
[image: ]


BSc (Hons) Professional Police Practice 

LEVEL 6 - 40 Credits

Workbook title: Competency Based Workbook 3 (PCDA) 
8000 Words 

(SOUTH WALES POLICE, GWENT POLICE AND UWTSD)


	Learner name: ______________________________

Learner’s University Registration Number:
_______________________________







FACULTY OF BUSINESS AND MANAGEMENT
PUBLIC SERVICE PROGRAMME

Module title: Professional Police Practice 3 (PCDA) BMPP6000D




Workbook Guidance

Please read these notes carefully; they provide essential information.

What is the workbook for?

The purpose of this workbook is to enable learners to demonstrate and provide evidence of how they meet the learning outcomes set by the College of Policing, for the BSc programme. Essentially, you are being asked to outline your experiential learning based upon your theoretical understanding in a range of operational situations.

· Understanding the Police Officer role
· Modern Professional Police Officer
· Strategic Role of the College of Policing
· Communication Skills
· Social Media
· Leadership and Team Working
· Leadership style
· Flexibility and Leadership Strategy
· Coaching
· Mentoring
· Professional and Organisational goals
· Assessment

You may wish to use the same incidents as you’ve outlined in the Occupational Competence Portfolio. 
 
How should the workbook be presented?
 
Blank electronic copies can be found on Moodle of this workbook. You must submit this document electronically therefore it is important that you save your work regularly and upload the final typed version through Turnitin on Moodle. 
 
Word count policy can be found in chapter 7 of the Academic Quality under section 7.7 (this applies to presenting work above and under the specified word count). 
 
(https://www.uwtsd.ac.uk/media/uwtsd-website/content-assets/documents/academic-office/aqh-chapters/chapters---en/Chapter_07_Assessment_Taught_Programmes_Pages_72-79-UPDATED-05-11-2019.pdf) 
 
Reflective practice is a core aspect for your workbooks and although there is a variety of useful resources on Moodle, there is one particular book, that is specifically based on reflective practice in policing, here is a link to one chapter from Selina Copley’s Reflective Practice for Policing Students: 

https://moodle.uwtsd.ac.uk/pluginfile.php/298870/mod_resource/content/1/Reflective%20Practice%20for%20Policing%20Students%20-%20Selina%20Copley%20Chapter5.pdf

 
How is the workbook assessed?
 
Advice and support about the completion of this workbook was provided by university staff as part of your initial training day and further help and advice is available on Moodle.  

Your tutor constable and in-force training staff will not be involved in assessing or marking your workbook after it has been submitted. 
 
Dates of workbook submission will be made available and posted on Moodle.
 
Once submitted your workbook will be assessed and marked independently.






Confidentiality

It is important that no individual can be identified either directly or indirectly from the information in the workbook. Therefore, you must:

· adhere to guidance in the Student Handbook about unfair practice and plagiarism.
· not identify individuals including witnesses, victims or offenders by name.
· not write information that enables any individual to be identified indirectly through the description you provide. This includes references to names, colleagues, places (including hospitals, schools, town, villages, streets) specific incidents which were high profile and could be identified due to past publicity, other professionals or any other personal information including medical or other conditions;
· take personal responsibility for adhering to confidentiality rules. 
· not include any dates of any incidents or anything that specifically identifies an actual incident.


Please be aware that any content that is deemed to be inappropriate, disrespectful, or abusive will not be tolerated. Following review of any content of this nature the information will be shared with the employer of the student responsible.  

Should any health and wellbeing concerns be raised because of disclosures made by the student within this workbook, the employer of the student will be informed.  



NOTE

Your workbook will be submitted electronically via Turnitin on Moodle. Guidance on this is in the Student Handbook. 

Remember that the workbook is YOUR responsibility you must not rely on the assessor or anyone else to pick up any confidentiality breaches as this is your work and you must accept full responsibility for confidentiality. Meeting all the confidentiality requirements is very important. 


Dyslexia and other special circumstances

If you have any condition that you feel may affect your ability to deal with any part of the programme, please see the Student Handbook for further guidance. The University has a Student Services Unit that may be able to help but it is the learner’s individual responsibility to contact them. 




Guidance: 

· Your workbook must contain the items specified in the table below (clearly identified and in the order given).
· You should use this document (electronically on Moodle) - insert your text / answer within each section of this workbook.
· You should upload your completed document as a saved pdf file of this workbook; if this is not possible then a Word Doc file is acceptable. Do not send a scanned file from a photocopier, an apple.dot file, or a Microsoft publisher file as Turnitin will not be able to assess them despite you being able to upload them.


