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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 strategic role of the college for policing, in professionalising the police organisation in the Wales and England is to evolve with the ever-increasing complex nature of the service where the vision is to improve the service we give to the public by furthering professionalism, improving leadership all the while driving uniformity where it matters most.  I am currently completing my third year of the PCDA Entry pathway for a career as a police officer. Being one of the last cohorts in March 2023 from operation uplift, where the government set out to recruit 20,000 officers between 2019 and 2023, in turn assisting with the policing Vision 2025 to change with society’s complex needs and demands (National Audit Office, 2022). The opportunity to become more skilled academically and to focus on victim led care for the public were two strong factors on taking the leap into a policing career in my early 40s. 

A review commenced in March 2021 by Lord Herbert of South Downs, creating the corporate strategy 2022-2026 (College of Policing, 2023). this was aimed at better training and support for officers to help reduce crime and meet the exacting standards society requires. College of Policing was designed to function as the national professional body for policing in the U.K. Promoting evidence-based practice developing ethical frameworks and reforming education and training, to create consistency across different forces. Even in the short time I have been in policing much chance has occurred. The college of policing continuingly evolves its practices in how we deal with different incidents, for example, Domestic Violence is one of Gwent Polices priorities to Improve the general criminal justice response to violence against women, domestic abuse and sexual violence which is a part of the police and crime plan for Gwent, which are issues told by the public to the police and crime commissioner (Heddlu Gwent Police, 2026).

In this essay I will be critically evaluating its contribution to professionalising policing while reflecting on my final year of probation looking at a Domestic violence incident in particular. While ‘profession’ has long been challenged within academic and practitioner debates. Unlike established professions, such as Doctors or Barristers where a specialised education and license are required to practice. Policing historically relied heavily on informal learning as a state-controlled occupation, shaped by custom, discretion and hierarchical command structures and occupational culture rather than by independent regulation or a shared professional knowledge base (Reiner, 2010). These characteristics have limited policing capability to assert the professional status compared to areas such as law or medicine. However, changing public expectations, rising concerns about misconduct and increasing exposure to complex safeguarding demands have intensified calls for police reform. In response, the College of policing was established in 2012 with a mandate to improve standards, ethics, education and evidence-based practice across policing in England and Wales.

This essay critically probes and evaluates the strategic role of the College of policing in creating professionalisation within Wales and England’s policing organisations. Rather than viewing the college in a singular form, the analysis situates it with in wider reform plans, including the policing requirement, policing vision 2025, the workforce transformation programme (2018), and the college’s five-year strategy. It argues that although the college has significantly reshaped the formal infrastructure of professionalism, its impact on operational policing remains constrained by structural, cultural and governance limitations.

Professionalisation is typically conceptualised as the development of expert bodies of knowledge, formalised education, training and certification, ethical guidelines and a degree of control over entry and discipline (Wilensky, 1964; Freidson, 2001). In many established professions, these characteristics are sustained by strong regulatory institutions than can enforce standards and impose sanctions, that run independently from political direction. Policing, by contrast remains embedded within the political framework of the U.K where structures and accountability remain to be overseen by elected officials, public accountability, local governance and statutory supervision (Loader & Walker, 2007).

This structural positioning has historically limited the development of policing as a self-regulating profession. Reiner (2010) argues that police autonomy is inherently constrained by the requirement to enforce laws defined by political institutions, while disciplinary arrangements remain fragmented across forces and oversight bodies. Instead, policing has relied on hierarchical command, local culture and discretionary practice, which can produce inconsistent outcomes across forces and contexts, despite this the institutionalisation of a national professional body intended to standardise knowledge and ethical practice has provided a new locus for professional claims (Skalansky, 2011). 

A key strategic function of the college has been to communicate a clear vision and broadcast professional norms. The development of the code of ethics was an early and visible effort to define values underpinning police professionalism, emphasising principles such as accountability, integrity, respect and fairness (College of policing, 2014). In December 2023, the college introduced a statutory code of practice for ethical policing, designed to complement the non-statutory code of ethics and provide clearer operational expectations for leaders and officers (College of policing, 2023).

These ethical frameworks reverberate with national priorities. The Policing vision 2025 identified legitimacy and public trust as the core focal point of effective policing, implicitly linking ethical behaviour to professional standing. More recently, the college and the NPCC launched a national policing culture and inclusion strategy (2025 – 2030), with a stated ambition to reshape organisational norms and improve trust by cultivating inclusive, representative police cultures (College of policing & NPCC, 2025).

However, the influence of these ethical frameworks is limited by enforcement arrangements. The college cannot independently discipline officers; that power rest with individual forces and external bodies such as the independent office for police conduct (IOPC). Loveday (2018), notes that this diffusion of regularity authority weakens consistency and allows local priorities to overshadow national standards. Consequently, the college's ethical work remains influential in principle but less effective in ensuring uniform professional conduct in practice.

An effective profession relies on a recognised body of legitimate knowledge and mechanisms for generating, synthesising and disseminating knowledge. The colleges promotion of evidence-based policing has been a core strategic initiative aimed at reducing reliance on tradition and intuition by encouraging the use of research in decision-making. Through what works Centre for crime reduction the practice guidance, the college has worked to build bridges between academic research and operational policing (Sherman, 2013).

This focus aligns with policing vision 2025’s emphasis on in the innovation and learning and is echoed in the new college corporate strategies, which prioritise leadership capability and best practice dissemination (College of policing, 2025). Research published in policing: a Journal of policy and practice (2025) also underscores the potential value of structured learning organisations in policing, suggesting scope for enhanced professional learning cultures (Engelmann & Tatnell, 2025). Despite these developments, the uptake of research evidence remains inconsistent. Brown, Stanko and Walker (2018) highlight how operational pressures and performance targets often marginalise engagement with research among front line officers. Additionally, Cockcroft (2020) argues that police culture continues to privilege experiential knowledge, meaning that evidence-based innovations are more visible in police rhetoric than everyday practice. As a result, while the college has expanded the knowledge infrastructure of policing, its translation into routine professional behaviour remains partial.

Reforming education and training has been another strategic avenue through which the College seeks to professionalise policing. The police education qualifications framework (PEQF), introduced in 2018, aimed to standardise entry and progression by embedding degree-level qualifications into policing’s core pathways (College of policing, 2016). This initiative reflected broader workforce reform goals by enhancing analytical and ethical competencies in line with the Workforce Transformation Programme’s emphasis on skills and capability.

From a professionalisation perspective, the PEQF positions policing alongside other professions where formal education underpins credible practice. However, the framework has been contentious. Andrews (2024) notes that recent policy shifts have altered degree entry requirements after extensive debate, reflecting ongoing tensions between academic qualifications and professional requirements (Andrews, 2024). Critics argue that academic credentials alone do not guarantee professional behaviour, and the overly formalised entry may neglect the value of experiential competence (Reiner,2010; Loveday, 2018).

