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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:



The College of Policing was established in 2012 with the explicit aim of professionalising policing in England and Wales. While the police service had long been perceived as professional, there were no uniform standards for conduct, leadership, or professionalism (College of Policing, 2012). To address these gaps, the College introduced the Authorised Professional Practice (APP), which provides national guidance on key areas such as stop and search, covert policing, and investigations. Furthermore, in 2014, the Code of Ethics was developed to promote ethical and professional behaviour across the police service. Although this guidance is not legally binding, it offers a robust framework to support ethical decision-making and accountability within forces (College of Policing, 2024).

The aim of this essay is to critically evaluate the College of Policing’s strategic role in professionalising the police service. This evaluation will include a reflection on my personal development during probation, with particular focus on how I have worked to fulfil the role of a professional police officer. In addition, the essay will explore how my role has evolved during the final year of probation. This discussion will draw on key strategic documents such as the Workforce Transformation 2018, Police Vision 2025, and the College of Policing’s Five-Year Strategy.

The College of Policing plays a key role in setting professional standards across police forces in England and Wales. Its core responsibilities include establishing codes of practice, creating regulations, and implementing professional development programs (Police Federation, 2024). One of its significant achievements was the introduction of the Police Education Qualification Framework (PEQF) in 2016. This framework aligns policing education with formal qualifications, covering professional training from constable to chief officer levels. Such initiatives aim to ensure that officers are equipped with the skills and knowledge required for modern policing. Critics argue that progress remains slow. Nick Herbert, a former Police Minister, noted during a ten-year review that many challenges within policing persist, and in some cases have worsened. One criticism is that the College has become too remote, serving primarily senior leaders and academics while failing to address the practical needs of frontline officers.

In response to such criticisms, the College has made efforts to strengthen its What Works Centres, which are designed to promote evidence-based practices that are practical and relevant to frontline policing. Furthermore, the College has committed to improving access to data, allowing for better measurement of performance, and sharing of best practices across forces. Nonetheless, disparities often exist between the training provided by the College and the operational demands placed on officers. Goode J., Lumsden K., 2016)policing and academia are two separate worlds, with policing needing to respond immediately to problems unlike academia, which affects their ability to operate together (Goode J., Lumsden K., 2016)  Based on personal experience, there are instances where training does not fully equip officers to manage the high-pressure and resource-intensive realities of frontline policing, Although this could also be viewed as senior leads naivety and lack of understanding of new protocols being taught by the College of Policing(College of Policing, 2022). 

The Police Vision 2025, devised by the Association of Police and Crime Commissioners (APCC) and the National Police Chiefs’ Council (NPCC), outlines a long-term strategy for transforming policing.  The College of policing initiatives align with the visions goals, particularly in areas such as workforce transformation, professional development and community engagement. This vision places emphasis on prevention, partnership, and technology to modernise the service. Local policing remains the foundation of the strategy but now incorporates greater collaboration with sectors such as health, education, and social services to address root causes of crime and reduce demand. Key objectives include the development of multi-agency hubs, greater collaboration in specialist capabilities (e.g., armed policing and surveillance), and prioritisation of cybercrime and digital transformation.

The vision also emphasises public engagement through technology, with initiatives to enable online crime reporting and interaction with police services. Importantly, the College of Policing is central to equipping officers with the skills and powers needed to meet these evolving challenges. Efforts are also being made to ensure that the police service better represents the communities it serves while balancing accountability with reducing bureaucratic fears that may hinder decision-making (NPCC, 2016).

While the Police Vision 2025 presents a noble and forward-thinking framework, significant challenges remain. For instance, there is insufficient funding and infrastructure to ensure victims receive tailored and consistent support. Additionally, fears of bureaucratic scrutiny continue to deter officers from making confident operational decisions (Police Federation, 2024).  The growing complexity of cybercrime highlights the lack of specialist departments and adequate training to respond effectively to these emerging threats. Finally, government cuts and funding reductions have placed severe strain on police forces, risking the sustainability of core policing functions and undermining public confidence. The Police Wales and England review March 2023 stated that it is the highest record of officers since records began in 2003 a uplift of 7,201 on March 2022. Although this sounds promising the UK’s population was 59.6 million in 2003, the UK’s population in 2024 is 69.1 million, marking an increase of about 9.5 million equalling a 16 % increase in growth. In 2003, there were approximately 155,000 police officers in the UK. This number as of 2024 has increased to approximately 170,500 representing a 10% increase. Although both have increased this population growth has outpaced the increase in police officer numbers. REFERENCE