Contents 

	Workbook 
	Area of Professional Practice 

	Word count

	Task 1 
	Understanding the Police Officer Role
	2000

	Task 2
	Communication Skills – social media
	2000

	Task 3 
	Leadership and Team Working
	2000

	Task 4
	Coaching, Mentoring, Assessment
	2000

	
	
	

	 
	Bibliography
	

	
	Total
	8000





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:


Policing in the UK has started to change dramatically over the last couple of decades Professionalism, accountability and evidence based practice have become significant themes. The creation of the College of Policing was an important milestone in the professionalisation of policing, establishing national standards, guidance and ethical frameworks of support to help officers provide a consistent public service efficiently. Driving this professionalisation agenda are national strategic frameworks such as the Strategic Policing Requirement, Policing Vision 2025, Workforce Transformation 2018 and the College Of Policing's Five-Year Strategy which seek to develop knowledge skills and behaviours appropriate to a twenty-first century police practitioner.
The purpose of this assignment is to critically assess the role of a professional police officer by evaluating and evidencing how my own practice exemplifies key objectives of the College of Policing about support and facilitation for professionalisation in policing. Through doing this I will be critical in the reflection of how my role has developed over final year probation, linking my experiences to much wider national policing strategies and standards for professional practice. I will be doing this by using Gibbs Reflective Cycle (Gibbs, 1988), which is well-established as a structured and critical framework for analysing experiences within the literature on reflective policing practice 
The College of Policing was founded as the professional body for policing in England and Wales primarily to assist with developing national standards, guidance and training frameworks supporting the professionalisation of policing (Home office, 2016). The creation of the College marked a notable movement towards acknowledging policing as a profession, with professional standards, learning and accountability being integral to maintaining public trust. 

One of the College of Policing's major responsibilities to make and keep updated key elements such as the Code of Ethics, which was revised in 2024 to align with changing expectations presented on policing for the modern world. The revised Code reinforces a set of fundamental principles relating to, courage, respect and empathy; and public service, offering an accessible ethical framework upon which officer behaviour and decision making may be aligned around (College of Policing, 2024). The College is additionally responsible for national policing curriculum to create standardisation in guidance throughout forces and the production of Authorised Professional Practice (APP), this includes research-driven recommendations for proactively guiding officers when responding robustly and efficiently to challenging incidents (College of Policing, 2020).


Having structured entry routes such as the Police Constable Degree Apprenticeship (PCDA) and Degree Holder Entry Programme (DHEP), which I believe have led to a greater level towards professionalisation of policing subsequently, in recognition of policing is becoming increasingly identified as requiring workers with practical competence and academic. These pathways are designed to create officers who can implement evidence-based policing. There is a general trend within policing away from traditional and towards an evidence based style, which encourages research, data and reflective practice to inform operational decision making (Sherman, 2013). Standardised training programmes are delivered through nationally recognised frameworks that also help to ensure a degree of consistency in policing practice, for example national professional standards.
Professionalisation has not come without its challenges, however certain police resist the growing academic emphasis required with degree-based training, especially in instances when academic studies are performed alongside other operational responsibilities leading to increased pressure (Brown 2018). In addition, continuing controversy exists as to whether the focus on purely academic learning threatens to supplant the acquisition of practical policing skills in terms of priorities in training and education, underlining continuing challenges regarding achieving appropriate balance between theoretical learning and improvements with respect to operational excellence and competence within contemporary service delivery contexts.