These debates highlight a re-occurring limitation: education reform in isolation is insufficient without supportive organisational culture and leadership that values lifelong learning (Loftus, 2009). The college's education strategy contributes to professional credentialling, but its impact on professional identity and enactment is mediated by broader organisational priorities.

Leadership is widely recognised as a critical mechanism through which professional values are embedded or undermined in organisations (Sklansky, 2011). The college has responded by investing in leadership development programs and commissioning reviews intended to assess capabilities and shape future leadership role models. Most recently, it launched a police leadership commission to review leadership practice across the service and recommend improvements (College of policing, 2025). While these efforts demonstrate strategic intent, the colleges influence over leadership behaviour remains indirect. Chief officers continue to be accountable primarily to police and crime commissioners and the Home Office, reflecting the political governance structures that constrain professional autonomy (Neyroud, 2011). Thus, while leadership development is a strategic thrust of the college, its ability to enforce leadership standards is bounded by wider governance arrangements.

Professionalisation of policing cannot be understood solely through internal organisational change, it must also be viewed through the lens of the public expectations and wider reform trends. A UCL study found that many members of the British public perceived police services are failing to meet minimum standards, noting deficiencies in visibility and community engagement (UCL, 2024). This indicates that professionalisation efforts must also address public perceptions, not just internal standards.

Government reform initiatives add further context. A police reform White Paper published in 2026 proposes sweeping changes, including restructuring force architectures, mandating national standards for leaders and revising performance systems (NPCC, 2026). Although not led by the college directly, such reforms intersect with the college's agenda by emphasising consistency and standardisation across forces. These broader trends reinforce the political embedding of policing and highlight that professionalisation is part of a wider institutional transformation.

Professionalisation in policing is a contested and ongoing project rather than a stable end-state. To explore this, I applied the Rolfe et al.'s (2001) reflective model to a significant operational experience I have had in my final year of probation.

WHAT?
I responded to a domestic incident involving an intoxicated father whose violence put his partner and teenage daughter risk. The situation required immediate risk assessment ethical judgement and safeguarding action under pressure. With operational constraints of being single crewed. While thinking how can I give the best service and protect the victims.
So what?
The code of ethics provided a conceptual anchor for respectful, victim centred practice, aligned with strategic priorities emphasised in political policing vision 2025 and the colleges corporate strategy (College of policing, 2014; Williams, 2025). Where I feel now that I’m in my 3rd year, I feel confident in my actions and how I assess the situation, keeping the victim at the forefront of my mind. However, the effectiveness of these frameworks in the moment relies heavily on situational judgement, communication skills and experience rather than formal policy alone. Something I feel I have plentiful of being a mature officer over 40years old. This reflects broader academic critiques that professionalisation is not fully achieved through documentation of standards or qualifications alone (Reiner, 2010; Loftus, 2009).

Now what?
This reflection underscores the wider argument of this essay: the colleges strategic role is essential in norm setting and knowledge production but professionalisation in practice depends on leadership enforcement, cultural change and organisational commitment. Continued attention to ethical culture, leadership development and evidence integration supported by political will and public engagement will be necessary to progress beyond formal frameworks to genuine professional behaviour.

In conclusion the College of policing has played a central role in advancing the structural foundations of professionalism in the UK policing. Obtaining a degree in policing in my first three years has been challenging however I do feel it has given be more of a grounding of how professionalisation can be embedded into everyday policing.  It has shaped ethical norms, knowledge systems, education pathways and leadership development in ways that reflect both academic theory and policy priorities. However, structural constraints and cultural resistance and political governance continue to limit the depth and uniformity of professionalisation across forces future put progress will require embedding standards not just in frameworks but in everyday policing practices.
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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:



Throughout my early years of my policing career, I have seen a growth of between social media and policing organisations, building relationships transparently with the communities they serve and nationally. In the time that I have served, I have seen a significant rise in the use of Facebook, X (formerly Twitter), Instagram, TikTok and YouTube. These are embedded in Gwent Police and other forces across the UK. The platforms have allowed forces to engage with the public in a more creative and interactive way, from Everard case. Where 33-year-old women was raped and murdered by on off duty police officer Wayne Cousins, urgent communications of traffic updates after an emergency incident, to public reassurance notifications. Whether it is a force2, as a whole or neighbourhood or roads policing departments with each organisation.  It is apparent that over the years the Police organisation has considerably received negative press in many high-profile cases, particularly with the Sarah Cousins in March 2021, leading to the widespread public outrage and scrutiny of police practices in the UK.  Not only was the well-publicised on British Television but internationally it caused the British media to be scrutinised on how they handled the publication and the natives they portrayed (Gill, 2024).

In turn, this has put a lot of pressure on the policing organisation with the UK in regard to police confidence from the public. This has evidently seen an increase in the use of social media where it has has offered a new opportunity for the police to become more visible and enabling the public to participate. Reaching the public in new modern ways and evolving a new digital visibility displaying a police presence, demonstrating their work and humanising police officers by showing the wider public that we are all mothers, fathers, sons or daughters. Sequentially, this offers the police organisations of England and Wales a new way of presenting openness, transparency and engagement with the public and promoting policing priorities. All 43 forces in England and Wales use social media platforms outlined above (Jones et al., 2025). Similarly, many forces are turning to police documentaries to evidence the type of work and intensity of crimes. Crime a police Documentaries have risen in recent years, with the nation and crime fans being fascinated with reality television documentaries and true crime (Crime & Investigation, 2026).

I will be reflecting on one of my proudest times during my probationary period when I was chosen to represent Gwent Police in a new documentary Rookie Cops that was aired on BBC One Wales and iPlayer in September 2024 (BBC, 2024). This is where I will consider force policy when using social media for professional information and engagement purposes.  In particular Television broadcast. I have used the Gibbs reflective model to reflect on this experience (Gibbs, 1988).

During my six-month classroom traineeship, the BBC scouted eight new trainee police officers to follow their journey throughout their classroom training and the first 10 weeks tutorship period along with their first solo shift after becoming independent. Predominately, my tutor and I was filmed by a single film journalist to capture the real-life experiences, the highs and the lows of becoming a police officer, in one of the most challenging times where police confidence is at an all-time low. Where research using opinion survey data showed high levels of uncertainty, disappointment and delusion were found (Bradford et al., 2025). 

