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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:



Introduction

Over the past 10 years, contemporary policing in the UK has undergone an extensive and profound transformation because of social, technological and political imperatives. At the centre of this transformation is the College of policing, a professional body established in 2012 to drive consistency, raise standards, and promote ethics across England and Wales (College of policing, 2014). With robust training frameworks and a strategic direction, the college influences a range of initiatives. From national security frameworks such as the strategic policing requirement to forward-looking plans such as policing vision 2025 and workforce transformation 2018, it has its five-year strategy (College of policing, 2014; College of policing, 2022).

In this essay, I shall critically evaluate the College of policing's strategic role and reflect upon its impact on my evolution and development from an operational student officer to an officer more engaged in strategic, technologically enhanced, and community-based policing. In writing this I will draw on multiple sources which will include the official guidance published by the College of policing, government documents from the Home Office, and independent reviews by the national police chiefs council (NPCC) and also the local police accountability reports, furthermore I will analyse bodies such as the World Economic Forum. With a multi-perspective approach, this will help link the national policy imperatives and individual professional development.

The strategic role of the College of policing

The College of policing was established with a precise aim: to professionalise policing for the implementation and creation of national standards, ethical guidelines, and a continuous training programme (College of policing, 2014). The College of policing's influence is very far-reaching. It ensures that every officer, whether it be a new officer/student officer to the most senior chief officers, can operate in a consistent manner that also shows accountability, it also enables a shared vision across the wider police and community (additional reference and historical documents, College of policing, 2024)

There are two key elements which help show its contribution. Firstly, the College of policing standardises police training using competency-based frameworks that evolve unchange alongside emerging threats and technological developments. This standardisation is clear in the reformed training curricula that now include different modules such as digital intelligence, cyber forensics, and data-driven decision making. As a student officer, these changes have provided a broad antifa understanding of different modern crime prevention strategies. The College of policing also plays a vital role in leadership development. So workshops, mentoring and scenario-based training exercises, including ethical decision making and strategic foresight, can extend beyond your day-to-day policing tactics(College of policing, 2014; College of policing, 2022).

The recent corporate strategy for 2022 – 2026 outlines five strategic ambitions which include building trust under a fair culture, transforming leadership, and supporting continuous professional development (College of policing, 2022)
This aims to consolidate the college's role as a standard bearer and set the groundwork for any adaptive, resilient, and police workforce ready for the future.

Strategic policing requirements (SPR): addressing national threats

The strategic policing requirement (SPR) is a key foundation in safeguarding national security in a time marked by more sophisticated threats, which can range from terrorism to cybercrime. Issued as a framework by the UK Home Office, the SPR states that police forces should focus on national-level threats while maintaining strong local engagement (Home Office, 2025). This requires a coordinated response that spans different agencies and regions.

The College of policing plays a vital role in integrating the SPR into operational practices. It ensures that all training curricula and scenario-based exercises include the strategic priorities outlined in the SPR. As a student police constable, I have engaged in training modules but emphasised rapid multi-agency coordination in response to terror alerts and cyber incidents. This illustrates the SPR's influence on day-to-day policing(Home Office,2025; APCC guidance,2025). This training and experience have shown me the need for an interoperable approach across different forces, enhancing tactical responsiveness and strategic vigilance.

Recent updates to the SPR, as stated in the 2023 revision published by the Home Office and elaborated upon in parliamentary written statements (UK parliament,2023), have also expanded its scope. They have also included violence against women and girls (VAWG) as a national threat, which shows the dynamic nature of the SPR and how it is continuously adapting policing requirements in response to changes within society (Home Office,2025).

Police Vision 2025

Police and Vision 2025 is an ambitious future thinking strategy that aims to confront contemporary challenges by embracing digital technology, data analytics, and community-centric models. This plan was developed by the College of Policing and the National Police Chiefs Council. Vision 2025 envisions a police force that is agile, technologically adept, and intrinsically linked to the community that it serves (College of Policing,2025).

From my perspective as a constable within his last year of probation, the impact of Police Vision 2025 shows itself in several different ways. Over the past year, training has shifted towards using digital tools such as body-worn cameras, policing algorithms, and cyber forensic techniques. This technology and what I can do not only improves investigation capabilities but also improves the level of transparency and accountability within the police force (College of policing, 2025; NPCC, 2020) polices annual report (KENT PCC, 2023) can show further evidence this trend, showing that digital engagement has revolutionised how police forces can interact with members of the public and gather additional intelligence. This not only helps police officers to deal with the ever-changing world but can also show the public community that there is continued development of their police officers and their police force.