While the College of Policing and associated strategic documents such as the Police Vision 2025 have provided a clear roadmap for professionalising the police service, significant gaps remain. Addressing issues such as resource constraints, inadequate training, and disparities in service delivery will be essential to ensuring the full realisation of these ambitions.

When reviewing the above it is evident that professionalising the police is priority. When looking at the term Professional the key attributes to modern day policing are competence which is reliant on the public you are policing, which also looks back at the police having different representatives from 
Different demographics.  Although if you are the officer dealing with that situation then you are required to be adaptable. A professional police officer is required to align with the code of ethics as stated above along with being competent through the correct training.  These are just to name a few of the modern-day policing.

When reflecting on policing through my personal experience, I do not actively think about Police Vision 2025 or the College of Policing.  The College of Policing gave me a foundation of knowledge to use which I will reflect on in regard to a domestic abuse call I attended whereby there was an Indian male and female living in shared accommodation. The situation involved coercive control and emotional abuse, as outlined in the Domestic Abuse Act 2021 (College of Policing, 2022). While the victim did not want to pursue a complaint, she expressed a strong desire to leave the relationship. However, she feared bringing shame to her family, lacked support and was uncertain about her next steps. She also disclosed feelings of hopelessness and expressed thoughts to self-harm. Separating the parties without worsening the female’s situation was particularly challenging, as I had to balance her safety with respecting her wishes.

I felt a mixture of empathy and frustration. My training during probation prepared me to follow protocols and identify coercive control behaviors, along with understanding the basic cultural complexities, although there was a slight language barrier along with the worry that the female was not fully opening due to her lack of trust towards police from learnings and studies that we had read in training school. It was emotionally challenging to see the victim feel so trapped and powerless. At the same time, I was determined to provide a solution that prioritized her safety and respected her culture and beliefs.

While following the force DV protocols I assessed and ensured immediate safety. I ensured that a female officer was available to help with gaining trust along with gathering further accounts and breaking down any barriers. I then stayed with the male in the communal kitchen to ensure that the female was being as honest as possible without the thought of repercussions. This was made easier by having a female officer to assist. 

A key aspect of my progress has been the application of evidence- based practises in decision making, although during the time of the incident I would not know I was applying this (College of Policing, 2024).

An example in this instance, I utlizied the Domestic Abuse, Stalking and Honour based violence (DASH) risk assessment tool to identify coercive and controlling behaviour, ensuring a comprehensive approach to recognizing various forms of abuse. By using the DASH, I was able to evaluate the risk factors and prioritize the safety of the victim. This process aligns with the principles of evidence based policing and supports the objectives outlined in Police Vision 2025, emphasizing the importance of safeguarding the victims and enhancing public trust. Through this reflection I worked towards the police vision 2025.

For example the use of risk assessment tools to identify coercive controlling behaviour, by using the Domestic abuse, stalking and honour based violence risk assessment, specifically to identify behaviours linked to many forms of abuse (Safelives, 2022). During this call I applied best practises of evidence-based policing aligning with police vision 2025 by utilizing a DASH to safeguard the victim.

Another example of aligning with Police Vision 2025 and employing evidence-based policing was the activation of Body-Worn Cameras (BWC) during the incident. BWCs are invaluable for capturing subtle evidence, particularly in cases of coercive and controlling behavior, where physical evidence such as injuries may be absent. The initial account captured via BWC often proves critical for investigations, as it can document the victim’s fearful demeanor and restricted living circumstances, such as the perpetrator interrupting or monitoring conversations. This tool is particularly beneficial when victims are hesitant to provide a formal statement, as it records behavior and dynamics that might otherwise go unnoticed.