 From day one, I was exposed to a variety of emergency calls, from drugs on the town, domestic Abuse, violence and missing persons. Missing persons is something as officers we deal with every day some days in Newport alone, we could have between two and ten missing persons. On my first city safe shift, I noticed a male sniffing some sort of substance in your public. I remember feeling shocked that this male in plain sight in the middle of Newport city centres nightlife. I alerted my mentor to what I’ve seen where I asked him if this would be a good opportunity for a stop search. I then opted to take this opportunity to get my first stop search under my belt. Stop searches within Gwent are averaging 7 stop and searches (SS) per 1000 (Home Office, 2025) However In contrast, Gwent’s overall SS during the time of filming (2023) was 2472 and had risen in 2024/25 by 28% with the majority of SS were under the legal power Section 23 of the Misuse of Drugs Act 1971 accounting for over half of searches completed (Heddlu Gwent Police, 2025). Within seconds of making this decision the male then made off once he realised officers were behind him. Straightaway my adrenaline was pumping and instinctively, at pace, I chased him through the town for approximately 150 metres, where I was able to get hands-on eye control the male. The first few seconds of doing this I was on my own with my tutor catching up, all the while with the film crew capturing what would be my first arrest. I successfully made the decision to do the stop search where my colleague, as he was male was able to search the male for me, while I strategically went through the stop search protocol by following the acronym GOWISELY which coincidentally led to his arrest for possession of class A drugs. I felt so proud of myself of how I manage the situation of an unknown male and remembering the words to arrest while being out of breath and under the eyes of my tutor and the journalist. Broadcasting this incident of a stop search allowed the public to view benefits of a search. Driven by the forces ethics and values gaining public trust. Surry police host a Q-A event on their force Facebook page to encourage the public to engage directly with their thoughts where it was proven to have a positive impact on community engagement (College of Policing, 2024a).

A few weeks later, there was third party report of violence towards a person. With limited information, my tutor and I along with the reporter attended this log to speak to the reporting person However, they were not home. another person at this address was able to confirm this report that a friend had been beaten by her partner with a hammer. The reporting person had an extensive reporting history of false reports and wasting police time. In contrast, on this day when attending the address of the alleged victim I was met with an extremely frightened vulnerable female at the door. The female was hiding in darkness in her flat behind her door refusing to share information stating that she was okay and safe. I quickly took over direct communication on my own with this female to relate and reassure as a woman I was there to help and support her with this and whispering if the perpetrator was still inside the flat and receiving confirmation from her by nodding, she confirmed that this male was inside and have hit her with a hammer. At first when speaking to this female with compassion and patience it quickly turned into a situation to a life and limb by entering the property to make her safe. I ran into the building again not knowing what to expect behind these doors just that I had to locate this male for him to be detained for actual bodily harm. What I saw in that flat that day is an image that I still see clearly as if it happened yesterday the details of the flat the manner and size of the male and the fear I saw and felt from the female is something that will always be in the back of my mind when dealing with any violence or DV -related call. Exposing this type of call on national TV would have benefits to showing the public the emotional side of policing the dangers that would walk into and the safeguarding that we do to protect the vulnerable. Not only this but to raise awareness and strength for other females and males to reach out to police for help and support in a domestic abuse relationship, supporting this the end of year figures for violence against a person recorded the highest percentage of crimes recognised as domestic abuse related at the rate of 32.8% (National statistics, 2025). 

When analysing this incident, it had a positive outcome for the victim, where a suspect was remanded to prison.  However, due to the safety of the victim to remain anonymous Gwent police and the team of lawyers were unable to show this footage. Even though, this could have gripped the viewers and shown the public a shocking incident that could be relatable to so many having a positive impact in women speaking up especially as Gwent had reported the Uks highest Domestic Abuse incidents per 1000 people (South Wales Argus, 2024). it was not deemed safe for the BBC and force policy for it to be aired. This is where at times during filming it could not give a true reflection of everyday policing and its risks and the main type of our calls being Domestic related.

The show was released in the September of 2024, one year after filming. At first, I did feel apprehensive as to whether I would come across well and it would be received well by the public. With the public perception being at an all-time low when I joined in 2023, I was worried about the implications of being broadcast on television in my personal life and my work life. This is in my local area where I live and the area in which I work in, as there are members of the public who take a serious dislike to the police. Despite these feelings of uncertainty, it became clear when the BBC shared the new series and advertised on the television along with the force on the Gwent police Facebook, Instagram, Internal beat intranet, and BBC iPlayer, it was apparent that I received a great deal of positive feedback from the public during public engagement.  In turn this reinforced the Joint Engagement and Communications Strategy 2018-2022 which has been shaped by the crime commissioner office and Gwent police to deliver the strategy based around a four-part model to empower, inform, involve and consult with the public (Gwent Police, 2018).

Weather it was at an emergency incident or routine deployment or city safe there were and still have been positive engagements and reassurance that the public engaged well with me and felt that Gwent Police had recruited a good officer. allowing individuals to openly engage, giving the feeling that they know me as a person and feel more relaxed and safer. On arrival to incidents, it aggravated some suspect being seen on tv escalating some behaviours where they became more challenging to handle. Notwithstanding, this also made victims more withdrawn and refused to be shown on TV, so I had to build that trust again after the filmographer was moved from the area.

Being female and over 40 years old It has a positive impact on people to engage and consider a career in policing. For example, as of the 31st March 2025 there were 52,839 female officers in the 43 police forces across England and Wales, where it was noted that this was the highest number and proportion of female officers since records began in March 2003 (Home Office, 2025a). Furthermore, 31% of officers were aged 41-55 as of 31st March 2025 and 50% were aged 26 to 40 illustrating that there are more mature officers joining rather than under 25years (Home Office, 2025b).

In conclusion I believe that participating in the show has had a positive impact on myself as an officer, not only from my perspective but from the eyes of the public they had enjoyed seeing new officers locally showing their experiences on the BBC. Even though I had a positive experience, in comparison another officer did not have the same experience. As a result of the documentary, it does give the public the view that we are humans outside of the job. Positive engagements with the community was humbling, when they stated they felt relatable to me and felt that I have entered this job with an abundance life experience. Therefore, if I had the opportunity to engage with television or media filming, I would certainly use this opportunity to engage with the public. As a result of being a police officer for three years now this gives be more confidence and experience in the job to share and engage positively. With rise in the use of social media with influencers and engagement, with 55.5 million active social media users, which is close to 80% of the population, it shows that police across the country need to engage on all platforms for relationship and confidence building with the public (statista,2025).
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Task 3

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


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

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

ANSWER:



Leadership in policing is firmly embedded in all roles and ranks with in the policing framework. There are currently five leadership organisational stages. being leadership foundations, first-line leaders, mid-level leaders, senior leaders and executive leaders. The foundations of these leadership stages are knowledge and understanding, skills, attitudes, behaviours and performance. In turn this allows us as officers to be accountable for our actions in or role which have been developed with our core understanding and coherence to the code of ethics and the competency and values framework (College of Policing, 2023). 

