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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 policing scene in the United Kingdom has undergone considerable transformation in recent decades, characterised by significant reforms designed to enhance professionalism, accountability, and public trust. The College of Policing is pivotal to these initiatives, tasked with offering leadership, establishing professional standards, and directing ongoing development within the police force (Bryant & Bryant, 2016). This essay critically assesses the strategic function of the College of Policing in the professionalisation of policing in the U.K. through key initiatives including the Strategic Policing Requirement (Home Office, 2015), Policing Vision 2025 (National Police Chiefs’ Council, 2016), Workforce Transformation 2018 (College of Policing, 2018), and the College of Policing’s 5-Year Strategy (College of Policing, 2020). I will also reflect on my final year of probation and how these techniques and coping mechanisms have influenced my development as a substantive police officer, especially with contemporary professionalism requirements in mind.
Self-reflection is an essential aspect of professional growth and development in policing. Gibbs’ Reflective Cycle (1988) offers a structured framework to reflect on experiences, consisting of six stages: Description, Feelings, Evaluation, Analysis, Conclusion, and Action Plan. This reflective framework enables officers to critically assess their actions, learn from their experiences, and improve their practice. 
The primary objective of the College of Policing is to create uniform professional standards throughout the police service in the United Kingdom. The Code of Ethics (College of Policing, 2014), based on values of public service and honesty, establishes a framework for ethical decision-making that conforms to elevated professional standards (MacVean & Neyroud, 2012). This approach is crucial for tackling intricate ethical dilemmas in current policing, including public accountability and the application of force. The Strategic Policing Requirement delineates the government's expectations for a unified response to national security threats, hence strengthening the College's focus on standardisation across regional police forces (Home Office, 2015).

During my probationary period, I faced several challenging situations requiring ethical decision-making, often guided by the Code of Ethics. One such incident involved responding to a domestic violence case where the victim was reluctant to engage with police officers due to past negative experiences. I felt a mix of apprehension and determination, knowing that building trust in such a situation was crucial. This emotional response highlights the significance of self-awareness in policing and the value of reflective practice in managing complex scenarios.
Scholarly research underscores the significance of standardised ethics training, indicating that officers gain from explicit standards that improve their ability to make prudent decisions in difficult circumstances (Stanko & Dawson, 2016). McLaughlin (2016) contends that institutional ethics alone may be inadequate for altering established practices and attitudes. McLaughlin contends that although standards are crucial, revolutionary change in police culture necessitates comprehensive structural reform that confronts ingrained norms and attitudes. The College of Policing seeks to foster an adaptive, professional attitude among officers by integrating ongoing improvement, hence enhancing standards of practice through reflective learning and responsibility.

Looking back, I recognise how this incident and others during my probation helped me develop empathy, patience, and adaptability. The strategies I employed, such as active listening and reassurance, ultimately led to the victim cooperating and seeking further support. While the outcome was positive, I also evaluated areas for improvement, such as enhancing my communication techniques with vulnerable individuals. This evaluation aligns with the College’s emphasis on reflective learning as a tool for professional growth.
The Workforce Transformation 2018 effort illustrates the College's dedication to cultural and structural reforms in police, specifically through the enhancement of workforce diversity, inclusiveness, and community representation (College of police, 2018). Holdaway and O’Neill (2007) emphasise the significance of diversity in policing, asserting that a police force mirroring its community's demographics is more adept at fostering trust and effectively tackling public safety issues. This is also the reason we are seeing a change in tattoo policies within the United Kingdom, stating that officers mirror the public that we police and with tattoos being more prominent in today’s culture we are seeing a change within the police force to mirror this. 
Through reflective analysis, I have come to understand the importance of empathy, ethical decision-making, and cultural competency in policing. These lessons resonate with the principles outlined in the College of Policing’s initiatives, such as Workforce Transformation and the Code of Ethics. My experiences highlight the intersection of professional standards and personal growth, reinforcing the need for ongoing self-assessment to align my practices with the College’s vision for a modern police force.
The Policing Vision 2025 supports this initiative, urging police agencies to integrate diversity and inclusion into their recruitment and retention strategies, thereby cultivating a staff adept at comprehending and serving varied communities (National Police Chiefs’ Council, 2016).

Notwithstanding these initiatives, the participation of minority groups in the police force continues to fall short of optimal levels, with ongoing issues in retention and advancement for officers from under-represented backgrounds (Cashmore, 2002). Cashmore’s findings indicate that although initiatives such as Workforce Transformation have favourably influenced recruiting, maintaining enduring inclusivity necessitates ongoing support systems, mentorship, and career development programs. The College's methodology, incorporating diversity training and cultural competency as fundamental elements of its professional standards, signifies progress in fostering an inclusive environment that mirrors the communities it serves.

My probationary experiences have underscored the value of reflective learning in fostering professionalism and accountability. By addressing both my strengths and areas for improvement, I have developed a deeper understanding of my role as a police officer and the importance of ethical and community-oriented policing, this reflects the broader goals of the College of Policing to create a professional and adaptable police force.
The College's strategic goal for policing, as outlined in Policing goal 2025 and the 5-Year Strategy, emphasises a progressive approach that prioritises innovation, intelligence-led policing, and the integration of technology (College of Policing, 2020). These reforms seek to provide a proactive and preventative policing strategy, highlighting data-driven methods to tackle developing crime patterns and enhance resource distribution (Brown, 2018). The Policing Vision 2025 explicitly advocates for a digital revolution in police services, indicating that the implementation of sophisticated analytical tools can improve operational efficiency and bolster community safety (National Police Chiefs’ Council, 2016).

Brown (2018) and other researchers have analysed the dual effects of technology in law enforcement, acknowledging both the promise for enhanced efficacy and the related hazards of surveillance and privacy issues. Harkin (2015) warns against an over-dependence on data-driven methodologies, contending that an undue emphasis on metrics may simplify intricate social concerns to just quantitative outputs, so undermining the human aspects of community involvement and ethical policing. Nevertheless, the College's incorporation of ethical training for technology utilisation reflects an acknowledgement of these concerns, intending to prepare officers with the requisite knowledge and discernment to address ethical challenges in data-driven policing contexts.

During my probation, I have diligently implemented the ethical principles and professional competences established by the College of Policing, especially in fostering community trust and openness. The Code of Ethics has directed my public contacts, offering a definitive foundation for ethical decision-making in difficult circumstances. Reflective learning, an essential element of the College's professional development strategy, has facilitated my critical evaluation of practices, identification of improvement areas, and alignment with elevated ethical standards (MacVean & Neyroud, 2012).

