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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:


College of Policing plays a central strategic role in the professionalisation of policing in the UK, acting as the professional body responsible for setting standards, supporting development, and driving evidence-based policing. Founded in 2012, the College seeks to embed a culture of continuous learning, ethical practice, and operational competence across forces in England and Wales (College of Policing, 2022). It underpins much of the structural transformation outlined in the Policing Vision 2025, aiming to shape a more responsive, skilled, and digitally aware workforce.
The 5-Year Strategy (2022–2027) of the College strengthens its focus on evidence-based practice, leadership development, inclusivity, and public legitimacy. The strategy emphasises “lifelong learning,” underpinning the transition from police work as a craft to a recognised profession. This includes supporting professional qualifications, the implementation of the Policing Education Qualifications Framework (PEQF), and the promotion of ethical decision-making. An example of this is where officers have to complete a checklist of things they have dealt with as a police officer. This includes things such as dealing with conflict, interviewing suspects and supporting victims. By completing this checklist, it has allowed me to self reflect and notice areas that I need to improve on. This being my ability to stop and search someone, this was one of the last things that I completed, therefore, I noticed this as a weakness of mine and a skill that I needed to further develop- something I might not have recognised if this checklist did not exist- which has been created by College of Policing and being on of the requirements. 
However, some critics argue that the College’s centralised approach can risk creating a disconnect between national priorities and the realities of frontline policing (Holdaway, 2017). Moreover, the PEQF rollout, while well-intentioned, has faced criticism for inconsistent delivery across forces and the academic burden it places on new recruits. This is arguably true, as I have struggled to balance the academic side of policing as well as my day-to-day job, it has put strains on myself that have affected me during my daily tasks. 
Nonetheless, the College remains integral to driving consistency, professional competence, and legitimacy—core pillars in the Strategic Policing Requirement, which outlines capabilities forces must deliver, such as responding to terrorism, cybercrime, and serious and organised crime (Home Office, 2023)
[image: National Decision Model Diagram | Quizlet]
Now in the final year of my probation, I actively contribute to the professionalisation agenda through reflective practice, ongoing learning, and adopting a victim-centred, trauma-informed approach to policing. I engage with the National Decision Model (NDM) to ensure proportionality, legality, and ethics underpin my actions, especially in high-pressure environments. The National Decision Model (NDM) is the primary decision-making framework used by police officers across England and Wales. It helps officers make ethical, lawful, and proportionate decisions in a wide range of situations—from everyday interactions to high-pressure incidents. Developed by the Association of Chief Police Officers (ACPO) and now supported by the College of Policing, the NDM is designed to be flexible, simple, and applicable to all levels of policing. College of Policing (2022).

As part of my commitment to fulfilling the responsibilities of a modern police officer, I have actively embraced digital policing technologies, including body-worn video (BWV) and electronic case management systems. A notable example of this was during my response to a serious domestic violence incident.
I was dispatched to a call concerning a distressed woman reportedly crying in a hotel. At the time of deployment, the nature of the incident had not yet been identified as domestic abuse. Upon arrival, I immediately activated my body-worn camera prior to entering the room where the woman was located, in line with force policy and best practice guidance (College of Policing, 2020).
The woman disclosed harrowing details of domestic abuse, presenting with severe visible injuries. She was extremely fearful and reluctant to engage with officers due to concerns for her safety. I ensured safeguarding measures were initiated promptly, and arrest enquiries for the suspect were carried out.
Unfortunately, following initial contact, the victim disengaged with the investigation and subsequently left the force area. As a result, the body-worn video I captured became the primary evidence in the case. This footage was instrumental in allowing the investigation and subsequent prosecution to proceed without the victim’s ongoing cooperation. The male suspect was ultimately convicted, based largely on the high-quality digital evidence provided.
I was formally commended for my proactive use of BWV, which directly contributed to securing a positive judicial outcome in a case that might otherwise have resulted in no further action. This outcome reflects the aspirations set out in the Police Vision 2025, specifically in relation to leveraging digital policing tools to improve outcomes in complex investigations and supporting victims of domestic abuse (National Police Chiefs’ Council, 2016). It also aligns with the emphasis on evidence-led prosecutions and early evidence capture promoted by the Crown Prosecution Service.

