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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 decade, the world of professional policing in the United Kingdom drastically changed. A driver in this change is the introduction of the College of Policing and the use of national frameworks that are designed to modernise and standardise professional policing practice. In the final year of my probation it has been noticed that I have become more aware of how these changes affect my daily duties and my competency of dealing with vulnerable people

This essay will evaluate the strategic role of the College of Policing in making policing more professional in the UK. Moreover, it will highlight how to expectations of a modern police officer are being met by myself, and how my role has developed throughout my probation in during my final year. This will be discussed through a domestic violence case that involved a Muslim victim, who will be referred to as “Fatima,” who was assaulted by her husband, referred to as “Mr Khan.” The situation required quick decision-making regarding safeguarding, it also required cultural understanding and sensitivity as well as coordination with multiple agencies all the while following national standards. This example shows how policing professionalisation influences frontline policing in practice.

Critically Evaluating the Strategic Role of the College of Policing in professionalising UK policing
The College of Policing plays a key role in influencing professional standards and organisational culture across UK policing. Its influence can be seen across national frameworks such as the Policing Vision 2025 (NPCC & APCC, 2025) and the Strategic Policing Requirement (SPR), (Home Office, 2023). These frameworks outline policing as a profession that should be ethical and evidence based.

A key contribution made by the College of Policing is the development of the Code of Ethics (College of Policing, 2024a). The Policing Vision 2025 highlights that policing should be “ethically based and guided by a shared understanding of what works to provide public value” (NPCC & APCC, 2016). These ethical principles are directly shown in decisions made at the frontline, especially in sensitive situations.

In Fatima’s case, my first priorities were her safety, whilst ensuring fairness in procedures, all whilst treating her with dignity. These actions were guided by the principles of the Code of Ethics, such as fairness, respect and empathy. It is required by the Code of Ethics that human rights are protected and empathy is shown, this was important when supporting a vulnerable victim from a minority cultural background. The College of Policing’s focus on ethical policing makes sure that domestic abuse cases are managed with seriousness and a strong focus on the victim.

The Workforce Transformation Programme (College of Policing, 2018) outlines a clear approach to creating a modern and flexible workforce. It states that the programme is aimed at creating “a workforce capability that is designed for the future and representative to offer the skills and capabilities we need for twenty first century policing” (College of Policing, 2018). This also involves new ways of joining the police and the PEQF (Policing Education Qualifications Framework), (Strong, 2019). 

The impact of this programme is shown in the way I handled Fatima’s case. From how I arranged medical help to how I made sure that culturally suitable support was given clearly shows that the programme has been effective in developing my skills. During probation, my development has been influenced largely by the focus on trauma-informed methods and evidence-based practice. Moreover, the PEQF has played an important role in improving not just my thinking skills but also my ability to explain different decisions with the use of structured tools such as NDM (National Decision Model), (College of Policing, 2013).

The need for a cultural change in policing is highlighted by the National Policing Culture and Inclusion Strategy 2025-30, (College of Policing & NPCC, 2025). In fact, the College of Policing and NPCC (2025) determines that “changing the policing culture is important of meeting the goal of being an organisation that is actually inclusive” (College of Policing & NPCC, 2025). The emphasis of this strategy is mainly on decreasing discrimination and ensuring that services are fair to all individuals. Additionally, the need for challenging stereotypes and unfair differences is highlighted. 

This focus was important in the case of Fatima. Fatima experienced both language difficulties and cultural barriers as a Muslim woman. My use of referring her to specialist services for Muslim women’s being victims of domestic abuse and Language Line were in line with the College of Policing’s focus on inclusive policing. Another aim of the strategy is to “increase feelings of trust and confidence in the police” (College of Policing & NPCC, 2025), I ensured I followed this in my approach when I ensured that Fatima felt both supported and safe with these decisions.

The need for consistent and clear standards is highlighted the Strategic Policing Requirement (2023), (Home Office, 2023) across the country. This states that policy forces hold should have “the capabilities of countering national threats” and must be “efficient and effective in their response” (Home Office, 2023). While domestic abuse is not really a national threat, the focus on working and collaborating with other agencies applies to protecting all vulnerable people as well. 

Withing the College of Policing frameworks it that similar steps are to be taken by officers across the UK in cases of domestic abuse, this involves checking risks and managing offenders, (College of Policing, 2023). In this case, my quick decision of requesting a double-crewed unit for arresting Mr Khan whilst I stayed with Fatima shows an efficient and effective response to the situation. 

The College of Policing has provided many benefits and been supported by many since being introduced. There are however some drawbacks to it’s introduction. Bacon et al., (2023) argue that professionalising policing excessively can make it focused a lot on paperwork and less on connecting with communities. Meanwhile, (Martin, 2022) argues that cultural change is quite slow and it is not uniform everywhere else because old ways of thinking and habits are quite difficult to change. However, based on my own experience, it can be said that the College’s frameworks offer clear guidance that improve frontline work. In dynamic and difficult cases like Fatima’s, these standards help officers in making quick, confident and victim focused decisions, while also supporting wider goals of improving culture and public trust.