As a final-year probationary officer, my responsibilities have broadened in accordance with the College's focus on intelligence-led policing and proactive crime prevention tactics, as detailed in Policing Vision 2025 (National Police Chiefs’ Council, 2016). Training in advanced technologies and data analysis has been essential in this phase, providing me with the abilities to research issues and work successfully across agencies. I have completed all the attachments required to finish my final year. These attachments, in conjunction with the investigation’s hub, have enhanced my investigative knowledge and improved my interviewing skills. I have enhanced my expertise by completing attachments with the Criminal Investigations Department (CID) and the Public Protection Unit (PPU). These experiences have refined my investigative skills and improved my victim management abilities, enabling me to handle the sensitive nature of incidents while offering optimal support to the victims that I serve. My experiences throughout the initial three years have helped illustrate the transition to a multi-agency approach, which is crucial for tackling intricate social issues like mental health and domestic violence which we are seeing much more of in modern day policing, aligning with the College’s integrated service delivery strategy (Brown, 2018).

The College's goal for a community-oriented police service has motivated me to emphasise public participation, especially in fostering ties with marginalised groups. This method has enabled me to comprehend community issues, enhancing trust and cooperation. Researchers Bradford and Quinton (2014) underscore the importance of beneficial community contacts in sustaining legitimacy and trust in law enforcement. My experiences validate this, illustrating the efficacy of a relational strategy in improving public view of the police service.

The College of Policing has made considerable progress in promoting a professional and accountable police service in the United Kingdom. The College has developed a framework that fosters a contemporary, flexible approach to police by emphasising ethical standards, diversity, intelligence-led policing, and community participation. Nonetheless, although these reforms signify advancement, the path to completely professionalised policing remains incomplete. Confronting ingrained cultural obstacles and the ethical ramifications of technology-driven activities necessitates persistent adaptation, critical analysis, and a dedication to lifelong learning.

The College's focus on standards, shown by initiatives such as the Code of Ethics, establishes a basis for ethical decision-making. However, genuine cultural change necessitates a shift in the fundamental principles and attitudes within police organisations. Research by Loftus (2010) and Waddington (1999) demonstrates that entrenched cultural norms can withstand official standards and training initiatives, highlighting the necessity for continuous internal culture reform that transcends policy and protocol.

Furthermore, although technological improvements have significantly improved police capabilities, they also raise ethical issues around privacy, surveillance, and the potential for data exploitation. Brown (2018) and Harkin (2015) argue that excessive dependence on measurements and predictive analytics may diminish intricate social issues to mere quantitative outputs, thereby eclipsing the relational and community-focused dimensions of police. The College's incorporation of ethical teaching around technology utilisation demonstrates an acknowledgement of these risks. Nonetheless, additional study and transparent oversight will be essential to reconcile technological advancement with the safeguarding of individual rights and community trust.

The under-representation of minority groups continues to be a considerable concern within the police force, notwithstanding programs such as Workforce Transformation 2018. Researchers like Cashmore (2002) and Holdaway and O’Neill (2007) emphasise that mere diversity in recruiting is inadequate. Comprehensive initiatives are essential to enhance retention, development, and foster an inclusive atmosphere that actively promotes officers from diverse backgrounds. Attaining this degree of diversity necessitates ongoing endeavours to eliminate structural obstacles and foster mentorship and professional development initiatives specifically designed for under-represented populations.

As I progress through my last year as a probationary police officer, I am increasingly utilising the skills and knowledge I have acquired to adeptly manage complicated, high-risk situations with confidence and professionalism, thereby enhancing my policing capabilities. This transition entails a role that can be exceedingly difficult, necessitating the capacity to manage psychological and emotional pressures adeptly.
Policing is acknowledged as one of the most stressful professions, frequently subjecting officers to trauma, violence, and unpredictable situations that can affect both job performance and personal health (Violanti et al., 2017). I am implementing several stress management approaches to minimise job-related stress from adversely affecting my personal life, while maintaining reliable and consistent performance.

Studies indicate that mindfulness techniques, including regulated breathing and cognitive restructuring, might alleviate stress and enhance resilience in police officers, allowing them to maintain concentration in high-pressure or emotionally charged circumstances (Chopko & Schwartz, 2012).
Furthermore, engaging in regular physical activity and setting distinct boundaries between professional and personal life have been shown to mitigate the psychological impacts of occupational stress (Papazoglou & Andersen, 2014). By employing these tactics, I am more adept at handling the responsibilities of my position without permitting stress to undermine my public encounters or personal relationships.
This method adheres to optimal policing methods, highlighting the significance of self-care as a cornerstone for ethical and efficient service provision (Manzella & Papazoglou, 2014). As I prepare to assume a fully qualified position within South Wales Police service, my stress management abilities not only facilitate my professional development but also promote long-term sustainability in a demanding and frequently high-risk occupation.

My experiences during probation have demonstrated the advantages and constraints of these reforms. Reflective learning and ethical standards have significantly contributed to my professional development, allowing me to manage intricate situations with accountability and intent. Nonetheless, the obstacles encountered in executing intelligence-led tactics and promoting substantial community participation indicate that the journey towards professionalisation is a continuous endeavour requiring dedication from all tiers of the police service.

In conclusion, although the College of Policing has substantially influenced UK policing by instilling a culture of ethical accountability, diversity, and progressive initiatives, it is evident that ongoing efforts will be crucial to attain a completely professionalised police service. Future reforms must persist in tackling cultural entrenchments, cautiously adopt technical advancements, and improve the diversity of police tactics.

Word count – 2175.
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Task 2

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


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

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


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




ANSWER:


The emergence of social media has revolutionised communication in multiple industries, including police services. In the United Kingdom, police services are increasingly employing social media platforms to engage with communities, communicate information, and advocate policy initiatives (Crump, 2011). A reflective approach to understanding the application of social media in operational contexts is essential for identifying strengths, weaknesses, and areas for improvement. Gibbs’ Reflective Cycle (1988) provides a structured framework for reflection, guiding practitioners through six stages: description, feelings, evaluation, analysis, conclusion, and action planning. This model was utilised to evaluate my feelings and responses to the incident described, enabling a deeper understanding of how I managed and resolved the situation. By working through each stage of the model, I was able to process my emotions, assess my performance, and identify ways to enhance my future practice.

This essay will examine an incident I attended, in which social media played a crucial role in its resolution. It will also assess the role of social media in UK policing, emphasising its effectiveness in informing and engaging the public, while addressing the associated risks and benefits. Furthermore, it will analyse UK police regulations concerning the professional utilisation of social media, scrutinise the platforms frequently employed, and assess the wider ramifications for community participation and public trust.

The scenario discussed in this essay pertains to a high-risk missing person, who was evaluated as such due to disclosures indicating suicidal ideation and a desire to end their own life. In light of this disclosure, it was determined that utilising a social media appeal would be the most expedient method to disseminate the necessary information to identify and locate the individual safely. Through the application of Gibbs’ Reflective Cycle, I reflected on my initial feelings of concern and pressure in handling the incident, evaluated the effectiveness of the approach, and analysed both the successes and limitations of using social media in this context. Ultimately, this reflective process informed my conclusions and action plan for managing similar incidents in the future.