Another key aspect of my commitment to fulfilling the responsibilities of a modern police officer involves actively engaging in Continuing Professional Development (CPD), particularly in areas such as safeguarding and mental health. While some of this training is mandatory, I have voluntarily undertaken additional courses through the College of Policing’s online portal to enhance my knowledge and frontline capability.
I believe that going beyond the minimum requirements is essential in today’s policing environment, especially given the increasing volume and complexity of incidents involving mental health. The College of Policing (2021) emphasises that officers must be equipped with the skills and understanding to respond effectively to individuals experiencing mental ill-health, both to ensure public safety and to deliver a compassionate, professional service.
By engaging in extracurricular CPD modules, I have deepened my understanding of how mental health intersects with safeguarding and vulnerability. This directly supports the National Policing Vision 2025, which highlights the importance of a professional workforce committed to lifelong learning and capable of adapting to changing public needs (National Police Chiefs’ Council, 2016).
Applying these skills on the frontline has enabled me to better identify signs of vulnerability, make appropriate referrals, and contribute to more effective outcomes for individuals in crisis. My proactive approach to CPD also aligns with the Code of Ethics, particularly the principles of competence, respect, and accountability (College of Policing, 2014).

I have also ensured that I have utilised problem-solving frameworks like OSARA (Objective, Scanning, Analysis, Response, Assessment) to tackle local antisocial behaviour, contributing to community safety and reinforcing the “prevention-first” ethos of Policing Vision 2025. This has been done by ensuring I have created a good relationship with the neighbourhood policing team to identify certain individuals that are causing the issues and ensure that enough is being done by both response officers and the neighbourhood team such as creating anti social behaviour orders. 

All of this links with the Workforce Transformation Strategy (2018), which talks about the need for officers to be more adaptable, skilled, and supported to handle new and evolving challenges.
The Workforce Transformation Strategy (2018) was developed by the College of Policing, the National Police Chiefs’ Council (NPCC), and the Association of Police and Crime Commissioners (APCC). Its aim was to support forces across England and Wales in preparing their workforce for the changing demands of modern policing.
The strategy focuses on ensuring that policing has a skilled, adaptable, and inclusive workforce capable of meeting new and emerging challenges, such as the rise in cybercrime, complex safeguarding issues, and terrorism. It also aligns closely with the goals set out in Policing Vision 2025.
 Key Aims of the Workforce Transformation Strategy:
1. Modernising Recruitment and Entry Routes
· Introduction of the Policing Education Qualifications Framework (PEQF), to ensure that all new officers meet national education and training standards.
· Recognises policing as a degree-level profession.
2. Upskilling the Existing Workforce
· Encourages continuous professional development (CPD) to ensure current officers can adapt to new types of crime and policing methods.
· Focuses on digital skills, problem-solving, and leadership.
3. Developing Leadership at All Levels
· Promotes leadership that is ethical, inclusive, and capable of driving change.
· Supports the development of new leadership pathways, including opportunities for people from outside policing.
4. Improving Workforce Diversity and Wellbeing
· Aims to make the police workforce more reflective of the communities it serves.
· Includes plans to better support officers’ health and wellbeing, recognising the pressures of modern policing.
5. Embedding Evidence-Based Practice
· Encourages the use of research and data to inform decision-making and operational approaches.
National Police Chiefs’ Council. (2018) 
The Workforce Transformation Strategy plays a vital role in professionalising policing by ensuring that officers are better trained, better supported, and better prepared for the future. It recognises that demands on policing are changing rapidly, and the workforce must evolve to keep up—with a strong emphasis on ethics, diversity, and continuous improvement.

Compared to my first year, my final probationary year has seen a marked shift from dependence to autonomy. I am now trusted with more complex cases and expected to lead operational decisions under supervision. The weight of responsibility has increased, particularly in safeguarding vulnerable persons, where I am more proactive in liaising with multi-agency partners.
There has also been a shift in how I perceive my role, not simply as an enforcer of the law, but as a public servant working collaboratively to solve problems. I’ve grown in confidence to challenge poor practice, speak up around ethical concerns, and contribute constructively to team debriefs.
Reflective practice has become a core aspect of my routine. I use supervision sessions and journaling to critically assess incidents, exploring what went well and what could be improved, aligning with the College’s professional development guidelines.
In line with Policing Vision 2025, I now see myself as part of a future-facing service: community-focused, technologically adept, and responsive to evolving threats such as online fraud and cybercrime. I have also supported newer recruits informally, encouraging a culture of shared learning—another step towards professional maturity.

