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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:

This essay examines the present role of police officers, concentrating on professional discretion, the implementation of contemporary safeguarding strategies, and the management of domestic abuse situations. Modern day policing is described as police officers becoming crime fighters and provided the trust to work efficiently (Home Office, 2010). Police officers are continuously trying to balance the high demand of the role including administrative tasks, case file responsibilities and victim care. This essay will focus on this topic but also the modern-day aspect of supporting domestic abuse victims.


[bookmark: _Hlk198567941]A police officers role includes working with “local communities, stakeholders and colleagues in order to promote law and order, reduce the fear of crime, provide reassurance and build confidence to improve the quality of life for citizens” (College of Policing 2025a). In addition to exercising professional discretion as needed for the position and in compliance with legal frameworks and policy guidelines, this role carries legal authority to support the upkeep of law and order and is accountable for making independent decisions in conformity with the National Decision Model and Code of Ethics (College of Policing 2025a). 


The college of policing must ensure that all police officers in England and Wales including the staff have high quality training and are clear about the ethical standards they promote (College of Policing 2025b). One element of training includes a fitness aspect known as the bleep test. Police officers in England and Wales are required to complete a fitness test at least once a year. According to Freitas et al. (2025), in order to keep society secure and effectively remove threats in real time, police officers must have an appropriate fitness level which is tested by measuring against police officers who are already within the force. 

Modern day policing according to the former prime minister Theresa May is to “transfer power away from government – trusting police professionals. We will do away with central targets. Frontline staff will no longer be form writers but crime fighters: freed up from bureaucracy and central guidance and trusted to use their professionalism to get on with their jobs” (Home office, 2010). However, this is not one hundred percent true as frontline response police officers are now expected to submit more paper work after dealing with an incident including taking extensive statements with little training, complete case files which hold more than twenty documents,  keep in contact with witnesses and victims, and to complete a degree or if you already have a degree upon applying for the role, you will have to complete a two year diploma; all whilst being “crime fighters” (Home office, 2010). 


Policing Incident

On average, there are 100 phone calls an hour made to police for domestic violence incidents (Blackburn and Graca, 2019). Within my last 2 years of probation, I became aware of a female victim of domestic abuse. She had been in a relationship for a couple of years with the male subject before he began becoming violent with her. I played a significant role with the victim as I obtained a positive witness statement from her which took six hours. I have been able to become completely confident in my abilities to take extensive statements from victims due to my own experiences over the last two years. This includes making errors on statements and learning from them, shadowing my fellow colleagues who have excellent communication skills and completing attachments with the HUB where they specialise in dealing with domestic abuse cases. 

Whilst taking the statement and the weeks that followed, I built a relationship with the victim by contacting her to conduct welfare checks; by providing updates on the case and to ensure she understood her role as a victim / witness before a court hearing. Due to the disclosure, she provided me, I was able to build this professional relationship with her and to keep her on board with police action by ensuring she attends court.  This to me, is modern day policing. Where I can deal with victims of domestic abuse with a professional manner, and as stated previously by Theresa May, I have been given full trust to build a professional relationship with her where she trusts in me. If I am unable to create a professional relationship with the victim as they do not wish to make a complaint of abuse or withdraw their complaint, another option is to task the Independent Domestic Violence Advisor. Their role includes but is not limited to, providing safety to the victim and convincing them to provide a positive statement (Ministry of Justice, 2025). 

According to Women’s Aid (2025), domestic abuse is “an incident or pattern of incidents of controlling, coercive, threatening, degrading and violent behaviour, including sexual violence, in the majority of cases by a partner or ex-partner, but also by a family member or carer. It is very common. In the vast majority of cases it is experienced by women and is perpetrated by men”. As part of my role in safeguarding any victim, I will place a public protection notice, also known as a PPN into Women’s Aid as they are apart of partnership working with South Wales Police and other partnership agencies such as Social Services. In 2017, it was confirmed by Women’s Aid that the second highest number of men killing women in a domestic abuse setting was in the South Wales Police area (Welsh Women’ Aid, 2017). This is concerning as this included other countries which are considered larger than the South Wales area such as England and Northern Ireland. 