National strategic frameworks have a considerable impact on how contemporary policing is orientated and reinforce the ongoing professionalisation of the workforce. The Strategic Policing Requirement (SPR) sets out the national threats and risks policing needs to be ready to respond to in respect of vulnerability, public protection and serious violence, (Home Office 2023), This framework directly impacts how officer skills will be developed, as training and operational priorities are implemented to meet the needs of contemporary policing environments.
Policing Vision 2025 emphasized that building a dynamic, agile workforce able to respond both collaboratively and innovatively in an even more complex society using new technological developments should be prioritized by Heads of HR (NPCC 2025). The policing vision 2025 warn that a highly skilled, flexible workforce is required to have the skills and capabilities that are needed for the challenges of the 21st centaury. In support of that vision, the Workforce Transformation programme is encouraging a new approach to working including greater professional learning as well as lifelong ongoing development for officers (College of Policing 2020). The workforce transformation demonstrates how the continued changing nature of demand on officers in the roles they perform means that they must regularly adapt.
The College of Policing Five-Year Strategy further reinforces this by promoting evidence-based practice and ongoing professional development as key elements of maintaining public trust and operational effectiveness. The College of Policing Five-Year Strategy further reinforces this by promoting evidence-based practice and ongoing professional development as key elements of maintaining public trust and operational effectiveness (College of Policing & National Police Chiefs’ Council (NPCC)2025). This five year strategy highlights that culture changes are needed as recent high‑profile reviews (Casey Of Blackstock and Cb, 2023) exposed systemic cultural issues, including discrimination, abuse of power, and misconduct, which decreases public confidence. However, while these strategic frameworks provide a clear direction for modern policing, questions remain regarding their practical implementation. In particular, there is ongoing debate as to whether the expectations placed upon officers are fully supported by available resources and training opportunities, especially within high-demand frontline environments. This raises important considerations regarding whether national strategies are consistently achievable in practice, highlighting the need for continued evaluation to ensure that professional standards align with the realities of operational policing.


To demonstrate how I have fulfilled the role of a modern professional police officer during my final year of probation, this section will reflect upon my practice using Gibbs’ Reflective Cycle (Gibbs, 1988). Reflective practice is widely recognised as an important method of developing professional competence, allowing officers to critically evaluate their decision-making and improve future performance (Copley, 2019).
Modern policing has developed significantly from Sir Robert Peel’s original principles of policing, which emphasised the importance of public cooperation, public confidence and legitimacy within communities. Although policing has evolved through the introduction of specialist training, technological advancements and evidence-based practice, many of Peel’s foundational principles remain central to policing today, particularly the expectation that the police maintain public trust through ethical and professional conduct (Police Success, 2021).
The incident I am reflecting upon is a domestic abuse call in which it was reported that a male suspect had assaulted a female within a residential address. I attended the incident as the lead officer alongside another officer. Upon arrival at the address, both the suspect and victim were present, and two young children were identified within the household, increasing concerns regarding vulnerability and safeguarding requirements. Initial observations identified visible bruising to the victim, and during conversation she disclosed that she had been assaulted by the suspect. There were also indicators suggesting the presence of coercive and controlling behaviour within the relationship, which heightened the perceived risk to the victim and children. Body Worn Video (BWV) was activated upon arrival in accordance with operational guidance to capture evidence and support transparency in decision-making. A risk assessment was conducted, and due to the disclosure of assault and visible injuries, the suspect was arrested at the scene on suspicion of assault. Following the arrest, Public Protection Notifications (PPNs) were submitted to ensure that safeguarding measures were implemented to support both the victim and children. The incident concluded with the suspect being transported to custody and safeguarding processes initiated.

It was at this point in my final year of probation, I felt confident stepping up into the role as lead officer having had a fair bit of experience attending domestic abuse incidents and dealing with vulnerable people. It had made me more aware of force policy and safeguarding responsibilities, meaning I could now look at this incident knowing exactly what part I was to play and how I was going to tackle it. Despite this confidence, I remained conscious of the potential risk of escalation, particularly due to the suspect appearing intoxicated. The uncertainty surrounding how he might react to arrest created an additional level of operational risk, requiring careful communication and situational awareness to maintain control of the environment.

In terms of an evaluative analysis several elements of the incident were handled well. Once at the scene, Body Worn Video (BWV) was deployed to safeguard initial evidence while supporting transparency and accountability in line with what is considered good practice for domestic abuse investigations (NPCC, 2024). By following the force policy of activating BWV it helps build evidence for further successful progression of the case, which in turn aids to increase public confidence within the police as they see positive results.
The suspect was arrested after the victim disclosed the assault and visible injuries were found, which fell in line with South Wales Police positive action policy for domestic abuse due to enforcing both protecting a victim from further harm. The inclusion of young children highlighted the need for quick, professional risk reduction within the home, (HMIC, 2014). As i am in my final year of probation I was fully aware of this policy, which along with my own judgement and experiences quickly allowed me to decide to arrest the male. This highlights how policy can aid officers to fulfil the role of a modern police officer. 
However, due to the males intoxication I remained vigilant. I am aware of the challenges associated with managing unpredictable behaviour, as particularly when people are intoxicated their behaviour can be very unpredictable and erratic. Research shows that intoxicated individuals frequently display sudden shifts between compliance, hostility and aggression, making their behaviour difficult to predict (Home Office, 2002). Although the arrest was completed without resistance, maintaining awareness of potential escalation remained essential to ensuring the safety of all individuals present and managing the situation professionally. 