The utilisation of social media in law enforcement is rapidly emerging as an invaluable resource, owing to its capacity to engage a vast audience in a brief period. Consequently, numerous laws and guidelines have been established to ensure its proper management. Each police department in the UK typically follows the social media usage principles established by the College of Policing, which underscore professionalism, transparency, and accountability. This guidance emphasises the protection of sensitive information, the avoidance of discriminatory language, and the preservation of the force's integrity during public interactions (College of Policing, 2020). Policies dictate that officers must utilise official accounts for the distribution of professional information and refrain from expressing personal viewpoints or sharing content that may undermine public trust. Bullock and Johnson (2012) examine the difficulties of maintaining professional and personal boundaries on digital platforms, contending that although digital interaction might improve police-public relations, it necessitates explicit and consistently enforced standards. Thompson and Lee (2020) emphasise the significance of customised techniques that uphold professionalism while preserving the essential human element vital for community trust.

The enactment of social media policies sometimes prompts ethical dilemmas, especially with privacy and reputation management. Trottier (2015) cautions that social media may obscure the distinctions between public and private spheres, jeopardising officials' reputations and public trust. Waddington and Neyroud (2018) contend that the ethical aspects of police social media usage are intricate, necessitating that officers keep a professional demeanour while being mindful of public sensitivity in their online engagements. This demonstrates a wider dedication to public trust and increased transparency (Williams, Edwards, & Housley, 2013).

The UK police's utilisation of social media reflects a wider movement towards digital transparency and accountability in public services (Brainard & McNutt, 2010). Social media enables police services to engage directly with the public, disseminate information regarding active investigations, issue public safety notifications, and request community support. This direct communication route facilitates real-time engagement between the police services and the public that the serve often stemming into neighbourhood forces due to the size of the social media platforms and its reach, enabling the swift dispelling of rumours and correction of potential misinformation (Bennett, 2013). Meijer and Thaens (2013) assert that social media helps facilitate policed services comprehension of community issues, with diverse police agencies employing distinct tactics to engage with their audiences. Social media platforms such as Twitter, Facebook, and Instagram enable police services to disseminate information regarding traffic incidents, missing individuals, and major criminal developments, frequently reaching a broader audience than conventional media channels (Denef, Bayerl, & Kaptein, 2013).

Public confidence and transparency are essential for efficient policing, and social media offers a medium to enhance both. Bradford and Jackson (2015) contend that transparency is essential for cultivating trust and confidence in the police, as public awareness of police operations can enhance legitimacy. Huang and Chan (2020) emphasise that heightened police presence on social media can bolster public trust by demonstrating a proactive and responsive policing to the community. The significance of openness, even beyond emergencies, is seen in social media's ability to address public issues and deliver real-time updates during disasters (Hughes & Palen, 2009; Procter et al., 2013).

South Wales Police predominantly utilise sites such as Twitter, Facebook, Instagram, and YouTube, each performing distinct communication functions:

Twitter serves as a platform for swift updates and community notifications. The immediacy of its nature renders it optimal for disseminating information regarding ongoing circumstances, such as road closures or emergencies (Crump, 2011; Davis et al., 2014).
Facebook provides an extensive reach through comprehensive posts, photos, and video content. It enhances community engagement by facilitating interaction via comments and sharing (Denef et al., 2013).
Instagram functions as a visual medium via which police can disseminate photographs of community engagement events, advocate for public safety programs, and humanise the police by depicting officers involved in community activities (Bennett, 2013).
YouTube enables police agencies to disseminate long-form video content, including public service announcements, crime prevention guidance, and recordings of community meetings (Brainard & McNutt, 2010).

Each platform offers distinct methods for police services to interact with the public, enabling them to utilise the advantages of social media for particular communication requirements. Schneider and Trottier (2012) examine the efficacy of platforms such as Facebook in crowd-sourced policing, exemplified during the Vancouver riots, demonstrating how police can leverage public collaboration for crowd management and incident documentation. Schneider (2016) contends that these platforms enable police organisations to execute social control functions more transparently, hence augmenting citizen involvement in public safety.

In light of the rapid developments surrounding the incident in question I was deeply concerned that harm may come to this person due to the threats that were made, so a rapid decision was made to create a Facebook post soliciting public assistance in locating the individual before any potential harm could occur to them. The post contained details such as the person's name, age, and last known location prior to being reported missing, as well as a description and a photograph to enhance the information provided.

Social media offers a direct and transparent medium for police to engage with the public, enabling them to elucidate their activities and rationalise their policies, or in this instance, to solicit assistance in locating a vulnerable individual, so enhancing trust and legitimacy (Crump, 2011). O’Connor and Kelly (2017) discovered that this degree of engagement can enhance community bonds, particularly in rural or underserved regions.
Through active engagement with the public on social media, police services can cultivate a heightened sense of community, hence increasing the likelihood of public assistance in investigations and information provision (Denef et al., 2013). Hughes and Palen (2009) demonstrate that real-time information dissemination enhances effective public engagement during emergencies.
Platforms such as Twitter allow police forces to disseminate prompt alerts, including road closures or weather hazards, which can be vital during emergencies (Brainard & McNutt, 2010).
In contrast to traditional media, social media offers a more economical method for engaging a vast audience, which is especially advantageous considering the financial limitations encountered by most UK police departments (Bennett, 2013; Ruddell & Jones, 2013).

Notwithstanding these advantages, social media poses considerable concerns for police services, especially concerning privacy, misinformation, and reputation management. Social media can obscure the distinction between public and private information, complicating the safeguarding of people' privacy. Errors in managing sensitive information may result in breaches and legal repercussions (College of Policing, 2020). Schreuders, Stephenson, and Butterworth (2018) examine the prospects of digital forensics in mitigating privacy violations, while emphasising the necessity for police services to safeguard personal information.
Although social media aids police in countering rumours, it can simultaneously exacerbate disinformation. Inaccurate information, whether deliberate or inadvertent, can swiftly disseminate on social media, thereby inciting public panic or terror (Denef et al., 2013; Crawford & Evans, 2017).

Miscommunications or perceived insensitivity on social media can result in negative public responses, undermining the police's reputation. Goldsmith (2015) highlights occurrences of "Disgracebook policing," wherein unprofessional conduct or language by police online has resulted in reputational harm, emphasising the necessity for explicit norms.
Social media accounts are also susceptible to hacking, thereby jeopardising official police communication lines. A breach may permit unauthorised parties to disseminate inaccurate or dangerous information (Brainard & McNutt, 2010).


The implementation of efficient social media policy has posed several problems. Due to the swiftly changing landscape of digital platforms, police agencies must consistently refine their social media strategy and educate officers on optimal practices. Discrepancies between personal and professional social media usage can result in reputational hazards, as officers must recognise the implications of openly expressing personal views. Moreover, resource constraints frequently impede smaller police departments from allocating workers exclusively for social media administration, so diminishing the efficacy of these channels for community interaction (Ruddell & Jones, 2013).

Social media serves as a transformative instrument in UK policing, facilitating enhanced openness, accountability, and public participation. Platforms such as Twitter, Facebook, and Instagram enable the police to engage directly with the public, advancing policy agendas and improving community relations. Nonetheless, the advantages of social media are accompanied by significant risks, such as privacy issues, misinformation, and the possibility of reputational damage. The College of Policing's guidelines emphasise that diligent management and frequent policy revisions are crucial for mitigating dangers while optimising the advantages of social media. UK police forces must persist in adapting their policies to utilise social media successfully, thereby cultivating public trust and improving community safety.