Also, Vision 2025 reinforces how important community-oriented policing is. The shift from reactive enforcement to proactive engagement places members of the public at the centre of policing strategies. It recognises that public trust is paramount in effective law enforcement. Vision 2025 prioritises initiatives to enhance accessibility, participatory decision making, and transparency (police Vision 2025, 2025; Kent PCC, 2023). These measures have directly affected my experience as a student police constable. I have been actively encouraged to participate in community liaison events and local safety initiatives. This shows and cements the view that modern policing is as much about building relationships with members of society as it is about law enforcement.

Workforce Transformation 2018

The workforce transformation 2018 strategy marks a huge shift in how the police anticipate future demands and work towards more professional excellence. It tries to recognise that a dynamic policing environment will require a highly skilled and diverse workforce. This focuses on the continuous development, recruitment, and retention of talent and skills across all ranks of policing (College of Policing, 2018).
The centre of workforce transformation is overhauling recruitment standards and training practices. New entry routes, enhanced digital literacy skills, and adaptive learning programmes have been institutionalised—this transformation is echoed across various Home Office documents and evidenced by the comprehensive analysis provided in the Home Office's evidence to the police remuneration review body (Home Office, 2018).
Roach has also been supported by initiatives such as the policing education qualifications framework (PEQF), which sets a standard for police officer qualifications and ensures officers' readiness for the modern challenges they may face ( Polfed, 2019).

From my perspective, these reforms have improved my training in my final year. I have undergone numerous modules on cybercrime, digital evidence management, and community engagement. In addition to traditional law enforcement techniques, these modules and training programmes have better prepared me for the various nature of modern-day policing. Alongside these recommendations outlined in workforce transformation strategies, independent reports such as the World Economic Forum's Future of Jobs Report (WEF, 2018) have highlighted how important continuous professional development and adaptability are in the wake of disruptive technological changes.

Workforce transformation also tries to prioritise diversity and inclusion. By recruiting police officers from a wide range of backgrounds and ensuring that the training they undergo is culturally sensitive, this strategy Ames 2 decreases the gap between law enforcement agencies and the communities in which they serve. As a student police constable, I've experienced this during multi-agency workshops that emphasise the value of inclusion, not only as an ethical issue but also as a practical advantage in community policing (College of policing, 2018; WEF, 2018).

The College of policing's five-year strategy

The College of Policing's five-year strategy was first published in 2014 and has been updated through subsequent corporate strategies (College of policing, 2014; College of policing, 2022). This strategy provides what the College of Policing calls a clear road map for the future of professional policing. It's focused on continuous learning, evidence-based practices, ethical governance, and leadership development. This strategy is designed to ensure that modern policing remains effective and accountable.

A core principle of this strategy is evidence-based policing. The College of policing emphasises using real-world research and data to try and shape the training curricula and operational protocols. Over the past few months of my training, scenario based learning modules have increasingly drawn on statistical evidence and case studies, to reinforce the value of data-driven decision-making (College of policing, 2022) this method is not only to try and improve tactical outcomes also to limit the potential for any bias, to try and offer a more objective framework for policing.

Leadership development is also an essential component of the five-year strategy. The College of policing recognises that more modern threats require more adaptive leaders who are prepared to act with initiative and respond dynamically. Due to this, peer mentoring sessions, leadership workshops and crisis management simulations have become a key part of the training schedule. These initiatives have improved and helped my decision-making skills, which can prepare me for roles that require a better balance between operational responsiveness and strategic oversight (College of policing, 2024; Corporate Strategy 2022-2026, College of policing, 2022).

Leadership skills will always be essential for all police officers to attain; this is not just for those aiming for promotion authorised through the ranks. Due to the unpredictable world of law enforcement, every officer will become a leader at some point, whether managing a very dynamic situation or crowd, mentoring a junior colleague or peer, or commenting on a volatile situation while present. Having leadership skills isn't just about having authority; it's about being able to make the right decisions, having the ability to empathise with others, having better communication, and setting a good example for others while under pressure or in dynamic situations. 

Police officers with strong leadership skills can build trust within their teams and peers and within the community with the police. They are more likely to be able to handle conflicts effectively and demonstrate their professionalism, and in doing so, they will be able to influence others through their behaviour and actions. I feel this can lead to better teamwork, improve morale within their team and hopefully build more substantial confidence from members of the public in their local police force.
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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:

Introduction 

Over the past few years, social media has grown massively within the UK and worldwide. Due to this, social media has become very important and is widely used in modern policing, offering potent tools to inform and engage with communities whilst promoting policy initiatives. As a police constable with Gwent Police, I have utilized these platforms more and more such as Twitter which is now called X and Facebook to try and convey such things such as safety warnings, publicize and spread crime prevention campaigns and gather intelligence and information from the public (Nielsen, 2019; Dorrington, Brown & Evans, 2018). In this essay, I will critically evaluate my experience whilst working for Gwent Police and abiding by their false policy on social media, explore what social media platforms are commonly used by UK policing and Gwent Police, and analyse some of the benefits and some of the risks associated with social media engagement. I will draw upon official guidance and academic literature, which highlights how using these digital channels can try to enhance transparency and trust within the community, whilst also looking at the legal, ethical and reputational hazards (Mergel & Bretschneider, 2013; Weimann & Winn, 1994). 