A couple of weeks passed when dealing with my victim where I considered a Domestic Violence Protection Notice, also known as a DVPN for the victim as it provides the perpetrator 48 hours to exit a premises and to not contact their victim going forward (Home Office, 2022). If this fails, a Domestic Violence Protection Order, also known as DVPO can be considered which allows an extra form of protection from the perpetrator for 28 days whilst the victim makes a decision on their current status and in turn reducing repeat victimisation (Blackburn and Graca, 2019). First introduced in 2014 (Blackburn and Graca, 2019), DVPN’s and DVPO’s are considered modern day policing tools by police officers, including myself as it can be used as an additional safeguarding tool if the victim is still considering re-entering an abusive relationship. One of the moments I have recognised my achievements in dealing with domestic abuse victims is when I considered a DVPN for the victim in this case. This is because a DNPN or a DVPO requires a lot of time. It includes attending a Magistrate’s court to obtain the order where the officer has to attend in person providing a lot of evidence to support the request. When starting my role in 2023, I would not have considered a DVPN/ DVPO as I was overwhelmed with new information however as I have began trusting my abilities, I am able to confidently tell a victim that I will try everything I possibly can to safeguard them. 


A part of policing in the modern-day sense is suggesting alternative safety measures to victims that they may not be aware of through updated methods such as social media or apps. For example, in a recent case of domestic abuse, I have explained the Holly Guard App. Holly Guard was a young female who had been murdered by her partner who was obsessive and harassed her for months (Davis, 2022). The app was set up by Holly’s family to “reduce domestic violence through creating and delivering programmes on domestic abuse and promoting healthy relationships to schools and colleges” (Guard, 2025). There is also features including alarms and an automatic switch that will start recording on your mobile device should you feel in danger after setting off an alarm. It will track your location and can notify authorities if a person is in danger. This evidence the importance of social media and its apps to ensure a person’s safety.


The Holly Guard App is usually something that is considered after a person has entered a relationship and fears for their safety due to a particular person, i.e. ex partners. There is however a relief due to a process called Clare’s Law which allows any person to request what is also known as a Domestic Violence Disclosure Scheme (DVDS) prior to entering a relationship. This allows a person to request information from their local police force on their current partner or ex-partner if they fear they may have a violent history or if you wanted to be cautious prior to committing a serious relationship (Clares Law, 2022). This process was named after a female called Clare Wood who was murdered by her partner that she had met online. Her family argued that if she had known about his history, she would never have started a relationship with him (Fitz-Gibbon and Walklate, 2016). 
 

The College of Policing (2025c) has worked with the National Police Chiefs Council (NPCC) on a five-year culture and inclusion plan between 2025 and 2030. Its modern-day approach is to consider factors such as culture change and building trust. The aim is to concentrate on diversity, inclusion and equality due to a history of abuse, discrimination and exploitation of police powers. By ensuring we concentrate on these aims, members of the public can improve their trust in their police force and know they will be listened to.


To conclude, in order to ensure public safety and trust, police officers are required to work collaboratively with the community (College of Policing, 2025a). This is because they have been provided the training inline with legal and ethical frameworks which includes the National Decision Model and the Code of Ethics. Effective policing depends on the training and personal growth, especially in the areas of ethical standards and physical fitness. For example, a bleep test (College of Policing 2025b; Freitas et al., 2025). 

In 2010, modern day policing has began to change with support from former Prime Minister Theresa May who advocated for police officers to have more trust in being able to do their role (Home Office, 2010). However, officers continue to struggle with the high demand of the role. This is because they are expected to deal with a high volume of administrative tasks, case file management, victim engagement, statement writing and academic commitments. 

Blackburn and Graca (2019) highlight the ongoing pressures of victim impact relating to domestic abuse and the ever-growing calls to police forces across the United Kingdom. The essay highlights the modern-day support for victims of domestic abuse by explaining essential safeguarding measures such as Public Protection Notices, Domestic Violence Protection Orders and Notices’, mobile apps such as Holly Guard and requesting a Domestic Violence Disclosure Scheme (DVDS). 