The College of Policing has been pivotal in transforming UK policing into a profession built on knowledge, accountability, and continuous development. While implementation challenges remain, particularly around standardisation and academic integration, its strategic direction aligns with wider reforms, including the Strategic Policing Requirement and Policing Vision 2025.
As a probationer nearing completion, I have embraced this professional identity through reflective practice, evidence-based decision-making, and a commitment to public service. The shift from learning to leading, though challenging, has prepared me to uphold the values and expectations of the modern police officer.
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


  
	
Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing?
What are the benefits and risks of using social media?


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




ANSWER:

The use of social media by police forces has become increasingly significant in recent years as a means of enhancing communication, informing the public, and engaging communities in a more direct and accessible way. In my experience, social media has provided a unique platform to engage with the community, promote policy initiatives, and build transparency and trust. However, its use also raises challenges and risks, including issues around professionalism, privacy, and the potential for miscommunication. In this evaluation, I will critically reflect on my experience of using social media as a tool for professional communication in policing, consider the associated force policies, and analyse the benefits and risks involved.

Social media platforms, including Twitter, Facebook, Instagram, and YouTube, have become integral tools in policing for various purposes. These platforms provide opportunities to inform the public, share real-time updates during critical incidents, promote community initiatives, and engage directly with the public. The use of social media in policing supports greater transparency and offers an efficient way for police forces to communicate with both the general public and targeted communities.
For example, through Twitter, I have been able to share updates about incidents, community events, and public safety campaigns in real time. This allows for a quick dissemination of information, such as missing persons alerts or traffic disruptions, to a large audience. Facebook and Instagram allow for more in-depth engagement, with officers able to post articles, pictures, and videos that showcase police work or community outreach programs. YouTube serves as a platform for disseminating more complex information, such as interviews, safety tips, or even community policing strategies that might not be suited to shorter posts on other platforms.

In the police service, it is critical that social media use adheres to strict professional standards to avoid potential issues surrounding privacy, defamation, or inappropriate conduct. Most police forces have clear policies that outline the proper use of social media for professional purposes. These policies typically focus on thing such as confidentiality and privacy where officers are prohibited from sharing any confidential or sensitive information about ongoing investigations or personal details of citizens unless authorized. Officers and the public may unknowingly expose personal information through social media, risking privacy violations. For instance, sharing locations, sensitive operational details, or personal thoughts could put officers or investigations at risk. Hackers and cybercriminals can target police accounts to spread misinformation, causing reputational damage or endangering ongoing investigations (Fisher & Alpert, 2017).

Professionalism is also considered and posts made by officers must reflect the professional conduct expected of them. Police officers are advised to avoid sharing personal opinions, particularly on controversial or politically sensitive issues, as this can undermine public trust. Social media provides an open platform for officers to express personal views, which can sometimes result in public backlash. Officers may post controversial opinions or engage in inappropriate conduct, leading to a loss of public trust in the department. Even isolated incidents can be magnified and lead to significant reputational harm (Binns, 2018).

Engagement and Interaction is also important and officers are encouraged to engage with the public, answer questions, and respond to comments but must remain neutral and avoid engaging in arguments or inappropriate conversations. The tone and content should align with the values of the police service and maintain public confidence.
In my experience, adhering to these policies has been important in maintaining the integrity of the force. Social media posts are often reviewed by supervisors or social media managers to ensure compliance with professional standards and guidelines. The policies also aim to protect officers from potential misuse of social media and help safeguard their personal privacy and safety.

Social media provides law enforcement with a direct channel to communicate with the public, offering real-time updates on incidents, public safety alerts, and ongoing investigations. It allows the police to engage with citizens in a more accessible and less formal way, fostering transparency and building trust (Meijer, Wessels, & de Lange, 2019). By responding to community concerns and sharing updates on their work, police forces can improve their relationship with the public.

Social media is a powerful tool for crime prevention, providing a means for officers to identify trends, collect public tips, and gather intelligence. Platforms like Twitter and Facebook can be used to crowdsource information, solve crimes, and locate missing persons (Boulianne, 2019). Moreover, it allows for the rapid distribution of information, aiding in the resolution of ongoing investigations.

Social media offers police departments a platform for community engagement and fostering stronger relationships with the public. It is especially beneficial for community policing initiatives, which focus on building trust and collaborating with citizens. Officers can use social media to engage with different community groups, highlight positive stories, and humanize their work (Tufekci, 2018).