Demonstrating How I Am Fulfilling the Role of a Modern Professional Police Officer

The domestic violence case involving Fatima shows how the principles of modern policing are being applied in practice. My actions followed national expectations related to safety, victim focused decision making and working with other agencies. It highlights how I have transformed from learning these principles to confidently applying them on the frontline.

Fatima had been punched by her husband causing injury to her left eye. Her fear and distress were evident and by following the College of Policing focus on victim centred policing, her safety was treated as the first priority. An ambulance was arranged so that she could get medical care promptly. The Culture and Inclusion Strategy states the need to “take clearer action to tackle sexist and misogynistic violence” (College of Policing & NPCC, 2025), which supports the need for dealing with such cases seriously and without delay.

Fatima spoke limited English, Language Line was therefor used for taking her statement. This helped in keeping the process fair and accurate. The Culture and Inclusion Strategy highlights the need for “understanding and challenging stereotypes and myths” (College of Policing & NPCC, 2025). This was important when dealing with a vulnerable Muslim woman who may feel pressure or stigma when reporting domestic abuse. I therefore ensured I referred Fatima to a specialist Muslim women’s support service, BAWSO (BAWSO, 2026). This showed awareness of her cultural situation and followed national inclusion standards.

Multi agency working is a key in frontline modern policing. The Policing Vision 2025 explains that policing should “increase partnerships within the community and with other service providers” (NPCC & APCC, 2016). In Fatima’s case, several agencies were involved. For example, these included offering support services for domestic abuse and the Ambulance Service. It can be said that this approach helped make sure that both Fatima and her child were protected properly. Earlier on in my probation I would not have been astute enough to co-ordinate this, however, can now confidently do so in my final year of probation.

My decision of requesting a double-crewed unit for arresting Mr Khan was based on ethical duty and identification of risks. This apprehended the subject quickly and ensured the child was returned in a safe manner. It is outlined by the Workforce Transformation Framework that officers need to be “confident experts who are capable of working with high levels of accountability and autonomy” (College of Policing, 2018). A high level of judgment and autonomy was needed in this situation, I made quick decisions to make sure that both the suspect was arrested, and child was returned safe highlighting confidence and autonomy.

I ensured that Fatima was given a victim care officer who would keep her updated. This follows the College of Policing’s focus on fairness and building trust with victims. It also meets the criteria set out by The Violence Against Women and Girls framework, which calls for “personalized and consistent support” for victims (HMICFRS, 2021).

Reflection on How My Role Has Changed in My Final Year of Probation

My final year of probation can be seen as a period where clear changes took place in both my professional ability and confidence. By reflecting on this case, my role has moved from learning policies to applying them in an effective manner in real world situations. 

At the beginning in my probation, I relied significantly on support from supervisors. However, in Fatima’s case during my final year of probation I handled the situation from arranging medical care to victim after support by myself autonomously. This shows I have met the College of Policing expectation that officers develop “high levels of autonomy and accountability” (College of Policing, 2024b). It can now be said that I feel more confident in making quick and fair decisions in high-risk situations without guidance form colleagues.

My understanding of vulnerability has drastically improved. The Policing Vision 2025 highlights a “keen focus on prevention and vulnerability” (NPCC & APCC, 2025). In Fatima’s case, it was not only the physical harm that needed to be understood, but also her emotional state and family issues. It can be said that I have learned to look at vulnerability in a wider way, this includes thinking about culture and the community around the person so that better, more tailored support can be given.

My ability of supporting Fatima in a cultural way, by using an interpreter and understanding possible stigma shows the ability to meet College of Policing focus on inclusion. It can now be said that I am more aware of the different needs of people in the community and can make better use of the support services available for helping them.

At the start of my probation, the main focus was on learning procedures. Now, these are being used with confidence in real incidents. I now not only comprehend the powers and policies I am governed by but also take responsibility for results of how I implement them.  This change highlights the aim of the College of Policing in making policing based on both reflection and knowledge (College of Policing, 2024b).

Conclusion

There are some drawbacks to the College of Policing such as the risk of officers being connected less to communities (Bacon et al., 2023), however it has played a key role in professional sing and improving policing in the UK. 

It has helped in creating standards, policies and procedures that have changed modern day policing. Policing as a profession now has a clear direction that has been set by frameworks such as the Culture and Inclusion Strategy and Policing Vision 2025 as a profession that is not only based on evidence but ethical as well.

Finally, how I handled the case of Fatima shows just how these national expectations are used in frontline policing. By working with other services and focusing on her safety, I have fulfilled the role and expectations related to a modern police officer. As I reflect on my probation’s final year, clear progress can be seen in decision-making and independent decision making. Improvements can also be seen in cultural awareness and sensitivity. I have moved from learning knowledge in the classroom to applying it on the front line. I can police in a professional manner that focuses on the victims and is performed autonomously. Moving forward, I will continue to focus on improving my abilities and following the various standards that are expected in modern policing. 