One of the key strengths during this incident was the immediate separation of victim and suspect upon arrival, in line with recognised domestic abuse safeguarding practices. It is well established that early separation of parties involved is crucial in risk reduction, avoiding further harm and facilitating effective information gathering (College of Policing, 2015). I did this by utilizing the National Decision Model, by using this model I quickly gathered information and intelligence as the victim had visible injuries and appeared to be in fear of the male in the address, (College Of Policing, 2013). Separating both individuals allowed me to create a safer environment to disclose and appropriately assess the level of vulnerability that was present. This allowed the victim to speak freely without fear of intimidation of the male. 

The format of a DASH (Domestic Abuse, Stalking and Honour-Based Violence) risk assessment was also completed to promote decision-making within structure and an understanding regarding safeguarding responsibilities. Structured risk assessment tools address the professional challenges faced by contemporary police officers to ensure a systematic and evidence-based approach when responding to domestic abuse calls (College of Policing, 2020). Safeguarding actions taken following the arrest also demonstrated alignment with modern policing responsibilities.
However, while the actions taken were largely effective, this incident highlighted the importance of balancing procedural requirements with dynamic risk assessment. With the suspect being intoxicated it created an unpredictable environment, requiring continuous situational awareness and professional judgement. This represents the wider demand placed upon contemporary police officers that be adaptable to the complexities and contingencies of their operational environments. The capacity to utilise such structured frameworks as the NDM while also reacting in-the-moment to live risk illustrates how professional competence is cultivated through experience and reflective learning at this key time of the probationary cycle.  

Reflecting upon my probation period it is evident that the nature of my role advanced quite drastically, especially in terms of confidence, accountability. I now adopt a more proactive role in terms of leadership when attending incidents and managing domestic abuse investigations, as well as overseeing safeguarding responsibilities, compared to earlier stages of my probation. One of my biggest developments has been working with less experienced officers and providing them advice, reassurance as well assistance during operational incidents. This shows the shift from merely managing events to contributing to team growth and maintaining professional standards. These experiences mirror the expectations of contemporary police officers to act autonomously, display leading behaviours and exhibit professional judgement in sophisticated contexts (College of Policing 2020).
To conclude, this reflection has highlighted how policing in the 21st century professionalises with a degree of support from the college of policing & key national strategic frameworks, which directly impacts how police officers do what they do today. The College of Policing has done a lot to cement standards, help ethical decision making on different policing approaches, and the training and skills development pathway that should support an officer in doing effective public service where their actions can also be accountable. 

Word count 2186
1

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:



Social media has is a fundamental aspect of modern policing, which enables officers to communicate, inform, reassure communities they serve. This essay critically evaluates my experience of social media use within my policing career drawing on a missing person incident which I played a significant role. The discussion will examine the communication strategies used during the incident, the social media platforms that are commonly used within policing and the benefits and risks associated with the use of social media within policing. This essay will also discuss the policies within policing on using social media platforms for professional information and engagement purposes. To reflect upon my personal experience where the use of social media was involved I will be using Gibbs reflective cycle (Fabio Galli, & Karl J. New. (2022).


Social media is a group of online communities where users of the platforms can voice their opinions and communicate with other users from around the world. In 2025 the number of people using social media platforms in the UK rose from 53 million to 57.6 million people (the global statistics 2022). Facebook is the most popular platform with around 3.07 million active monthly users (Duarte, 2025). This allows police to reach a diverse audience, globally, nationally and locally and provides a way to connect with community’s. South Wales police have 247,000 users who follow their Facebook profile. This allows south Wales police to directly communicate with members of their community and further afield, to convey messages that directly affect the communities covered by the police force. By police forces across the UK using social media it creates a direct link between the public and police which can help build public engagement and improve trust and confidence in the police. (Hanway and Hambly, 2023)
 
 
An incident that I will be reflecting upon my use of social media that played a role in my investigation is a shoplifting incident, where it was alleged, the suspect was a prolific shoplifter in the local community who had taken several brand new mobile phones. There was CCTV from the stores that the male had taken the phones from however I could not identify the male initially and the images provided was not suitable for facial recognition.

