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Task 1

Relevant areas of the National Policing Curriculum: 
Understanding the Police Officer Role.

You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.

Critically reflect upon how your final year of probation has seen your role as a police officer change. 


Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.



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



ANSWER:

This assignment will critically evaluate the role of the College of Policing in professionalising policing in the UK and assess how its frameworks and national strategies have directly influenced my own development. I will demonstrate how my role as a serving police officer has evolved during my three-year probationary period. 

The College of Policing (CoP) plays a central strategic role in the professionalisation of policing in the United Kingdom. Since its establishment in 2012, the College of Policing plays a crucial strategic role in the professionalisation of policing in the UK with several key functions and responsibilities that aim to enhance the standards, practices, and overall effectiveness of police forces. Its strategic leadership is essential as it leads to the establishment of a clear set of standards. Moreover, the responsibility for police professionalism lies with both individual officers as well as police forces. Officers must strive to uphold high standards, while the force, must provide adequate training, resources, and support systems to foster an environment conducive to professionalism. By collectively committing to these principles of professionalism, police forces can better serve their communities and contribute to a just and effective system of law enforcement. 
At its core, the College of Policing is designed to enhance the status of policing as a profession. Through the establishment of national standards for recruitment, training, and promotion, the College promotes consistency and accountability across forces. Its Five-Year Strategy (2022–2027) outlines a vision of a more competent, trusted, and supported police workforce. (College of Policing , 2024 ). The strategy focuses on increasing professionalism, ethical standards, inclusivity, and leadership development while embedding evidence-based practice into day-to-day policing. Personally, I have seen this increasing use of evidence-based practice in operational briefings, decision-making and in structured debriefs. The expectation is not merely to do, but to understand and justify. The result is a police workforce that is not only procedurally competent, but also capable of critically evaluating practice and adapting to new challenges (Cockcroft, 2013 )
One of the College's key contributions has been the introduction of the Policing Education Qualifications Framework (PEQF). This initiative has replaced the traditional training routes with a more structured, academic pathway to qualification, offering routes such as the Police Constable Degree Apprenticeship (PCDA), Degree-holder Entry Programme (DHEP), and the Pre-join Degree route. This shift aligns policing with other professions, such as nursing or teaching, and encourages reflective practice and analytical thinking. 
The document “Policing 2025” published by the National Police Chiefs Council (NPCC) in 2016 articulates a comprehensive vision for British police forces over the subsequent decade. A key component of this is the acknowledgement of necessary workforce transformation. This transformation is crucial to equip the police service to effectively address and manage evolving challenges and demands in law enforcement, ensuring that it remains effective and resilient in a rapidly changing environment. The strategy emphasises the importance of adapting the workforce to meet new operational needs, technological advancements, and the diverse expectations of the community they serve.  (National Police Chief Council , 2016 )