Word Count – 2125.
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1

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
The rapid growth of social media has changed how the police and public services communicate with the public. In the modern age it is a key element in how trust is built between organisations and the public. In policing, social media is now used as an important tool to share information with the public, aid in investigations and crime prevention, as well as improve openness and transparency (Crump, 2011). 
Police forces throughout the United Kingdom now use platforms such as Facebook and Instagram, as they allow easy communication with the public in real time. Gwent Police, like many other forces have created clear policies which ensure social media is used in a professional and ethical way (Gwent Police, 2023).
This essay will evaluate how social media is used for informing and engaging with the public and promoting policy initiatives. It will discuss the platforms used in UK policing and explain the benefits and risks of using social media in policing. It will also look at Gwent Police’s social media policy and how it affects professional practice. 
Social media creates many chances to connect with the public. However, with that in mind, it brings risks as well that range from false information to data protection concerns which is why there is a need to strict policies in place.
Social Media as a Tool for Informing and Engaging Communities
Social media has become an important method of sharing urgent information in daily policing, it is often used for informing the public about ongoing situations such as people who are missing and for road closures. In addition to this, it is often used to share details regarding suspects who are wanted, these posts are shared in a quick manner. The public seeing these posts often tend to respond quickly, share the posts to others and even offer insights about sightings. 
Existing studies such as Meijer and Thaens (2013) who report that police are allowed by social media to quickly reach people (Meijer & Thaens, 2013). This helps in avoiding delays that are often involved in traditional media outlets. In urgent situations this speed in relaying information helps in protecting the public by giving them early notice of the situation. Police investigations are also supported and streamlined by the speed social media offers. For example, thousands of people can be reached in minutes through posts about missing people. This gathers massive information and intelligence to progress the investigation which helps increase the chances of finding different vulnerable people (Denef, Bayerl and Kaptein, 2013).
Social media in policing is also used for connecting with the public as it helps share messages about crime prevention. With this, openness is improved and updates about local policing initiatives are usually shared by Gwent Police. Through social media, community events are shared and positive outcomes are also posted, which helps in showing a more human aspect of the police (Gwent Police, 2023). Tyran and Feld (2006) argue this plays an important role in building trust, as well as showing both openness and fairness to the public. 
However, not all engagement is positive and even though useful discussions are created by some posts, some produce false information and attract negative comments from the public. Loader & Mulcahy (2003) state that even though trust can be improved by social media, it can expose police to criticism.  It is therefore imperative the management of communication is strict, and policies are followed otherwise more harm can be done than good. 
Social media is also used for promoting campaigns such as awareness about drink driving and support for domestic abuse victims. Different neighbourhood watch programmes are also promoted, which often use simple visuals to make sure that more people can understand them (HMICFRS, 2017). When these campaigns are done correctly with easy to understand visuals, public awareness is raised by them, and behaviour is changed in a positive manner. 
However, concerns have been raised by some such as Mawby, (2014) stating some campaigns focus more on impressive images and not on actual public engagement. With this, a risk of “performative policing” is created and for police forces should avoid this as it detracts from public engagement. Instead, campaigns should be based on actual evidence, and they should focus mainly on the community the force serves.
Gwent Police’s Social Media Policy: Implications for Professional Practice
Gwent Police have a clear set out social media policy that describes how social media should be used by employees. It places emphasis on following any laws regarding social media and being professional. In addition to it, it indicates the need for “protecting the reputation of the force” (Gwent Police, 2023). All the officers are required to not post anything that might affect fairness and integrity and they should not post any details that could influence investigation. A key take away from the policy is that public trust needs to be protected. 
Bullock (2017) argues the line between work use and personal use is always clear. However, from my experience there is a need for extra scrutiny on social media use because even simple posts can be misunderstood by the public. They can be taken in the wrong way causing miss information to be spread. Before using social media officers need to think carefully and potentially get a second opinion on their work.
It is clearly stated by the policy that all the shared information needs to be lawful, correct and needs to follow rules of data protection and private details should not be shared by officers. Further to this, victims should not be identified, and all the relevant operations should not be shared if they have the potential of influencing any investigation (Gwent Police, 2023).
This is important when the police are posting about wanted or missing people. In these cases, the main concern is protection, either for the missing person or the public. There is always a risk of sharing too much information which can cause more harm than good. The policy works like a safety guide as it helps officers in thinking about different ethical and legal issues before posting on social media. 
Within Gwent Police’s policy it states that only approved staff are allowed to manage different official account. This helps in maintaining both responsibility, clear control and manage risk should one officer misuse the platforms. With only authorised members of staff using the platforms they will be trained correctly, this ensures that posts are professional, which decreases the risk of harmful or wrong content from being posted. However, Crump (2011) argues that real communication with the public can be limited by strict rules. From experience this is true as some members of the public don’t like to engage with the police when officers act overly professional as they struggle to build rapport. Regardless, there is a need for finding a balance as there should be both flexibility and control to best utilise social media.
Social Media Platforms Used in UK Policing
There are a host of social media platforms used in UK policing. Each platform has various benefits and drawbacks so are utilised for different objectives by the police. Facebook is used commonly for not just local updates but also for posts about missing/ wanted people. It is often used because a large number of people use it daily and information can reach a wide demographic of people (HMICFRS, 2017).
X which is formerly known as twitter is regularly used. This is used for quick updates during incidents and it helps in communicating with professional networks such as journalists (Denef, Bayerl and Kaptein, 2013). Instagram is used for sharing media such as short videos and images as well as recruitment campaigns. Instagram also plays an important role in helping authorities connect with a younger demographic. YouTube is often used for longer videos such as campaigns, educational and Behind the Scenes clips. Finally, nextdoor is used for connecting with different local communities and it helps in sharing updates with specific communities. 