Gwent Police Force's policy on social media 

Gwent Police's social media policy (2020) set clear boundaries for professional use of such platforms, distinguishing between personal and official accounts and requiring all officers and staff to avoid disclosing operational sensitive information or any personal opinions that might undermine Community Trust and confidence (Gwent Police, 2020; ICO, 2019). This policy instructs offices and staff to verify factual accuracy before posting, use force-approved accounts only, and ensure any hostile or ambiguous interactions are reported to supervisory staff. This is also embedded within the College of policing's national decision model- requiring officers to assess necessity, proportionality and risk of online engagement before acting (College of policing, 2015) - this also mirrors the Information Commissioner's Office guidance on data protection and social media (ICO, 2019). With these practices, these rules have had an impact on my behaviour: ensure that any posts have a supervisory sign off especially for high profile campaigns, and ensure that any dialogue that is had or conversations do not continue if they fear towards anything that might be considered a confidential matter as this can slow response times during incidents which are ongoing (Bayley, 2018). 

Social media platforms used by policing 

Many UK police forces use various platforms to reach different and diverse audiences. Twitter, which I will now refer to as X, appears to be one of the main channels, due to real-time alerts and hashtag-driven campaigns (NPCC, 2020). As a police officer, I have had to use X numerous times for things such as road closure notices and missing person appeals. This enables you to use geolocation tags to target specific local communities (Doss & Johnson, 2020). Facebook allows more space for more detailed narratives due to allowing longer posts, photo galleries and the ability to use live-streamed Q&A sessions; Gwent police's Facebook page has over 60,000 followers and is used as a hub for community discussions and interactions (Gwent Police, 2020). Instagram and TikTok, which are newer platforms for policing, are increasingly used more and more to try and engage with younger members of the communities through short videos, such as behind-the-scenes insights into how custody processes of the youth-oriented prevention messages (Dorrington, Brown & Evans, 2018). LinkedIn is valuable for promoting policy initiatives and recruitment drives to professional audiences (Brookings, 2018). Each use of this platform requires official moderation protocols, adding to operational workload and requiring dedicated social media expertise (Mergal, 2016). 

Benefits of social media and community engagement 

Due to the fact that social media has an instant and broad reach has transformed how policing communicates. Firstly, these platforms can rapidly enable the dissemination of information and real-time updates on X during incidents such as a flood or a road accident. Closure can reduce community panic and also direct motorists away from these areas within minutes (Jaishankar, 2013; Cordner, 2014). Secondly, social media can be a way of dialogue that can empower residents to share intelligence and information directly via messages or public posts. During the recent burglary spree, CCTV from the community, which was shared on Facebook, led to three arrests within 24 hours (Nielsen, 2019). This help from the public via social media has increased the problem-solving capacities and can provide early warning of any emerging threats (Weimann & Winn, 1994). 3rd, using digital engagement can build legitimacy: visible informational interactions, such as offices and staff, can reply to comments with empathy, which can then humanise the police force and strengthen public trust. A survey of Gwent residents indicated a 15% increase in confidence amongst those following Gwent police's social media channels (Gwent Police, 202; Cordner & Cordner, 2014). Finally, social media is more cost-effective than traditional media buys, enabling targeted campaigns without any significant budget outlay (Brookings, 2018; Mergel, 2016). 

 

Enhancing transparency and accountability through social media 

An ever-increasing recognised advantage of police forces' use of social media is that it can enhance transparency and public accountability. The way in which police can openly communicate decision making, respond to any criticism received, and share internal processes from arrest procedures to training footage, forces like Gwent Police can debunk any myths surrounding their operations. They can foster community understanding (Loader, 2021). This transparency can be very impactful during high-stakes or any controversial events where the use of timely and factual updates on platforms such as X or Facebook can help to reassure the public and to limit the spread of misinformation (Mawby, 2017). More importantly, when officers can engage visibly and in a respectful manner with any public concerns online, it can reinforce a good culture of openness and responsiveness to members of the public. Gwent Police, in particular, has experimented with weekly live-streamed Q&As, with senior members of staff and police officers able to address topical issues raised by residents and members of the community. These sessions consistently receive very positive engagement metrics and have also contributed to the increase in public confidence scores in local surveys within the Gwent area (Gwent Police, 2020). 