This incident in question throughout this essay exemplifies the successful utilisation of social media by police services in critical situations, particularly when time is crucial. The Facebook post which was created by South Wales Police, which reached 4,000 individuals in just one hour, illustrates the swift dissemination of information via digital platforms, guaranteeing that essential details are communicated to a wide audience practically instantaneously, I initially had concerns as this was the first incident that I implemented the use of social media myself however the immense response quenched those concerns and the use of social media will be something I use more often moving forward in my career. The immediacy and accessibility of Facebook enabled public participation in the search effort, as numerous individuals shared the post, offered potential leads, and communicated with police officers. This significant community engagement was crucial in finding the missing person before any harm became of them, highlighting the need of partnership between law enforcement and the public.

The favourable resolution of this occurrence highlights the efficacy of social media as a life-saving instrument in emergencies. By promptly and extensively disseminating the missing person's information, the police leveraged the community's combined strength, transforming onlookers into engaged participants. This incident underscores the evolving dynamics of contemporary policing, wherein technology and community collaborations are essential for effective public safety. Instead of depending exclusively on conventional resources, the police expanded their reach and effectiveness by interacting with a digital audience, thereby improving their capacity to address critical cases.

This story illustrates the sense of responsibility and solidarity that may arise within communities when social media tools are utilised for a common purpose. The public's swift and supportive reaction revealed the communal empathy and willingness to intervene when an individual's safety is jeopardised. By cultivating an environment that encouraged individuals to contribute significantly, the police effectively closed the divide between the police service and the community.

The successful location of the missing individual underscores the necessity for police departments to persist in adopting digital tools and platforms in their efforts. Integrating social media into emergency response initiatives enables police services to augment public interaction and boost the speed and efficiency of their operations. This episode exemplifies the beneficial results that can occur when technology, community, and law enforcement unite to safeguard vulnerable individuals, underscoring a future where collaborative, technology-driven policing is an increasingly vital component of public safety.

Word count – 2130.












Task 3

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


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

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




ANSWER:

Effective leadership is an extremely important part of UK policing, and it requires officers to be able to adapt their strategies and leadership skills to meet the challenges of diverse operational situations daily. Officers must navigate between different leadership styles to address routine and crisis-driven contexts (Hargreaves, 2020). A critical component of effective leadership in policing involves reflective practice, as it enables leaders to assess their decisions and adapt their strategies based on past experiences. I will be using the Gibbs’ Reflective Cycle (1988) as it provides a structured framework for this process, guiding leaders through stages of description, feelings, evaluation, analysis, conclusion, and action planning. By engaging with such reflective models, police leaders can continuously refine their approaches to leadership, ensuring flexibility and responsiveness in a variety of policing scenarios. This essay will focus on different leadership strategies in policing and will critically examine the flexibility in these leadership styles, while focusing on models and theories which are essential for police leadership. Leadership theories, including situational, transformational, transactional, and authentic leadership, will be analysed to evaluate the strategies employed and adapted in various policing contexts.
The application of these strategies is explored in terms of operational flexibility and their impact on team cohesion, community trust, and organisational effectiveness within the police. This essay will also demonstrate an operational policing example where leadership strategies and their effectiveness played a vital part in the successful conviction of an offender and the safeguarding of a victim of crime. 

In UK policing, flexibility within leadership styles is extremely important to respond effectively to predictable and unanticipated situations. The ability to adjust individual leadership skills depending on the situation is grounded in the theory of adaptive leadership, which emphasises continuous assessment of leadership behaviours to meet organisational needs (Heifetz, Grashow, & Linsky, 2009). This is particularly relevant to policing, where officers must balance objectives with responsive actions that respect community dynamics and maintain public safety (Grint, 2005). Frontline officers continuously adapt their practice and the way they work to provide the most suitable response to a situation. Flexibility in these circumstances is key and officers need to be aware of changing circumstances to ensure the safety of all persons involved. 

One of the critical models underpinning this flexible approach is Hersey and Blanchard’s situational leadership model, which suggests that leaders should adjust their style based on follower “readiness” and task requirements (Hersey & Blanchard, 1977). This model aligns with the variability of policing duties, where officers' skill level and experience tend to be different and varied on each policing team. Therefore, making it even more important that different leadership styles are adapted and demonstrated. This can depend on factors such as the nature of the deployment and the varying complexity of tasks which officers may have been assigned. Situations such as counter-terrorism operations or public order policing, a more directive leadership approach is often necessary for coordination and control (Rowe & Guerrero, 2013). Equally, in community policing initiatives where building public trust and engagement is paramount, a participative style fosters rapport and empowerment among team members (Sklansky, 2011). To an extent, many police incidents which are dealt with by officers require a participative style. Officers require engagement from victims and witnesses to safeguard all persons involved, but also to bring offenders to justice. 

The situational leadership model is a particularly valuable model in policing, where tasks, team structure and ability vary widely. This model’s adaptability allows leaders to alternate between directive and supportive roles based on situational and operational requirements. Northouse (2018) emphasises that situational leadership involves diagnostic ability, whereby leaders must assess their team’s capabilities and adjust their behaviour to optimise performance outcomes.

As a response officer, I am assigned different tasks daily. As my knowledge and experience have developed throughout my career, I have been able to deal with more complex tasks and situations based on my ability. I have also been able to adapt my way of working to demonstrate a situational leadership style to other members of the team.
An example of this would be an incident whereby a female victim had reported being stalked by an unknown male. I was allocated the task and immediately started to plan what actions were required. I ensured that I altered my behaviour where necessary to engage with the victim in a sensitive manner and to ensure a high level of service. I contacted the victim as a matter of urgency, and she disclosed that an unknown male had been stalking her at her home address for the last three weeks. 

A newer member of the team provided assistance in relation to this incident in order for me to complete some of the more time pressing and complex actions. I was able to adjust my approach to help my colleague to assist with tasks they had not yet experienced completing. I explained how to operate the CCTV system that the victim had provided and demonstrated how to complete the relevant paperwork / safeguarding forms. I provided descriptions and a time frame of events to ensure the enquiries were completed the expeditiously. As a result of the assistance from my colleague, I was able to adapt my working style to a transformational leadership approach to develop further lines of enquiry and a victim-centred approach.

In policing, a directive leadership style is essential when dealing with critical incidents where public safety is paramount. This style is particularly important to ensure that officers are clear of the risks, clear on the roles they play in such incidents, and understand what actions need to be taken. A directive approach minimises confusion, prioritises team safety, and meets operational objectives (Geller & Swanger, 2012). However, in non-emergency situations, such as low-level community issues / anti-social behaviour, a more delegative style could be applied to encourage officer engagement and initiative, leading to higher morale and improved public relations (Densten, 2003).