One of the most impactful ways I’ve seen social media benefit policing is in the search for missing persons. Throughout my time in service, I’ve witnessed how different platforms can provide valuable intelligence that supports real-time decision-making and helps locate individuals at risk. A significant example involved a call regarding a suicidal female, where intelligence indicated that she regularly used TikTok and was known to live stream.
Acting on this, I arranged for her TikTok account to be checked. It was confirmed she had recently gone live, and in the video, she appeared to be on a bridge. I recognised distinctive graffiti in the background of the live stream, which I used as a key piece of visual evidence. Using Google’s reverse image search tool, I was able to trace the origin of the graffiti to a specific location. This directly led to us locating the individual before she was able to cause harm to herself.
This incident highlighted how critical social media can be in time-sensitive, high-risk situations. Without the intelligence gathered from TikTok and the tools available through open-source platforms, it is possible the outcome could have been far more serious.
This experience also reinforced the importance of staying up to date with how social media is evolving. Platforms and technologies are constantly changing, and as officers, we must adapt with them. Understanding how the public—especially younger generations—use social media can significantly improve our ability to safeguard, investigate, and engage effectively.


Another example where social media has proven useful in missing person investigations is through the use of media appeals. Officers can request consent from a missing person’s family to release a photograph of their loved one on police social media accounts. This allows the image to be widely shared by the public, helping to raise awareness and increase the likelihood of someone recognising the individual and reporting relevant information to the police.
I’ve previously used this approach in a real case. Once the missing person's photo was published online, they contacted the police shortly afterwards and said they would return home—on the condition that the image was removed. They expressed that they found the experience embarrassing and didn’t want their photo shared publicly again. Although this reaction highlighted some emotional distress, the approach was still effective: the individual returned home safely and later said they would not go missing again if it meant their photo would be posted online.
In this case, social media worked both as a means of locating the individual and as a future deterrent. However, this also demonstrated the need to carefully consider the impact media appeals can have on the person involved. Not every situation will benefit from the release of a photograph—especially when it involves vulnerable children.
There are clear risks associated with publishing photos of missing children, particularly those who may be at risk of criminal exploitation, child sexual exploitation (CSE), county lines activity, or modern slavery. Publicising their identity can increase the danger they face by exposing them to possible retaliation from those exploiting them, making them vulnerable to harm from rival groups or individuals and increasing the risk of re-trafficking, particularly in cases where children are moved across locations under the control of gangs.
(National Crime Agency, 2020)
Legally, there are also important safeguards in place. Under the Children Act 1989 and the Data Protection Act 2018 (UK GDPR), children—especially those who are victims or at risk—have a right to privacy and protection. Sharing their images without proper consideration breaches their right to dignity and confidentiality. It may violate the legal duty on police and partner agencies to safeguard children’s welfare and could lead to complaints or legal action against the force if proper procedures are not followed.
Because of these risks, it is force policy to always obtain informed consent before releasing photographs. In the case of minors, this must come from a parent or legal guardian, and best practice is to ensure consent is given in writing and signed. This ensures accountability, respects the rights of the individual, and allows officers to carry out necessary safeguarding risk assessments before making the appeal public.

South Wales Police make regular and strategic use of Facebook as a communication tool, which offers a range of benefits to both the public and the police. The platform is commonly used to post updates on community engagement events, such as local policing meetings or crime prevention sessions. These posts encourage attendance, strengthen community ties, and demonstrate the force’s visibility and accessibility which is beneficial in the ideas on how a force should present to the public. Home Office (2016)
In addition to promoting community events, Facebook is used to issue real-time updates about major incidents—such as serious road traffic collisions or ongoing police operations—often advising the public to avoid certain areas. This serves a dual purpose: it helps members of the public make informed decisions about their routes, and it also supports officers at the scene by reducing unnecessary traffic and limiting the need for additional resources to manage crowds or congestion.
South Wales Police also use the platform for public appeals, such as sharing images and details of wanted individuals. These posts often invite the public to provide information that could lead to arrests. In doing so, they foster a sense of collective responsibility and cooperation, making the public feel like active participants in keeping their communities safe. This participatory approach can strengthen the relationship between the police and the public, helping to build trust and reinforce legitimacy. College of Policing (2014)
Furthermore, the force uses Facebook to publicise successful investigations and convictions, sharing the outcomes of complex cases or major prosecutions. By showing the results of police efforts—such as lengthy prison sentences for offenders—the force demonstrates transparency, integrity, and a commitment to justice. These posts also reassure the public that criminal behaviour is being addressed, which can improve public confidence in the police. Rowe, M. (2020)