Building digital resilience and media literacy among officers 

Another emerging consideration at Gwent Police that has to be identified is the effect of police forces using social media, and the importance of digital resilience and media literacy among serving officers themselves. As a representative of a public institution which operates in a dynamic information ecosystem police officers and staff must be equipped not only with platform specific skills but also with such factors as algorithms, online behavioural patterns on the potential for digital manipulation or amplification of harm (  Gwent Police has begun incorporating digital literacy training into its continuous professional development, which can empower officers to access the credibility of online resources and be able to respond responsibly to provocative or emotionally charged content by its users. Using this proactive approach can support ethical decision making and contribute to officer well-being, especially given the high physiological impact online abuse may have. This is a risk that has been identified when researching digital public service (Crump, 2011; DeWitt, 2021) and ensuring that media awareness within the police culture can try to reinforce the force's legitimacy and adaptability in a society which has become very digital-first. 

Risks and challenges of social media use 

Despite its many advantages, social media can pose a very significant risk. The operational security can be compromised if information is unvetted before posting: an officer once tweeted details of an ongoing undercover operation, forcing an immediate retraction to prevent jeopardising the investigation (Gwent Police, 2020) 

Privacy concerns can also be present when citizens and members of the public share personal data. Our policy requires the swift removal of any of this content to comply with the Data Protection Act 2018 (Home Office, 2018; ICO, 2019). malicious and misinformation content can spread very fast: a rumor about a suspected terrorist in Gwent gained a lot of traction and attention on Facebook, prompting Gwent Police to deploy resources to debunk the claim and calm and reassure public fears- this diversion then consumed over 40 person-hours in a single week (NPCC, 2020; Mergel & Bretschneider, 2013). Adding to this, the use of such sustained engagement can demand a considerable amount of staff time and expertise; without adequate resourcing, the social media teams can become very inundated and overwhelmed, which can lead to delays and potential damage to the reputation of Gwent Police when posts go unanswered (DeWitt, 2021). The fact that social media posts can give off an informal tone means that this must be managed to try and maintain professional boundaries, as this can risk perceptions of bias or impartiality if this is not carefully managed (College of policing, 2015). 

 

Meeting evolving public expectations in the digital age 

In this society, where the majority of people are shaped and using digital communications, public expectations around police force transparency, their responsiveness, and technological competence are constantly evolving at a speedy rate. Communities and members of the public now anticipate real-time updates during most incidents, a quick response to any online queries, and a proactive outreach through platforms that they use on a daily basis (Gillespie, 2020). If used correctly, social media can allow forces like police to try to align with the expectations of the members of the public and try to reinforce their role not only as enforcers of the law but also as communicators and community partners. However, if Gwent Police falls short of these expectations, if this is due to delayed updates or inconsistent messaging, it can lead to frustration, the lowering of trust and reputational damage. Therefore, integrating digital responsiveness as a core policing competency is not merely just strategic, but it is also essential for maintaining legitimacy in the eyes of the public (Loader, 2021; Trottier, 2018). 

 

Conclusion 

Social media has massively reshaped policing by enabling quick information delivery, enhancing community engagement, and supporting policy initiatives at a very minimal cost. My experiences with the Gwent police show both the transformative potential of digital platforms and the downside that can emerge without strong and detailed governance. Using Gwent Police force policy and the College of policing guidance can provide a very robust framework to ensure professional, lawful and ethical use. However, constant vigilance is required to ensure operational security and privacy and minimise any reputational risks. As policing adapts to an ever-evolving digital world, investment in training and education, clear escalation procedures and ensuring adequate staffing will be vital in harnessing social media's benefits while also ensuring that it minimises and mitigates the challenges of using social media as a tool. I feel that the use of social media is also very beneficial for members of the community to feel included within their local police force.
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Task 3

Relevant areas of the National Policing Curriculum:  
Leadership and Teamworking 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:



Leadership in policing can be a very dynamic and very complex responsibility that requires an officer to be adaptable, decisive and have the ability to use their emotional intelligence. The ability to be an effective police constable means that you have to have a flexible leadership style in order to address the many diverse challenges that a police constable faces. This can range from public order management to an officer's ability to engage with the community. The need to adjust leadership strategies and the ability to do so ensures that police constables are able to respond effectively to two critical incidents, also ensuring that they are able to work as a team and instil trust not only amongst colleagues but also the members of the public.

In this essay, I will critically analyse the importance of flexibility in leadership styles as a police constable. I will be looking to evaluate key leadership theories, examine the strategies that I have deployed and my reflection upon the effectiveness of these strategies within law enforcement. I will also draw upon Harvard-referenced academic sources, and I will also look at how leadership adaptability can support crisis management, organisational development, and ethical decision-making when performing duties as a police constable.