The Code of Ethics introduced by the College of Policing is another way of professionalising the force and making it more transparent to the public. The Code of Ethics are nine policing principles and ten standards of professional behaviour. (College of Policing, 2014 ) To fulfil my role as a professional police officer I adhere to the Code of Ethics to make sure that all my duties are carried out in a professional manner. When dealing with the public, “the code of ethics helps me do the right things, in the right way, for the right reasons”. 
In my role as serving police officer, I also must consider the National Decision-making model. The NDM is a framework which helps police officers make decisions during operational situations. (Avon & Somerset Police , Present date). The NDM and the Code of Ethics, both introduced by the College of Policing are structured ways to help the professionalisation of the police by giving guidance on making decisions which are ethical and effective. In my working day, my understanding of the NDM is crucial as I must make judgements and decisions when dealing with ongoing and continually changing situations. These decisions are crucial to show my professionalism and that I have strong ethical principles. I also need to have a clear understanding of the NDM to justify my actions during operational situations to senior officers if asked.
 Now in the final year of my probationary period, I have actively worked to align myself with the expectations of a modern professional police officer, as envisaged by the College of Policing and national strategies. This has involved developing my competence, ethical awareness, community engagement, and reflective practice.  
(Kolb, 1984) Experiential Learning Cycle provides a structured framework to reflect on real-life situations by moving through four stages: concrete experience, reflective observation, abstract conceptualisation, and active experimentation. This reflection considers a personal policing experience where I encountered a young male in crisis, who was self-harming in a public park. The incident tested both my emotional resilience and professional skills, especially in relation to communication, decision-making, and safeguarding.
Concrete Experience:
While on patrol, I was dispatched to a report of a distressed male self-harming with a sharp object. Upon arrival, I found the individual with superficial cuts on his arms, visibly upset and resistant to initial engagement. Using a calm and empathetic tone, I introduced myself and maintained a safe distance to build rapport. Over time, he disclosed personal struggles, including family conflict, social isolation, and mental health issues. I disarmed him of a shard of glass and, after further conversation, arranged for a mental health crisis team to attend. He agreed to voluntary admission to a mental health facility for further support.
Reflective Observation:
Reflecting on the situation, I recognised how crucial my verbal and non-verbal communication were in establishing trust. My approach aligned with College of Policing guidance on managing vulnerable individuals (College of Policing, 2023), particularly the use of active listening and trauma-informed communication. However, I also became aware of my initial anxiety and uncertainty and could see the potential for escalation. It was emotionally challenging, and I recognised how easily situations involving mental health can become volatile if not handled appropriately.
Abstract Conceptualisation:
This experience reinforced theoretical learning around the National Decision Model (NDM) and the significance of using discretion, proportionality, and safeguarding principles in operational policing. According to (Bullock & Garland , 2020) frontline officers are increasingly expected to engage in ‘soft’ policing tasks, such as mental health response, despite limited specialist training. The incident also confirmed the importance of inter-agency collaboration in achieving positive outcomes. Studies by (Rees, 2025) highlight that early intervention and partnership with mental health services can significantly reduce risk and improve trust in police responses.
Active Experimentation:
Going forward, I intend to refine my skills by seeking more training in mental health crisis intervention, including the use of de-escalation techniques. I also plan to reflect more systematically using models like Kolb’s, to improve future practice. I will familiarise myself with local crisis team pathways to ensure quicker and more efficient referrals. Additionally, I hope to share this learning in team briefings to support less experienced colleagues in building their confidence when handling similar incidents.
In conclusion, Kolb’s model allowed me to explore both the emotional and procedural elements of this experience. It highlighted the importance of empathy, communication, and multi-agency working in responding effectively to vulnerable individuals, contributing to safer outcomes and improved community confidence. 
As I progress through the final year of my probation, my role and responsibilities have expanded significantly. The shift from a reactive learner to a proactive and confident practitioner has been both challenging and rewarding. Initially, much of my focus was on learning core procedures such as arrest powers, PACE, use of force, and report writing. My early months were heavily supervised, and I often deferred decision-making to more experienced colleagues. Over time, as my confidence and competence have grown, I have taken on more complex responsibilities. This includes taking the lead on safeguarding referrals, managing crime scenes, and coordinating with partner agencies.
The increased expectation for autonomy has been a defining feature of this final year. I am now frequently tasked with making real-time decisions in high-pressure environments and these moments test not only my legal knowledge but also my ethical judgment, communication skills, and resilience. I have also found myself taking on informal leadership roles. 
On multiple occasions, I have supported new probationers and student officers during their initial operational deployments. This has involved mentoring, knowledge sharing, and providing emotional support after traumatic incidents. These experiences have enhanced my leadership skills and reflect the broader goal of developing leadership across all ranks, as outlined in the Workforce Transformation Strategy.
Community policing has become an increasingly important part of my role. I started my tutorship on a neighbourhood policing team and was disappointed initially as I wanted to be part of a response team. I thought community engagement was a supplementary activity and believed my policing skills could be used in a far more beneficial way. 
However, as my tutorship progressed, I discovered how community engagement is a fundamental strategy for crime prevention and fostering community partnerships to build trust and transparency. By listening to community concerns and participating in problem-solving initiatives, I not only met immediate needs but also helped to build the foundations for long-term public trust.  My poor judgement on community policing was totally exposed and now for my final piece of academic work to achieve my PCDA my dissertation has been based on community engagement as part of the “Cuppa with a Copper initiative.’ Through questionnaire feedback and analysing data I now understand what my local community needs and what the priorities are in that policing area. 
 I have seen first-hand how important trust and fostering good relationships with the public can be and again, this aligns with the CoP in professionalising policing to encourage transparency and good working relationships with the public. 
Wellbeing and resilience have also taken on greater significance. Policing’s emotional demands, including exposure to trauma, confrontation, and public scrutiny, have taught me the importance of self-care, peer support, and supervision. I have accessed wellbeing resources offered by the force and the College, including mental health webinars and reflective practice groups.
The College of Policing plays a strategic and transformative role in professionalising policing in the UK. Its focus on education, standards, ethical conduct, and evidence-based practice is reshaping the identity of the modern police officer. Through its Five-Year Strategy, the PEQF, and its support for leadership development and workforce transformation, the College is aligning policing with broader professional and societal expectations.
As a probationary officer approaching full competence, I have actively engaged with the values and frameworks promoted by the College. My journey reflects the evolution from procedural learner to reflective practitioner. I consider myself now to be capable of autonomous decision-making, take on ethical leadership, and strategic awareness. The final year of probation has been a huge learning curve shaped by national priorities such as the Policing Vision 2025, the Strategic Policing Requirement, and the Workforce Transformation Strategy.
Joining South Wales Police during a time of such profound change in the force has been one of the most challenging yet rewarding experiences of my life. As a final year probationary police officer, I have found myself navigating a profession that is not only adapting to new and complex crimes but also transforming in how it connects with the communities it serves. 
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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:

 In recent years, social media has become an integral tool for policing in the United Kingdom, offering new ways for connecting with communities, sharing information instantly, and improving public accessibility to policing services. Police forces across Wales have adopted various digital platforms to strengthen engagement and build trust with the public. This assignment explores how these platforms are utilised in a policing context, examining both their potential benefits and the inherent risks involved. Drawing on personal experience within the police service, I will also reflect on how social media has been applied in practice to support operational situations.
The rise of social media has transformed the way policing is carried out in the United Kingdom, particularly in relation to public communication, community engagement, and the promotion of policy initiatives. Platforms such as X (formerly Twitter), Facebook, Instagram, and, more recently, TikTok, are now widely used by UK police forces to interact with the public, provide reassurance, and disseminate real-time information. 
Over the past decade, social media has become an increasingly important communication tool for law enforcement. Early research by (Crump, 2011) identified the initial stages of police adoption as fragmented and informal, with officers using platforms such as Twitter largely on their own initiative. However, as the importance of public engagement and digital transparency grew, police services began to develop more formal strategies, aligning their use of social media with organisational objectives. The College of Policing, now provides clear guidance on how officers and staff should use social media in both personal and professional capacities, emphasising the need for proportionality, professionalism, and accountability. This guidance underlines that any information shared must be in the public interest and must not compromise individual privacy or operational security. (College of Policing , 2013 )
Social media enhances policing by expanding public involvement as it allows forces to target specific groups based on location or demographics, making communication more effective for both local and national initiatives. According to Dekker van der Brink and Meijer, when used well social media can help build police legitimacy by showing g the organisation as transparent and responsive. However, they also highlight that its use remains inconsistent with some officers lacking the skills, resources, or confidence to use these tools effectively. (Dekker, 2020). 

Another advantage of using social media in policing is that it can play several roles including increasing visibility, building public trust, and encouraging dialogue. (Bullock, 2017)  suggests that its growing use allows officers to present a more relatable image, helping foster trust and familiarity. Sharing updates on daily policing, community events, or successful outcomes helps the public better understand police work. These platforms also enable the quick release of urgent information, such as safety alerts or missing person appeals, making them especially useful in fast-moving situations where traditional media may fall short.  
Despite these benefits, the use of social media in policing is not without risks. The most prominent concerns include breaches of confidentiality, inappropriate conduct by officers online, and the amplification of misinformation or offensive public commentary. (College of Policing , 2013 ) highlights those police personnel are individually responsible for any content posted, whether on official or personal accounts, and must always uphold the integrity and reputation of the service. Cases of officers posting politically sensitive opinions, discriminatory comments, or operational details have attracted disciplinary action and undermined public confidence. Furthermore, digital engagement is not always inclusive. Relying heavily on social media for public communication may alienate individuals or groups who are digitally excluded, such as the elderly, poor, or those with limited digital literacy. 
To explore these issues more fully, it is helpful to reflect on a specific operational experience in which social media played a pivotal role. To critically reflect on my use of social media during this incident, I have applied Gibbs’ Reflective Cycle (1988). This framework supports structured learning through six stages: description, feelings, evaluation, analysis, conclusion, and action planning. It provides a clear and methodical way to assess professional experiences and identify opportunities for improvement. (Gibbs, 1988). 
The description stage involves outlining the incident. In this case, a vulnerable adult had been reported missing in my policing area. Due to the nature of the case and the risk assessment, it was deemed necessary to issue a public appeal swiftly. In collaboration with the force communications team, I submitted key details and an approved image of the individual, which were posted on the force’s official Facebook and X (formerly Twitter) accounts. The post reached a significant audience within minutes, with members of the public sharing it across various local community pages.
In the feelings stage, I initially felt confident that using social media would increase the chances of locating the missing person quickly. However, I was also concerned about the potential consequences of public exposure—particularly regarding the individual’s privacy and the risk of misinformation or insensitive comments online. Balancing urgency with dignity weighed heavily during the early stages of the response.
The evaluation revealed that social media was highly effective in this case. Within a few hours, a member of the public recognised the individual from the online post and contacted the police. The person was safely located and returned to care. Community feedback was positive, with many commenting on the usefulness of real-time updates. However, there were also some unhelpful comments and speculation beneath the post, which had to be monitored and moderated by the communications team.
Through analysis, this experience demonstrated how digital platforms can enhance operational effectiveness and public cooperation when used appropriately. It aligns with (Dekker, 2020) argument that well-managed social media use contributes to police legitimacy and responsiveness. At the same time, it reinforces (Crump, 2011) concerns about the risks of informal public discourse, especially when control over shared content is limited once a post is online. The incident also reflects (Bullock, 2017) point that social media humanises policing—our appeal showed both concern and professionalism, which strengthened community rapport.
In conclusion, I learned that while social media can be a powerful tool in time-sensitive policing situations, it must be used carefully and within clear policy boundaries. The risk to individual privacy and the need for sensitivity must not be underestimated, particularly when dealing with vulnerable individuals.