The use of social media within the police force offers significant benefits, such as improved communication, enhanced public engagement, and more efficient crime-solving. However, the risks are equally important, including privacy concerns, reputational damage, cybersecurity threats, and legal liabilities. To maximize the benefits while minimizing the risks, police departments must implement clear policies, provide training, and continuously monitor and assess their social media strategies.
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Task 3

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


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

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




ANSWER:

Leadership in policing is dynamic and must be adaptable to meet the varied challenges officers face on a daily basis. A successful leader in policing must demonstrate flexibility in leadership style, tailoring their approach depending on the operational situation, the team they are managing, and the environment they are working in. Throughout my experiences in the police force, I have honed a leadership style that is flexible, responsive, and rooted in evidence-based practices. This essay will critically evaluate my leadership flexibility, the strategies I have developed to manage different operational situations, and how I apply leadership models commonly used in policing. Furthermore, I will discuss how I have adapted my leadership style in response to changing circumstances, with references to relevant leadership theories.

Due to the fast pace and ever changing structure of response, there are continually new recruits added to a response team. Although being a probationer myself, I quickly found myself in the role where I become one of the more experienced officers on my team and therefore, needed to coach new recruits. Particular in my third year of probation, my supervisor paired me with newly fledged recruits that had just completed their initial 12 week tutorship, in order to give them guidance and pass on knowledge and skills that I had developed. Probationers are newly qualified officers who are still in the process of developing their practical skills, understanding of policing procedures, and their capacity to make decisions in real-world situations. Taking on a leadership role, I have had to ensure that they receive the support they need while also encouraging them to develop independence and confidence. The goal is to strike a balance between providing guidance and allowing the probationers to gradually take on more responsibility. Effective leadership plays a pivotal role in fostering their growth, maintaining morale, and ensuring that the probationer has a positive experience during their transition into full-time policing.

A key leadership strategy when working with probationers is to set clear expectations for their performance. As leaders, it is essential to provide them with a structured environment where they can clearly understand their roles, responsibilities, and what is expected of them. I use Situational Leadership Theory (Hersey & Blanchard, 1969) to guide my interactions with probationers. According to this model, the leader adjusts their leadership style depending on the maturity and development level of the individual. When probationers are new to the role, I take on a more directive leadership style, clearly outlining tasks, expectations, and policing procedures. This provides them with the necessary structure to perform their tasks confidently.

[image: Transformational Leadership Model | Download Scientific Diagram]While structure and clarity are important, it is equally important to offer support and foster the development of new probationers. As leaders, we must mentor them, providing opportunities for professional growth. Transformational Leadership (Bass,1990) is highly relevant when leading probationers because it focuses on inspiring and motivating individuals to achieve their full potential. By modelling professional behaviours, offering feedback, and recognizing achievements, I encourage probationers to strive for excellence and develop a sense of pride in their work.
During the probation period, probationers need constant feedback. This feedback should be both constructive and positive, reinforcing their strengths while addressing areas for improvement. For instance, if a probationer demonstrates strong communication skills during interactions with the public, I highlight this as a strength, ensuring they are aware of their success. If there are areas for improvement, such as following procedural protocols, I provide specific feedback and work with them to help develop those skills. Regular feedback reinforces good practices and helps probationers understand where they need to focus their attention.



[image: Servant Leadership Theory]The transition from training to active duty can be overwhelming for new probationers, and they may face stress or uncertainty. As a leader, it is important to foster a supportive and safe environment where probationers feel comfortable seeking guidance, asking questions, and making mistakes. I use the Servant  Leadership model (Greenleaf, 1977), which focuses on putting the needs of others first and encouraging a culture of listening, empathy, and support. When probationers are in challenging situations, I strive to offer emotional and professional support to help them navigate difficult situations. A strong support system ensures that probationers feel safe to develop, make mistakes, and grow as officers.
This can be seen in how I approach high-stress situations. When probationers struggle during more intense or challenging moments, such as dealing with difficult members of the public or managing emergency calls, I provide immediate debriefs and encourage open discussion about what went well and what could be done differently in the future. This reflective practice helps probationers learn from experience while knowing that they are supported.