In addition, Schafer’s (2010), conducted a survey were over 1,000 police leaders participated in a study where nearly 70% placed honesty and integrity in the top five most significant traits for leadership, followed by caring for the needs of their subordinates, strong communication skills, strong work ethic and approachable and willingness to listen (Starnes, 2023). Despite this, leadership is not just found in the higher ranks of the police organisation, it can be applied at any level within its rank structure and department. Notably, Haberfeld (2006) defines police leadership as the ability to make a split-second decision and potentially high-risk situation that progresses on the street. In addition, she elaborates that “the true leaders (PCs) are on the streets, using their leadership skills in daily encounters with the community, and police executives and policy makers need to realize it” (Walsh & Vito, 2018).

In this essay I will be critically analysing the changes and development in my leadership style over an operational situation in my third year and how it has changed since joining in 2023, particularly during an emergency Domestic abuse call using the reflective Gibbs model (Gibbs, 1988). 

This reflection examines an emergency graded call that came into force area whereby a thirteen-year-old child has stated her father was being extremely aggressive to her mother. The reporting child had stated that the father had come out of prison and previously been subject to an alcohol monitoring device requirement and returned to drinking following the end of the monitoring. The child was frightened and claimed that the shouting and violence sounded like it is getting worse. Consequently, parents with alcohol or drug use have been linked to harmful impacts on children’s health and wellbeing (Barrett et al., 2024). In addition, due to the abuser being disciplinarians and rigid when they intimidate and use violence to enforce their rules it puts children of the abusers at risk of physical, sexual, psychological abuse and neglect (Bancroft and Silverman, 2002).
On attendance to this call, I had arrived doubled crewed, myself and my colleague and separated both the parties to be spoken to separately. when speaking to the female, with good communication skills to help gain the trust of the victim she had disclosed that she had been grabbed and pushed then grabbed by the throat and pinned up against the wall. after the initial circumstances had been given, I was able to use effective decision making which is the National Decision Model (NDM) that encompasses all police officers’ decision making to quickly think on my feet to effect the arrest of the male and safeguard the mother and child. This demonstrated my decision making on the risks set out in front of me in fast moving dynamic domestic incident (College of Policing, 2024). 

Due to the male’s markers and violent history, initially I was the only officer attending, however due to the previous information received, I had requested another officer to back me up. In turn, this evidenced effective leadership by requesting direction and working jointly with the Force control room. Likewise, it is important that the force control room gains as much information as possible from the caller to support frontline officers as well the victims. It was concluded by HMIC, that Gwent Police found risks in the way the organisation manages the initial report not linking previous address for the victim (HMIC, 2014). In turn this can affect my decision making at the time of the incident making the call more dynamic. My decision making has developed throughout my three years; this is evident since becoming independent and my experience within the job has grown tremendously and with confidence. Furthermore, this demonstrates that leadership sits within all ranks within policing and level of service. 

This incident from the offset was dynamic and fast. Needing two officers to handle the victim and the suspect. After in the initial I had then gone to the male to effect the arrest and deliver the search before taking him to the van. When analysing this incident, I had instantly become the lead officer and took control of the incident. This is also to support my own welfare and my colleagues; studies have found that transformational and transactional leadership can influence an officer’s wellbeing (Smalling, 2026). 

At the beginning of the incident its very much transactional leadership skills used due to having a clear expectation of what is needed to do, when attending incidents in policing they have guidelines and code of ethics that are followed in all incidents allowing consistency with clear expectations, along with managing the safeguarding for the victim and any witnesses in this domestic incident. McCartney and Parent (2015) argue that transactional and transformational leadership in policing are the two apparent styles that work within the policing organisation. Due to the strict, regimented nature of police and law enforcement as officers we are all following the same end goal. In contrast, transformational leadership helps to guide officers to share the same moral leads of their managers and their organisation to empower front line officers to make the right operational and ethical decisions. In turn there are risks that can’t always be measured such as the use of discretion between officers and situations. 

I believe for effective results establishing your role early on allows for clear and supportive communications. In this incident I became the lead officer.  There can be a tendency on response and avoidance to taking ownership of incidents due to officer’s increasingly high workloads, recent research has backed these findings as we officers who feel unsupported and disengaged from leadership or constrained by defensive organisational culture become less proactive and more risk adverse, ultimately affecting the service that is delivered by officers causing a more fractus relationship between police and the public (Bradford et al., 2026).

Consequently, this can be seen as lacking in a strong work ethic. By making the decision early on, I feel I want to lead by example, to encourage leadership positively, with enthusiasm and consistency in the work that I do, showing accountability. In turn, this demonstrates my own transformational leadership skills by communicating well and challenging colleagues to help them see the purpose of our work they do to safeguard victims and uphold the law. It has been documented that there are seven characteristics for effective leadership within policing, being ethical, trustworthy, legitimate, acting like a role model, communication, a good decision maker and having developed thinking ability (Home Office, 2019).  

I was able to delegate tasks to the other officer so the code of ethics as well as the competency and values framework (CVF) are upheld. This is so that we were clear in what we were both doing and this worked well, building confidence with colleagues and demonstrating respect and accountability. This incident was dealt with promptly and effectively for the investigation due to the male being in custody where there can be time constraints due to the custody clock as well as safeguarding the victim and her daughter. During this incident a more transactional leadership role is applied as it ensures compliance to or code of ethics and NDM as we have core structures to main order allowing me to achieve immediate objectives. The golden hour enquires, completing the house-to-house enquiries and statements from the victim and witness was imperative to safeguard and for evidence to be collected in a timely manner to be able to put the evidence before the male in interview and support the application of a Domestic Violence Protection Order (DVPO) to further protect the victim. 


In conclusion, several safeguarding features were used for this victim. The DVPO was authorised and the male had strict bail conditions in place. With domestic abuse being a force wide and nationwide priority the four Ps can be used for domestic incidents. This is to prepare, protect, prevent and pursue (College of Policing, 2025). Having used the Gibbs reflective model (1988) it has allowed me to critical evaluate my style of leadership and how my experience influenced my decision making. The incident required me to manage changing levels of risks involving the victim, the child and the perpetrator. The apparent escalation of the violence and the child’s need to hide from the father contributed to the complexity of the situation. This demonstrates that effective policing leadership cannot be reduced to the consistent application of a single leadership style. Instead, it requires the ability to interpret changing circumstances, reassess risk and modify leadership behaviour while maintaining professional consistency.

My leadership approach changed as circumstances developed through the incident. Initially, supportive and consultive approach enabled information to be gathered while I used my professional perspectives and experience to be considered. As the perceived threat increased, considering the reported violence and alcohol misuse and the presence of a child I adopted a more directive approach to provide clarity and facilitate coordinated action my myself and my colleague. Following the reduction in the immediate risk when the male was detained, I was able to return to a more supportive approach enabling myself to consider my safeguarding options, showing empathy at a difficult time for the female.

