The Police do this by keeping the public informed of recent high-profile arrests, information surrounding road closures, updates on incidents that caused disruption and more. Although this is beneficial means of letting the communities know what is happening it can have the opposite effect onto them by causing panic when Police post about topics such as deceased bodies located in public places. The importance of transparency between Police and the community is vital to public relations, through research performed by Jackson (2015) it documents through the Police being transparent it created more trust and respect to the Police forces and often resulted with increased positive interactions in the future.


Although Police utilising social media can have benefits it can also have its risks. One of the risks imposed by the use of social media is misleading information, due to social media being an open data platform where anyone can comment / share their views it can create a loss of narrative from the original purpose. (EducationalWave, 2025). This is bolstered and evidenced in research by Ralph and Robinson (2023) where they discuss both the positives and negatives to the use of social media within Policing. Also, within this research they outline that social media can have a negative impact on the communities due to technological difficulties and that not everyone has the ability to access it due to this, parts of the community feel withdrawn and left out. From an organizational standpoint this can impose serious risks with the community relationship as outlined by Gold (2022) who states the police must improve community relationships otherwise risk loosing support from the public - This can impact Police as the public may be less willing to report incidents or come forward as witnesses to crimes as they distrust the Police’s ability to listen to them.


Further to this research performed by Walsh and O’Connor (2018) into the use of social media within Policing documents the clear risks that despite policing with the use of social media can provide live updates and exposure to positive work it also creates concern that the public could / can create manipulated data which subsequently impacts the Polices image online and can lead to reputational harm. As previously outlined Police forces are required to comply with GDPR guidelines when using social media platforms and creating posts which may contain personal data, but Police must weigh up and strike a balance between a person right to privacy and the operational needs such as locating a wanted offender. This is often managed with the use of setting clear restrictions on how the data is collected, stored and used. Within an article written by Jobe (2024) they outline how the Police do this by performing regular audits of who is accessing the information, frequent education of officers and the use of social media, limiting the access to the forces social media accounts and minimising data collection to the necessary. 


Using the first stage of Boud’s reflective cycle (2013) of  ‘experience’ on an incident where I have used social media during Policing would be where I have attended an incident to reports of males fighting with weapons, and with one male fleeing the scene with significant injuries. I performed several standard enquiries at scene, such as door-to-door enquiries, CCTV and identification and speaking to witnesses but no persons present were able to identify the male who fled. However, from performing further enquiries at scene there was CCTV footage in the area which captured clear images of everyone involved. From this I was able to grab a still image and request for a social media post be placed out requesting for information of their identity as they were wanted. 


The second stage of Boud’s reflective cycle (2013) is ‘reflection’, looking back onto the experience I had using social media was generally positive with me gaining good results and subsequently arrested the wanted male for a serious offence. However, if I would use social media again, I would consider disabling comments on the post made and request that if people had information to contact Police through private messages as when I have used social media in this instance lots of people were commenting providing negative comments towards the males appearance and criticizing police for using social media to locate them. With people commenting negatively it also went against the local Police forces guidelines (Gwent Police. 2025) of people commenting derogatory names for the male, due to this going against policies someone had to monitor the comments frequently to manage the public and what they were stating which caused a delay in information being relayed back to me investigating the matter at hand.


The final stage of Boud’s reflective cycle (2013) is outcome which builds upon the previous stage. When I have used social media again in a separate incident to located a missing person, I have decided to disable the social media comment section due to the previous issues I had. By doing this it was a positive experience with less volume of messages provided by the public making it easier for the information to be sifted through and relayed more efficiently to the investigating person.


In conclusion the use of social media within Police can be a beneficial tool to engage with the community and promote policy initiatives when correctly managed. However, if it is not managed effectively, it can impose risks to not only the organisation, but the subject of the posts made such as derogatory / hateful comments of a missing person. Overall, within my initial three years in Policing social media has been a major asset when engaging with the community to gain information for wanted and missing people.