For example, I’ve observed a shift in dynamics within my team as I’ve gained more experience and have become one of the most seasoned officers. Recently, two new recruits joined our team, having already undergone 12 weeks of training. However, as probationers, they were still unfamiliar with the job and lacked practical experience. I noticed that my supervisor regularly paired me with these new recruits, which led me to take on a mentoring and coaching role. It became crucial for me to ensure they developed as officers, while also being mindful that they might struggle with officer safety instincts and problem-solving in real-world scenarios.
I witnessed this firsthand with one of the probationers when we responded to an emergency call regarding a woman experiencing a mental health crisis. On the way to the scene, I asked the probationer if he had any prior experience with mental health-related calls and what his understanding was of the process for sectioning someone, in case that became necessary. Once I was confident in his understanding, I felt comfortable allowing him to take the lead in attending to the call.
I believe I demonstrated strong leadership skills during this situation. Although the probationer admitted he had never sectioned someone before, he seemed confident in the procedures. I decided to step back and allow him to handle the call, taking a more observational role while supporting him where needed. I could sense when he required reassurance, as he would glance toward me during the incident. I guided him on how to approach the woman, who was becoming aggressive, and discussed strategies for placing her in handcuffs safely.
After the woman was handcuffed and placed in the police van, I drove towards the hospital. During transit, the probationer suddenly panicked and informed me that the woman had slipped one of her handcuffs. I immediately pulled over, reassured him, and developed a strategy for safely reopening the cage doors and reapplying the handcuffs. During this process, the woman became extremely aggressive, striking both of us. Fortunately, there were no major injuries, but this situation could have been avoided had the handcuffs been more thoroughly checked.
In this instance, I employed a transitional leadership approach. Despite the probationer’s small mistake, I remained supportive and encouraging. After the call, I fostered a safe environment for reflection, offering constructive feedback. I believe this approach was effective, as it helped strengthen our professional relationship and built mutual trust. It also encouraged the probationer to feel comfortable seeking my support and guidance should they encounter challenges in the future.


Since supporting the probationer mentioned previously, I have noticed a growing professional relationship between us, as they have come to me on numerous occasions for both practical guidance and support with paperwork. This has demonstrated to me the positive impact of the leadership approach I adopted. Additionally, as I began to work more closely with my supervisor—earning increased trust through my efforts with probationers—I gained further insight into the dynamics of our team and the challenges my supervisor faced with certain officers.
Through this closer involvement, I learned that the same probationer I had previously assisted was now showing signs of struggling to manage their workload effectively. Given the mutual respect I had developed for them as a colleague, I had intended to speak with them to offer support. I remembered how overwhelming the demands of the role can be for a new officer, and I wanted to ensure they did not feel isolated or unsupported. However, before I had the chance, they approached me themselves to ask for help.
This moment stood out as particularly significant for me. There were several more experienced officers on our team, and the fact that this probationer chose to come to me suggested that the leadership style I had been developing was effective. It showed that I had created a space where others felt safe to be vulnerable and seek guidance—something closely aligned with the principles of Servant Leadership (Greenleaf, 1977). In this model, the leader’s role is to serve the team, listen actively, empathise, and help others grow—values I consciously tried to embody.
I allowed the probationer to speak openly about what they were finding difficult and responded with empathy and understanding. They shared that they were unsure how to deal with certain processes and that their workload had become overwhelming. I reassured them that such feelings were normal, especially early in one’s policing career, and highlighted the importance of reaching out for help rather than struggling in silence. I emphasised that even when mistakes are made, seeking guidance is a strength, not a weakness.
Using a coaching style of leadership—defined by the GROW model (Whitmore, 2009)—I worked with the officer to identify their goals, the reality of their current workload, their options, and the way forward. We explored how they could better organise and prioritise their tasks, improve their time management, and align more closely with the expectations of the supervisor. I quickly identified that paperwork was a particular area of difficulty for them, so I proactively discussed this with my supervisor and arranged for the officer to attend a relevant course that would enhance their confidence and ability in that area.
This not only addressed the officer’s individual needs, but also helped meet the supervisor’s expectations for the development of the team. It was a moment where I felt I was genuinely living out the values of both organisational leadership and compassionate mentorship. It also reinforced for me that effective leadership isn't about rank or experience, but about trust, empathy, and a willingness to uplift others.


In conclusion, my leadership style in policing has evolved over time to reflect the diverse range of situations and challenges encountered. Flexibility in leadership, the application of various leadership models, and the ability to adapt my strategy in response to changing circumstances have been central to my development as a leader. By utilizing models such as Situational Leadership, Transformational Leadership, and Servant Leadership, I have been able to manage different operational situations effectively, fostering team cohesion and ensuring positive outcomes. The ability to adapt leadership styles based on context is crucial in policing, where challenges are often unpredictable and require swift, decisive, and informed decision-making.