As highlighted in Police Vision 2025, collaboration with partner agencies is essential. During this call, I ensured a referral was put in to social services by completing a PPN (Public Protection Notice) and a MARAC (Multi-Agency Risk Assessment Conference) form to support the victim’s long-term safety and independence. These actions highlight my commitment to a victim-centred approach and long-term safeguarding.


Training received during my probation period has been pivotal in aligning my practice with the standards of professional policing. The College of Policing outlines the attributes and expectations of a professional police officer, including technical competence, ethical integrity, and adaptability to societal challenges. My development has been guided by the implementation of frameworks such as the Code of Ethics and evidence-based policing principles. Which are often reflected upon once writing the incident up on NICHE.

A significant aspect of my progress has been the application of evidence-based practices in decision-making. While I may not have fully recognized that I am acting inline with the best practises at the time of the incident on reflection these practices have allowed me to address complex problems effectively and deliver community-focused outcomes (College of Policing, 2024).

Furthermore, skills such as decision-making, problem-solving, and community engagement have been instrumental in linking my actions to the objectives outlined in Police Vision 2025 and Workforce Transformation 2018. Modern policing demands a balance of professionalism and innovation to address diverse societal challenges, and I strive to embody these principles in my daily practice.


The College of Policing has played a crucial role in professionalising policing through frameworks like the PEQF, the Code of Ethics, and evidence-based practices. While significant progress has been made, challenges such as funding constraints, operational disparities, and the complexities of modern crime highlight areas for improvement.

Personal experiences during probation reveal how training and professional standards have equipped me to address complex situations while aligning with strategic goals like those outlined in Police Vision 2025. By focusing on community engagement, evidence-based practices, and multi-agency collaboration, policing can continue to evolve and meet the demands of modern society.

Professional policing requires ongoing commitment to ethical behaviour, adaptability, and competence. While gaps remain, the College of Policing provides a solid foundation for officers to grow and develop. With continued effort, these principles can strengthen public confidence in policing and ensure a more professional, inclusive, and effective police service.
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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:

Police forces across the world are starting to see how important social media can be for engaging and communicating with the public. These platforms are often used to find criminals, locate missing people, and keep communities safe. They also give the public insight into what police officers do, both locally and nationally. Social media makes it easier to share views and feedback, which can help the police improve their services (College of Policing, 2022).

One example of social media being used effectively was after the London Riots. The Metropolitan Police used Twitter with the hashtag #RiotCleanup to encourage people to help clean up the city. This campaign gained 80,000 followers who helped organize the cleanup. Twitter was also used to identify offenders through “naming and shaming.” However, at the start of the riots, some officers felt Twitter made the situation worse by helping rioters coordinate their actions more quickly (Staff, 2011).

Social media has clear benefits, like how easily it allows the public to contact the police, but there are also risks. This essay will examine these benefits, risks, and limitations, along with my own experiences of using social media in policing.

Social media helps police reach a wide range of people more effectively than older methods. In the UK, there are 56.2 million social media users, which is about 90% of the population (Tankovska, 2023). Social media refers to any online platform where people can publish, share, and discuss content (College of Policing, 2020). Police forces like Gwent Police use platforms like Facebook, Twitter, and Instagram to keep their communities informed and engaged.

Police forces worldwide also use these platforms in creative ways. For example, the Boston Police Department used Facebook to update the public during the 2013 Boston Marathon bombings. They shared important updates about casualties, transport disruptions, and other developments in real time. This approach allowed them to control the narrative, earning the public’s trust. People also used social media to send evidence to the police, such as photos and videos from the event (Mid-Atlantic Centre for Emergency Management & Public Safety, 2017).

Platforms like Facebook are also great for sharing crime prevention advice and updates about missing persons or road closures. However, social media can also be used negatively. During the London Riots, for example, some people used Facebook to organize more disorder. Surowiecki (2005) explained how people can lose their individuality in certain situations, and social media seems to encourage this, making it easier for emotions to take over.


Some police forces, like Gwent Police, use Instagram and TikTok to show a more human side to policing. These platforms allow officers to share stories about their work, making them seem more approachable and relatable. TikTok is used to connect with younger people.

Twitter is often used for short updates, like announcing road closures or thanking the public for their help in solving cases. Gwent Police follow guidance from the College of Policing (2017) to manage their social media responsibly. They also have trained staff and systems in place to handle communication effectively.