To ensure community confidence and trust, the College of Policing and the National Police Chiefs Council (NPCC) has created a five year plan which details how the focus is to ensure diversity, ethical reform and inclusion is a property (College of Police, 202c). 


Word Count: 1836
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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:

Introduction
[bookmark: _Hlk201653514]The Police Foundation (2014) defines social media in policing as an expanding online communication tool that encompasses all facets of policing. Its primary goal is to provide the police with a real-time means of communication and engagement with the public. This essay will dive into the meaning of social media in modern day policing and evidence how its importance has grown considerably since police forces in the United Kingdom began using it in 2008. I will detail key events such as Greater Manchester Police’s 24-hour tweeting campaign in 2010 and show how beneficial it is for public participation and openness (Crump, 2011). Social media has changed how police forces and the community engage with one another, from finding missing people, to engaging with communities through posting images on Instagram. It does however come with risks which include, dismissal for officers, misinformation being shared and ethical dilemmas. 


Benefits of Social Media
Although social media is used heavily by policing in 2025 for engagement, appeals and advice (South Wales Police, 2025a), it was first experimented in the UK by forces in 2008. It wasn’t until 2010 and 2011 however that the power of social media could be seen as a huge benefit when Manchester Police decided to use their Twitter account to show the public the amount of incident they must deal with in a day. For 24 hours, they tweeted about the range of many calls they had to deal with to show the public and politicians the extensive workload that officers must carry. As a result of this 24-hour project, 341 people were arrested and a huge following was made by the public (Crump, 2011). This was the first example which evidences the degree to which social media has been integrated into twenty first century policing. 
Social media is used by South Wales Police as a means to engage with the local community. Its purpose is to provide information to the community, provide crime prevention advice and to assist in appeals for information (South Wales Police, 2025a). In my (almost) 3-year experience in policing, my use of social media has usually been in reference to missing people. There are many people reported missing daily. As reported by Missing People (2025), someone is reported missing every 90 seconds in the United Kingdom with nearly 350,000 reported missing every year. A way of investigating the incident of a missing person is by speaking with the family to gain as much information about them as possible. This includes things such as a description, clothing, favourite places to visit, frequent friends, but I also ask for permission from the family to post an image of the missing person to social media. This is crucial within an investigation as police forces rely on the community to share these posts. Comments will be monitored by the person working for the force and passed to the relevant officers. This way has proven to be cost efficient as posting to social media is free where as prior to 2010, costs would go to newspapers or TV companies (College of Policing, 2016). In addition to asking for permission to post an image online from the family, we also ask for permission to refer to the ‘Missing People’ Charity, this is because they not only offer support to families through difficult times however also provide support in creating posters to post online. This can be crucial in an investigation (South Wales Police, no date).


I have experienced first hand how social media can help locate missing people. For example, information was received of a missing 18-year-old person. This was out of character for them and the family was extremely concerned. I visited the home address and conducted the initial enquiries as noted previously and obtained consent for a social media appeal with a photo of the missing person. Within 4 hours of this post being circulated, a member of the public reported seeing them just a short walk away from her house in an alleyway. Once I received the information, I immediately attended the location where the missing person could be seen straight away. They disclosed to myself that they had been feeling low and depressed and felt they needed some time away from home. With this information, I was able to provide the family with additional support such as referrals via Public Protection Notices, contact numbers for the Samaritans and my own personal work mobile to ensure the family felt supported. Similarly, earlier this year, Northumbria Police issued an appeal using social media platforms Facebook and Twitter (X), for a missing 12-year-old boy who had gone missing in Newcastle. Due to the post that thousands of people had shared, the 12-year-old was sighted by a member of the public due to the appeal and assisted police in taking him home safely (Younger, 2025).  Here is the Facebook page of Northumbria Police thanking the public for their help with the investigation –
https://www.facebook.com/northumbriapolice/posts/good-news-missing-boy-frazer-from-newcastle-has-now-been-located-safe-and-well-w/1043669587807788/.