Word Count: 1814







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:

Throughout my three years on probation as a police officer, mentoring and coaching have been central to my development, both personally and professionally. Reflecting on this journey, I recognize that the guidance I received from mentors and coaches played a crucial role in shaping my abilities, helping me meet personal and organizational goals, and facilitating my overall growth within the policing environment.

For the purpose of this essay, I will refer to mentoring as a developmental relationship in which an experienced individual (the mentor) provides guidance, support, and advice to a less experienced person (the mentee) to help them grow personally and professionally. This relationship often focuses on long-term career development, skill enhancement, and personal growth. Mentoring is typically more holistic, encompassing career guidance, emotional support, and offering wisdom based on the mentor's own experiences (Klasen and Clutterbuck, 2002). 
I will also refer to coaching as a focused, goal-oriented process in which a coach helps an individual achieve specific objectives by improving their performance, developing their skills, and overcoming challenges. Unlike mentoring, which often emphasizes long-term development, coaching tends to focus on more immediate performance improvement and achieving specific goals. Coaches provide structured feedback and use techniques such as questioning, active listening, and goal-setting to guide the individuals progress (Whitmore, 2009). 



Mentoring and coaching provided me with a structured and supportive framework for learning. One of the most significant benefits was the opportunity to observe and learn from experienced officers. In my first year, I was assigned a tutor for 12 weeks who guided me through the fundamental aspects of policing, including emergency call procedures, communication with the public, and adherence to protocols. This direct, hands-on guidance enabled me to build a solid foundation in policing skills. I essentially mirrored my tutor’s communication style and approach, closely following the guidance and instructions he provided. 

In the second half of my tutorship, the focus shifted towards my tutor stepping back and observing me during response calls. This approach was designed to ensure that I had absorbed the essential skills and could apply them with minimal guidance. This phase was when I received the most valuable feedback. After each call, my tutor would review the incident that we had attended with me, typically asking what I felt I had done well and what I might have done differently if given another chance. I found this feedback particularly useful because it was always framed as [image: Diagram of Kolb's cycle of experiential learning. | Download Scientific ...]constructive criticism rather than reprimand. This particular method reflects the Kolb’s experiential Learning theory which emphasises learning through experience by reflecting on them and applying lessons learned for future situations. This theory encourages officers to actively engage in the learning process by reflecting on real-life experiences, such as handling emergency calls and integrating those lessons into future performance. 



Towards the end of the tutorship, as I was approaching the point of being deemed ready for lone patrol, my tutor sought feedback on his own performance as a mentor. I used this opportunity to express my desire for more independence during my final calls to ensure I was confident in handling situations without guidance. I felt that my tutor had been overly involved in my decision-making, and I needed the space to complete tasks on my own. After our discussion, he agreed to step back further during response calls. This shift was incredibly beneficial, as it allowed me to demonstrate that I could apply the skills I had learned without assistance. It not only boosted my confidence but also pushed me to problem-solve independently—an essential skill for a successful career in policing.

[image: Situational Leadership Theory Hersey And Blanchard 1982 - Design Talk]This time in tutorship reflected the situational leadership theory which has a different method developmental level of the individual being mentored or coached. In the context of policing, the tutor would adjust their approach based on the officers competency such as experience, skill level and confidence. For the first half of my tutor ship, this would reflect more of a direct approach where clear instructions and close supervision is needed. However, for the second half of the tutorship, a delegative or supportive approach may be used in order to encourage without micromanaging and to encourage independence (Hersey and Blanchard, 1969).



After completing my initial tutorship, I was assigned to a double-crewed unit with officers who were not my original mentor. While I gained a variety of skills during my tutorship, I believe my greatest growth occurred during this phase, as I had the opportunity to observe and learn from different officers with varying approaches to policing. My most frequent partner during this time was a male officer with extensive experience in first response. His policing style differed significantly from my initial tutor's, and he introduced me to new methods of engaging with the public. I was particularly motivated to impress this officer, given his wealth of experience, which drove me to work harder and strive toward my personal goal of earning acceptance within the team, especially given his seniority. Mentoring and coaching have been shown to improve job satisfaction by providing officers with a sense of support and growth opportunities. This, in turn, enhances retention rates, as officers feel more valued and motivated in their roles. Effective mentoring creates a strong sense of belonging within the force, leading to reduced turnover (Palmiotto and Taylor, 2018). 