One personal experience that shows the power of social media was when I worked on a missing person case. The call involved a woman who had walked off after an argument with her sister. When I arrived at the scene, the sister explained that the woman’s mental health had been declining. She also mentioned that her sister had been saying strange things about death and giving her belongings away, which raised concerns.

The woman was considered a high-risk missing person. We had limited leads—just a basic description and a direction of travel. CCTV and doorbell footage didn’t give us much to work with. While doing house-to-house checks, I requested a media appeal. Because it was near rush hour, I hoped someone traveling home might see the post on Facebook or Twitter and recognize the woman.

Within an hour of the appeal being posted, a member of the public contacted the control room. They reported seeing the woman walking along a mountain road. Officers arrived at the location and found her. She was having a mental health crisis and could have harmed herself if she had not been found quickly. Social media played a key role in this case, helping to locate her in just 90 minutes and preventing a much larger operation involving helicopters, search dogs, and mountain rescue teams.

This case shows how important social media can be in saving resources and protecting vulnerable people. However, some senior officers believe that social media is a distraction from day-to-day policing because they do not fully understand how these platforms work (Akhgar, Saskia, and Leventakis, 2025).

While social media can be a great tool, it also has challenges and risks. One big issue is how easily it can damage a police force’s reputation. If an officer is accused of wrongdoing, the news can spread quickly on social media, even if the officer is later proven innocent. For example, a firearms officer in London was accused of misconduct, and although they were cleared, the public damage was already done (Police Federation, 2024a).

Another issue is that police forces tend to rely too much on certain platforms. Bullock (2025) notes that Twitter is often the platform of choice for senior officers because it is simple to use. However, Twitter’s main audience is younger men, which means other groups may be missed. This highlights the need for police forces to use a mix of platforms to reach everyone in the community.

There are also problems with staffing. Many police forces do not have enough trained social media officers. This can lead to poor communication or missed opportunities to connect with the public. 

Social media has undoubtedly transformed the way police forces engage with the public, offering new opportunities to build trust, share information, and solve crimes more efficiently. Platforms like Facebook, Twitter, Instagram, and TikTok enable police to reach diverse audiences, humanize their roles, and communicate in real-time. These platforms have proven invaluable in situations such as missing person cases, where quick dissemination of information can lead to life-saving outcomes. My own experience of using social media to locate a vulnerable individual highlights the potential for these tools to deliver rapid results and conserve vital resources.

One of the most significant benefits of social media is its ability to foster stronger relationships between the police and communities. By providing updates, sharing success stories, and engaging in two-way communication, police forces can build trust and encourage public cooperation. For example, the Boston Police Department’s use of Facebook during the 2013 Boston Marathon bombings demonstrated how social media can be used to control narratives, share accurate information, and encourage civilians to contribute evidence. Such practices strengthen the public’s perception of the police as approachable and transparent.

However, social media also poses challenges and risks. While it can enhance transparency, it can also amplify scrutiny of police misconduct, sometimes leading to long-lasting reputational damage, even if allegations are proven false. The case of the firearms officer in London illustrates how quickly public opinion can be influenced by online narratives. Furthermore, police forces often face difficulties in reaching the full spectrum of their audiences due to over-reliance on specific platforms like Twitter, which may exclude certain demographics this limits the effectiveness of social media strategies and underscores the need for a more comprehensive, inclusive approach.

Staffing and training are also significant issues. Many forces lack adequately trained social media officers, which can lead to missed opportunities or poorly managed communication efforts. As Akhgar, Saskia, and Leventakis (2025) suggest, some senior officers remain sceptical of social media’s value due to a lack of understanding, further limiting its potential.

In conclusion, social media is a powerful tool for modern policing, but it requires strategic implementation and investment. To maximize its benefits, police forces must address challenges such as platform diversity, reputational risks, and training needs. With proper resources and planning, social media can continue to revolutionize how police serve and protect their communities, fostering collaboration, trust, and public safety.