Hersey and Blanchard’s (1969) situational leadership theory provides a useful framework for this transition as it highlights the alteration and supportive behaviours that are needed according to situational requirements. However, I recognise that the model does needfully reflect the complexity of operational policing, where decisions are influenced by incomplete information, dynamic threat, organisational expectations and the need to balance competing interests. This point has been further argued that leadership decisions in law informant mat also be influences by situational and organisational factors (Durham, 2026). Consequently, I consider the model most valuable as a framework for evaluating practice rather than as a method of operational decision-making. 

The National Decision Model (NDM) further demonstrates the importance of continually reassessing decisions as circumstances develop (College of Policing, 2024). This was particularly relevant to this domestic abuse incident due to the dynamic risk at the time but also to potential future harm. The presence of the child also reinforced the need for broader safeguarding, consistent with statutory guidance recognising children effected by domestic abuse as victims (Home Office, 2022). 
In this reflection I have identified several areas for continued professional development. Firstly, I will strengthen my use of dynamic risk assessment, ensuring that changes in behaviour, intelligence or vulnerability prompt a corresponding review of my leadership approach. 
Secondly, I will develop greater knowledge and understanding of my leadership behaviour by consciously questioning whether to shift towards transformational or transactional leadership. To support my decision-making and be mindful of adapting to new information, to have an all-round greater awareness of styles in dynamic front line 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:



In this essay I will be critically reflecting on my transition from student officer to competent police constable throughout my three-year probation period. This phase of my career represents an important stage of my professional, personal and organisational development. During this time, my learning has extended beyond formal training and has progressively involved experiential learning, reflection, coaching, mentoring, supervision and feedback. This reflection critically examines how these processes have contributed to my development and my ability to achieve personal, professional and organisational goals. Gibbs’ (1988) reflective cycle provides the framework for analysing my experiences. Furthermore, I will also incorporate Kolb’s (2015) experiential learning cycle and consider contemporary approaches to coaching and mentoring styles within policing.

[image: ]	Figure 1.1. Experiential cycle, Kolb (2015)

Kolb’s Experiential cycle in its simplistic form (see figure 1.1) presents a system of competencies for describing job demands and corresponding learning objectives. Highlighting the connection between the classroom, theoretical learning and the real world with experiential learning methods. In my probationary period this cycle can enhance and supplement my learning and development. Furthermore, this cycle stresses the importance of education in lifelong learning and development to reach my full potential in my career development. 

The college of policing (2026 a) defines continuing professional development (CPD) as ongoing formal and informal learning that maintains and enhances the knowledge, skills and experience required to remain competent. This is particularly relevant to probation, where competence develops through applying theoretical knowledge within complex operational environments. Reflection therefore provides an important mechanism for converting experience into learning rather than simply accumulating experience. It allows you to gain more job satisfaction and promotes continued learning within the working environment, helping to become more
confident and competent in the role. Consequently, Kolb’s cycle sits well within the CPD not just for my probationary period but my entire career. 

During my three-year probation, mentoring and coaching have provided complimentary forms of professional development. While mentoring has enabled me to draw upon the knowledge and experience of more experienced officers, it allows me to be responsible for my own learning. Although mentoring and coaching are often used interchangeably within policing they both represent distinct approaches to professional development (Clutterbuck, 2016). Mentoring can be understood as a developmental relationship. In which a more experienced or knowledgeable officer can provide guidance, support, advice and professional insight to assist the development of a less experienced colleague with it being more of a reflective learning and supportive style (Clutterbuck and Spence, 2016). Within policing, mentoring can therefore involve an experienced officer sharing their knowledge gained through operational experience, helping a probationary officer understand organisational expectations and providing guidance when dealing with unfamiliar situations (College of policing, 2026b). Mentoring can be particularly valuable during probation because much professional knowledge is contextual and cannot be fully acquired through classroom-based learning. 

Coaching, in contrast is generally more focused on enabling the individual to develop their own understanding, identify solutions and take responsibility for their own learning. Whitmore (2017), describes coaching as unlocking an individual’s potential to maximise their performance, rather than simply teaching them what to do. The coach therefore uses questioning, effective listening and constructive feedback to challenge and encourage self-reflection and individual decision-making. The College of policing (2026C) equally identifies coaching as an approach that supports individuals to develop their competence, qualifications, problem solving and operational effectiveness, through facilitated learning rather than relying exclusively upon direct instruction. 

The key distinction is therefore the direction and purpose of the developmental relationship. Mentoring is more likely to involve the experienced officer’s sharing knowledge, experience and professional guidance, whereas coaching encourages the learner to generate their own solutions and develop a greater self-awareness and autonomy. However, the distinction is not absolute. In operational policing, effective supervisors and colleagues may move between mentoring and coaching depending upon the circumstances. For example, at the start of my probation I had encountered unfamiliar legal/operational issues, so direct mentoring was more appropriate because accurate guidance was required. Conversely, where I have grown over time, I possessed sufficient knowledge but lacked in confidence in applying it, a coaching approach may be more appropriate because questioning can encourage my own independent decision-making.

This distinction became increasingly relevant throughout my probation. In the earlier stages of my development, I required greater direction and benefited from experience officers explaining how and why particular operational decisions were made. As my confidence and competence increased, the developmental relationship could become more coaching orientated, with colleagues asking questions such as what I believe the risk was, what options were available and what
I would do differently. This gradual movement from dependency towards autonomy was important as the ultimate objective of probation, was not merely to replicate the decisions of experienced officers but to develop my own professional judgement and build on my own workplace experience and intuition. According to Dreyfus (1987) he believed That to complete cognitive tasks we are required to have holistic thinking and intuition. 

The two approaches can therefore be viewed as complimentary rather than competing. Mentoring provided me with access to experience and professional knowledge, while coaching encourages me to critically evaluate that knowledge and apply it independently. This combination supported the development of both competence and confidence, consistent with Bandura’s (1997) concept of the self-efficacy and Kolb’s (2015) experiential learning cycle.

At the beginning of my probation, I often experienced uncertainty when applying classroom knowledge to unpredictable operational situations. Although I had developed a theoretical understanding of policing, operational reality frequently required decisions to be made with incomplete information and within considerable time pressure. In contrast, I feel the life experience I have had before joining the police in my 40s has given me a more relatable attitude and discretionary method along with empathy in particular situations. This initially created apprehension in my decision making but as the months developed, I became more accountable in my decision making and being conscious that my decisions could have consequences for victims, suspects, colleagues and the wider organisation.
Mentoring helped reduce this uncertainty because experienced officers provided reassurance and contextualised their own experiences. Importantly, effective mentoring did not simply tell me what to do to understand the reasoning behind decisions. This gradually increased my confidence and professional autonomy. In turn, as my own experience grew operationally it allowed me to further support new probationary officers joining the team. 