Another leadership style which is often recognised within policing is Transformational leadership. Transformational leadership is widely acknowledged for its ability to motivate and inspire within policing organisations (Bass & Riggio, 2006). This style has been increasingly emphasised in UK policing as leaders recognise the need to encourage officers to represent values of the service they provide, to adapt and to be accountable (Silvestri, 2007). Transformational leaders improve commitment through vision, empathy, and role-modelling,
which can foster resilience in officers dealing with high-stress or ethically complex situations (Burns, 1978).

Within the police force, transformational leadership has been particularly effective during changes inside an organisation. For example, when implementing any new procedures which focus on community policing, a transformational approach is essential to inspire officers to adapt the way they work. Leaders need to clearly communicate the benefits of a community-centred approach and involve officers in decision-making. As Densten (2003) notes, transformational leadership in policing can drive ethical standards and encourage officers to commit fully to organisational goals. 

In relation to the incident of and the progression of the case, I was able to adapt my leadership style from a situational leader to a transformational leader. To do this, I took a victim-centred approach and discovered new ways to problem solve. I ensured that all the golden hour enquiries were carried out expeditiously before identifying further lines of enquiry. I expanded the house-to-house enquiries which led to further CCTV cameras which were able to provide clear facial images of the male, his demeanour and pattern of behaviour. An important part of this leadership style which I adapted, was to learn to reflect in order to improve. 

Transactional leadership, emphasising structure and adherence to standards is a foundational component of policing where compliance with rules and procedures is critical (Bass, 1985). This style is particularly effective when consistency, discipline, and accountability are paramount, such as compliance checks or administrative record-keeping. Furthermore, transactional leadership can provide stability and predictability in routine tasks, often necessary within hierarchical organisations like the police (Rowe & Guerrero, 2013).

A transactional approach can improve accuracy within procedures, improve record-keeping and reporting tasks (Adlam, 1998). By establishing clear guidelines and providing feedback on performance, officers can follow organisational practices and procedures, therefore reducing errors and improving operational efficiency. Although transactional leadership effectively enforces standards, the approach is seen to be limited in fostering innovation or initiative (Parker, 2009).

In relation to the stalking incident, I was also able to adapt to the transactional leadership style. I took control of the incident and was focused on managing all aspects of the investigation to achieve results for the victim. I was able to delegate tasks to other colleagues who were assisting with the investigation to ensure that all outstanding actions were completed in a timely manner. This enabled me to make a positive arrest of the offender, provide contact to the victim and implement any further safeguarding measures required.  
Transactional leaders define the task, initiate structure and get the task done (Burns, 1978). This is the approach I was able to take. 
In recent years, authentic leadership has gained power within policing as leaders seek to adopt integrity, transparency, and ethical behaviour (Avolio & Gardner, 2005). Authentic leadership is particularly relevant in the current UK policing context, where public trust and accountability issues are critical. By leading authentically, police leaders can build stronger relationships with their teams and enhance community trust, a crucial factor for effective policing (Sklansky, 2011). An important part of policing is being able to build trust and confidence within our communities and service users. Officers who demonstrate an authentic leadership approach act in a way which is genuine and sincere, ensuring they are self-aware and know their strengths and weaknesses to improve the way they work. 
This strategy emphasises transparency, supporting officers in recognising the ethical implications of their actions and reinforcing accountability to both the public and the force’s mission (Skogan, 2006).

The ability to transition between leadership styles is extremely important in responding to changing operational demands in UK policing. Officers are faced with different incidents and calls daily which require frequent behaviour and leadership style changes. For example, incidents involving mental health or welfare checks following the return of a missing person may require different leadership approaches to incidents such as burglaries and assaults. These incidents require problem solving approaches to ensure that all essential enquiries are completed in a timely manner.
Another example would be during the COVID-19 pandemic, police operations were dramatically altered, requiring rapid adaptability. Initially, transformational leadership inspired officers facing extraordinary challenges, including enforcing public health guidelines and maintaining community relations during heightened public scrutiny (Reicher & Stott, 2020). By communicating a clear vision for maintaining public safety and instilling a shared purpose, the transformational approach helped build resilience and commitment within teams. 
As the pandemic continued, situational leadership style became essential to adapt responses to regulations and varied public reactions. This blend of transformational and situational approaches maintained operational efficacy and preserved morale and public trust (Rogers & Ashforth, 2017).

Evaluating the effectiveness of flexible leadership strategies in UK policing involves examining operational outcomes and team dynamics. For example, situational and transformational leadership approaches during high-stress operations enhance team cohesion, improve decision-making speed, and foster resilience (Densten, 2003). Feedback from officers suggests that leadership flexibility facilitates adaptation to new challenges and improves satisfaction in non-emergency settings (Skogan, 2006).
However, challenges associated with flexible leadership include the risk of inconsistency, as shifting leadership styles can create uncertainty if not carefully communicated. To reduce this risk, transparent communication and clear explanations for shifts in leadership approach should be employed, which promote alignment and help build trust among team members (Grint, 2010).

In conclusion, applying flexible leadership strategies is critical in managing the complex, varied, and often unpredictable demands of UK policing. Drawing upon models of situational, transformational, transactional, and authentic leadership, police leaders can respond effectively to diverse operational challenges, enhancing both team morale and public trust. As policing evolves in response to societal changes, future leadership development should prioritise adaptability and ethical integrity. Emphasising training in flexible leadership will help police forces cultivate leaders who can inspire, respond, and adapt effectively in any context.

In relation to the stalking incident, I was able to adapt my leadership style throughout the protracted investigation. As the circumstances changed in the investigation, I adapted my behaviour and the way in which I worked. I ensured a problem-solving approach throughout and ensured that I managed the investigation effectively making sure that further lines of enquiry were carried out expeditiously. I was able to build trust and confidence with the victim of this crime and by doing so, the victim engaged fully with the investigation. As a result of the investigation, the offender received an indefinite restraining order from the courts. The transition between leadership styles was imperative throughout this investigation to ensure the smooth running and success of the investigation. 
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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:




Throughout my three-year probationary period as a student police officer, I have acquired significant insights and cultivated vital skills and coping strategies necessary for success as a full-time police officer. Probationary constables go from the academic knowledge acquired during the initial six-month training period to learning the actual skills and competences necessary for proficient policing during the tutor phase which lasts 12 weeks. This endeavour requires robust mentoring and coaching assistance from tutors when novice officers face practical situations, including intricate investigations and community policing obstacles. 

These lessons are essential for assisting new officers in attaining personal, professional, and organisational skillsets, guaranteeing alignment with the fundamental values and standards of policing. This essay critically examines my mentoring and coaching experiences throughout my probationary time, emphasising their impact on my development, resilience, and performance. Through the examination of pertinent definitions, theories, and feedback mechanisms, I intend to elucidate how these lessons have influenced my development as a police officer and equipped me to serve the community with integrity and professionalism.

tutoring and coaching during the probationary period fulfil unique yet complementary functions in professional growth. Clutterbuck (2014) theorises that tutoring entails a senior, experienced individual providing guidance to a less experienced counterpart, facilitating personal and professional development. In policing, tutoring often involves a time served officer providing insights, guidance, and direction to assist probationary officers in assimilating the skills and values essential for effective policing. In comparison, coaching which I received after my initial tutoring is a more systematic approach aimed at improving performance (Hawkins & Smith, 2013). According to Megginson and Clutterbuck (2009), coaching is defined as “a process of guided learning and development to improve performance,” which has become increasingly essential in policing, especially in situations necessitating intricate problem-solving and decision-making. tutoring and coaching are essential for equipping new officers with the practical realities of the field and fostering a dedication to ethical and community-focused policing.