Benefits and Risks of Using Social Media in Policing
Social media is a powerful tool in modern policing however it comes with a myriad of benefits and risks. Meijer & Thaens (2013) argue one benefit of social media being, information is quickly shared and it helps in keeping people safe during different incidents and even offers reassurance to the public. This is particularly evident in missing people incidents, as the local community is worried about a person they know being missing, being able to read updates on social media can provide reassurance by keeping them in the loop of how the investigation is progressing. HMICFRS, (2017) states sharing updates helps people in understanding actions of the police and in turn, it helps in improving trust in the police. 
Another benefit is that social media allows two-way communication. This allows the public to therefore ask questions, share concerns and provide quick information which can quickly progress investigations. This is particularly useful when dealing with a missing person incident whereby there are concerns of self-harm to the missing person. The quick information provided by the public can be key pieces of information for the police to progress and investigation. Denef, Bayerl and Kaptein, (2013) states that public posts can be helpful in gathering leads and it is rather useful in the cases of missing people. Finally compared to traditional media outlets, social media is far cheaper and reaches a far greater audience. 
On the other hand to the above, social media in policing comes with several risks. Loader & Mulcahy, (2003) argue that rumours can be caused by posts as poor posts can attract negative reactions from people. This is particularly true if an initiative that is not backed by the local community is posted as a success, this post can attract negative reactions. Secondly “the image of the police can be damaged to a large extent by wrong or careless posts,” (Bullock, 2017). If a member of the public is to follow a social media post by the police which in turn ends up being wrong, this can damage the public’s trust in the police. “Investigations can also be affected significantly by sharing too much information and officers can be put in danger because of it” (College of Policing, 2025). For example, if the information of the officer who has dealt with a high-risk offender is posted online, this can place them in danger of retribution from other high-risk offenders. Finally, not everyone uses social media, it therefor can not be solely relied on to communicate with the public.
Critical Evaluation of Personal Experience
In my experience, although social media has both benefits and drawbacks it is a useful tool for communicating with the public. Posts about missing people are received well and updates on road closures are helpful in managing traffic flow from the closure. From the public, these posts can often result in quick responses and information is shared by people as well therefore reaching a wider audience again. Useful insights are also provided by the public, which is one of the greatest advantages of using social media in policing.
Although most are received well, the same response is not obtained by all posts, and negative comments can be attracted by posts about serious incidents or wanted people. The false information they can produce do far more harm to some investigations as they create false lines of enquiries which take time to investigate.
Finally, due to the need for following the policy of Gwent Police, in that before sharing any posts, they need to be checked by certain members of staff. This is capable of sometimes slowing down communication and progress, especially during dynamic incidents. It is therefore shown by my experience that while social media is an effective tool, there is a need for managing it carefully. 
Conclusion
Overall, social media has become a vital aspect of policing today and it is often used for communicating and connecting with the public. In addition, it helps in improving openness and awareness with platforms like Facebook and X helping forces like Gwent Police in sharing information in an effective and quick manner. Investigations are also supported by them with rapid leads being generated, and they help in creating relationships with the community. 
However, with social media, there are some risks as well. Such as, the risk of false information and damage to reputation. Clear guidance is provided by the social media policy of Gwent Policy (Gwent Police, 2023) on how these risks should be managed. For example, it focuses on professional and ethical behaviour. From my experience, both safety and engagement can be improved by social media, however it needs to be used with proper care and there is also a need for clear rules to be followed by officers. 
Therefore, it can be said social media is a powerful tool for policing however there is a need for using it carefully and communication should be both fair and clear. 
Word Count – 2156
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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:

Introduction
Leadership in policing can be challenging, it has to adapt to ever changing situations and various work demands. It is dynamic and often influence by the need to keep people safe all the while making quick, fair and rational decisions. Modern policing requires police officers to be flexible and adaptable in how they lead depending on the incident they are responding too. They need to change their approach based on the situation, the team around them, and the nature of the frontline work they are undertaking (College of Policing, 2020).
This essay assesses my own flexibility in leadership. It draws on my experiences such as dealing with high-risk incidents, managing arrest attempts for prolific offenders, and helping new officers learn the job. Additionally, it looks at the leadership strategies I have developed for different situations and reviews common leadership models used in UK policing. Finally, it examines how leadership styles can be dynamically changed as a situation progresses.
A Critical Evaluation of Flexibility in Leadership Styles 
Police officers are required to respond to various dynamic situations multiple times a day and are often to first to attend these incidents. Officers therefor need to move between different leadership styles depending on the situation. These range from directive, supportive and collaborative styles amongst others. It is explained by the College of Policing that “leaders should be aware of emotions and able to deal with uncertainty” (College of Policing, 2015). From my experience, one leadership style does not work in every situation and holding on to using one style of leadership can decrease its effectiveness, especially in situations where it is not suited.
Typically, in fast situations like dealing with a suicidal person who is on the wrong side of a bridge, it is necessary for the leadership to be calm, concise and clear. Hersey, Blanchard & Johnson, (2013) argue that clear direction is needed in high-risk situations for keeping people safe. It also needs to focus on the management of risk and in such cases, I have relied on a directive style. This means to take control and give clear roles the others at scene while ensuring that the communication is clear. It is not enough to use only a directive style, and, in the bridge incident, it was also important to understand emotions. A calm and careful approach was needed for speaking with the person, which shows that in policing, leadership involves the use of more than a single style (Goleman, 2013).

It is important to note that my leadership changes whenever I am working with a new or inexperienced police officer. For example, utilising a coaching approach. When using this style with a newer officer I support not just practical learning but also encourage reflection after the event. In time, I also allow new the officer to take some responsibility, which can be related to the style of transformational leadership, which focuses on the development of other people (Bass & Riggio, 2006). It also supports the focus of College of Policing on “developing skills through constant support” (College of Policing, 2020). This style of leadership allows newer officers to grow in confidence by being given freedom to make decisions whilst being guided by myself. Flexibility in leadership is shown by this and the ability of switching between these different styles is important in policing both at situations and when working with colleagues. 
Leadership Strategies Developed for Different Operational Situations
Quick assessment and decision making is needed for different high-risk incidents such as dealing with a person who is suicidal or someone who is trying to escape custody. A number of strategies have been developed to assist in these situations, such as, The NDM (National Decision Model), (College Of Policing, 2013). The NDM allows users to systematically assess risk at an incident. This helps in making sure that all decisions are justified and fair (College of Policing, 2020). 
At high-risk situations I also ensure that different roles are clearly given so that each officer is aware of what to do and can perform in an effective manner. I try to keep communication calm, as this helps control the situation and reduces any panic or poor judgement. I try to balance control with care, as crisis situations involve real human emotions which must be considered throughout. These strategies are linked to the Command-and-Control model (College of Policing, 2024b) which Flin (1996) argues is vital in policing during critical incidents. However, I have learned that strict control alone can sometimes increase tension. It is therefore vital at a high-risk incident the leadership style is dynamic to blend both emotional awareness alongside situational control.

Planning and carrying out arrest attempts requires a different approach. These situations involve several steps that range from planning, to collecting information and intelligence to reviewing the outcome after the event has occurred. In these situations, I use a collaborative leadership style as I encourage fellow police officers to share their ideas. I also make sure that everyone understands the plan and this approach is related to shared leadership, which focuses on group decision making and team involvement (Pearce & Conger, 2003). It can be said that this approach improves performance as officers feel included in the process and understand their role better. From this communication becomes clearer and the team is able to adjust more seamlessly if the situation does change suddenly.

Tutoring new officers requires patience, understanding and clear guidance. It also requires setting a good example as many new officers imitate their tutor even when out of their tutorship. My approach to this situation includes several steps to progress a new police officer to an officer that is confident and autonomous. Schon, (1983) argues that reflection is key part of learning and progressing. During the process I use reflection to help new officers think about their actions and how they can improve. I slowly give them more responsibility over the weeks to build their confidence. I also give feedback in line with force policy. It is shown that this coaching style of leadership “improves performance and confidence over time” (Whitmore, 2017).
Leadership Models Commonly Used in UK Policing
Situational leadership one of many leadership styles used within UK policing. The situational leadership model by Hersey and fellows (2013) is used quite commonly used in policing. It focuses on changing leadership style depending on the basis of the ability and willingness of team members. It is useful when working with new officers or teams with different levels of experience. This is very current to modern day policing as the majority of teams have mixed abilities and experience. This style therefore gives these teams a structure to follow.
Another leadership style is transformational leadership. Transformational leadership focuses on motivating others and helping them to grow over a period of time. It also supports “strong values and collaboration within the organisation” (Bass & Riggio, 2006). The College of Policing supports this approach to promote fair and people focused policing (College of Policing, 2015). This is an excellent style for mentoring new police officers as it allows their confidence and abilities to grow over time whilst making them feel part of the organisation.

Transactional leadership is another style, and this is based on clear rules and checking performance regularly. It is still useful in policing, Burns, (1978) argues this style is especially good in tasks that follow set procedures. It can be used for workers where performance metrics can be monitored and those performing those roles would benefit to some sort of rewards system.