Theoretical framework for leadership in policing

Leadership within UK policing has undergone an extreme and significant evolution, informed by multiple theoretical frameworks that support both ethical governance and operational effectiveness. One of the most prominent frameworks is transformation and leadership, which emphasises vision, motivation, and organisational change. This model tries to encourage officers to align with Nicole's values, which are set out, and also community engagement, which is key to contemporary policing strategies (Bass & Riggio,2006).

Transactional leadership also holds relevance, especially within hierarchical structures used within the Gwent Police force. This type of leadership focuses on routine, discipline, and performance metrics, which align with traditional command and control mechanisms (Reiner, 2010).

Recently, there has been a shift towards distributed leadership, where leadership responsibilities are spread across more ranks of the police force and not just individuals. This approach tries to promote collaboration and also empowers officers at all levels and ranks. It supports the national policing vision 2030 emphasis on workforce development and adaptability (College of Policing, 2020).

A favourite of this is the servant leadership model, which focuses on its emphasis on ethics, empathy, and service. This is getting traction in the context of community policing. This tries to ensure trust and legitimacy, which is especially vital in trying to address concerns around this portionality and procedural justice (Greenleaf, 1977; Bradford 7 Quinton, 2014)
These frameworks are not solely used by police forces in the UK; they have been blended to try to adapt police forces' leadership styles to suit situational demands and achieve their strategic roles. 

Understanding leadership styles within policing.

Leadership within the police service can vary significantly from traditional corporate leadership due to the very high pressure and unpredictability involved in enforcing the law (Silvestri, 2018). While hierarchical structures remain central to policing in the UK, contemporary strategies tend to emphasise collaborative, adaptive, and transformational approaches that can allow officers to navigate diverse situations in the most effective way possible.

Key leadership theories in policing

Several different kinds of leadership theories can provide valuable insight into policing strategies.

Transformational leadership- this focuses on the motivation, vision, and officer development, encouraging a proactive policing approach (Bass & Riggio, 2006).

Transactional leadership - this emphasises clear hierarchies, reward systems, and a very structured enforcement, which is to ensure procedural consistency (Burns, 1978)

Situational leadership - this attempts to highlight adaptability, which allows leaders and management to modify their style based on the needs of the team and circumstances (Hersey & Blanchard, 1988)

Servant leadership - this prioritises the well-being of the community and officer development, aligning itself with police leadership with public service values (Van Dijk & Brown, 2013).

Problem-oriented policing leadership: This focus is on problem-solving techniques, which require officers to adapt their leadership strategy based on specific crime patterns (Goldstein, 1990).

Flexibility in leadership: critical analysis

adaptive leadership in high-stress situations

Police officers will often encounter swift-moving situations and scenarios that are very unpredictable, which will require immediate and fast decision-making. Having the ability to be flexible in leadership ensures that officers can adjust their approach and be able to respond appropriately to different levels of threat and public concern (Waddington, 2017) this is a much needed skill as most incidents are continually evolving and the need to make decisions and also the ability to be able to rethink, reevaluate a ever changing scenario is essential.

An example of this can be during a protest, a very rigid command and control approach may escalate tensions, where a flexible strategy which incorporates negotiation and de-escalation techniques can prevent violence while protecting civil rights (Rowe, 2018) this is vital as there are many factors at play and the inability to adapt to these changes can have a detrimental impact not only the officers and members of the community that are present but also the image society has on the police force and there belief in its policing. 

While active leadership can enhance situational responsiveness, too much flexibility can also sometimes lead to inconsistencies in enforcement. Being able to find a balance between firm authority and relational leadership is very crucial for maintaining credibility while also fostering cooperation (Mawby & Yarwood, 2019).

Emotional intelligence and leadership adaptability

Emotional intelligence (EQ) can play a critical role in policing leadership. It can influence officers' decisions and team dynamics (Goleman, 1998). Leaders who possess strong EQ can adjust their leadership approach based on the emotional needs of not just their teams but also their community.

An example of this would be handling a very distressing domestic violence incident, which would require empathy and patience; on the other hand, managing a high-risk criminal pursuit would demand assertiveness and the ability to make quick decisions.

While emotional intelligence can improve team cohesion, an overly empathetic leadership style may reduce overall operational efficiency. This can be particularly true during high-threat scenarios, which would require an obvious command structure (Squires, 2021).

Flexible leadership in community policing

Malta policing clearly emphasises collaborative partnerships with communities, which will require officers to adjust their leadership approach based on the public's expectations and culture (Millie, 2016).

An example of this would be engaging with a diverse community—whether that is young people, vulnerable individuals, or all marginalised groups—which would demand the ability to adjust one's communication style and leadership interactions to promote trust and cooperation (Reiner, 2020).