Word Count – 1842








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 a policing context has been embedded since its creation of rank structure. This ranges from a Police Constable to the Chief Constable, whereby each rank requires additional and specialist knowledge and qualification (College of Policing, 2023b). Leadership can be described in a multitude of ways depending on the situation however Vender (2015) defines it as, “a combination of position, responsibilities, attitude, skills, and behaviours that allows someone to bring out the best in others, and the best in their organization, in a sustainable manner”. From my experience within Policing this definition suits what leadership is seen as within Police forces, this is because you don’t have to be a higher ranking such as a Sargent to utilise leadership skills. During this essay I will evaluate and evidence when I used multiple leadership styles to manage an incident whilst using the Borton reflective model (Rolfe, 2014).


When looking at leadership models / styles there is no specific amount specified however within leadership frameworks there are between 5 and 20 commonly identified styles of leadership (Cornell and Drew, 2022) however, not all are effective within policing. From working front line policing for 3 years I have noticed that there are two distinct leadership models which are used frequently, these being transactional and transformational. Transactional leadership is commonly described as a form of leadership which relies on the exchange between its leader and followers (Kuhnert and Lewis, 1987). Transactional leadership originates from Max Webber in 1947 but was later developed by Bernard Bass during 1981 to what we see today (Bass, 1990). Bass (1990) defines transactional leadership style as focusing on the management process of ‘controlling, organizing and short-term planning’. As stated by McCartney et al (2015) the transactional leadership style requires the leader to take all the decision making away from followers and provide orders, this is often reflected within  policing due to the hierarchy system. Police will often utilise a transactional leadership model when dealing with high-risk incidents such as road traffic collisions (RTC), this is due to the situations requiring structure and clear roles. This leadership style is beneficial due to clear structure and expectations, a transactional leader will set out clear instructions for each follower listing their role and responsibilities (Garcia, 2024). Having a clear structure and instructions often results in a positive impact to the user and organization (Olson, Slater & Hult, 2005). Contrary to this transactional leadership does not allow for flexibility and freedom in decision making, due to this it relies heavily on the leader to make the decisions (Garcia, 2024; Dong, 2023). This can be seen as a weakness within this leadership style due to the reliance of the leaders decisions and should the decisions go negatively the leadership style does not incorporate the feedback and insights from its followers. Richards (2020) outlines this by explaining that transactional leadership is often limited to its use as it works for short term objectives but does not work long term for leaders as it does not utilise the teams opinions. Further in the research from Richards (2020) they suggest that transactional leadership can be improved when used in conjunction with other styles of leadership.


Although transactional leadership typically reflects how the Police manage their staff, it benefits from being used dynamically with other styles of leadership. Most commonly used with transactional leadership is transformational leadership and this is because it differs in its use as it does not rely on an exchange between a  leader and followers but heavily relies on the inspiration a leader can impose using a personal connection to help motivate their followers (Burns, 1978). This style of leadership requires a good level of communication as you need to not only inspire / motivate a follower but also still provide a leaders guidance. Within a book written by Barrett (2006) they explain that a leader requires a higher level of communication skills as they need to provide a positive ethos whilst maintaining positive morale amongst their followers. Transformational leadership model is best suited when used in reflecting, teaching and learning which Police often use when performing de briefs after incidents or when someone is being tutored to help reinforce and improve their learning. This is outlined by Hattie and Timperly (2007) who explains that feedback is a vital impact factor into improving for future incidents but could also impact the receiving person negatively in some cases. As with transactional leadership transformational has its weaknesses one of these can be its limitations of where it can be used, this includes situations that are increasing complex and above the skill level of the follower being led (Deng et al, 2023). Further to this, research by Vinger and Cilliers (2006) outlines that the leaders using transformational leaderships styles often would become frustrated due to the followers not improving in a short timeframe, later within the research they state that transformational leadership is a positive style of leadership when used long term.


Within my experience on response Policing, I have had to develop my leadership skills to manage a variety of operational situations. As mentioned prior there are 2 core leadership models that are frequently used by Police, transactional and transformational. Despite these styles of  leadership working effectively for Police it is important to not just use one and be able to dynamically flow between each style as different situations require a different style of leader. When being a leader you need to be dynamic in both thought processes and how you lead (Manning and Robertson, 2002). In continuation to this within research from Afzal and Lela (2024) that being a dynamic leader has shown benefits to its followers wellbeing and overall team productivity, this is due to the leader using a blend of leadership models to the best suited situations. 