Another benefit to social media is rumour control. Too often, rumours are spread where in most cases they are completely false. Using the power of social media, police forces are able to write and share with the public within minutes to reassure them and debunk any false reports. An example of this would be by the West Midlands Police Force in 2011. At the time there were false reports that a shopping area was being set on fire from people rioting.  Superintendent Mark Payne had to post on Twitter (X) describing being overwhelmed with false rumours and tried to reassure the public by making himself and the correct information known online (BBC, 2011). 


Risks of Social Media
Crump (2011) states that by means of building public trust and promoting transparency, social media makes it possible for police and the public to engage in interactive, real-time dialogue instead of one-way communication. There are however some risks that come along with social media. This includes incidents that I have witnessed firsthand in the response policing role. I have found that it can have a detrimental effect on a person’s mental health. This is because misinformation and rumours can be shared without being legitimised first.
There are struggles that come with being a police constable and using social media when members of the public post misinformation about your colleague or team on a Facebook post and not being able to correct them or respond how you would like to. This is because, a part of being a police constable is to have respect and empathy to be able to make good decisions (College of Policing, 2024). On the back of toilet doors inside almost every police station in South Wales are information posters reminding officers about the dangers of responding to social media comments. Not only on their personal accounts but at all. I find this to be a very smart way to not only remind us of our ethical principles but also to remind us of the consequences of reacting to such comments which can lead to dismissal.  In 2021, the Independent Office for Police Conduct (IOPC) warned police officers regarding their behaviour on social media due to conduct issues between 2018 and 2020. This is because some officers were commenting racist and sexual things on social media posts and even using their personal accounts to contact victims for sexual activity (Independent Office for Police Conduct, 2021). Reminding officers to “use social media responsibly and safely, ensure that nothing you publish online can reasonably be perceived by the public or your policing colleagues to be discriminatory, abusive, oppressive, harassing, bullying, victimising, offensive or otherwise incompatible with policing principle” (Independent Office for Police Conduct, 2021). 

What’s app is considered a social media app which could also be considered a disadvantage of social media. However, in the case of Sarah Everard, I would personally call it an advantage as it assisted in the investigation against her killer Wayne Couzens and other colleagues who were later dismissed from their role due to misconduct issues. This is because there were messages found between them and Couzens describing tasering children, disabled people and being sexist towards women (Her Majesties Inspectorate of Constabulary and Fire Service, 2021). This evidences that police officers are held accountable for what they say and do even outside of uniform and shows the strong power social media has in prosecuting the worst kind of people. 



[bookmark: _Hlk201650267]Social Media Posts 
Whilst in my tutorship with the Neighbourhood Policing Team, I got to explore the mountains of the valleys with Natural Resources Wales. The task was to target off road bikers because of the damage they were doing to the mountain side which in turn affected the flow of water to the reservoir. Ultimately, we located and seized one motorbike and issued a penalty for the offence. An image of myself at the Reservoir was posted to South Wales Police’ social media page to explain to the public the damage we are creating to our own water. 
Another time I was posted to South Wales Police’ social media page Instagram was for attending a motorbike competition. I was tasked with patrolling the area and ensuring the communities safety. Along the way there were stalls with food being sold or motorbike merchandise but there was also a stall encouraging people to donate blood which had a bright yellow motorbike parked outside the front as a photo prop. To engage in the community spirit, I had a photo on the bike alongside my fellow colleagues which was posted as a means to engage with communities in our local area and to evidence that regardless of the weather, we will be there. 
The third and final time I have been posted so social media was during a operation to tackle speeding in a dangerous area. With the help of the roads policing unit, we tackled issues such as safety with some persons not wearing a seatbelt, bold tyres, speeding and no tax or insurance. This was another way of engaging with the community through social media as so many complaints had been made regarding dangerous driving in the area. 
As mentioned previously, South Wales Police post these sort of images and information to “engage with communities” (South Wales Police, 2025a) and to ensure the public are kept up to date with everything that is going on in the area including prevention advice (South Wales Police, 2025a).


We use social media as an additional means to engage with our communities. We want to keep you, our followers, informed of what’s happening in your area and provide you with crime prevention advice. We also know that you can be invaluable in assisting us with appeals for information.