Community-based leadership challenge traditional hierarchical policing models. While having the flexibility to strengthen public relations, some critics argue that having too much excessive accommodation of a community's expectations can and may reduce enforcement authority (Loader & Mulcahy, 2020).

Leadership strategies that I have developed as a police constable

· crisis decision making and tactical leadership

Throughout my time as a police constable, I have developed what I believe to be fast, strategic decision-making skills that I have been able to use in crises. Crisis leadership demands the ability to assess risk very swiftly, apply operational tactics, and adjust enforcement strategies depending on how the situation evolves.

An example of this would be when responding to a violent incident or situation. I would adopt a collaborative leadership style, consulting a senior colleague, such as a Sergeant, before making a tactical decision. This, in turn, ensures a coordinated approach to risk management (Williamson, 2016).

Collaboration can foster A-Team efficiency, but too much consultation can also slow the emergency response. Police constables must recognise when to seek input effectively versus when to act quickly and decisively (Bowling, Reiner & Sheptycki, 2019).

· Mentorship and team development

Leadership in policing can extend beyond crisis management. It also involves mentoring other student officers who have been in service less than you, encouraging skill enhancement, and promoting team development.

I feel that I have adopted a coaching leadership style, guiding less senior colleagues through case reviews, scenario simulations, and post-incident table analysis to develop their knowledge, understanding, and expertise (SQUIRES, 2021). 

While I understand mentorship can strengthen team cohesion, too much flexibility in leadership can also reduce accountability if guidelines become too open-ended. The ability to have a very structured yet adaptive approach is essential (Waddington, 2017).

· Interagency collaboration and partnership leadership

Policing can often require multi-agency cooperation, especially in tackling organised crime, domestic violence, and cybercrime. Inflexible leadership can ensure effective coordination with external agencies and the Implementation of integrated crime prevention strategies.

While collaborating with social workers, health professionals, and community leaders, you need to adjust your communication style and leadership methods to align policing priorities with social interventions (Rowe, 2018).

Collaborative leadership enhances interagency efficiency, but it can also cause jurisdictional conflicts, which can arise between law enforcement and other external agencies. Clear boundaries between cooperation and operational autonomy must always be maintained (Millie, 2016).

Conclusion

Having the ability to be flexible within your leadership style is integral to effective policing, allowing police constables to adapt their strategies based on evolving and diverse challenges, team dynamics, and community needs. Throughout my role as a police constable, I feel I have been able to develop key leadership strategies that emphasise adaptive decision-making, emotional intelligence, crisis resolution, mentorship, and interagency collaboration. Having these skill sets adds the ability to recognise when confident leaders show me that I am able to start, assess the situation, make informed decisions and have accountability for my actions. This is a very different style from the one I had when I first started to work for Gwent Police. I feel that all the different types of training that I have received, coupled with the valuable experiences that I have been a part of, have shaped and changed my attitude and effectiveness as a serving police constable.


During my time as a probationary officer, I have had a number of different sergeants and high-ranking officers who have been in charge during my time as a constable. This has, in turn, given me an insight into different approaches as stated above. Each sergeant and inspector has had a different approach, thus causing me to adapt to work better alongside them. I have been able to see and witness these approaches and see the benefits or disadvantages this has had on different officers. I have also been able to see this within myself. I feel there is no definitive correct answer to what management style is best suited and can only be managed on a person-by-person, place-by-place and community-by-community, centred plan. 

While having a management style is important in policing, it is also important to understand that these styles may need to change quickly and effectively during dynamic situations. The ongoing change in situations means that one method will not always be enough to deal with a situation, even if it was working well at the start. 
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

In this essay, I will be talking about the journey I have had as a police constable with Gwent Police. I will critically reflect upon how I have benefited from mentoring and coaching. How has this helped me personally? Professional and organisational goals.. How it has aided me to learn, develop and perform in the workplace. 
From day one as a police constable. I entered a world. Quite different to anything I have experienced before. This was a workplace which had. Operational demands. Certain ethical expectations and also community responsibilities. At the very centre of this transformation. There were two fundamental pillars: mentoring and coaching. These development approaches. Not only. It had a significant impact on shaping my capabilities. My efforts are based on broader organisational objectives, which are included in this essay. I will critically reflect on how mentoring and coaching, by using contemporary definitions and theories, helped me foster my resilience. My professional competency. And my contribution to force priorities. I also wish to examine the dual process of providing and receiving feedback that helped my growth as a police officer. 
 