Feedback initially generated mixed emotions. Positive feedback reinforce confidence, whereas developmental feedback could feel uncomfortable, sometimes feeling like I had utterly failed, particularly when it’s challenged my perception of my own performance. This highlights the importance of feedback effectiveness, in how it is delivered between the provider and the receiver, not just how I engage but my interpretation and my emotional reaction. This requires a more thorough understanding of the relationship between them and understanding individual differences, contextual influences (Daumiller and Meyer, 2026).  I was always happy to discuss the feedback to understand it better. However, I increasingly recognise that avoiding challenging feedback would restrict my development and not to take it personally. The College of policing (2026c) identifies constructive feedback as an important component of professional learning and emphasises that feedback should be specific, timely and actionable. Consequently, I began to view feedback less as criticism and more as evidence that could inform improvement.

While evaluating several aspects of my probation were particularly beneficial. learning was embedded within authentic operational situations. Experiential learning theory proposes that individuals learn through a continuing process. I would encounter an operational situation, reflect upon my actions, discuss the incident with colleagues or supervisors, identify alternative approaches and subsequently apply the learning during future incidents. This supports the view that experiential learning is the most effective when reflection is combined with feedback (Kolb,1984).

Mentoring was also valuable because it provided access to tacit knowledge that could be easily obtained through formal training. Schon (1983) distinguishes between reflection on action and reflection in action. Experienced officers demonstrated how professional judgement could be applied during rapidly changing situations, while subsequently discussions enabled me to reflect on decisions after the event.

Coaching provided a different form of development rather than always receiving solutions, I was encouraged to identify my own strengths, weaknesses and possible approaches. Whitmore’s GROW model (2017) Goal, Reality, Options and Will – provides a useful framework for understanding this process for example, rather than simply being told to improve a particular competency, a coaching conversation could encourage me to establish the desired outcome, examine my performance, identify options and determine what action I needed to take.

The greatest benefit of mentoring and coaching has been the development of professional competence alongside competence. Confidence without competence could create risk, whereas competence without confidence could result in hesitation. Mentoring provided a supportive environment in which I could ask questions without feeling that uncertainty represented failure. This aligns with Bandura’s (1997) concept of self-sufficiency, whereby individuals develop greater belief in their capability through successful experiences, modelling and constructive feedback.

The process also contributed to my personal goals. Personally, I wanted to become more confident, resilient and capable of managing difficult situations. Reflection enabled me to identify patterns in my behaviour, including situations where could communicate more effectively manage competing demands more confidently. The College of policing (2026a) similarly identify self-awareness and reflection as important component of professional development. 

Professionally, mentoring helped me develop towards becoming an increasingly autonomous officer. During the early stages of probation, I rely heavily upon colleagues the confirmation. Over time I became more comfortable making decisions, explaining my rationale and accepting accountability. This represents movement from dependent learning towards independent professional practice.

Organisationally, this development is significant because individual competence contributes to organisational effectiveness. The College of policing (2026d) identifies reflection, feedback, debriefing and learning from errors and near misses as mechanisms for improving policing practice. Consequently, my development should not be viewed solely as personal progression, it also contributes to safer, more consistent and ethical service delivery.

The competency and values framework (CVF) provided another important connection between individual development and organisational expectations (College of Policing, 2024). Effective policing requires not only completion of the task, but consideration of how those tasks are undertaken.

My approach to receiving feedback has also evolved. Initially I tended to focus on whether feedback confirmed that I had performed well. I now attempt to listen without immediately becoming defensive, clarify what is being communicated identify a practical action that can be implemented. Similarly, when providing feedback to colleagues, I aim to make it timely, specific and focused upon observable behaviour rather than put personality. This is reflected in the College of policing (2026a) the distinction between motivational feedback, which builds confidence and developmental feedback, which seeks to improve competence.

Feedback can therefore become part of a continuous learning cycle. Kolb’s (1984) model explains learning as a movement between experience, reflection, conceptualisation and experimentation. Gibbs (1988) model adds greater emphasis on emotional response, evaluation and action planning. Using both frameworks, has helped me move beyond asking whether something went well to considering why it went well, what could have been different and how I can apply the learning in the future.

This approach is consistent with contemporary policing expectations. The College of policing is (2026e) current PDR guidance promotes regular two-way conversations concerning learning, performance, career development and well-being rather than treating professional development as an annual administrative exercise. Such an approach reinforces the principle that development should be continuous.

In conclusion Reflecting upon my probation demonstrates that mentoring/coaching and feedback have been fundamental to my transition from learner to increasingly autonomous practitioner. Mentoring provided access to experience, professional knowledge and reassurance, while coaching encourages self-directed thinking and greater ownership of development. Neither process was sufficient in isolation, the value increased when combined with operational experience, reflection and constructive feedback.

Overall, these processes have supported three interconnected areas of development. Personally, I have increased in confidence and self-awareness. Professionally, I have developed competence, autonomy and decision-making. Organisationally, it has enabled me to align my practice more closely with police and standards values and expectations. However, I recognise that development is continuous and that experience alone does not guarantee improvement. It is the intentional process of reflection, feedback learning and application that converts experience into professional growth.

Following this reflection, I intend to maintain a more structured approach to professional development. I’ll actively seek feedback following complex or unfamiliar incidents rather than waiting for it to be offered. I will continue to use coaching principles when supporting colleagues, particularly through questioning and active listening rather than immediately providing solutions. Where I received developmental feedback, I will seek clarification, identify the change required and subsequently evaluate whether this is improving my practice.

Finally, I will use the College of policing CPD cycle of self-awareness, planning, development and review to connect my individual goals with organisational priorities (College of policing, 2026a). This should ensure that my future development remains purposeful, evidence-based and aligned with the expectations of professional policing.

Word 2152













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.


Andrews, T (2024) ‘Public expectations of police education in England and Wales’, Policing: A journal of policy and Practice, 18, pp.1-9. Available at: https://doi.org/10.1093/police/paad101

Bancroft, L. and Silverman, J.G. (2002) The batterer as parent: Addressing the impact of domestic violence on family dynamics. Thousand Oaks, CA: Sage Publications.

Bandura, A. (1997) Self-efficacy: The exercise of control. New York: W.H. Freeman.