Coaching and tutorship facilitate ongoing learning, resilience development, and skill enhancement for me and other probationary officers. My own experience corresponds with Hersey and Blanchard’s Situational Leadership Theory (1988), wherein the supportive approach adjusts as the probationer advances through varying degrees of proficiency. During the initial phase of my probation, I needed a "directing" approach from my tutor to establish a solid foundation in fundamental procedures and standards. As I acquired expertise and confidence, this method evolved into “supporting” and then “delegating,” enabling me to take on increased responsibility in decision-making and autonomous task management. Kolb’s (1984) Experiential Learning Theory further substantiates this developmental approach, emphasising learning through cycles of experience, reflection, and experimentation. These theories endorse effective tutorship programs within police services, wherein experience learning and reflective cycles facilitate officers in enhancing their skills and adapting to emerging obstacles (Walker, 2020).
My initial tutoring and further coaching from senior officers within my team has significantly influenced my personal and professional achievements as a probationary officer. Tutoring instilled in me confidence and perseverance on a personal level. My mentors actively promoted reflective behaviours essential for my personal development, allowing me to recognise my strengths and areas needing enhancement. Participating in these reflective exercises corresponds with Schön’s (1983) notion of the “reflective practitioner,” cultivating a mindset that has aided me in navigating hard to manage cases and adjusting my reactions to intricate policing situations. After my engagement in a challenging domestic violence case, my tutor facilitated reflective exercises that enabled me to evaluate my actions, scrutinise my emotional responses, and contemplate ways for more effective management of analogous cases in the future.

Further coaching sessions customised for my development allowed me to achieve the performance standards established by South Wales Police. This training entailed assuming leadership in live ongoing incidents and upon completion obtaining systematic feedback from my peers regarding my performance and areas for improvement. This method of feedback enhanced my decision-making and problem-solving abilities, enabling me to learn from my errors and improve my approach towards incidents. Goleman’s Emotional Intelligence Theory (Goleman, Boyatzis & McKee, 2013) was particularly pertinent in this context, since my tutor highlighted the significance of emotional intelligence in conflict resolution, particularly when engaging with distressed members of the public and victims of crime. Emotional intelligence, encompassing the comprehension and regulation of one's own emotions as well as the recognition of others' emotions, has demonstrated its significance in fostering rapport and cultivating trust in difficult circumstances helping to resolve incidents before they can escalate.

According to MacKie (2014), strength-based coaching considerably improved my professional development by enabling me to concentrate on refining my current talents and fostering a growth attitude vital for enduring resilience in my work. Through strength-based coaching, I was able to enhance my existing talents, like communication and critical thinking, while also cultivating a proactive strategy for addressing areas of weakness. My compulsory attachments throughout probation further enhanced my development, refining previously acquired abilities and broadening my understanding of interviewing and investigative techniques. These attachments enabled me to engage in several areas of policing, acquiring practical experience that reinforced my comprehension of fundamental ideas and equipped me for the multifaceted requirements of my role as I progress towards a substantive role within South Wales Police.

At an organisational level, tutoring and coaching facilitated my internalisation of my police services purpose, beliefs, and standards. Regular interactions with experienced officers enhanced my dedication to organisational values, including public service, ethics, and responsibility. This alignment was essential for achieving individual performance criteria and for contributing significantly to the overarching goals of the police service. Tutoring helped cultivate a profound comprehension of the significance of ethical norms, reinforcing the obligation to conduct yourself professionally and politely in all interactions. Through fostering this commitment, mentoring and coaching established a basis for my alignment with the organisation's objective and vision (Walker, 2020).

Systematic tutorship and coaching during probation were crucial for my workplace learning, professional development, and performance. My tutor’s advocacy for reflective practice theory (Schön, 1983) highlighted the significance of learning through reflection. Participating in reflective practices post-incident enabled me to decide effective strategies, recognise errors, and ready myself for future incidences. After addressing a neighbourhood issue within my force area, I reflected on my actions and evaluated how my approach influenced the incidents resolution. This insight shaped my future reactions to analogous instances and underscored the significance of adaptation and situational awareness within policing.
Coaching markedly improved my performance by fostering a growth mindset, a notion examined by Carol Dweck (2006) and highlighted by Peltier (2011). A growth mindset promotes the perception of setbacks as chances for advancement instead of failures. This viewpoint was essential in alleviating the anxiety and stress commonly linked to high-pressure scenarios, enabling me to perceive challenges as integral to my learning journey. Feedback received throughout coaching sessions enabled me to enhance certain competencies, including report writing, a crucial ability in modern day policing (Armstrong & Fukami, 2009). Consistent feedback on my written reports enhanced my capacity to explain occurrences clearly and precisely, hence facilitating effective case management and accountability.

Feedback, both provided and received, has been important in shaping my development into a competent police officer over the past three years. Receiving constructive input from mentors, coaches, and colleagues has elucidated expectations and performance standards, directing my progress. My coaches frequently employed the “SBI” (Situation-Behaviour-Impact) paradigm, rendering feedback precise, contextual, and action-oriented (Griffiths & Campbell, 2009). In a feedback session regarding community engagement, my coach employed the SBI model to emphasise positive behaviours that fostered community trust and suggested tactics to better communication with varied groups. This constructive, focused feedback elucidated the direct influence of my activities on community attitudes and trust.
Offering input to my colleagues has also constituted a significant learning opportunity. Peer feedback sessions enabled me to express observations constructively, enhancing my comprehension of good communication and teamwork. The “BOOST” paradigm (Balanced, Objective, Observed, Specific, Timely) was important in constructing my feedback, guaranteeing it was equitable and actionable (Whitmore, 2017). This experience improved my capacity to provide feedback and underscored the significance of cultivating a supportive, collaborative team atmosphere. The feedback exchanges fostered a culture of ongoing learning and reciprocal support, which are vital for cohesive and effective policing teams whilst also helping us hold each other accountable in everything we do within our role.

Upon reflection on my three-year probationary tenure as a student police officer, it is clear that tutorship and coaching were essential to my development, resilience, and proficiency. These frameworks facilitated the attainment of personal, professional, and organisational objectives through organised guidance, reflective practices, and focused feedback. Theories like Situational Leadership (Hersey & Blanchard, 1969) and Reflective Practice (Schön, 1983) established a robust framework for learning, enabling me to improve my performance and ready myself for the duties of policing.

Although I have acquired substantial knowledge throughout my probationary time, I acknowledge that professional development in policing is a continuous endeavour. Daily, I augment this foundation through autonomous learning, collaborative engagement with peers, and more training possibilities. By using supplementary academic frameworks, such Kolb’s Experiential Learning Cycle (1984) and Gibbs’ Reflective Cycle (1988), I enhance my ability to navigate complicated circumstances, refine my critical thinking abilities, and adjust to the distinctive challenges of UK policing.