As part of my investigation, I arranged for a social media appeal on south Wales Facebook as the male was reported to be a well-known shoplifter from another area of South Wales. As a result I received information and intelligence from members of the public regarding possible alias names and general areas of where the suspect may have been residing. This provided me with further lines of enquires, where I have conducted searches on police systems and open-source material, which allowed me to identify the suspect. This evidence allowed me to arrest the suspect at his home address at night where I have then utilised section 32 of PACE to search the address (Legislation.gov.uk, 2017). By doing this allowed me to locate several mobile phones that were brand new which I suspected to be part of the offence.
 
At the beginning of the investigation, I did not feel optimistic that the suspect would be identified as statistics show as of the 24th of April 2025 in the last 12 months there were 516,971 recorded shoplifting offences, which is a 20% increase upon the previous year (ONS 2025). I did not feel that I was going to identify the suspect and return all the stolen property to its owners, so when I arrested the male and located the stolen phones, I was delighted. Reflecting on this incident shows the importance of social media as without the Facebook engagement I would not have been able to identify the suspect. The fact that members of public were eager to engage with police was a very positive effect. One thing that was negative during this investigation was observing some of the responses made by members of the public in the comments section of the Facebook appeal. Whilst many comments were helpful and supportive, there were also comments that were inappropriate, speculative and in some cases accusatory towards individuals who had not been formally identified as the suspect. Seeing these comments made me feel concerned, as I recognised that misinformation shared publicly could potentially cause harm to innocent individuals and negatively impact the investigation. The open nature of social media platforms means that information can be shared rapidly, often without verification, which can increase the risk of speculation and online vigilantism if not appropriately managed (College of Policing, 2021). I also felt a strong sense of responsibility to ensure that the information released by police remained accurate, proportionate and compliant with professional standards. The use of CCTV images on social media carries inherent risks, particularly in relation to data protection and privacy considerations. I was aware that releasing images into the public domain must be justified and necessary for policing purposes, in line with the requirements of the Data Protection Act 2018, which outlines the lawful processing of personal data by law enforcement agencies (UK Government, 2018). This awareness created a level of anxiety for me, as I understood that any misuse or inappropriate sharing of information could damage public confidence in policing and potentially expose the organisation to legal and reputational risks.
In addition, I felt some pressure due to the public visibility of the investigation once the social media appeal had been published. Unlike traditional investigative methods, the use of social media meant that the public were actively engaging with the investigation and observing developments. This increased my awareness of the importance of maintaining professionalism and adhering to the College of Policing Code of Ethics, which emphasises integrity, accountability and respect when interacting with the public and using communication platforms (College of Policing, 2024). Despite these concerns, I recognised that the risks associated with social media use were balanced by the significant benefits of public engagement and intelligence gathering, which ultimately contributed to identifying and arresting the suspect.


From an evaluative perspective, the use of social media during this investigation demonstrated several significant advantages that directly contributed to achieving a positive outcome. The Facebook appeal allowed the CCTV images of the suspect to be shared quickly with a wide audience, which significantly increased the likelihood of identifying the suspect. The rapid dissemination of information through social media enabled members of the public to provide intelligence that would not have been available through traditional investigative methods alone. In this case, information provided by members of the public regarding alias names and possible locations of the suspect enabled me to conduct further enquiries on police systems, ultimately leading to the identification and arrest of the suspect. This demonstrates how social media can act as a valuable communication tool that supports intelligence-led policing and enhances investigative efficiency. Another positive aspect of using social media during the investigation was the opportunity to engage directly with the local community. The use of Facebook created a platform where the public could actively support the investigation, which helped to reinforce trust and cooperation between police and the community. Research suggests that the effective use of social media by police forces can improve public confidence and strengthen relationships between policing organisations and the communities they serve (Crump, 2011). In this incident, the willingness of members of the public to engage with the appeal highlighted the importance of community partnership working and demonstrated the benefits of maintaining a visible and responsive police presence online. 