Finally, the action plan stage focuses on how this experience will shape future practice. I will continue to use social media as a tool for public engagement and urgent communication but will ensure I consult communications officers early and assess each situation for potential risks. I also aim to complete additional training on digital communication and ethical standards, as recommended in the  (College of Policing , 2013 ) guidance, to strengthen my confidence and judgment in such scenarios.
In reflecting on the experience, I recognised the importance of balancing operational urgency with ethical responsibility. The immediate success of the appeal—resulting in the safe return of a vulnerable person—was undoubtedly a positive outcome. However, I remained concerned about the enduring visibility of the post and the possible impact on the individual’s dignity, privacy, and reintegration into the community. I concluded that while the strategic use of social media can deliver clear operational benefits, it must be accompanied by robust ethical safeguards and post-incident reflection.
If I were to be involved in a similar case in the future, I would take several steps to improve the ethical robustness of our approach. First, I would seek early input from safeguarding leads and legal advisors to ensure that the publication of personal information is both necessary and proportionate. Second, I would advocate for the use of time-limited posts, whereby appeals are automatically archived or removed once the individual is located. Third, I would support the development of pre-approved templates for missing person appeals that can be adapted quickly while maintaining ethical standards. Finally, I would recommend that a formal debrief be held after such incidents to assess the communication strategy, gather feedback from the public, and evaluate the long-term impact on those involved.
South Wales Police have used social media in promoting policy initiatives and campaigns. Operation Red Mana (tackling nuisance off road bikes) and Op Bang (preventing anti-social behaviour during Halloween and Bonfire Night festivities) have all been promoted through social media by using targeted posts, infographics, and videos. By using these platforms, complex policies have been easily explained to all audiences within the community.  (South Wales Police , 2021)
 In the article Social Media House Rules, South Wales police state that “social media is an invaluable way of communicating and engaging with communities and a way of assisting with appeals and investigations”. However, the article also insists that the social media accounts need to be safe places and followers must adhere to house rules. If these rules are broken, then the force has the right to hide or delete comments as well as block users who break these house rules.  (South Wales Police , Present time ).
According to the College of Policing the use of web-based communication platforms such as social media sites and mobile apps offers both opportunities and risks. In an article “Guidance for ethical and professional behaviour policing”, it says that social media will be used safely, appropriately and supporting community engagement while upholding ethical policing standards. Posts of a discriminatory or offensive nature will not be used as well as not sharing information which could compromise safety or public confidence. The statement also recognises that the misuse of social media even outside work, may breach regulations or harm trust in the police service. 

The Independent Office for Police Conduct has also advised on police officers' social media behaviour. The organisation has emphasised that officers who post or share offensive content on social media platforms will be subject to misconduct investigations. This aligns with the College of Policing policy. (Independent Office for Police Conduct , 2021 )


 In August 2018, following an IOPC investigation, an independent panel concluded a South Wales police officer had a case for gross misconduct, with a sanction of a final written warning. The officer resigned prior to the hearing taking place. A member of the public reported several potentially offensive Facebook posts which they felt breached the rules of SWP in relation to social media.