Although I had passed my initial tutorship phase, being paired with this particular officer, I still felt mentored due to being so young in service, however, in a more independent manner. Mentoring and coaching are crucial for enhancing officers' skills and knowledge. Senior officers, through mentoring, pass on practical knowledge, tactics, and experience that are often not taught in formal training. This allows less experienced officers to learn how to handle complex situations effectively, such as dealing with challenging community relations (Bradshaw and McGhee, 2019). 

This particular pairing continued throughout my second year of policing, and I quickly noticed an improvement in my performance. As I worked alongside this officer, I learned his preferred methods of handling situations, which helped refine my skills and enhance my decision-making abilities. Given the respect I had for him, I frequently asked for feedback on my strengths and weaknesses to facilitate further development. This approach, commonly used in mentoring relationships, supported my ongoing growth and directly improved my effectiveness during response calls (Schweitzer and Auerbach, 2022).

Towards the end of my second year of policing, my supervisor began to pair me with other members of the team, this is where I truly began to experience the full benefits of coaching. A particular paring that I felt developed my style as a police officer the most was with a member of my team that had a good level of experience, however, not all of this was on response. This meant that although he still needed to coach me on things that I had never dealt with before, he did not have the level of experience where he was taking on a leadership role such as mentoring me at the incidents that we were attending. I began meeting goals that I had now that I was taking a more predominate role at calls, I completed more arrests and through this relationship, I learned to adapt my approach to policing based on the officer's established methods and techniques. I gained insight into different communication styles and decision-making processes, which allowed me to refine my skills. This stage of my probation was particularly valuable because it helped me to grow more confident in handling diverse situations, fostering independence while ensuring I still had the guidance I needed.

From an organizational perspective, mentoring and coaching aligned my individual development with the wider goals of the police force. The force's mission to provide public safety and build trust with the community was consistently reinforced throughout my mentoring relationships. My mentors emphasized the importance of integrity, professionalism, and community-focused policing, ensuring that I understood my role within the broader organizational objectives. Additionally, the constructive feedback loop established between myself and my mentors helped improve my performance, contributing directly to the efficiency and success of the team (Lai & McBride, 2012).

Prior to joining the police, I had very little knowledge about the professional standards and expectations of the role, therefore, coaching and mentoring helped me instil positive values and ethical behaviour within the police force. By having experienced officers guide new recruits through challenges, the police culture becomes more supportive and accountable. Mentoring also addresses issues such as biases, fostering a more inclusive and diverse police force (Kinsella and Gannon, 2020)

In my third year of probation, my supervisor began asking whether I would consider becoming a tutor for new recruits who had completed their initial training. This opportunity aligned closely with one of my professional goals: to take on a role that not only allows me to grow as a police officer but also contributes to the development of others and supports my long-term career progression. Being considered for such a responsibility was a significant milestone, as it meant I would be instrumental in shaping the careers of new officers and equipping them with the fundamental tools necessary to guide their decision-making and professionalism throughout their careers.
Initially, I expressed some hesitation to my supervisor, unsure whether I was ready to take on such a critical role. In response, he encouraged me to begin adopting more of a leadership role when responding to calls, so that I could better assess my readiness. At first, this felt unfamiliar, particularly as I found myself leading colleagues who were older, had more life experience, or even more time in service than I did. I knew it was essential to adopt a leadership style that maintained team cohesion, rather than disrupting it by being overly authoritative.
To achieve this, I developed a strategy centred on respectful and professional leadership. I made sure team members still felt empowered to make their own decisions, while also guiding them constructively when I believed a better approach was available. My focus was always on using a supportive tone and presenting alternative methods in a way that promoted learning rather than criticism. I also took on the responsibility of delegating tasks during complex incidents requiring significant resources. I understood that effective leadership involves deploying personnel strategically to ensure resources are used efficiently.
By doing this, I was not only meeting organisational goals—such as ensuring golden hour enquiries were conducted thoroughly and promptly—but also earning the trust of my team. My colleagues began to see that I could delegate tasks fairly and effectively, and that I recognised the unique value each member brought to the team. This experience significantly contributed to my confidence and growth as a leader, reaffirming my readiness to take on the role of a tutor constable.


Reflecting on my three-year probation in the police, I can confidently say that mentoring and coaching were pivotal in my growth and development. These relationships not only helped me meet my personal and professional goals but also aligned my progress with organizational objectives. By providing structured learning, continuous feedback, and opportunities for self-reflection, mentoring and coaching have equipped me with the skills and confidence needed to perform effectively in the workplace. Through these experiences, I have not only become a more capable officer but also a more self-aware and resilient individual, ready to continue my journey in policing.
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