Conclusion
Social media has changed the way that police forces interact with its community. It is an example of modern-day policing by showing us how quickly it can interact with communities, conduct investigations and share information with the public. 
My first-hand experience with using social media through missing person appeals provides an insight into how powerful it can be in locating someone, especially if they are having a mental health crisis and providing reassurance to the family. 
Social media allows police forces to quickly address rumours that aren’t necessarily true and quickly squash them. This quickly increases public trust and provides reassurance. There is however a downfall to social media. This includes the ethical principles and conduct of police officers being challenged if they post inappropriate things to their personal social media accounts. The IOPC (2021) remind officers that it is important to remain as professional online as we would in work. 

Word Count: 1931






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:

Effective leadership involves persuading people to comprehend and concur on what must be done and how, as well as supporting both individual and group efforts to achieve common goals (Yukl, 2013). This essay will evidence how I have been able to achieve effective leadership within my team, it will describe the leadership role of a acting police sergeant and how it compares to the military role of a sergeant, and will detail experiences of working to support my team through managing their workload and helping progress case files. I will consider leadership models that are commonly used within the policing role and describe the benefits and negatives to these models. Finally, I will detail the leadership strategies that I have developed to manage a range of different operational situations. 

Since starting my policing career almost three years ago, I have not partaken in any leadership roles as there has always been someone with more experience than me who would take the role of ‘Acting Police Sergeant’ or also known as ‘APS’ or ‘Acting Up’. An acting police sergeant is a temporary role, designed to assist when the sergeant is on annual leave, sick, or on courses. This way there is always a manager of some sort to assist with daily incidents, tasks and to support the team. The Oxford Essential Dictionary of the U.S. Military (2002) describes the role perfectly as “A temporary rank assigned to a person who is performing the duties normally performed by someone of higher rank” although it is military based it is identical to the policing process. 

I have had little experience with working with people younger in service than me on my team as only two further officers joined after me but when we do work together, I am the officer that takes the lead in the call due to having that little bit more experience. I would describe myself as an excellent officer in terms of workload management and have even had praises from three different sergeants on how well I manage my workload. Because of this, I am often asked to help my colleagues with their own workload. I do this by helping them create a list, organising them in an order of priority and help with any case files outstanding for the Crown Prosecution Service. I believe this is an excellent example of a leadership strategy as it is something that I did not ask for but am enjoying doing and the sergeants trust in me and my leadership qualities to assist the team. 


I have been able to apply change in leadership style and strategy to reflect changing circumstances because within the next couple of months, my current team will undergo some serious changes. This is because many of the older in-service officers will be moving to other department’s such as the hub, custody and firearms. This means that we lose half of our team. Once this happens, there will only be one other officer who is older in service than I am. There is currently an ongoing joke within the parade room that the officer who is older in service will have to listen to me as I am the more experienced although he is longer in service. Although this is a running joke, partly it is true. This is because I am the one who usually helps them with managing their workload and amending case file errors. This to me is an example of how my current team trust enough in me to not only help them now but to also assist in managing and leading our future team. 

When attending calls with our ‘APS’ I have always allowed him to take the leadership role as it is natural to do so when someone has longer service than you. If I were to critically evaluate and evidence my flexibility in leadership style, I would state that for the last 3 years I have followed the process of allowing the ‘APS’ to take lead at calls however on a few occasions I have taken the lead to create friendly competition between us both and the team and to also challenge my own leadership style.  This is because our ‘APS’ has had hundreds of arrests in his career and as a team we often joke about how we need to catch up to him. For example, after finding out there was an outstanding suspect for domestic assault in our area, as a whole team we decided to conduct arrest enquiries. After knocking on the first door with no answer, some of the team members were ready to move on to the next address. I however, decided to lead by example and make a phone call to the perpetrators father who confirmed to me that his son was inside. Due to this information, we were able to force entry, and I found the perpetrator hiding underneath a bed in the spare room. I was praised by my colleagues and sergeant for this work as I did not just give up and ensured a thorough job was done before moving on. As mentioned by The College of Policing (2023), leadership qualities include “problem solving approaches and effective evidence-based decision making” and “Build and maintain trust and confidence within teams, with colleagues, external partners and the public”. I feel I have began evidencing these qualities within the last six to twelve months in my constable role. 