Defining mentoring and coaching 
 
Mentoring is usually defined as a long term, relationship based process in which a person who has more experience (the mentor) she is there knowledge, career guidance, and the emotional support to try and help a mentee to navigate through this new professional work role (megginson & Clutterbuck,2005; CIPD, 2020) Within Gwent Police mentors can often draw along their own explorational experiences to try and advise on case management ethical dilemmas, and also how to maintain a good work- life balance 
in contrast to this coaching is more of a structured goal- orientated process which focuses more on specific skills and performance outcomes (whitmore, 2017; ICF, 2021). In a police context, coaching targets discrete competencies- such as interview techniques, incident leadership, or community engagement. Through these skills, we practice reflective questioning and action planning. While mentoring addresses career development, it seems coaching zeroes in on measurable improvements. Both these approaches agree somewhat upon the need for reflection, dialogue, and goal attainment. 
 
Mentoring and coaching theories in policing 
 
Contemporary policing draws upon many established theories to try to structure mentoring and coaching interactions. I find that these frameworks were influential during my probationary period. With Gwent Police 
ROW MODEL Sir John Whitmore's GROW model (goal, reality, options, will) structures coaching conversations into four different phases, which enables clarity and accountability (Whitmore, 1997). I was within the Gwent Police, especially during the first month of my probationary period. Was guided by tutors and peers to clarify my objectives, assess the current reality, explore different options, and commit to action 
transformational leadership 
rooted in BASS and Avolios work, Transformational leadership tries to emphasize the need to inspire and empower others through a compelling vision, to individualize support, intellectual stimulation, and also role modelling (Bass, 1985) I would consider my mentors to be people such as sergeants or any other senior officers who have exemplified these traits, they foster intrinsic motivation and the sense of belonging. 
 
reflective practice cycles 
Kolb’s Experiential learning cycle (1984) and Schon’s Reflective practice (1983) provide a framework for systematic reflection. Under mentor supervision, I applied Gibbs' reflective cycle (Gibbs, 1988). After attending critical incidents, I broke down and deconstructed experiences to try to find actionable insights. 
By trying to implement these theories into routine supervision, the police force ensured that my development was robust and continuous. 
Personal development through mentoring and coaching 
 
During my years as a probationary police officer, I faced many obstacles, such as self-doubt, Anxiety, and the weight of public expectation. Through mentoring and coaching, I feel I was able to become more resilient, self-aware, and emotionally intelligent. 
building resilience and well-being 
As a police constable, you are exposed to many different types of distress in situations which can be Rd. Traffic fatalities, domestic violence incidents, mental health crises and many other incidents- this all tested my psychological strength. Through different types of mentors, I was introduced to the national police well-being services resilience toolkit, teaching breathing techniques, the importance of boundary setting, and peer support networks (NPWS, 2018). Having regular 1:00 to 1:00 meetings provided me with a psychologically safe space/ environment to be able to voice my anxieties, which can normalise stress responses and prevent burnout. over time and experience I was able to recognize early warning signs within myself such as sleep disturbances, hypervigilance- and I was then able to deploy strategies more proactively in being able to self-care. 
enhancing self-awareness and learning agility 
Coaching sessions, which are structured around the GROW model, accelerated my self-awareness and development. For example, at the early stages of my probationary period, I struggled with assertiveness during high-pressure arrests. Through my coaching, I was guided to set clear goals for myself, analyse previous interactions, brainstorm role-play exercises, and commit to practice sessions within a safe space. Through this coaching, I feel I was able to equip myself better to project more authority without it coming across as aggressive. I feel this to be a great de-escalation skill. (Whitmore, 1997). 
Fostering A reflective mindset 
Being able to reflect upon practices is a great way to transform and experience into proactive learning. After attending an incident which involved a difficult safeguarding referral, my tutor and I applied Gibbs' reflective cycle- the unpacking of emotions, evaluating your actions, analysing systemic factors, and implementing an action plan (Gibbs, 1988). This method gave me the skill to be able to pause and reflect, ensuring that each shift became an opportunity to have a learning outcome. 
Through these mentoring and coaching experiences, I feel I was able to progress myself to become more resilient, self-aware, and agile in my personal development. 
 
Professional development through structured guidance 
While personal resilience is critical to becoming an effective policing constable, professional competence ensures operational success. Grant policies, which include structured mentoring and coaching, address critical skill sets such as investigative processes, community engagement, leadership, and ethical decision-making. 
 
Mastering investigative techniques 
Investigations can demand much attention to such things as evidence, legal knowledge, and interview skills. My tutor, Peers, and other officers have a wide range of skill sets, which were able to guide me through the national decision model (College of policing, 2016) on the police and criminal Evidence Act framework (PACE, 1984). Through case reviews, reflection and hypothetical discussions, I was able to conduct interviews, manage exhibits, maintain chain of custody, and right-catch ready statements. 
 