In serious situations or incidents, Flin, (1996) argues that the Command-and-Control model (College of Policing, 2024b) model is important where there is a need for quick decisions amongst a multitude of ranks within the police and different agencies. A clear direction is provided from this style  but depending on it excessively can limit new ideas from lower ranking staff and lower the morale of the team. 

Finally in recent years more emphasis is being placed by policing on shared leadership, which means that the responsibility of leadership is split across the complete team. (Pearce & Conger, 2003). It is useful in community policing and when working with other agencies as well as it allows clearly thinking to small parts of the problem by various individuals rather than one person trying the manage the whole incident.
Applying Changes in Leadership Style to Reflect on Changing Circumstances
Very often officers have to change their leadership style to reflect changing circumstance. No two situations are the same nor are two individuals. Officers must therefore be situationally aware as well as emotionally aware in order to apply the right leadership style at the right time. For example, I have used a directive style when there was an incident that involved a suicidal person and it was done for assigning roles and securing the scene. This ensured everyone knew their role and all potential risks were covered off. However, once the risk was reduced, I changed my approach. I moved towards a more understanding and empathic based style when engaging with the victim to build rapport. This shift can be linked to adaptive leadership, which focuses on changing behaviour as situations develop (Heifetz, Grashow & Linsky, 2009).

During arrest operations, situations can change quickly. For example, new information may come to light, previous information may be proven wrong, or the suspect may even act in an unexpected way. In one situation, a full plan was in place for arrest attempts of a suspect, however the suspect left the location earlier than expected. At that point, I changed my approach and I moved from a collaborative style to a more directive one. This was to help the team in acting quickly in response to locating the suspect and delegating new roles so we could act efficiently. Due the suspect now being in an unknown location and a potential risk to the public there was no time for collaborative approach at that time, and a direct approach was better suited. This highlights the ability of changing the leadership style on the basis of the situation. 
Finally, when tutoring I tend to change my leadership style, on the basis of the stage of the learner. For example, a directive approach is used in the beginning of the tutorship, I give both clear guidance and instructions followed by matching actions to follow. This works at this stage however as the officer becomes more confident, I often switch to a coaching style where I give more free reign at incidents and encourage reflection afterwards. It supports the theory of situational leadership and flexibility is shown by this approach in supporting learning for new officers. 
Critical Reflection on Leadership Flexibility
It is shown from my experiences that flexibility in leadership is critical in policing but there are also some issues. For example, there is a risk of becoming too controlling in different stressful situations and it can also be challenging to balance both the needs of new workers and the needs of work itself. For example, being direct with a new officer and calm and emotionally aware with a suicidal person at the same time. Another challenge is concerned with maintaining consistency while still changing the style of leadership as required. 
It is important to note that flexibility should be based on both self-awareness and ethical decision-making while also following the Code of Ethics (College of Policing, 2024). Leadership style is not just concerned with changing style but is also about comprehending just why a certain approach is more suitable. This can be difficult to balance in real world dynamic situations however is critical to positive results.
Conclusion
In policing, leadership requires the ability of adapting to any situation in real time. It requires awareness of emotions and the ability to respond to different situations with autonomous actions. Through my experiences, such as dealing with suicidal individuals, managing arrest attempts, and tutoring new officers, I have developed a flexible approach to leadership. This approach is based on models such as situational leadership, transformational leadership, and command and control leadership.
Effective leadership in policing does not remain the same for every person and every situation. It requires adaptation, ongoing reflection and constant learning. It requires the ability of changing strategies as situations dynamically change. By reviewing my own leadership and connecting it to UK policing frameworks, I have improved my ability of leading in a way that is fair, effective and adaptable.
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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:

Introduction
The three-year probationary period when becoming a police officer is a vital part of an officer’s career. During this time, new officers learn laws, policies and frameworks that aid in them building skills to implement when operational. They develop a sense of their role and priorities and become accustomed to the role of a police officer. Coaching and mentoring play a key role in this process. “Coaching and mentoring support officers as they deal with work challenges and organisational expectations” (College of Policing, 2020).
This essay reflects on my probation using Gibbs’ Reflective Cycle, (The University of Edinburgh, 2024). It will examine how coaching and mentoring supported my personal growth, professional development and helped me meet organisational goals during this time. It will also consider coaching and mentoring theories that have been used throughout. It reviews how I have given and received feedback and benefitted from this. It also explains how these experiences have shaped my performance and progress.
Description
My three-year probation started with a 12-week tutorship. During this time, I worked alongside an experienced police officer shadowing him, in order to understand and build the skills of a modern police officer.  
For example, to begin with he guided me in my daily work with pretty much everything I did, this period was critical in helping me improve my confidence and understand different policies and procedures the organization expected me to follow. It was during this period that I learned how the law that I learnt in training school should be applied in real world situations. As my probation continued, I became an independent police officer working independently and autonomously. I progressively managed more complex cases and scenarios. I worked with different departments and learned about the bigger picture of policing than just the initial attendance of an incident. More recently in my final year of my probation I started mentoring new officers through their tutorship. Throughout this time, coaching and mentoring a new officer has played a strong role in my own professional development.
Feelings
At the start of my probation I felt excited and ready to begin my new career as a police officer. At the same time, I felt nervous and apprehensive about the challenge in front of me. The responsibility of policing felt heavy and there was an overwhelming amount of law and policies to learn. When undertaking by tutorship my tutor’s support helped reduce my stress and built my confidence in a slow and control manner. This coaching and mentoring allowed me to learn the world of policing in bite size chunks at a time, making it digestible and less daunting. It helped me learn how to act in a professional manner and put law in to practice when attending incidents.
Gradually, I became more confident and handled situations by myself allowing me to pass my tutorship. I became more confident and I began handling more complex cases. At this point my feelings of anxiety became excitement at what else I had to learn and different opportunities available to me in the police. I feel proud that I now mentor others and take pride in knowing I am the person who relieve the anxiety I know they will be feeling when first joining the police.
Evaluation
My tutorship period helped me in learning the correct procedures at a faster pace. It also helped me in understanding what was expected in the role and gave me a role model to imitate at my early stages of development. It helped me in developing the practical skills I needed, and the mentoring gave me confidence when receiving positive feedback that I had made the right decision. This in turn helped me stay calm in difficult situations due to being more confident in my abilities. When out of my tutorship and progressing to work on complex cases is pivotal moment in my probationary period. This improved my investigation skills which further increased my confidence in my ability to fulfil the role of a police officer. Working on more complex cases when out of tutorship gave me experience in working with other agencies which again increased my knowledge of the bigger picture making me a more well-rounded police officer.
Following on from this when I began mentoring others, it has drastically improved my leadership skills and communication skills. It has encouraged me to reflect on and think about my own actions and how I could improve, therefore allowing me to progress my abilities as a police office.
At the start, I sometimes felt pressure because there was an overwhelming amount to learn. I would receive a lot of negative feedback which was sometimes hard to accept as it made me question if I was capable of the job, causing me to consider whether the career was for me. It was difficult to manage a work load and responding to calls, whilst taking everything in and trying to find time for reflection. I would have benefited from more dedicated time for reflection. However, in spite of these challenges, overall coaching and mentoring had a positive impact on my development both when being mentored and mentoring others.
Analysis
Coaching and mentoring are different processes but related as coaching is a structured process and it focuses on improving performance through guided questions (College of Policing, 2020). Mentoring is different because it is a longer relationship. It focuses on support and involves advice giving and setting an example through the mentor being a role model (Clutterbuck, 2014).
Several theories support these practices in policing. For example, the GROW model (Miller, 2020), is used for guiding reflection and it helps with setting goals (Whitmore, 2017). Kolb’s learning cycle explains how people learn through experience (Kolb, 1984) hence supports the idea of mentoring. On the other hand, it is shown by cognitive apprenticeship that skills are learned through practice and guidance (Collins et al., 1991).
Transformational leadership is also quite significant because it involves motivating others (Bass & Riggio, 2006). This is covered when mentoring someone as you are there to support and motivate the learner.  Lave & Wenger, (1991) explain that situated learning is how learning occurs in actual work settings. Again, supporting the coaching and mentoring tutorship period used in policing as learners learn the in the setting, they will be working in. It is shown by these theories just why mentoring and coaching are important in policing in the UK. They help in building the skills needed in a progressive manner and give the learner the benefits of a role model to learn from.
My tutorship played an important role in building my confidence as I learned by watching my tutor in real world situations and practicing myself with support. I received a lot of feedback, which helped me reflect on my decision making in applying the law in real situations. It helped me in managing incidents confidently and improved how I communicated with members of the public. This ties in with cognitive apprenticeship, where it is stated “it is guidance that promotes learning” (Collins et al., 1991).