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 has been defined as the activity of guiding and influencing a group of people or an organization (Northwest Executive Education, 2023). Within a policing context, leadership has evolved significantly, particularly following the establishment of standardized frameworks by the College of Policing, which highlight the necessity of partnering with various agencies (College of Policing, 2020). The nature of police work demands continuous adaptability, not only in response to changing community needs and emerging threats but also in how leaders navigate high-pressure incidents. Officers must often transition from making rapid decisions in critical, fast-moving situations to engaging in day-to-day duties that require negotiation, collaboration, and diplomacy.

This essay critically evaluates the importance of leadership and flexibility in modern policing. It explores relevant leadership theories such as transformational leadership and situational leadership and discusses their applicability to both high-risk incidents and more routine multi-agency collaborations.  research findings and personal experiences, it aims to illustrate how flexible leadership can significantly improve operational outcomes, team morale, and public trust. Ultimately, policing success depends on leaders at all levels who can adapt their styles to align with organisational objectives, the needs of diverse communities, and the professional standards that guide ethical and accountable law enforcement.


Leadership in policing is not a static concept; it requires a dynamic approach that reflects the complexities of modern police work. The College of Policing  highlights that effective leadership hinges on officers’ ability to respond quickly to calls for service, manage volatile crime scenes, and simultaneously consider the long-term well-being of victims, communities, and fellow officers. Moreover, the policing landscape has changed in tandem with shifts in societal expectations, media scrutiny, and the emergence of new forms of crime (e.g., cyber-related issues). As a result, leaders must be open to innovative techniques, willing to cooperate with external agencies, and capable of guiding diverse teams through uncertain terrain.

Police leaders also face the challenge of bureaucratic pressures, limited resources, and risk-averse organisational cultures. Some research highlights the tension between maintaining order through procedural rigour and taking necessary risks to protect the public (University of Kent, 2018). In many cases, officers are trained to minimise risk through standard operating procedures, yet real-life incidents frequently demand creative problem-solving. Balancing these tensions requires leaders who can flex their styles—from directive leadership during immediate threats to more consultative or collaborative approaches when coordinating across multiple agencies.


Flexibility in leadership ensures that police officers can respond effectively to situations ranging from routine patrol duties to critical incidents involving multiple stakeholders. Such adaptability fosters an environment where decisions are not only made swiftly but also align with the community’s trust and the Code of Ethics that underpin professional policing practice . A rigid approach risks alienating the public, demoralising team members, and constraining effective decision-making in times of urgency.

Research in policing leadership suggests that flexible styles improve operational success and team morale. The College of Policing states there is  higher job satisfaction and engagement among officers whose leaders adapt to their team’s needs. Conversely, more rigid leadership styles can lead to disempowerment, confusion, or disengagement—outcomes that are detrimental, particularly in high-stakes environments where public safety is paramount. By embracing flexible strategies, officers can be better prepared to handle rapidly escalating situations and maintain the initiative when working alongside partner agencies such as social services, mental health professionals, or community organisations.

Police Vision 2025 further empahsize the need for adaptable leaders who can effectively address the complexities of modern policing (College of Policing, 2016). This vision statement recognises that forces nationwide face diverse challenges from counterterrorism to local community policing and require leaders who can change strategies based on changing demographics, media oversight, and emerging threats. This multifaceted environment demands not only technical expertise but also emotional intelligence, cultural sensitivity, and the willingness to learn continuously.


One influential framework for understanding leadership adaptability is Hersey and Blanchard’s Situational Leadership model, which states that effective leaders adjust their style in accordance with team members’ competence and commitment, as well as situational demands (Murphy, T.F, 2024). Within policing, this model translates to leaders varying their approach—ranging from directive (“telling” in high-risk situations) to delegative (“entrusting” responsibilities to capable officers)—depending on the readiness and experience of their colleagues. For instance, an immediate threat from a violent offender might necessitate an authoritative style, whereas coaching or supportive behaviours may be appropriate when training inexperienced recruits.

However, situational leadership requires a high degree of self-awareness from the leader. They must recognise not only the emotional states and skill levels of their subordinates but also the shifting context. In policing, incidents can escalate in seconds, meaning the chosen leadership style may need to shift seamlessly within a single event.