In conclusion through my involvement with community engagement operations, I have seen both the successes and the complexities of using social media platforms. Positive community feedback on local initiatives has been rewarding but negative experiences such as backlash during sensitive operations has made me wary on times of using these platforms.  These experiences have shown me how important it is to have clear messaging and be ready to respond quickly and effectively. My experience of social media as a serving officer makes me believe it is an invaluable tool in policing. Through using social media, community engagement is encouraged as well as providing instant information during fast moving incidents. My experience of using social media for the missing male was an excellent example of how groups in the community helped find the person and the outcome being successful. I have considered that if it had not been for social media, the incident could have lasted for several days and possibly with not a good outcome for the male. However, caution must also be followed to minimise the risks of misinformation and digital exclusion amongst the more vulnerable and elderly groups of the community.  I believe continuous training and adaption is vital to maximise the benefits of using social media.
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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 within policing requires a dynamic and responsive approach due to the unpredictable and high-pressure nature of operational environments. During my three-year probation period as a police officer for South Wales Police, I have had to adapt and refine different leadership styles to effectively manage a wide range of operational incidents. It is no longer sufficient for police leaders to rely solely on traditional command-and-control models; instead, effective leadership now demands behavioural flexibility, emotional intelligence, ethical awareness, and strategic adaptability. This essay critically evaluates my flexibility in leadership styles and analyses the leadership strategies I have developed and applied in various operational scenarios.
Leadership can be defined as the ability to influence, guide, and inspire individuals or groups towards achieving a shared goal (McKinsey & Company , 2023). In modern policing, leadership is shaped by the College of Policing’s Leadership Review, (College of Policing , 2015 ) , which promotes inclusive, ethical, and emotionally intelligent leadership. This review advocates for a values-based approach that builds public trust, empowers officers, and focuses on ethical decision-making. It aligns closely with the transformational leadership theory, which encourages leaders to inspire and motivate their teams rather than simply directing them. However, transactional leadership remains relevant, particularly in high-pressure situations where rapid decision-making and clear authority are required. Yukl and Mahsud argue that effective leadership hinges on behavioural flexibility—the capacity to adjust leadership styles to suit the context and the needs of the team. This principle is particularly pertinent in policing, where operational demands and public expectations can shift rapidly. (Yukl & Mahsud , 2010). 
The Competency and Values Framework (CVF), developed by the College of Policing, outlines the key skills, behaviours, and values expected of police officers, staff, and volunteers. It prioritises integrity, fairness, emotional intelligence, and public service. Leaders are expected to demonstrate adaptability, transparency, and accountability. The CVF allows for leadership styles to be tailored to each situation, ensuring that officers act in ways that maintain public confidence and promote ethical policing. (Counter Terrorism Policing , 2012 ). 
One incident which I will be using to discuss and reflect on my leadership styles was one that I attended a matter of months ago and I feel it is an appropriate scenario to analyse because I displayed several leadership styles to deal with the incident. 
During an afternoon shift, my colleague and I received a call of an ongoing fight in Swansea Oxford Street involving approximately 5 males. We attended this incident on a Grade 1 (emergency response) and whilst my colleague was driving the marked police van, I was attempting to obtain further information from the police support centre about exactly how many were involved in this fight, any injuries and whether further units would be needed. Information was limited and I had to develop a working strategy on what information we already had. The incident involved several individuals and an increasingly hostile crowd. The scene was chaotic, emotions were running high, and the risk of further violence was significant. I instinctively adopted a directive leadership style, issuing clear instructions to my team to establish control, separate the aggressors, and protect bystanders. I was aware that the two other officers responding to the call, were just out of tutorship and needed guidance and direction from myself to de-escalate the situation.  This transactional approach was necessary to stabilise the scene quickly and prevent escalation. Once order was restored, I transitioned into a more communicative and supportive role. I engaged with members of the public to provide reassurance, listened to those involved, and facilitated information gathering for investigative teams. This transition reflected the behavioural flexibility advocated by (Yukl & Mahsud , 2010), who highlight the importance of adapting leadership behaviours to changing circumstances.
To evaluate this incident, I used (Gibbs, 1988) reflective cycle, which helped me examine the experience in detail. Initially, I felt intense pressure to act decisively to manage the incident and protect the public. My immediate response was assertive, which was appropriate for gaining control. However, on reflection, I realised that as the situation evolved, a more transformational approach became necessary to promote cooperation, reduce tension, and ensure an effective resolution. Transitioning between leadership styles not only supported a smoother de-escalation but also allowed for a more effective handover to the investigation team. 
Another incident presented a different leadership challenge. I was called to a domestic abuse incident late at night, involving a woman who had been assaulted by her partner. Although this was not the first-time police had attended this address, the victim was hesitant to press charges. Her children were present and visibly distressed. The situation required a trauma-informed, victim-centred response. Rather than adopting an authoritative stance, I used empathy and reassurance to build trust with the victim and facilitate multi-agency safeguarding interventions.