Using the first stage within the reflective model designed by Borton (Rolfe, 2014) of ‘what happened?’ to reflect on how I have used leadership to manage an operational situation. I was dispatched to an incident whereby there was 3 vehicle road traffic collision (RTC) involving a motorcyclist. I was dispatched to this with 3 other colleagues, whilst on route to the call I have requested ambulance service attend due to the report of a motorcyclist being struck. 


Now using the second stage of Borton’s reflective model (Rolfe, 2014) of ‘so what?’, upon arrival at scene there was a substantial amount of traffic building up due to being a busy road. When assessing the scene I could see the 3 vehicles with one being a car pinned by a second car against a barrier and then the third being a motorbike that had collided with second at the rear. To try and manage the situation I have used transactional leadership to allocate one of my colleagues to make sure a clear path was available for the ambulance service. I have then allocated my other colleague to check on 2 the cars involved and utilise the ten second triage model (TST) whilst I go to the motorcyclist. The TST is a tool first responders can use when attending critical incidents involving multiple casualties (NHS, 2025). Where my colleague has used the TST model they have established that all persons within the cars to be stable to assist me. Due to previous experiences and training of first aid I have managed to coordinate with my colleague to stabilise the motorcyclist using a spinal roll to check for further injuries. Due to my colleague being new to response policing they had not performed a spinal role and was nervous so I used transformational leadership to guide them through the process. I reassured my colleague that everyone has a first time for doing something within the Police and that it is important in situations to take their time, research by Gonzalez, Metzler and Newton (2011) shows that positive speech inspires people’s confidence and motivates them going forward. Following this I have then requested my colleague arrange recovery for the remaining 2 vehicles whilst I handover to ambulance. To ensure I passed details over effectively I have used ATMIST handover method to efficiently provide ambulance what happened and what treatment was given. ATMIST is a handover structure that was developed by a team of healthcare professionals in the early 2000’s to ensure information is passed systematically between front line services both effectively and efficiently (ESC, 2023). Once the road was cleared of the vehicles and the motorcyclist was safe in the back on the ambulance the road was re-opened and I have asked my colleagues to speak with me for a de brief.


During this de brief I used a transformational leadership model to provide feedback to my colleagues and ask them to explain how they felt the incident went and what they could improve on. By utilising this leadership skill it enables me to receive feedback and develop enhanced strategies for future incidents. During this debrief several topics came up such as different approaches to dealing with the situation rather than using a transactional style of leadership and ignoring the feedback as the incident went positively, I listened and used the transformational leadership to discuss their approaches and when I have attended another RTC utilised their feedback. By listening to their feedback and acknowledging my colleagues suggestions it positively increased morale of the team. Sharma (2021) states that listening to colleagues creates positive morale which reflects into being a key factor for teams to work effectively.


Using the final stage of the Borton’s reflective model of ‘now what?’, I can look back and see what I could have done differently. During the initial phase of being first off and seeing the motorcyclist on the ground request further units as only 3 officers to manage a busy road, 3 vehicle RTC and injuries. I would also consider raising for specialist teams such as roads policing to attend and assist. Further to this reflecting on the incident as a whole and looking how I managed it with transactional and transformational leadership styles I would consider using another leadership style holistically with them such as to ethical leadership. I would use this because ethical leadership focuses on upholding integrity, transparency and accountability whilst promoting positive improvement to organizational goals (Kirk, 2024). By utilising this style of leadership holistically with transactional and transformational leadership it allows me to benefit the organisational goals and uphold core values within policing which is outlined within the code of ethics we follow (College of Policing, 2014).