“A leadership style is the manner and approach of providing direction, implementing plans and motivating people” (Lewin, Lippitt and White, 1939). I feel this quote is the best way I would describe any form of leadership that I may have. This is because, without sometimes knowing, I motivate the team with my positive and ‘go-lucky’ attitude, I often bring in sweet treats to boost moral and ill always offer to help where I can. In terms of implementing plans and providing direction, I would say I do this mostly when working a night shift. This is when we are most quiet, and I will be the one who logs into the system, obtain information about outstanding suspects and organise our driving route based on where their properties may be. This way we aren’t driving around in circles looking for different people. I always print off extra papers for other officers in case they get tied up with something else and will always tell them they have done a good job if they have arrested a suspect. I do this not only because I am proud of my team but to keep moral high and to have a good relationship with my colleagues. 

I have had four different sergeants since beginning my role in July 2023. Many whom have had different leadership qualities. A leadership model that is commonly used within policing is Autocratic Leadership which reminds me of my first sergeant. The hallmarks of an autocratic leadership style include minimal group member involvement and individual authority over all decisions. Autocratic leaders rarely take input from followers and usually base their decisions on their opinions and feelings (Nickerson, 2024). This model reminds me of my first sergeant as their role requires them to make the decisions that ultimately develop the capability of the team and with me being a new officer, I agree that this would have been his best approach. 
Another leadership model to be considered is the Laissez Faire which means ‘leave alone’ in English (Guy-Evans, 2024). This style of leadership style is one where the group's leader leaves matters in the hands of the members and is not present at many of the events (Guy-Evans, 2024). This reminds me of three sergeants I have had over the last two years as they provide their full trust in me and my colleagues and encouraged us to make decisions based off our own initiative rather than checking by them first. This is because it encourages innovativeness and confidence (Guy-Evans, 2024).

Although I feel trusted by my sergeant to currently handle incidents, the Laissez Faire model can leave me sometimes feeling unappreciated as in some cases as I feel I work harder than some of my colleagues. As mentioned by Guy-Evans (2024), officers managed under this model are not genuinely held accountable by anything or anybody other than the group's success since there is no obvious authority figure or hierarchy within the group. 	This is why I feel the Autocratic Leadership model is slightly better as it puts one person in charge, where there is no question what your role or task is for the day. However, it must be closely monitored as autocratic leaders usually are quick to punish staff for “failing to comply or becoming disobedience” (Oxford Review, 2025). 

Although I have had little experience with mentoring officer’s younger in service than I am, I have been allocated a special constable who also works in the control room. This is a common operational situation however it was not something I have done before. With having great mentors in the past, including my tutor from my initial 3 months of training, I was able to adapt my style of working to encourage the special to take a more active role during incidents instead of waiting for me. I did this by ensuring I asked why he thought I was doing things, how he thought I was doing them and asking him at the end if there was anything we could have done differently. This way, it encourages him to think for himself rather than being provided the answer. This leadership style is commonly known as the Socratic Style. Its benefits include critical thinking and encourages participation learning (Gurteen, no date). I feel this was the best leadership style to conduct with the special as it grows their confidence and builds my trust ready for the next griefy incident or call.
Therefore, to summarise, I have critically evaluated and evidenced my flexibility in leadership styles by detailing my role when working with officer’s younger in service than me and special constables, by providing context as to why my colleagues trust in me and my work ethic for the future of our team and leading by example, to remain consistent with perpetrators and trust my gut. By doing this, I can lead by example for not only the members in my team who are younger in service than I am, but also for the older in service.
Upon reflection, I find that I have been able to adapt to both leadership styles (Autocratic and Laissez Faire) to manage a range of different operational situations, including locating suspects underneath beds when my team were not as motivated and supporting the team by boosting moral with sweet treats and supporting them with their workload. I do however believe the Socratic style of leadership works better with me as it is one, I have naturally gravitated towards when working with others. 
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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:

[bookmark: _Hlk200980872]Coaching in Policing is described by Hales (2013) as a methodical process of skill development in which managers or experienced officers; offer direction, criticism, and assistance to enhance abilities and output. It is usually centred on short-term goals and operational efficiency. Whereas mentoring in Policing is described by Wilkins & Gullett (2019) as a longer-term partnership wherein an experienced officer provides guidance, expertise, and emotional support to a less experienced officer in order to help their professional development. Within this essay, further arguments on the difference between coaching and mentoring will be discussed with references made to my time in tutorship with Neighbourhood Policing, through to response policing with having no one to lean on, through to where I am now as a confident police constable. 