Commitment to lifelong learning is crucial in a job as dynamic and demanding as the police service. I endeavour to enhance my abilities, knowledge, and ethical principles to maintain the standards of the police service and make a significant contribution to the community I serve. This commitment corresponds with modern views on policing that prioritise adaptation, cultural sensitivity, and emotional intelligence (Heslop, 2011). The experiences I have acquired underscore the intrinsic relevance of mentoring and coaching as essential elements of probationary training, cultivating officers who are both proficient and ethically sound.

Throughout my probationary year as a student police officer, I have encountered the issue of reconciling a full-time position in policing with the requirements of a three-year university degree program. Effectively balancing both obligations necessitated exceptional organisation, tenacity, and adaptation; without my time management skills and the unwavering support of my family and friends, this would have been unfeasible. The degree program has been demanding, with deadlines and essays essential to my advancement, which has occasionally posed challenges to achieve. Simultaneously, my responsibilities as a police officer encompass extended shifts, direct engagement with the public, and the necessity to remain fully vigilant and reactive in dynamic circumstances.
Upholding elevated standards in all domains has occasionally been daunting; but I have acquired useful techniques to mitigate stress, prioritise activities, and maintain focus under pressure. This experience has enhanced my time-management skills and bolstered my confidence in managing a demanding workload, which will be advantageous in my future career as a police officer. Additionally, it has imparted valuable insights into my physiological responses to elevated stress and anxiety, while equipping me with practical strategies to manage them.

In conclusion, my probationary experience illustrates that systematic mentorship, and coaching can significantly impact a student officer's development. The guidance I received, along with reflective practices and constructive feedback, provided me with the skills, resilience, and ethical foundation required to fulfil the demands of modern-day policing. As I advance in my career, I am dedicated to continuous learning and professional development, recognising that the complexities of police necessitate adaptation, empathy, and a commitment to public service. By engaging in ongoing self-improvement and adhering to the principles of the police service, I intend to make a significant contribution to the safety and welfare of the communities I serve, fully equipped for the forthcoming responsibilities.

Word count – 1917.

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


Adlam, R. (1998) Leadership in the police: An examination of leadership principles and practices. Policing Journal, 71(2), pp. 110-125.


Armstrong, S.J. & Fukami, C.V. (2009). The SAGE Handbook of Management Learning, Education, and Development. SAGE Publications.

Avolio, B.J. and Gardner, W.L. (2005) ‘Authentic leadership development: Getting to the root of positive forms of leadership’, The Leadership Quarterly, 16(3), pp. 315–338.


Bass, B.M. (1985) Leadership and performance beyond expectations. New York: Free Press.


Bass, B.M. and Riggio, R.E. (2006) Transformational leadership. Mahwah, NJ: Lawrence Erlbaum Associates.


Bennett, W.L., 2013. The logic of connective action: Digital media and the personalisation of contentious politics. Cambridge University Press.

Bradford, B., & Jackson, J., 2015. Enabling and constraining police power: On the moral regulation of policing. Policing and Society, 25(2), pp.196-210.

Bradford, B., & Quinton, P. (2014). Self-legitimacy, police culture and support for democratic policing in an English Constabulary. British Journal of Criminology, 54(6), 1023-1044.

Brainard, L.A., & McNutt, J.G., 2010. Virtual government-citizen relations: Informational, transactional, or collaborative? Administration & Society, 42(7), pp.836-858.

Brown, J. (2018). Police research: The importance of reflecting on police practice. Policing: A Journal of Policy and Practice, 12(3), 322-332.

Bryant, R., & Bryant, S. (2016). Professionalism and modern policing: A critical analysis of the UK police reforms. Policing: An International Journal, 39(4), 678-691.

Bullock, K., & Johnson, P., 2012. The impact of social media in policing: The challenges of managing boundaries in the digital age. Policing and Society, 22(3), pp.305–313.

Bullock, K., 2018. The police use of social media: Transformation or normalisation? Social Policy & Society, 17(2), pp.245–258.

Burns, J.M. (1978) Leadership. New York: Harper & Row.
Cashmore, E. (2002). Behind the blue line: The police and racial bias. The British Journal of Criminology, 42(2), 168-187.

Chopko, B. A., & Schwartz, R. C. (2012). The Relationship between Mindfulness and Posttraumatic Growth in Law Enforcement Officers. Journal of Traumatic Stress, 25(2), 198-205.

Clutterbuck, D. (2014). Everyone Needs a Mentor: Fostering Talent in Your Organisation (5th ed.). Chartered Institute of Personnel and Development.

College of Policing, 2020. Guidance on the professional use of social media. [online] Available at: https://www.college.police.uk/guidance/professional-use-social-media [Accessed 30 October 2024].

College of Policing. (2014). Code of Ethics. Available at: https://www.college.police.uk/ethics

College of Policing. (2018). Workforce Transformation in 2018. Available at: https://www.college.police.uk/workforce-transformation

College of Policing. (2020). 5-Year Strategy for Policing. Available at: https://www.college.police.uk/strategy

Cox, E., Bachkirova, T., & Clutterbuck, D. (2014). The Complete Handbook of Coaching (2nd ed.). SAGE Publications.

Crawford, A., & Evans, K., 2017. Crime prevention and community safety. In The Oxford Handbook of Criminology. Oxford University Press.

Crump, J., 2011. What are the police doing on Twitter? Social media, the police and the public. Policy & Internet, 3(4), pp.1-27.

Davis, C., Alves, T., & Sklansky, D.A., 2014. Social media and law enforcement: Potential for public trust and cooperation. Journal of Criminal Justice, 42(3), pp.233-244.

Denef, S., Bayerl, P.S., & Kaptein, N., 2013. Social media and the police: Tweeting practices of British police forces during the August 2011 riots. In Proceedings of the SIGCHI Conference on Human Factors in Computing Systems, pp.3471-3480.

Densten, I.L. (2003) ‘Senior police leadership: Does rank matter?’, Policing: An International Journal of Police Strategies & Management, 26(3), pp. 400–418.


Dweck, C. S. (2006). Mindset: The new psychology of success. Random House.

Geller, W.A. and Swanger, G. (2012) Managing innovation in policing: The untapped potential of the middle manager. Chicago, IL: Police Executive Research Forum.


Gibbs, G. (1988). Learning by Doing: A Guide to Teaching and Learning Methods. Oxford Polytechnic, Further Education Unit.

Goldsmith, A., 2015. Disgracebook policing: social media and the rise of police indiscretion. Policing and Society, 25(3), pp.249–267.

Goleman, D., Boyatzis, R., & McKee, A. (2013). Primal Leadership: Unleashing the Power of Emotional Intelligence. Harvard Business Review Press.

Griffiths, K.E. & Campbell, M.A. (2009). “Regulating the regulation of coaching psychology: How can we meet the challenges of a rapidly developing field?” International Coaching Psychology Review, 4(2), pp. 155-168.