Advancing community policing and partnership working 
Modern policing is built on public trust. My response was that the sergeant was able to mentor me in problem-oriented policing (POP) and the SARA model (scanning, analysis, response, assessment) (Eck & Spelman, 1987). Within this multi-agency initiative, which addresses youth anti-social behaviour, we were able to actively try to target getting patrols, implement more police presence and try to minimise criminal activities in specific problem areas. 
cultivating ethical leadership and professionalism 
Ethical dilemmas—balancing confidentiality against the public interest or use-of-force decisions—are vital to policing. Through transformational leadership mentoring, I was able to tackle scenario-based ethical puzzles using the College of Policing's code of ethics as a guiding framework. These exercises are designed to sharpen moral reasoning and reinforce professional integrity (Bass, 1985). 
By implementing and integrating mentoring and coaching into my daily practice, I feel my professional development was systematic, well supported, and measurable, achieving organisational objectives through developmental support 
Beyond my competencies, the force's success hinges on collective performance, crime reduction, the confidence the public has in Gwent Police, and its organisational efficiency. Through mentoring and coaching, I was able to grow professionally with these priorities in mind. 
 
aligning with strategic priorities 
Gwent Police's strategic plan prioritised a reduction in violent crime, reassurance of the community, and the use of digital innovation to help them. Coaching ensured that my performance was improved through the target-setting process and evaluation methods. For example, I set myself personal goals such as improving my response times, talking to him about troubled areas through police presence and active controls, and educating myself on public awareness campaigns within my location. Regular reviews help me track my performance and identify areas in which to improve that align with the force policies and targets. 
In hunting team effectiveness, knowledge transfer 
As I grew into my role within the police, I feel I have transitioned from a mentor to a mentor. I feel like I have been able to guide new police constables with best practice, such as using bodycam effectively and efficiently, and being able to give constructive feedback. I did this to try to ensure a culture of continuous improvements, not only with myself but also with others. Mentoring young officers, I feel, has enhanced my leadership capabilities and ensured my organisational knowledge was well retained and distributed effectively amongst others. 
support, organisational change, and innovation 
police forces in today's world must adapt to evolving threats such as cybercrime, radicalisation, and emerging technologies. Coaching exposed me to design thinking methodologies and innovation labs, which encouraged me to try and propose and pilot digital tools for evidence logging. I have interacted and worked alongside different media teams within the police. I have then been able to implement their tactics and also give constructive feedback on things I feel that best come from a civil officer who would use these regularly.  
Providing and receiving feedback: Life is relatively leaning. Through motivation every period, I tried to engage in structured feedback cycles—both as a recipient and as a provider—which enriched my development and strengthened team dynamics. 
 
receiving feedback 
Models and methods 
SBI Model (Situation- behaviour- impact) turn optional debriefs mentos used SBI to try and pinpoint specific incidents (situation, all actions have been observed (behaviour) and assess consequences (impact). With this obvious, your focus approach tries to eliminate ambiguity and also enable targeted improvements. 
During my development reviews, I noticed that supervisors followed Pendleton's four-stage model. This model includes asking the officer what went well, discussing what the observer saw, asking what they could improve on, and then providing suggestions. Austin shows feedback that it is collaborative and well-balanced. 
 
emotional and cognitive processing 
While receiving feedback, this can sometimes trigger defensiveness and self-doubt. Whilst receiving feedback, I have been guided through an acceptance framework which is as follows: pause and try to acknowledge the emotions, call back, paraphrase the feedback to ensure that I am fully understanding what is being said, and then try to brainstorm actions before responding to the feedback. I feel using this method has grounded me as a person, as they transform the critique that I receive into constructive action plans rather than tolerating the issue. 
Conclusion 
My three information. A police constable is made up of learning, challenge, and self-transformation. Through mentoring coaching, which has been implemented with robust theoretical frameworks like GROW, transformational leadership, its reflective practice has provided me with a structure in which to build my resilience, improve my professional skills, and I'll be able to contribute meaningfully to the police organisational goals. Being able to engage fully in feedback cycles, both as a receiver and provider I feel that I have increased my learning and nurtured a culture of trust and also accountability 
accept the operation into a fully fledged police officer in gwent police I hope that I can carry forward these lessons: understanding the value of reflective dialogue, the power of guidance, and the importance of making sure that my aspirations are aligned with Gwent POLICE. by addressing identified gaps in mental matching, protected learning time, post probation continuity- when police can further amplify the benefits of mentoring coaching. I feel that investing in people is the best path to having a safer community, being able to police that community effectively, and fulfilling my role as a police constable. I feel like my journey illustrates that with the correct support, constables do not just endure the probationary period; they can actively thrive from this. 
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