Tutorship 
In July 2023, I was assigned my tutor and team with the Neighbourhood Policing Team. Their role is to engage with communities, “connecting with individuals, organisations, businesses, schools, workplaces and others; working to understand, respond to, and tackle your concerns and priorities; and putting measures in place to prevent issues from escalating – or from occurring in the first place” (South Wales Police, 2025b). This however is not the normal procedure following 6 months of training at the Bridgend Headquarters.  Instead, I should have been placed with a Response Policing Team as their role is described as the “heart of uniformed policing” (College of Policing, 2025). My role would entail, responding to grade 1 emergency calls, protecting the public, patrolling my patch, managing critical incidents, helping and supporting vulnerable people, developing conflict management techniques and providing first aid to those who need it (College of Policing, 2025). Still, the tutor I was provided was excellent with over 10 years’ experience he was able to provide me with skills that would help me in my career.

Although my tutor had great experience, I did not attend many grade 1 response calls as his role was to deal with community issues. However, when I did get the chance to attend grade 1 calls, I began to learn how to manage and speak with people in many situations such as domestic, vulnerable and toxic situations. The College of Policing (2022) released information describing the role of a tutor through PC Hartley and PC Lloyd. Similarly, they describe meeting their student and explaining their expectations over the 10-week tutorship process. This involves a relaxed environment with a cup of tea or hot drink. This was extremely important to me as it allowed me to relax and get to know my tutor, but it also managed my expectations.

There is a long-standing argument that coaching and mentoring are two separate things however according to Connor and Pokora (2007), they are very similar due their values and beliefs. Clutterbuck (2004) will argue that although they are similar, they should be treated differently. This is because mentoring is usually a long-term relationship between the tutor and the student. It is where guidance and advice can be provided. Whereas coaching is more goal-oriented and performance-driven, comprising structured discussions that assist officers in analysing their actions and realising their full potential (Whitmore, 2010). 

Now that I know this information, I would describe my tutorship with Neighbourhood Policing as a mentorship. This is because when being tutored, a professional relationship was developed, and respect was grown. My tutor took the time to teach me rather than to provide me answers and as stated by Connor and Pokora (2007), “for the student to learn, a conversation is to be had regarding the relevant topic and asking questions rather than providing the answers”. This allowed me to grow as an officer as it allowed me to play different scenarios in my mind, considering all the different outcomes and choosing the relevant answer to the question asked. 


Response Policing 
Eventually, in September 2025, I joined the response policing unit. This was a drastic change. This is because the Neighbourhood Policing Team do not work the same shift patterns and often to not work past 20:00 hours. This influenced me as nighttime economy in policing is very different to daytime policing. Friendships had already formed within the team which made it hard to create new relationships in the beginning and although my tutor had provided me with excellent skills, I had not been exposed to violent or angry people. After the 3-month tutorship, there was not a particular person I could rely on in terms of a mentor. This is because no-one on the team wanted to be a tutor, and the sergeant does not usually leave the office. However, after some time, relationships and friendships grew, and I was able to seek help and guidance from almost every member on the team.  My sergeant acted as a coach where he set clear guidelines and targets for me. As mentioned by Bullock (2013), coaching plays a significant role in performance management. When clear goals are set, feedback is encouraged, and accountability is promoted, the coach is able to help the police officer in their professional development. 