To reflect on this incident, I used Borton’s reflective model. Unlike traditional models, Borton’s approach emphasises moral reasoning, emotional impact, and professional accountability key assets for effective policing. (Borton, 1970 ) .I experienced a moral dilemma: balancing the victim’s autonomy with my duty to ensure the safety of her and her children. Barton’s model encouraged me to explore not just what I did, but why I made those decisions and whether they aligned with professional standards. This reflective process deepened my understanding of the ethical dimensions of leadership in sensitive cases.
In this instance, I adopted a servant leadership style. I prioritised the needs of the most vulnerable, facilitated cooperation with social services, and supported less experienced colleagues in navigating a challenging and emotional situation. This approach aligns with the College of Policing’s guidance on emotionally intelligent leadership and supports (McKinsey & Company , 2023) view that leadership must have the ability to change between authoritative and facilitative styles depending on the moment. I was able to provide clear direction to junior officers unfamiliar with domestic abuse procedures while empowering more experienced colleagues to take initiative. 
Reflecting on my broader leadership development, three key themes emerge: situational responsiveness, collaborative leadership, and reflective practice. The Hersey-Blanchard situational leadership theory, although developed for business, is highly applicable to policing. It emphasises adapting leadership style based on the readiness and capability of team members. In practice, this means using directive leadership when team members are inexperienced or when a situation is high-risk and shifting to a supportive or delegative style as their competence grows. In both the street fight and domestic incident, I adjusted my approach to suit the team’s capabilities and the emotional demands of the situation. (Hersey & Blanchard , 1988). 
Collaborative leadership has also become a defining feature of my approach. Influenced by distributed leadership theory, I aim to share leadership responsibilities within my team to harness individual strengths. During the domestic incident, I delegated safeguarding tasks to a colleague with specific expertise, which enhanced the overall response. According to the (College of Policing , 2015 ) encouraging inclusive, collaborative leadership fosters ethical behaviour and operational effectiveness. It also contributes to the development of future leaders by giving team members opportunities to lead within their areas of strength.
Reflective practice is central to my leadership development. Using Gibbs’ and Borton’s models, I have been able to evaluate not just the technical aspects of incidents but also the emotional and ethical dimensions. Reflective practice has helped me identify personal faults, such as a tendency to adopt a control-oriented approach in public order situations. Recognising this has encouraged me to consider alternative approaches in future incidents, particularly when working with vulnerable individuals or mental health crises.
Debriefing and encouraging open dialogue within the team has also become an essential part of my leadership. After critical incidents, I have involved myself in debriefs to allow myself and fellow colleagues to share their perspectives and reflect on lessons learned. These sessions promote psychological safety, a concept emphasised by (McKinsey & Company , 2023)  as vital for effective leadership. When team members feel safe to express their views without fear of judgement, they are more likely to contribute to innovation and continuous improvement.  I firmly believe that this has led to a stronger sense of trust and cohesion within the response team that I work with. 
As I am now nearing the end of my probationary period, I have also started to support junior officers   in developing their leadership potential. I provide opportunities for them to take charge in low-risk situations and mentor them through the decision-making process. This not only builds their confidence but also reinforces the College of Policing’s aim of leadership at all levels. By empowering others, I help foster a culture of shared responsibility and ethical leadership.
Public perception plays a major role in the outcomes of police incidents. Leadership decisions are often scrutinised not only by colleagues and supervisors but by the general public—particularly in the age of social media. Officers must balance operational demands with the risk of reputational damage. If officers are seen as too lenient or indecisive, it may lead to perceptions of ineffectiveness. Conversely, if actions are perceived as heavy-handed or disproportionate, public trust can be damaged. Leadership requires navigating this delicate balance. Effective leaders must consider the impact of their decisions on both operational outcomes and community relationships.
For example, in the street fight incident, my initial authoritative stance could have been interpreted as aggressive. However, transitioning to a more empathetic approach once the situation was under control helped mitigate negative perceptions. In the domestic incident, demonstrating compassion and empathy helped build trust not just with the victim but also with her children and neighbours, who witnessed our response. These actions reinforce the importance of professional behaviour and emotional intelligence in high-visibility situations.
Diversity within policing teams also requires culturally competent leadership. Working in a diverse force has taught me that communication must be inclusive and sensitive to different backgrounds and experiences. Leaders must understand how cultural differences can influence perceptions of authority, empathy, and trust. Adaptive communication is essential to ensure that all team members feel heard and valued. 
Social media has added another layer of complexity. Incidents are often filmed and shared publicly, meaning leadership decisions are exposed in real-time. Maintaining professionalism and ethical conduct under pressure is essential to uphold public confidence. Officers must be conscious that their actions may be scrutinised far beyond the immediate scene.