In conclusion I have developed my leadership skills over the past three years, and I am still actively learning new leadership styles which each benefit me in different situations. With each incident I attend I have started to use the transformational leadership model with colleagues to gain their opinion to help me improve as a frontline response officer whilst also providing them with constructive feedback to inspire them to make positive changes to assist their professional careers.
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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:

As I conclude my final year as a probationary police officer I have had a vast array of experiences which have developed me as a frontline police officer, this is from the point of gaining independent patrol status (IPS) to attending upskill courses. I have developed into meeting personal goals as well as meeting professional and organisational goals. Whilst reflecting upon my three years of probation I will use the ERA cycle (Jasper, 2003) to reflect on how I benefited from a mentoring experiences during my probationary period to achieve personal, organisational and professional goals.


When officers are initially deployed frontline they are given a tutorship period whereby they are taught key points before being verified as independent patrol status (TVP, 2024). When I was first deployed operationally, I was provided a tutor who taught me how to Police. During this time my tutor used several models to mentor and coach me so that I could develop within my role and achieve my personal and organisational goals to better my practice. Coaching has several ways that it can be described, with Greif (2025) defining it as a partnership between a coach and a client where they are inspired by a creative and thought-provoking methods to maximise their personal and professional potentials. Whereas mentoring can be defined as a guided discussion between a mentor and mentee focusing on reflection of their individual performances (Pommerening, 2021). Within coaching and mentoring there are several models that are used with a few being affective for policing careers, such as one-to-one coaching which is commonly used during the tutorship period (Bennett, 2021). During the tutorship period job shadowing is used initially to allow the mentee to gain insight of the role and develop positive habits (Kurt, 2024). Following initial tutorship, peer mentoring is utilised to allow the mentee to gain others insights as to what they can improve on whilst also learning new methods from others (Basco, 2025). Thus allowing them to become more independent within their role and take accountability for their choices and actions whilst operating as a police officer. 


Using the first stage of the ERA cycle (Jasper, 2003) of ‘experience’ I will discuss my experience of tutorship. During the tutorship period I can now see that my tutor used the job shadowing method when mentoring me, this method allowed me to gain an understanding of the role within response policing whilst also getting a practical experience. I feel like this was beneficial during the initial phase of tutorship as my mentor had over four years of experience. They acted as my role model by sharing their knowledge and communication skills which provided me with visible examples of how to successfully apply the legislative policies and practises I had learnt with my classroom based training


However, using the second stage of the ERA cycle (Jasper, 2003) to reflect, I can see that the prolonged use of job shadowing felt like they did not trust me in being capable of demonstrating my decision making skills. I felt like this affected my accountability, but I do acknowledge that during this period I learnt a lot of new skills from my tutor and ways to deal with incidents, this is evidenced within research from Cho and Gao (2009) who explain that job shadowing is beneficial during initial training periods but later becomes a negative experience if the mentor does not allow the mentee to show what they have learnt and that job shadowing needs to be used alongside other coaching and mentoring methods. During this period it was clear that a major impacting factor to benefiting from mentoring is the trust that is built between the tutor and mentee, as evidence in research from Leck and Orser (2013) who state that in order for mentorship to be beneficial to the mentee the mentor it is imperative that the mentor shows trust in their mentee. Overall during this period of being mentored I felt I still lacked confidence at incidents due to not being given freedom on decision making. Research performed by Pelham (1991) outlines the importance of confidence and explains that confidence is required for someone’s abilities to progress positively. What helped to build trust during this period was one-to-one coaching which was conducted with both my Sargent and tutor, where it allowed me to raise my own concerns and my tutor could raise theirs, this allowed me to gain confidence in situations as I felt my tutor now understood my feelings and showed trust in me and her mentoring ability. 