The current coaching and mentoring theories used in policing include Kolb’s Experiential Learning Cycle. The reflections include, What happened? What did I learn? What would I do differently? How will I implement this? (College of Policing, 2021) Usually this reflective tool would be used following an arrest where force has been used but it can be used in almost every call that officers attend. It is often a discussion with my sergeant post incidents and is essentially a debrief to encourage operational learning. This is something that still benefits me as it allows me to learn from my mistakes. I am not afraid to attend calls knowing that I will develop from them. Whether this be personal development such or professional development.  

Another theory is named Oscar Kilo. This is a Blue light wellbeing framework which encourages cognitive behavioural coaching, also known as CBC as a way to support wellbeing and resilience in officers. The framework encourages officers to take care of themselves following trauma incidents by dealing with anxiety or their beliefs (Oscar Kilo, 2021). I do not make use of this theory however there is a similar framework within policing known as Trauma Risk Incident Management or more commonly referred to as ‘TRIM’ (Kent Police, 2023). This encourages officers to speak to a third party outside of the force regarding any trauma they may receive within the job. I would be more likely to use this method as it better promotes itself and I have met one of the councillors first hand when they visited the Headquarters, allowing me to take a likeness to the person I would be speaking to. 

Coaching has helped me meet my personal, professional and organisational goals by allowing me to build my confidence in dealing with members of the public through observing officers and feedback. An area I lacked confidence for some time would be conflict. I struggled with getting ‘hand’s on’ with subjects when the time was necessary in arrest. Through watching my colleagues and being provided the confidence by my team, I have not struggled in this area for the last 6 months. I have been nicknamed within the team as I reprehended an outstanding suspect who was wanted for Grievous Bodily Harm whilst on my own as my colleague was trying to support the victim. There are still some instances where I worry about getting ‘hands on’ as there are only two officers with more experience than me on my team. The younger in-service officers are similar to me where conflict is a struggle for them. 

Another way coaching has helped me is through self-reflection. This is through Kolb’s Experiential Learning Cycle. As mentioned previously, asking the important questions of What happened? What did I learn? What would I do differently? How will I implement this? (College of Policing, 2021), allows me to improve myself for future calls. 

Mentoring has helped me meet my personal, professional and organisational goals as it allows the tutor to provide me with emotional support. When working with my tutor, we grew a friendship and a love for dogs. Learning things about one another enabled us to handle the individual difficulties of policing. Mentoring is also known to link personal values to the policing role (Kram, 1985). 

Providing feedback 
When receiving feedback from a coach or mentor, I always try to maintain a positive mindset. Previously I would struggle with feedback as I would feel it was criticism, or it would provide me with a feeling that I could not do my job well. Now, I try to remain receptive to it as it allows me to continue my development. I ensure to ask any questions if I am unsure of anything. When the time is right, I will then reflect on my feedback using a common reflective tool known as the 1970’s Bortons Model of Reflection. This is a popular tool that includes three questions. “What? So What? Now What?” (Borton, 1970). ‘What?’ is where the experience or incident should be described. ‘So What’ is where a person is to reflect on the meaning or impact of their experience or situation. ‘Now What’ is where a person should consider their future and how to move forward (Borton, 1970). This allows for growth and development in future incidents.

Receiving Feedback
Although it is very rare that I provide feedback when I do, I try to ensure that my feedback is specific to avoid confusion. I also ensure that it is done in a timely manner as the policing world moves very fast.  A new day within the role can completely make you lose track of everything and any feedback I may have wanted to provide. Another way is by ensuring that I ask questions to ensure that the other person also self reflects on the incident or situation. 


Conclusion
Had I not had these obstacles thrown at me, I do not feel I would be the officer I am today. Although it took longer than what I would have liked, I feel I have been a competent officer for over 12 months now. There are colleagues who are longer in service than I am, who ask me to help or assist with calls as my experience has allowed me to develop relationships and information through mentoring and coaching. 
It is noted that there is still an argument to be made on whether coaching and mentoring are the same thing however it is evidenced that they are essential to officers’ personal development, and professional goals. Coaching provides focused skill development and increased performance allowing officers to meet operational needs. Whereas mentoring is more supportive towards career progression and personal growth. 
Providing and receiving feedback is still an area for development however I am still very early on in my career and look forward to what the next 3 years bring. 
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