Grint, K. (2005) Leadership: Limits and possibilities. Basingstoke: Palgrave Macmillan.


Grint, K. (2010) ‘Wicked problems and clumsy solutions: The role of leadership’, Clinical Leader, 1(2), pp. 54–68.


Harkin, D. (2015). The ethics of data-driven policing and predictive analytics. Ethics in Policing Journal, 10(1), 45-59.

Hawkins, P. & Smith, N. (2013). Coaching, Mentoring and Organizational Consultancy: Supervision and Development (2nd ed.). McGraw-Hill Education.

Heifetz, R., Grashow, A. and Linsky, M. (2009) The practice of adaptive leadership: Tools and tactics for changing your organization and the world. Boston: Harvard Business Press.


Hersey, P. and Blanchard, K.H. (1977) Management of organizational behavior: Utilizing human resources. Englewood Cliffs, NJ: Prentice-Hall.


Hersey, P., & Blanchard, K.H. (1988). Management of Organizational Behavior: Utilizing Human Resources. Prentice Hall.

Heslop, R. (2011). Reproducing police culture in a British university: Findings from an exploratory case study of police foundation degrees. Police Practice and Research, 12(4), 298-312.

Holdaway, S., & O’Neill, M. (2007). Ethnic monitoring in police recruitment and selection: A long-term evaluation of the experience in England and Wales. The Police Journal, 80(2), 123-137.

Home Office. (2015). Strategic Policing Requirement. Available at: https://www.gov.uk/strategic-policing-requirement

Huang, J., & Chan, J.K., 2020. Social media engagement in community policing. Journal of Police and Criminal Psychology, 35(2), pp.139-150.

Hughes, A.L., & Palen, L., 2009. Twitter adoption and use in mass convergence and emergency events. International Journal of Emergency Management, 6(3-4), pp.248–260.

Kolb, D.A. (1984). Experiential Learning: Experience as the Source of Learning and Development. Prentice Hall.

Loftus, B. (2010). Police occupational culture: classic themes, altered times. Policing and Society, 20(1), 1-20.

MacKie, D. (2014). “The effectiveness of strength-based executive coaching in enhancing full range leadership development: A controlled study.” Consulting Psychology Journal: Practice and Research, 66(2), pp. 118-137.

MacVean, A., & Neyroud, P. (2012). Police ethics and values. SAGE Publications.

Manzella, C., & Papazoglou, K. (2014). Training Police Recruits in Resilience and Stress Management. International Journal of Emergency Mental Health and Human Resilience, 16(4), 316-323.

McLaughlin, E. (2016). Critical reflections on police professionalism and ethics. Policing and Society, 26(3), 316-328.

Megginson, D. & Clutterbuck, D. (2009). Further Techniques for Coaching and Mentoring. Butterworth-Heinemann.

Meijer, A., & Thaens, M., 2013. Social media strategies: Understanding the differences between North American police departments. Government Information Quarterly, 30(4), pp.343–350.

National Police Chiefs’ Council. (2016). Policing Vision 2025. Available at: https://www.npcc.police.uk/vision2025

Northouse, P.G. (2018) Leadership: Theory and practice. 8th edn. Thousand Oaks, CA: SAGE Publications.


O’Connor, C.D., & Kelly, P., 2017. Social media and police legitimacy: Examining online communication strategies. Policing: An International Journal, 40(2), pp.239-253.

Papazoglou, K., & Andersen, J. P. (2014). A Guide to Enhancing Resilience and Stress Management in Law Enforcement. Traumatology, 20(2), 103-111.

Parker, G. (2009) ‘Leadership in policing: A critique of transactional leadership’, Policing Today, 18(1), pp. 23-30.


Peltier, B. (2011). The Psychology of Executive Coaching: Theory and Application (2nd ed.). Routledge.

Procter, R., Vis, F., & Voss, A., 2013. Reading the riots on Twitter: Public response to the August 2011 UK riots. The Sociological Review, 60(4), pp.634-652.

Reicher, S. and Stott, C. (2020) ‘Policing the coronavirus outbreak: Processes and prospects for collective disorder’, Policing: A Journal of Policy and Practice, 14(3), pp. 569–573.


Rogers, K.M. and Ashforth, B.E. (2017) ‘Respect in policing: The missing link in procedural justice’, Academy of Management Review, 42(4), pp. 452-474.


Rowe, W.G. and Guerrero, L. (2013) Cases in leadership. Thousand Oaks, CA: SAGE Publications.


Ruddell, R., & Jones, N.A., 2013. Social media and policing: Benefits, challenges, and emerging trends. The Journal of Criminal Justice, 41(1), pp.124–130.

Schneider, C.J., & Trottier, D., 2012. Social media and policing: A networked policing approach. The Journal of Police Studies, 25(1), pp.117-135.

Schneider, C.J., 2016. Policing and social media: Social control in an era of new media. Lexington Books.

Schön, D.A. (1983). The Reflective Practitioner: How Professionals Think in Action. Basic Books.

Schreuders, Z., Stephenson, W., & Butterworth, R., 2018. Digital forensics for privacy in social media policing. Digital Investigation, 27, pp.35-44.

Silvestri, M. (2007) Women in charge: Policing, gender and leadership. Cullompton: Willan Publishing.


Sklansky, D.A. (2011) ‘The future of policing’, University of Chicago Legal Forum, 2011(1), pp. 173–202.


Skogan, W.G. (2006) The promise of community policing. New York: Oxford University Press.
Stanko, E. A., & Dawson, P. (2016). Police use of research evidence: Recommendations for improvement. Journal of Police Studies, 29(2), 112-125.

Thompson, J., & Lee, J.R., 2020. Maintaining professionalism on social media: A review of law enforcement challenges. Policing: A Journal of Policy and Practice, 14(1), pp.56-65.

Trottier, D., 2015. Social media as surveillance: Rethinking visibility in a converging world. Routledge.

Violanti, J. M., et al. (2017). Police Stressors and Health: A State-of-the-Art Review. Policing: An International Journal, 40(4), 642-656.

Waddington, P.A., & Neyroud, P., 2018. Ethical dilemmas in policing: Integrity, accountability, and legitimacy. In Handbook of Policing Ethics. Routledge.

Waddington, P.A.J. (1999). Police (canteen) sub-culture. British Journal of Criminology, 39(2), 287-309.

Walker, P. (2020). “Coaching in policing: Creating an ethical environment for reflective practice.” Journal of Police Psychology, 35(1), pp. 23-35.

Whitmore, J. (2017). Coaching for Performance: The Principles and Practice of Coaching and Leadership (5th ed.). Nicholas Brealey Publishing.

Williams, M., Edwards, A., & Housley, W., 2013. Policing cyber-neighbourhoods: Tensions between surveillance and social media participation. Surveillance & Society, 11(3), pp.272–287.





 CONFIDENTIALITY and PLAGIARISM 

This is automatically checked via Turnitin submission of your workbook.

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

Sign - Garry JONES 

Date – 09/01/2025




image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%