Transformational leadership emphasises inspiring and motivating team members toward a shared vision, fostering a culture of trust and collaboration (Ugochukwu, C., 2024). In policing, this approach can be seen when leaders champion initiatives that go beyond traditional enforcement such as community outreach programs or problem-oriented policing strategies to create lasting positive change. Transformational leaders invest in building relationships, promoting professional development, and encouraging innovation.

This style is particularly relevant in multi-agency contexts, where coordination and trust are critical. For example, a transformational police leader can bring together social services, healthcare providers, and educational institutions to tackle root causes of crime, aligning each partner’s goals to serve the broader public. Research suggests that officers working under transformational leaders are more likely to show proactive policing behaviours, improved morale, and a deeper sense of ownership over community outcomes.


Although leadership is often associated with rank, frontline officers frequently find themselves in situations requiring immediate leadership decisions. Over the course of my three years as a Police Constable (PC), I have encountered numerous challenging scenarios that demanded I step forward despite my relative inexperience. This has underscored the reality that policing leadership emerges whenever initiative and accountability are needed, rather than only through formal titles.

A salient example involved responding to an alleged sexual assault of a minor. Upon arriving at the scene, I found a volatile crowd forming around the suspect. Tensions were already high, with three members of the public physically attacking him. Despite my shorter service compared to more specialised units, it fell upon me to stabilise the scene quickly to prevent serious harm.

Initially, I adopted what closely resembled a participative leadership style, communicating with my immediate colleagues and delegating tasks to ensure swift action. One officer was assigned to gather initial accounts from eyewitnesses; another conducted house-to-house enquiries, while a third took the suspect to custody to defuse the immediate risk. In doing so, I sought to involve and empower my team members. Research suggests that participative leadership fosters trust and operational clarity, although it requires open communication and balanced delegation  (REFERENCE).

As tensions escalated—particularly when a family member of the alleged perpetrator arrived—the dynamics shifted again. I transitioned towards a more situational approach by appealing to community members who had appeared influential among the crowd. This aspect of leadership emphasised reassurance and emotional intelligence, reinforcing that the investigation needed to proceed lawfully and fairly, and that further disorder could lead to additional criminal offences. The ability to pivot to a supportive style, showing empathy while maintaining control, exemplified the fluidity required in high-pressure incidents (REFERENCE). Reflecting on this, situational leadership proved invaluable in managing a scenario where I had to balance assertiveness with compassion for community concerns.

Once the immediate threat subsided, attention turned to safeguarding the victim. This included completing a Public Protection Notice (PPN) and initiating a Multi-Agency Risk Assessment Conference (MARAC). I collaborated with social services and worked alongside a Detective Sergeant to compile relevant evidence. This demonstrated a transformational leadership element, as I aligned various stakeholders to ensure the child’s safety remained central. In this way, a single incident highlighted multiple leadership styles: participative, situational, and transformational, each playing a role at different phases of the response.

Despite the benefits of adaptable leadership, several challenges can hinder police officers from fully embracing it:

Police forces often function within stringent hierarchical and procedural frameworks. Leaders may hesitate to take calculated risks due to the fear of blame or reprisal, leading to stagnation or reluctance to deviate from established norms (University of Kent, 2018).

Leaders may unconsciously default to familiar styles, especially under pressure. An officer whose prior experiences leaned toward directive leadership may find it difficult to adopt a more collaborative style when time permits. Self-awareness and targeted training can help mitigate this tendency.

Officers with more experience or those resistant to change may question the legitimacy of newer or lower-ranked personnel taking the lead. Overcoming this resistance requires clear communication and trust-building, emphasising the merits of flexibility in improving outcomes.

While leadership theory is sometimes covered in police training, it may lack practical, scenario-based exercises that encourage adaptive thinking. In my own experience, theoretical content was introduced, but real-life leadership decisions typically drew more upon instinct and personal problem-solving than structured learning modules.

These challenges underscore the need for ongoing professional development that prioritises leadership adaptability. Goleman’s (2000) research on emotional intelligence, for example, highlights how self-awareness, empathy, and the ability to manage relationships are key to changing one’s approach when the situation demands. Kolb’s experiential learning theory further supports the practice of reflection and iterative improvement to refine one’s leadership style over time.