Mentoring helped me in understanding what is expected from the organisation.  This included making fair decisions whilst following organisation policies. It also involved behaving in a professional manner and both whilst dealing with the public and managing my own workload. I also learned how to use the National Decision Model (College Of Policing, 2013). This was key in my progression as it is in line with the focus of the College of Policing on the Code of Ethics (College of Policing, 2024).
With time, I began to work on more challenging cases and they ranged from domestic abuse to robberies. Some cases required me to work with other agencies and mentoring helped me in managing these situations in an effective manner as it gave me someone to look to for guidance. I also got to learn how to professionally deal with victims and provide aftercare for them as well as manage their expectations. This is aligned with Kolb’s Learning Cycle where learning often comes from reflection and experience (Kolb, 1984).
Working with different departments helped me understand the world of policing in further depth. For example, I learned investigation skills from CID and learned from different arrest strategies from neighbourhood teams. This gave me informal mentorship from various experienced officers, which diversify my abilities. This highlights situated leadership where learning takes place in actual settings (Lave & Wenger, 1991).
It is important to note that coaching helped me in improving confidence and staying calm whenever I faced pressure and difficult situations. I learned just how emotions should be managed and leadership styles adapted. Mentoring is shown to decrease anxiety and improve well-being (Wooff, 2017). Being mentoring did exactly this for me a helped me achieve my personal goal of being confident in work when attending emergencies. 
There are various professional goals I have strived to achieve in my probational period. For example, I strived to be independent and pass my tutorship. Being mentored allowed me to achieve this professional goal and pass my tutorship in 10 weeks. Other goals of mine included learning how to manage conflict confidently. Coaching during my probation has allowed me to achieve this by engaging with officers from specialist departments such as firearms, I have taken their advice and put it into practice.
The aim of police organisations is concerned with developing officers who are capable of following force policies and implementing the law in an autonomous manner. This was supported by both coaching and mentoring as they played an important role in my ability to do so and I am now mentoring others to build these skills.
Coaching helped me by reflecting in a clear structured manner, this improved how I reviewed incidents and gave me more useful reflection notes to carry forward. It helped me in explaining my decisions with the use of NDM. This supports the model of Schon as well by utilising reflection in order to progress my abilities (Schön, 1983).
When I started mentoring others, my knowledge greatly improved and it helped me in developing different leadership skills. It is shown by research that mentoring helps both the people involved and this matches my experience as well (Clutterbuck, 2014). Once I started mentoring, I began thinking more about what I was doing again which allowed me to streamline my workflow and develop any weaknesses.
Whenever I am mentoring new police officers, I make sure that any feedback that I give is based on what I have seen or experienced with the learner. From doing this my own communication was improved. It helped me in developing a better leadership style that adapted and supported the learner. 
Conclusion
As I reflect on my probation, it drastically highlights how important mentoring and coaching were. My confidence was improved mainly because of my tutorship and receiving the coaching that I was given by my tutor. My transition then in to becoming a tutor helped me in developing different leadership styles and skills. It also helped me in reflecting on my work further strengthening my skills as a police officer. In policing, both mentoring and coaching are vital as they help learners meet different personal, professional and organisational goals. 
Action Plan
In order to improve further, I will continue to make sure that my skills are developed in a variety of ways. For example, I will be looking for more training in both mentoring and coaching. I will continue to think about and reflect on my experiences and decision making. I will also continue to support new officers in order to build my leadership skills in an effective manner. 
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Bibliography
Bass, B. and Riggio, R. (2006). Bass, B. M., & Riggio, R. E. (2006). Transformational Leadership. Mahwah, NJ Lawrence Erlbaum Associates. [online] Scribd. Available at: https://www.scribd.com/document/861003687/Bass-B-M-Riggio-R-E-2006-Transformational-Leadership-Mahwah-NJ-Lawrence-Erlbaum-Associates.
Clutterbuck, D. (2014). Everyone Needs a Mentor. CIPD.
College Of Policing (2013). National Decision Model. [online] College of Policing . Available at: https://www.college.police.uk/app/national-decision-model/national-decision-model.
College of Policing (2020). Continuing Professional Development (CPD). [online] College of Policing. Available at: https://www.college.police.uk/career-learning/career-development/CPD.
College of Policing (2024). Code of Ethics. [online] College of Policing. Available at: https://www.college.police.uk/ethics/code-of-ethics.
Collins, A., Brown, J. and Holum, A. (1991). Cognitive Apprenticeship. American Educator.
Connor, M. and Pokora, J. (2017). Coaching and Mentoring at Work. McGraw-Hill Education.
Goleman, D. (2013). Focus: The Hidden Driver of Excellence. Harper Collins.
Kolb, D. (1984). Experiential learning: experience as the source of learning and development. [online] Prentice Hall. Available at: file:///C:/Users/409314/Downloads/Experiential_Learning_Experience_As_The_Source_Of_.pdf [Accessed 23 Mar. 2026].
Lave, J. and Wenger, E. (1991). Situated Learning. Cambridge University Press.
Miller, K. (2020). What Is the GROW Coaching model? [online] PositivePsychology.com. Available at: https://positivepsychology.com/grow-coaching-model/.
Pendleton, D. (1984). The Consultation. Oxford University Press.
Schön, D.A. (1983). The Reflective Practitioner: How Professionals Think in Action. [online] Administrative Science Quarterly, Basic Books. doi:https://doi.org/10.2307/2392894.
The University of Edinburgh (2024). Gibbs’ Reflective Cycle. [online] The University of Edinburgh. Available at: https://reflection.ed.ac.uk/reflectors-toolkit/reflecting-on-experience/gibbs-reflective-cycle.
Whitmore, J. (2017). Coaching for Performance. Nicholas Brealey Publishing.
Wooff, A. (2017). ‘Soft’ Policing in Rural Scotland. Policing, 11(2). doi:https://doi.org/10.1093/police/paw031.
















Bibliography
The bibliography should only include sources referenced within the workbook using the Harvard referencing system. Information about referencing in written assignments and how to avoid plagiarism can be found on Moodle. It is important that you are aware of the importance of ensuring that the work submitted is your original work.




 CONFIDENTIALITY and PLAGIARISM 

This is automatically checked via Turnitin submission of your workbook.

Please sign below to confirm that the work submitted is your own. 

Sign – A.Mortali

Date – 23.03.2026




image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%