In conclusion, effective leadership in policing is a dynamic and evolving process. My experiences during my probationary period have taught me that no single leadership style fits every situation. Flexibility, empathy, ethical awareness, and the ability to reflect critically are essential traits. Leadership is not confined to rank; it is about behaviours and values demonstrated in practice. Through real-life scenarios, structured reflection, and learning from colleagues, I have developed a leadership approach that prioritises adaptability, inclusivity, and emotional intelligence. As I continue in my career, I aim to further develop my ability to lead with integrity, fairness, and adaptability. Qualities that will help build both operational success and public trust in policing.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

The College of Policing recognises coaching and mentoring as two distinct yet complementary approaches that support professional development across all ranks and roles within the police service. While both involve supporting the growth and performance of individuals, they differ in focus, style, and structure.  
Coaching and mentoring have had a significant impact on my development and performance within the police service, particularly during the critical early stages of my career. As I transitioned from training into operational duties, the guidance and support I received through both formal mentoring schemes and informal coaching conversations proved invaluable. These interactions helped shape my professional identity, refine my practical skills, and foster a mindset geared towards continuous improvement. Coaching and mentoring are increasingly recognised within policing as essential tools for professional development, and my own experiences are a testament to their relevance and effectiveness.
Mentoring, as defined by (Clutterbuck, 2004 ), is a relationship in which a more experienced colleague uses their knowledge and understanding to support the development of a less experienced individual. This definition aligns closely with my own experiences in policing, where I benefited from the wisdom and insights of a more seasoned officer assigned as my tutor constable. He played a crucial role not only in explaining procedures but also in modelling professional behaviour, providing feedback, and instilling confidence in high-pressure situations. This was especially vital in my early days, where I often found the complexity of policing overwhelming and the weight of public expectation daunting. Police training at headquarters provided me with a strong ethical knowledge of policing but real-life policing presents scenarios which are unpredictable and complex and require swift and decisive action.
One of the most important experiences in my early career involved responding to a report of a young male suffering from a mental health crisis. Applying (Borton, 1970 ) reflective model, ‘What? So What? Now What? allowed me to critically explore how mentoring supported me through this challenging incident and how it contributed to my development.
What?
The incident occurred late one evening during one of my first solo shifts after initial tutorship. A call came in about a young man in his early twenties who was behaving erratically in a public park. Upon arrival, I found him agitated, shouting incoherently, and showing signs of distress. I attempted to engage with him, but he became increasingly paranoid and uncooperative. Despite trying to apply de-escalation techniques, I felt uncertain and anxious, unsure whether I was taking the right approach or escalating the situation further. Ultimately, with support from a more experienced colleague who arrived shortly after, we managed to calm him down and get him to hospital for appropriate mental health care.
So What?
This incident had a profound impact on me. I realised the limits of my training and the vital need for sound judgement, empathy, and calm under pressure. After the incident, I had a structured debrief with my mentor. He did not criticise but instead encouraged reflection, helping me to understand what I had done well and what could be improved. He emphasised the importance of patience and tone when dealing with individuals in crisis and highlighted how my body language, despite good intentions, may have been perceived as threatening. This feedback helped me realise that learning in policing is an ongoing process, with each situation offering new insights.
The coaching conversation that followed was rooted in the approach outlined by (Passmore & Townsend , 2012) who describe coaching as a structured conversation aimed at unlocking a person's potential to maximise their performance. My mentor acted more like a coach during this session, asking open questions rather than giving direct instructions, prompting me to consider alternative approaches I might take in similar situations in future. This shift from a directive to a facilitative style helped me internalise the learning more deeply. The conversation not only improved my skills in dealing with vulnerable individuals but also increased my resilience and ability to self-reflect.
Now What?
Following this experience, I took proactive steps to learn more about mental health, including attending a mental health awareness workshop and reviewing relevant guidance from (College of Policing, 2023) which emphasises the importance of understanding vulnerability and building emotional intelligence in frontline officers. I also began engaging in peer coaching with newer officers, using the techniques I had benefited from to support others. These experiences helped me appreciate the two-way nature of coaching and mentoring.
 I also believe that coaching is crucial for developing critical thinking and problem-solving abilities. Through my policing career so far, I have come to realise that policing is ambiguous and no incident can be treated the same. I have faced many ethical dilemmas and through positive coaching I have been able to reflect on my practice, analyse my actions and considered different approaches. Through this reflection I have become more successful at evaluating situations and making sound judgements under pressure. From asking probing questions and encouraging self-assessment my tutor has allowed me to become a proactive thinker rather than simply a reactive responder. I feel this has helped me significantly in my decision making which I will continue to build on in my future career as a police officer. 
Mentoring from senior officers has provided me a safe space to reflect on emotional challenges, such as dealing with traumatic incidents or feelings of self-doubt after difficult jobs. Being offered coping strategies after facing some demanding situations has offered emotional support as well as a feeling of reassurance when senior officers have spoken about their own experiences and how they have managed their well-being and mental health. 
These experiences have been vital for developing my emotional resilience — a core personal quality for all police officers. Encouragement from mentors has reminded me that mistakes are part of the steep learning curve which all new officers endure. Their time and reassurance have all helped me maintain my motivation and focus. As a result, I consider myself to have become more self-assured, proactive, and better able to manage stress under pressure. When I reflect on the early part of my career, I can see how badly I managed some situations but with reassurance and constant reflection through coaching and mentoring I now feel I am able to deal with tense and sometimes chaotic situations with poise and level headedness. 