Barrett, S., Muir, C., Burns, S., Adjei, N., Forman, J., Hackett, S., Hirve, R., Kaner, E., Lynch, R., Taylor-Robinson, D., Wolfe, I. and McGovern, R, (2024) ‘Interventions to reduce parental substance use, domestic abuse and mental health problems and their impacts upon children’s wellbeing; a systematic review of reviews and evidence mapping’, Trauma, Violence and Abuse, 25(1), PP. 393-412. Available at: https://doi.org/10.1177/15248380231153867

BBC iPlayer (2024) Rookie Cops Series Two Episodes 1-8. Available at: https://www.bbc.co.uk/programmes/m0016g0t/episodes/player. (Accessed: 30th July 2026).

Bradford, B., Weirich, C., Rowlands, D., & Crawford, A. (2025). Public confidence in the police: using opinion survey data to explore the current ‘moment’ in British policing. Policing and Society, 35(7), 883–900. https://doi.org/10.1080/10439463.2025.2508198
Bradford, B., Rowlands, D., Peel, D. et al. (2026) The service that police officers want to provide, and why they struggle to deliver it. Report. Leeds: University of Leeds. Available at: https://doi.org/10.48785/100/48 (Accessed: 1 October 2026)

Brown, J., Stanko, B. and Walker, E. (2018) The future of policing. London: Routledge https://doi.org/10.4324/9780203435946 book Brown, J. (Ed.). (2013). The Future of Policing (1st ed.). Routledge. https://doi.org/10.4324/9780203435946

Clutterbuck, D. and Spence, G.B. (2016) ‘Working with goals in coaching’, in Bachkirova, T., Spence, G.B. and Drake, D. (eds.) The SAGE Handbook of Coaching. London: Sage, pp. [218-237].

Cockcroft, T (2020) Police culture: themes and concepts. 2nd edn. London: Routledge 

College of Policing (2014) Code of ethics, A Code of Practice for the Principles and Standards of Professional Behaviour for the Policing Profession of England and Wales. Coventry:  Available at: https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/341643/Code_of_Ethics_2014_Web_Accessible.pdf

College of Policing (2016) Police Education Qualifications Framework. Coventry 
College of Policing (2022) Fundamental review into the College of Policing. Available at:  https://www.college.police.uk/article/fundamental-review-college-policing (Accessed: 6 January 2026)

College of Policing (2023) Code of Practice for Ethical Policing. Coventry 

College of Policing, (2023) Leadership standards. Available At: https://www.college.police.uk/career-learning/leadership/leadership-standards. (Accessed on: 8th September 2026)

College of Policing, (2024) Competency and values framework (CVF) Available at: https://www.college.police.uk/career-learning/competency-and-values-framework (Accessed: 2 October 2026)

College of Policing (2024) National Decision Model. Available at: https://www.college.police.uk/app/national-decision-model/national-decision-model (Accessed: 11th September 2026)

College of Policing (2024a) Social media Q&A events on stop and search. Available at: https://www.college.police.uk/support-forces/practices/social-media-qa-events-stop-and-search (Accessed on: 2nd August 2026)

College of Policing (2025) 4P approach to safeguarding victims of domestic abuse. Available at: https://www.college.police.uk/support-forces/practices/4p-approach-safeguarding-victims-domestic-abuse (Accessed: 1 October 2026)
College of policing (2025) Our Focus area – corporate strategy. Coventry available at: https://www.college.police.uk/guidance/corporate-strategy-2024-2026/our-focus-areas

College of Policing (2026a) Continuing professional development (CPD). Available at: https://www.college.police.uk/career-learning/career-development/CPD (Accessed: 3 October 2026).

College of Policing (2026b) Mentoring. Available at: https://www.college.police.uk/career-learning/support-for-career-development/mentoring (Accessed: 2 October 2026).

College of Policing (2026c) Coaching Available at: https://www.college.police.uk/career-learning/leadership/coaching (accessed: 2 October 2026)

College of Policing (2026d) Professional Development. Available at: https://www.college.police.uk/career-learning/career-development/CPD (Accessed: 3rd October 2026)

College of Policing, (2026e) Professional development review (PDR) Available at: https://www.college.police.uk/career-learning/career-development/professional-development-review-pdr (Accessed: 2 October 2026).

College of Policing &NPCC (2025) National Policing culture and inclusion strategy 2025-2030. Coventry accessed January 2026 available at : https://assets.college.police.uk/s3fs-public/policing_vision_2025.pdf

Crime & Investigation (2026) How true crime became so popular according to one of Britain's biggest creators. Available at: https://www.crimeandinvestigation.co.uk/articles/true-crime-fans-evolution (Accessed 1st August 2026).

Daumiller, M. and Meyer, J. (2026) ‘Advancing feedback research in educational psychology: Insights into feedback processes and determinants of effectiveness’, Contemporary Educational Psychology, [volume(issue)], article 102390.
 Available at:  https://doi.org/10.1016/j.cedpsych.2025.102390 (Accessed: 5 October 2026).

Dreyfus, H.L and Dreyfus, S.E. (1986) Mind over machine: The Power of Human Intuition and Expertise in the Era of the Computer. New York: Free Press

Durham, J.M. (2026) Tenure and Leadership Adaptation: Exploring Situational Leadership in Law Enforcement. Doctoral dissertation. Chicago School of Professional Psychology (Accessed: 1 October 2026)



Ellis, J. (2026) ‘Policing and the media: representations of the police in news, television police drama, documentaries and beyond: Marianne Colbran, Abingdon: Routledge, Policing and Society, pp. 1–4. doi: 10.1080/10439463.2026.2701954.

Engelmann,L. and Tatnell, A. (2025) ‘Blending the craft and science of policing’, Policing: A Journal of Policy and Practice, 19. Available at: https://doi.org/10.1093/police/paaf036

Freidson, E (2001) Professionalism: the third logic. Cambridge: Polity

Freidson, E. (2003) “Professionalism: The Third Logic,” Journal of health politics, policy and law, pp. 168–172.

Gibbs, G (1988) Learning by Doing: A guide to teach and learning methods. Oxford, United Kingdom: Oxford Centre for staff and learning Development. Oxford Brookes University. 