However, despite the clear benefits of social media use during this investigation, there were also several limitations and risks that became apparent. One of the most significant challenges by using social media is the presence of inappropriate and speculative comments made by members of the public in response to the Facebook appeal. Whilst these comments did not directly prevent the investigation from progressing in my case. These sorts of comments have the potential for misinformation to spread rapidly amongst members of the public. This presents risks to police officers using social media as a form of communication as in modern policing, social media content can be rapidly shared across multiple platforms, meaning that inaccurate information can quickly spread beyond police control before police are able to share the information themselves, as when police share information it takes time to investigate and ensure that only the correct information is relayed to the public. An example of this is the Southport attack in july 2024. Merseyside Police said the suspect was a 17-year-old British-born male whose name could not be released because of his age. However, false reports spread widely online saying the attacker was a Muslim migrant who had just come to the UK. These posts, which were shared by famous influencers and far-right accounts, got millions of views in just a few hours. This lack of information made people angry and hostile toward the police. As a result, there was a violent riot outside a mosque in the area. 39 officers were hurt, 27 of them needed to go to the hospital, and police cars were set on fire (Gregory, 2024). This event shows how quickly false information can make people angry, make them less trusting of the police, and make it much harder for them to do their jobs. The College of Policing's APP on Social Media also says that it's very important to communicate quickly and clearly. This is because making guesses and spreading false information can damage trust in the community and make things less effective.

Looking back on this incident, it made me realise how important it is to properly think through the use of social media before anything is shared with the public. At the time, using Facebook felt like the most effective option because we had no clear identification for the suspect and other lines of enquiry had not provided any results. However, reflecting on it afterwards, I can see that decisions like this carry a lot of responsibility. Social media is a very useful tool for policing, especially when trying to reach a large number of people quickly, but it is not something that should ever be used without following the correct guidance. Any information released needs to be necessary and justified, and there needs to be a clear reason for sharing it publicly. The College of Policing Authorised Professional Practice (APP) explains that social media should be used to inform the public, support investigations and gather intelligence, while still protecting public confidence in policing (College of Policing, 2021). Thinking back to my own actions, I believe using the official police Facebook account to circulate the CCTV images was appropriate in this situation. At that stage of the investigation, we had no confirmed suspect and needed assistance from the public, and sharing the images allowed new information to come in that helped move the investigation forward. At the same time, this incident made me more aware that once something is posted online, it can spread very quickly and cannot easily be controlled, which highlights why officers must always take time to consider the possible consequences before releasing information.
Social media is here to stay, and even if it has some drawbacks, these are outweighed by its advantages for the police. The tool can swiftly locate culprits and missing persons while fostering community trust. The perpetrator would not have been apprehended and prosecuted without a social media effort, and the numerous victims would not have had their stolen goods back. In this case, the inquiry produced a very favourable result, and the public helped with the investigation. It demonstrates that Robert Peel's frequent assertion that "the police are the public and the public are the police" was accurate (Shults, 2020).
In addition to public confidence, there is a growing argument for police forces to further utilize social media when detecting crime to identify offenders. (Burley, 2025) explains that social media gives police access to public posts, images, geotags, and online interactions that can show where suspects are going, what they are doing, and who they are talking to. The article argues that both advanced OSINT tools and simple manual techniques can turn fragmented online data into actionable intelligence, provided officers follow ethical and legal standards when collecting and preserving social media evidence. 

In conclusion integrating social media in addition to traditional police investigations has shown to be an extremely effective way of incorporating members of the public to make them feel more involved, which helps build partnership and confidence in the police which is one of Robert Peels main policing principles (Police Success, 2021). Based on my research there are clear drawbacks of the use of social media as there is the possibility of rapid misinformation to occur which as history shows can lead to large scale disorder. However, the use of social media platforms present a extremely effective tool to reach masses of the public in minutes which allows police to build public confidence and gather intelligence by incorporating the public as part of the police investigations. Based on my use of social media to detect and solve crime has been very successful and highlights how useful social media can be to detect crime. 
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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:


There are several different types of leadership strategies that leaders can develop over time that would be beneficial to officers within their role as they face many complex different situations that require different types of leadership styles to best effectively deal with the incidents they face, so that the best outcome can be achieved. In this essay I will critically evaluate and evidence my leadership style and flexibility to use different leadership styles. To reflect on the situation I will use Gibbs reflective cycle (Gibbs, 1988) .
 
There are Leadership theories and models that explain how different people emerge as leaders and the type of styles that they use when leading a situation. Behavioural theory of leadership predominately focuses on the leader’s behaviour by looking at what leaders do- their actions and behaviours, emphasising that leadership can be learned and developed.  (Derue et al., 2011)
Trait theory is an important method when researching human physiology which defines personality and characteristics. Trait leadership theory implies particular characteristics predispose leadership roles. Traits that are commonly recognised with effective police leaders include empathy, decisiveness and integrity. Traits of successful leaders can be inherited or acquired through training and practice. (benmira and agbola 2021).