I feel this was very beneficial to me both personally and professionally as I developed confidence in my critical thinking and decision making skills moving forward into IPS. When I achieved IPS following tutorship I was able to draw back to my period with my tutor and their mentoring to support me at incidents. I did not stop developing and learning after becoming IPS as I was still gaining insight from colleagues on how to improve therefore utilising the peer mentoring this allowed me to further progress my critical thinking and decision making skills. Within Policing there is core skills that are needed including critical thinking and the use of decision making – whilst using the national decision making model (NDM). Critical thinking can be described in a multitude of ways depending on the situation it is being discussed however, Facione (2011) defined it as a process used to analyse all the evidence and facts to form a rationale judgement without having bias, this is important for Police as they need to be able to make positive decisions quickly whilst also assessing risks imposed by said decisions. By having the initial training period with my tutor and actively developing from colleagues advice these skills developed, not only benefiting me professionally but also personally. Having developed decision making skills this developed me personally allowing me to assess incidents I am managing and which incidents need to be dealt with first by assessing the threat, risk and harm they could impose. To do this I often utilise the NDM, which allows me to review all the information I have and to develop the best working strategy (College of Policing, 2024). 


Although it is not a skill, reflecting back on how I was starting my career I have progressed my confidence majorly, which has helped me with an array of my abilities and skills to progress. This was done with my Sargent coaching me during one-to-one sessions allowing me to raise my concerns alongside my tutor raising where I could improve and what areas I am excelling in. Also benefiting my confidence was my tutor reassuring me and re-explaining or showing me things repeatedly during the job shadowing mentorship period.


Using the final stage of the ERA Cycle (Jasper, 2003) ‘action’, I will evaluate on how my experiences of mentoring and coaching have aided me during a upskill course. With increased confidence during my probationary period I begun applying and taking expressions of interest in upskill courses I feel would benefit organisational goals, one of these courses include Method of Entry (MOE). Due to my previous role before I joined Policing, I felt I could provide a different viewpoint should I be trained in this skill. During the course it relies on a person creativity and abilities to adapt in fast paced incidents. Within the course they teach officers how to access buildings by forced entries whilst using a variety of tools (West Yorkshire Police, N.d). During the course the instructors utilised several methods to teach, including the use of the GROW model. The GROW model is a simple and structured method used to mentor and coach individuals to assess situations and take accountability to create reasonable steps, they do this by: G – setting realistic goals, R – the reality of the situation focusing on obstacles and what resources are available, O – what options are available and W – committing to an action to seek the appropriate way forward (Hive, 2025). Using the GROW model, instructors of the MOE course demonstrated how entry is gained through a locked door explaining each tool and it's functionality, they then allowed the students, including myself, to try and replicate the demonstration given, giving me an opportunity to take accountability for my own professional development. During this exercise, I was able to draw from my skills developed during tutorship of critical thinking allowing me to rapidly assess the situation whilst also drawing from my previous experiences and knowledge. The instructors did not provide all tools to us and gave the opportunity to use our creative thinking skills to develop a working strategy into opening the locked door. It was later explained that without proper tools we would not be able to gain entry, this is when they have introduced new tools and allowed us as a group to understand and utilise the new tools effectively. From this experience of MOE upskilling, I developed my critical thinking by learning to rapidly assess new situations involving door and lock types and which tools would be required, alongside this I developed creative thinking allowing me to evaluate what other options could be used should certain tools be unavailable. Creative thinking is imperative to developing new working strategies in challenging situations whereby the preferred methods are exhausted. Creative thinking is described as the ability to think of unique and original decisions to provide solutions to issues that arise(Kaplan, 2022). 


From attending this course it allowed me to benefit towards organizational goals as I had learnt a vital skill which is required often within front line policing, as stated by West Yorkshire Police (N.d) they outline how important it is to have several officers trained within MOE to allow prompt timing to incidents that need dynamic entry. This is reiterated by Martin (2024) who outlines the importance that police officers are upskilled urgently to allow all officers to have the necessary skills to attend any and all incidents. By going through mentoring and coaching during my probationary period it allowed me to utilise similar methods to teach colleagues during the course where I demonstrated my own knowledge which I had from my previous role in designing door mechanisms. Due to this we were able as a team to develop a unique way to open the locked door in a record time for the training situation. 


As discussed during the three years I have been in probation I have progressed in several areas, this being due to several instances of mentoring and coaching. Looking forward when I leave my probationary period I plan to achieve the goals I have discussed to order to develop personally, professionally and to become an asset to the organisation. Overall, I am still actively learning and benefiting from coaching whether that be from my colleagues or upskill trainers. 
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