However, these strategies often confront resource constraints, staffing shortages, and the demanding nature of frontline policing. Nevertheless, prioritising leadership development is an investment that can significantly enhance both individual performance and organisational resilience.


Leadership within modern policing necessitates a high degree of flexibility, ensuring that officers can respond competently and ethically to the myriad challenges they face ranging from routine incidents to highly volatile and multi-agency situations. By drawing upon theories such as situational and transformational leadership, this essay has highlighted how adaptable styles can foster greater trust, enhance operational outcomes, and strengthen relationships with the communities served. The personal reflections provided underscore that leadership is not confined to rank but emerges where initiative, risk-taking, and responsibility are required.

At the same time, policing culture, personal biases, and limited training opportunities can impede the development of flexible leadership practices. Overcoming these barriers calls for institutional support, structured reflection, and a commitment to continuous professional development. As policing evolves, so too must the approaches that guide officers in positions of leadership. Embracing flexibility not only meets the operational and ethical demands of contemporary policing but also upholds the public’s trust—thereby reinforcing the core mission of serving and protecting the community with integrity and accountability.






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:


Successfully completing the three-year probationary period in policing is about more than learning operational skills and knowledge. It also requires developing the right attitudes and behaviours to become a competent and professional officer. This essay reflects on my probationary journey and explores how mentoring and coaching influenced my personal growth and professional performance. It also examines the challenges I faced, how informal mentoring helped, and how coaching contributed to my development. Relevant theories and concepts are included to show how these experiences helped me meet personal, professional, and organizational goals. Finally, the essay provides recommendations to improve mentoring and coaching in policing.

Mentoring and coaching are two tools used to help people grow and improve in their jobs. Although they overlap, they focus on different things. Mentoring is about long-term guidance, often focusing on career development and learning about the workplace culture (Al Hilali, K.S. et al, 2020). Coaching, on the other hand, is about short-term goals, like improving specific skills or solving problems. 

In policing, mentoring and coaching are both important. Mentoring helps new officers understand values like professionalism and ethics, while coaching is useful for improving skills like communication and decision-making. Models like GROW (Goal, Reality, Options, Will) by Whitmore (2009) help structure coaching by breaking it into clear steps. Another useful theory is Wenger’s (1998) Communities of Practice, which explains how people learn by working together and sharing knowledge. These ideas help explain how I learned and developed during probation.

When I started probation, I quickly realized that mentoring and coaching were not always available. Staffing shortages meant that senior officers often didn’t have time to mentor junior staff. Some avoided it altogether because they had bad experiences with overconfident trainees in the past. I also found it hard to ask for help because I felt I should already know what I was doing after training.

One major issue I faced was the lack of a full-time sergeant during my first six months. Temporary or acting sergeants led my shifts, but they were still learning their roles, so feedback and support were inconsistent. As a result, I missed opportunities to receive regular performance reviews or mentoring, which made it harder to develop my skills and confidence.

Although I have not had a formal mentor, College of Policing use a tool such as a learning matrix. This matrix tracks progress in key policing duties such as stop search, issuing Traffic offence Reports (TOR’S), and dealing with conflict. Although I did not have a formal mentor, a senior officer reviewed my matrix and ensured that I was meeting the standards set by the college of policing. This informal guidance helped me focus on specific areas that needed improvement. For example, after feedback on my stop-search I was able to refine my approach to ensure it was thorough and to the standard set by college of policing. The matrix helped me see where I was excelling and where I needed more practice, making my development more targeted and effective. This also aligns with GROW model, although I do not know if this is something mentors are taught, this is an example of a good mentor.


Because formal mentoring was inconsistent, I relied on informal support from experienced colleagues. Observing how senior officers handled incidents gave me a chance to learn through experience. Kolb’s (1984) Experiential Learning Cycle explains how people learn by observing, reflecting, and trying things out, and this model describes my learning process well.

For example, when I struggled with my first case file, a colleague gave me examples to follow and explained what I needed to do. This feedback helped me improve my casework and built my confidence. Another time, I learned by watching how senior officers communicated during tense situations on night shifts. Their calm and professional approach showed me how to manage conflict effectively, which I then applied to my own work.