In addition situational theory is another leadership style that is often used in policing. Situational leadership theory argues that there is no one way to lead, but rather good leadership requires a leader to adapt their style according to the competence and commitment, often referred to as the maturity of those following their lead. The model, developed by Paul Hersey and Kenneth Blanchard (Wang et al., 2024), states that leaders need to evaluate the readiness level of their followers then use a suitable leadership style that uses a continuum from directive to delegating behaviours. In summary, situational leadership is a “follower‑centred leadership skill” that facilitates leaders in adapting their behaviour to achieve optimal organisational benefits while improving the satisfaction and maturity of its followers (Wang et al., 2024). This flexibility can be especially useful in ever-changing environments with employees who have vary around their skill-sets and motivation


Leadership models provide an indication of how leaders influence and control situations. (Kamau, 2026)  Describes leadership as a position of influence where they direct a group of people towards one common goal, using their influence to positively impact the individuals of the group.It is clear that leadership play an important aspect in policing. Due to the role police officers face and the everchanging incidents they face, they require to constantly adapt to different leadership styles. Schafer (2009) calls effective leadership a necessary foundation for professional, ethical and effective policing. The article suggests that the frontline is not often to blame for organisational failures and public‑trust breaches, referring instead to a “a lack of adequate leadership”, and noting that style of management leads to both poor supervision, which frequently drives misconduct or low morale or uneven performance. Schafer stresses that even in the context of frontline policing, where officers have considerable discretion, “the importance of police supervisors… in shaping organisational contexts and outcomes… is generally accepted”. Nonetheless, the paper finds an enduring tension between officials viscerally affirming the need for leadership, and agencies investing relatively little in its development. This reinforces the importance for structured leadership development in twenty-first century policing, consistent with current ambitions around professionalisation and greater accountability of officers under the PCDA pathway.

In addition to leadership theory, professional policing leadership is guided by the College of Policing Competency and Values Framework (CVF), which outlines the behaviours expected of modern police officers. The framework emphasises values such as emotional awareness, taking ownership, and supporting others to achieve effective outcomes. (College of Policing, 2024c) In summary the competency and value framework has three values derived from three ethical policing principles and support everything that the police do. The three values are courage, Public service, respect and empathy. These values are encircled by six competencies:
 
· Emotionally aware
· Take ownership
· Collaborate
· Support and inspire
· Annalyse critically
· Innovative and open minded

These behaviours are particularly relevant to frontline policing, where officers are required to make decisions quickly while supporting colleagues and safeguarding members of the public. In practice, this framework reinforces the importance of adaptable leadership, particularly when managing incidents that involve risk, uncertainty and teamwork. Having diverse leadership styles within policing is crucial because of the varied situations officers face on a daily basis. In policing leadership has four dimensions, individual, operational, senior and organisational. (College of Policing, 2023)

 
When I started my career as a police officer I lacked confidence, experience and knowledge, due to this I have adopted the lassies-faire style of leadership.  Laissez-faire leadership signifies a complete lack of good leadership where leaders purposely avoid giving guidance, feedback or intervening in the processes of an organisation. Desgourdesetal. (2023) characterise laissez‑faire leaders as absent in relation to team members, undertaking no decision making and failing to engage in behaviours that enable employees actions which reduce employee well‑being and autonomy. Similarly, Zhang et al. (2023) identify laissez‑faire leadership as universally considered the most ineffective style, noting that leaders who neglect goal‑setting and feedback create confusion and hinder performance. Although often criticized as passive, laissez‑faire leadership can also be seen as a positive and productive style when you enqueue it in competent, eager, able teams to work independently. According to Ali and Ullah (2023) demonstrates that this style can actively strengthen talent management by giving employees the autonomy to make decisions, solve problems, and develop their own capabilities without unnecessary managerial interference. Their research reveals that this autonomy results in higher levels of engagement, creativity and job satisfaction as staff feel trusted and empowered to take ownership of how they go about their work. 