Gill, S (2024) ‘Finding Sarah Everard: A Critical Discourse Analysis Exploring the First Two Weeks of News Media Coverage Following Her Disappearance and Murder’, USC Annenberg: International Journal of Communication, 18, pp927-946. Available at: https://ijoc.org/index.php/ijoc/article/view/21612



Gwent Police and Crime Commissioner (2018) Joint Engagement and Communications Strategy 2018-2022. Available at: final_joint_engagement_and_communications_strategy_2018-2022.pdf (accessed: 7th September 2026)

Heddlu Gwent Police, (2025) Stop & Search, Use of Force (Coercive Powers) Annual Report 2024 - 2025 ACCOUNTABILITY AND ASSURANCE BOARD 24th October 2025. Available at: https://www.gwent.police.uk/SysSiteAssets/foi-media/gwent/use-of-force/annual-stop-search-and-use-of-force-report-2024-2025.pdf. Accessed on 20th August 2026)

Heddlu Gwent Police Our Priorities Available at: https://www.gwent.police.uk/police-forces/gwent-police/areas/about-us/about-us/our-priorities/ (Accessed on: February 2026)

HMIC (2014) Gwent Polices approach to tackling domestic abuse. London: Her Majesty’s Inspectorate of constabulary (HMIC). Available at: https://assets-hmicfrs.justiceinspectorates.gov.uk/uploads/2014/03/gwent-approach-to-tackling-domestic-abuse.pdf (Accessed: 24 September 2026)

Home Office (2014) The Policing Requirement. London: Home office
http://7f81ff6114e21659b84a-cde1435c149cc037d22b329c27ad88ee.r2.cf3.rackcdn.com/Documents/Our%20information/Response%20to%20HMIC%20reports/Strategic%20Policing%20Requirement/The%20SPR_April-2014-KV-14-05-21.pdf
Home Office (2018) Workforce Transformation Programme. London: home office 
https://assets.publishing.service.gov.uk/media/5c47410540f0b6170153a802/police-workforce-sep18-hosb0219.pdf

Home Office (2019) Leadership, wellbeing, professional development and innovation for the police front line: an evidence review. Available at: https://assets.publishing.service.gov.uk/media/5d25bb79ed915d69031d7c8b/FLR_literature_research_report.pdf (Accessed: 28th September 2026)

Home Office (2022) Domestic Abuse: Statutory Guidance. London: Home office. Available at: https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1089015/Domestic_Abuse_Act_2021_Statutory_Guidance.pdf (Accessed: 1 October 2026).

Home Office, (2025) Police powers and procedures: Stop and search, arrests and mental health detentions, England and Wales, year ending 31 March 2025. Available at: https://www.gov.uk/government/statistics/stop-and-search-arrests-and-mental-health-detentions-march-2025/police-powers-and-procedures-stop-and-search-arrests-and-mental-health-detentions-england-and-wales-year-ending-31-march-2025#stop-and-search-by-police-force-area-pfa (Accessed on 20th August 2026).



Home Office, (2025a) Police workforce, England and Wales: 31 March 2025 (second edition). Available at: https://www.gov.uk/government/statistics/police-workforce-england-and-wales-31-march-2025/police-workforce-england-and-wales-31-march-2025 (accessed on 7th September 2026).

Jones, M. Ralph, L., Millie, A. and Rowe, M. (2025) ‘Policing and social media: Exploring police digital visibility’, Criminology and criminal justice online first, pp 1-17. Available at: https://doi.org/10.1177/17488958251338572

Kolb, D.A. (1984) Experiential Learning: Experience as the source of learning and Development. Englewood Cliffs, NJ: Prentice Hall.

Kolb, D.A. (2015) Experiential Learning: Experiences as the source of learning and development. 2nd edn. Harlow: Pearson Education.

Loader, I. & Walker, N (2007) Civilizing security. Cambridge: CUP
https://doi.org/10.1017/CBO9780511611117

Loader, I. and Walker, N. (2007) ‘Uncivil security?’, in Civilizing Security. Cambridge: Cambridge University Press, pp. 7–32.

Loftus, B. (2009) Police culture in a changing world. Oxford, pp. 1-6, 84-90.

Loveday, B (2018) ‘Still plodding along’ Professionalism in Policing, 12(1),pp.21-34.

McCartney, S. and Parent, R. (n.d.) Transactional and transformational leadership. In: Ethics in Law Enforcement. BCcampus Open Education. Available at: https://workforce.libretexts.org/Bookshelves/Corrections/Ethics_in_Law_Enforcement_(McCartney_and_Parent)/07%3A_Discretion_Supervision_and_Leadership/7.06%3A_Transactional_and_Transformational_Leadership (Accessed: 1 October 2026).

National Audit Office (2022) ‘The Police Uplift Programme’ Value for money. Available at: https://www.nao.org.uk/reports/the-police-uplift-programme/

Neyroud, P. (2011) Review of police leadership and training. London: Home officer

Office for National Statistics, (2025) Domestic abuse prevalence and trends, England and Wales: year ending March 2025, Available at: https://www.ons.gov.uk/peoplepopulationandcommunity/crimeandjustice/articles/domesticabuseprevalenceandtrendsenglandandwales/yearendingmarch2025 (Accessed on: 3rd august 2026)

Pinkman, J. (2026) Schön’s Reflective Model: Reflection In and On Action. Available at: https://essays.uk/schons-reflective-model/#what-is-schns-reflective-model (Accessed:5th October 2026)

Reiner, R. (2010) The politics of the Police, 4th edn. Oxford: Oxford University press, pp3-10, 215-220

Rolfe, G Freshwater, D. and Jasper, M. (2001) Critical reflection for nursing and the helping professions: A user’s guide. Palgrave Macmillan. pp 21-23

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

Sherman, L. W. (2013) ‘The rise of evidence-based policing’, Criminology &Criminal Justice, 13(4), pp.377-397

Sklansky, D. A. (2011) ‘The persistent pull of police professionalism’, New perspectives in policing, 1, pp. 1-8 https://www.ojp.gov/pdffiles1/nij/232676.pdf

Smalling, A. M.A. (2026) An investigation of the relationship between transformational and transactional leadership, organizational commitment and wellness in policing: a mixed methods approach. DBA thesis, University of Reading. doi: 10.48683/1926.00128573

South Wales Argus “2024) Gwent highest UK rate of domestic abuse incidents per 1,000 Available at: https://www.southwalesargus.co.uk/news/24815258.gwent-highest-uk-rate-domestic-abuse-incidents-per-1-000/ Accessed on 7th August 2026.

STARNES, C.S., 2023. Transformational Leadership and Intelligence-Led Policing, Saint Leo University. Available at: ttps://www.proquest.com/docview/2912159824?fromopenview=true&pq-origsite=gscholar&sourcetype=Dissertations%20&%20Theses

Statista (2025) Social media usage in the United Kingdom (UK) - statistics & facts
Available at: https://www.statista.com/topics/3236/social-media-usage-in-the-uk/ (accessed: 10th September 2026)

Walsh, W.F. and Vito, G.F. (2018) Police leadership and administration: a 21st-century strategic approach. First edition. Boca Raton, FL: Routledge, an imprint of Taylor and Francis.

Whitmore, J. (2017) Coaching for Performance: The principles and practice of coaching and leadership 5th edn. London: Nicholas Brealey (Hachette UK)

Wilensky, H. L. (1964). ‘The Professionalization of Everyone?’, American Journal of Sociology, 70(2), pp. 137–158. http://www.jstor.org/stable/2775206













 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..........

Date




image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%





image2.png
Personal
development

Experierh

Learning

/

Education

‘Work