Mentoring and coaching helped me achieve personal, professional, and organizational goals, even when they were informal. One example of this was during a high-pressure incident where I had to assist a team managing a woman threatening self-harm. Senior officers offered advice on communication and de-escalation, while I used my physical skills to support the operation. This experience showed how mentoring in the moment can help align personal growth—such as improving decision-making skills—with organizational goals, like public safety and crisis management.

Theories like Wenger’s (1998) Communities of Practice explain how learning happens when people work together. In my team, we shared knowledge and relied on each other’s strengths. This peer collaboration created a supportive environment where I could grow and contribute, even without formal mentoring.

Feedback played a big role in my development during probation. The Johari Window model (Esposito, R.P., Mcadoo, H. and Scher,L. 1978) shows how giving and receiving feedback can improve self-awareness. For example, after a team briefing, my sergeant suggested I be more assertive in communicating tasks to colleagues. This advice helped me improve my communication skills, which made me more confident and effective during incidents.

However, I didn’t always receive consistent feedback because supervisors were often unavailable. Formal feedback sessions, like monthly performance reviews, would have been helpful for tracking my progress and identifying areas for improvement. The GROW model (Whitmore, 2009) could have been used in these sessions to set clear goals and plan my development.


The challenges I faced during probation are not unique. Research shows that many officers leave policing within their first five years because they feel unsupported (Police Federation, 2023). High workloads and staff shortages make it hard for organizations to provide consistent mentoring, even though it is essential for helping officers grow and perform well.

(Jones, 2018) emphasizes the importance of mentoring and coaching in developing ethical and adaptable officers. However, there is often a gap between these policies and what happens in practice. For example, while mentoring is recommended, it is not always prioritized due to resource constraints. This mismatch can leave probationers feeling isolated and undervalued.

Although formal mentoring was lacking, I found informal mentoring and peer collaboration to be valuable. Working with colleagues who were also learning created a sense of shared responsibility. For instance, during a busy shift, I struggled to manage multiple tasks. A colleague with more experience helped me prioritize my workload and close non-essential cases. This informal support taught me how to focus on urgent matters and manage my time effectively.

Informal mentoring also helped me learn from others’ experiences. During team briefings, we often shared ideas and discussed best practices for handling cases. These conversations helped me develop strategies for managing complex incidents, like organizing resources during a search operation. By learning from my peers, I was able to improve my decision-making skills and contribute to the team’s success.


To address the challenges probationers face, policing organizations need to invest in better mentoring and coaching programs. One way to do this is by dedicating time and resources to structured mentoring. For example, pairing probationers with experienced mentors at the start of their training would ensure consistent support throughout the probationary period.

The College of Policing do use the likes of teams for e-mentoring. This allows officers to connect with a informal mentor who overlooks officers progress through the learners matrix. This allows the mentor to keep a close eye from afar.. Finally, providing training for senior officers on how to be effective mentors would improve the quality of support probationers receive.


Despite the challenges, mentoring and coaching helped me grow as an officer. Working with colleagues and fellow officers played a key role in my development, especially when formal mentoring was unavailable. For example, when I became overwhelmed by the amount of crimes I was carrying, a more experienced officer communicated clearly and helped manage the workload by threat, harm and risk. Although this seems obvious when there is so much legislation, protocols and frameworks to follow it is often difficult to see the wood through the trees.. This experience showed how informal mentoring can align with organizational goals, like delivering high-quality service to the public.

Feedback also helped with my growth. After receiving constructive criticism on a case file I had completed, I made sure to not repeat the same mistakes and was able to help others complete similar tasks efficiently. These experiences show how mentoring and coaching can improve both individual performance and organizational outcomes.


My probationary experience highlighted the importance of mentoring and coaching in policing but also revealed significant challenges. Informal support from peers and self-reflection helped me develop the skills and confidence I needed to succeed. However, the lack of structured mentoring made it harder to navigate the demands of the job.

To improve, policing organizations need to address systemic barriers like staffing shortages and high workloads. Investing in formal mentoring and coaching programs would ensure all probationers receive the support they need to grow and perform well. By prioritizing these programs and aligning them with theories like GROW and Communities of Practice, police forces can build a resilient and professional workforce that meets the demands of modern policing.
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