Coaching and mentoring has also helped me align with professional policing standards and achieve competences across key areas. During my coaching sessions there has been a focus on the National Decision Model. (Avon & Somerset Police , Present date). Effective communication, evidence gathering, and legal compliance. Through coaching, I have learned to think more critically, balancing risk, proportionality, and necessity in decision-making. Regular one-to-one meetings has provided structured feedback, and this has enabled me to identify my strengths as well as areas for improvement. I feel my communication and interpersonal skills are now well developed, but record keeping as well as file building are areas which I would benefit from more coaching and mentoring. My attachment to the Hub in Swansea Central Police station where I was placed in the file building section really made me aware of how much detail and information is needed to secure CPS decisions. This attachment was extremely beneficial to further my skills in file building and my mentor offered advice throughout my attachment. I feel I have improved in this area but still ask senior colleagues for guidance. 
In policing, a structured model such as GROW is promoted to support ongoing learning and professional development. This model has been developed by (Whitmore, 1980)
Goal: What does the person want to achieve
Reality:  What is the situation  
Options: What are the possible ways forward
Will:  Establishing a plan to achieve   
The GROW model helps a person to clarify their objectives, understand their starting point, explore different solutions and commit to specific actions. 
Throughout my three-year probationary period I have had a number of goals which I have wanted to achieve. My first goal was to attend and pass a blue light driving course which I did last November. I also set a goal to pass my taser training. This was a difficult goal to achieve due to my colour blindness, and I failed the first training course. However, this only increased my resilience and on attending my second course I passed. My next goal is to attend and pass a method of entry training course.
Feedback is a central component of both coaching and mentoring. Throughout my development, I have learned that effective feedback must be timely, constructive, and focused on behaviours rather than personal attributes. In line with College of Policing (2023) guidance, feedback within policing should promote learning and reflection rather than fear or defensiveness. One method I found particularly effective is the ‘Situation-Behaviour-Impact’ (SBI) model, which my mentor occasionally used when debriefing incidents. For example, he might say, “In that situation (S), when you raised your voice (B), it seemed to increase the young man's anxiety (I).” This kind of specific, observational feedback allowed me to clearly see the relationship between my actions and their consequences. 
Over time, I’ve come to appreciate that coaching and mentoring are not isolated interventions but part of a broader cultural shift within the police towards professionalisation and continuous development. The College of Policing (2023) promotes mentoring and coaching as key elements in leadership development and career progression. These approaches are also aligned with the Policing Education Qualifications Framework (PEQF), which emphasises reflective practice and evidence-based learning.
 Importantly, the positive impact of coaching and mentoring has extended beyond the early stages of my career. As I have gained experience, I have found myself in a position to support and guide newer colleagues, reinforcing my own learning while contributing to the development of others. Engaging in reciprocal feedback, offering informal mentoring, and facilitating reflective conversations have all deepened my understanding of leadership and team dynamics. This has helped foster a culture of learning and openness within my team, where continuous improvement is valued and supported.

It is worth noting, however, that coaching and mentoring within policing are not without challenges. Organisational pressures, time constraints, and cultural barriers can sometimes hinder the development of effective relationships. There remains a risk that coaching is seen as remedial rather than developmental, or that mentoring is viewed merely as a procedural step rather than a meaningful engagement. (Tyler & Mckenzie , 2011) caution that mentoring schemes can become ineffective if not supported by the wider organisational culture. My own experiences have been positive largely because I was fortunate to work with individuals who valued personal development and took their mentoring responsibilities seriously. It is essential that such values are embedded throughout the service.
Reflecting on my journey, it is clear that coaching and mentoring have been instrumental in my growth as a police officer. They have helped me transition from a reactive learner to a reflective practitioner, capable of critical thinking, ethical judgement, and emotional intelligence. The incident involving the young male in crisis was a turning point, not just in terms of operational learning but in how I began to understand the deeper emotional and moral dimensions of policing. Without the support of my mentor and the coaching-based conversations that followed, I may have internalised the incident as a failure rather than a learning opportunity.
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