Pizzolitto (2023) describes authoritarian leadership as a type where leaders expect complete loyalty from their subordinates and exercise high levels of control. Leaders centralise decision-making and demand compliance with their decision  as it’s nearly always the final decision, rather than cooperation. Wang and Guan (2018) argues that authoritative leadership can strengthen performance by providing clear direction and enforcing discipline, particularly in hierarchical organisations where compliance and rapid decision‑making are essential qualities, these points closely fit in and describe how policing has been structured in history. Another type of leadership that is on the other end of the leadership style spectrum is democratic leadership. Rosing, Boer and Buengeler (2022) explain democratic leadership as a way that the leader delegates the power and decision making processes between the whole team. This style of leadership encourages open dialogue and suggestions from the whole team. Highlights that democratic leadership enhances performance by creating a supportive environment that helps build  trust between each other. This directly relates to College of Policing leadership framework (College of Policing, 2023) which promotes an open reflection, inclusion and continuous improvement for officers.   
 

 
To reflect upon an incident, I will use Gibbs reflective cycle. Throughout my time as working as a police officer I have gained valuable experience and knowledge of the role as an officers, as a result I have gained confidence within my role. Consequently, my leadership style has changed when dealing with incidents. Whilst on duty I have attended an incident that was reported as an ongoing domestic incident involving a male making threats with a bat with nails protruding from it. I was the first officer to arrive at the address, where I could immediately hear shouting from inside the property and a female voice upstairs calling for help.  I recognised the potential risk of serious harm and began to take control of the situation. Shortly after my arrival, two additional officers attended the scene. I directed these officers to proceed upstairs to locate and safeguard the victim who was shouting for assistance, while I moved forward with a less experienced officer to detain the male suspect who was located in the living room. The suspect appeared agitated, and the presence of the weapon increased the perceived level of risk. During the incident, it was disclosed that a second victim had fled the address prior to police arrival. I directed further units, who were still en route, to attend the nearby address of this second victim to ensure their safety and wellbeing. As I was first on scene to the incident due to the high level of risk I adopted an authoritative leadership-style approach to the incident.  Once the suspect had been detained and both victims safeguarded, I adopted a more collaborative democratic leadership style approach with attending officers to confirm responsibilities, ensure all officers understood their roles, and coordinate safeguarding actions. Both victims were subsequently conveyed to hospital for assessment, and the suspect was transported to custody.

During the incident I felt a mixture of feelings as the risk level changed and my responsibilities changed throughout the incident. Hearing the victim shouting for help upstairs not knowing what their level of injury was added urgency to remove the threat of the male with the weapon. Despite this I remained calm and utilised the National decision making model (College Of Policing, 2013). This allowed me to remain calm knowing that following this model would help me come to  the best outcome with the information known at the time. I felt a growing self confidence as the situation progressed as I was taking more control of the incident, directing other officers helped keep clarity in the decisions I was making.  

Overall I believe that there were several aspects of this  incident that went well. One of the main strengths I have realised from evaluating this incident is that my early adoption of the authoritative leadership style due to the level of risk involved allowed me to quickly take control of the incident effectively. By directing officers to safeguard the victim upstairs while simultaneously addressing the suspect downstairs, it ensured that both officer and victim safety remained a priority. This demonstrated the value of clear communication and structured task allocation when managing a high-risk situation. 
Another strength was the ability to adapt my leadership approach once the immediate threat had been controlled. After the suspect was detained, involving attending officers in confirming responsibilities helped create a more coordinated and organised response. This collaborative approach ensured that safeguarding measures were completed effectively and allowed officers to use their individual skills and experience appropriately. 
However, there were also areas that could have been improved. In the early stages of the incident, I focused heavily on controlling the immediate risk, which meant that I did not initially check in with the less experienced officer to assess their confidence or understanding of their role. Although the situation was managed safely, taking additional time to briefly confirm their understanding may have further supported their confidence and development. 


Looking at this incident through a situational leadership lens, it is evident that my style of leadership shifted throughout the event. (Del Pino‑Marchito, Galán‑García and Plaza‑Mejía, 2025) Hersey and Blanchard came up with a model called situational leadership, which proposes that leaders have to change their leadership style based on the requirements of the situation as well as the competence and motivation of the one enrolled in leading. With this type of incident, where a weapon is involved, the actual nature of the risk posed was such that we required a strong directive leadership style to facilitate safety for both officer and victim. This aligns with the directing elements of situational leadership, wherein clear instruction and firm actions must be taken to contain a crisis.

The use of an authoritative leadership style was warranted on first instance due to the nature and unpredictability of the adversity at hand. Evidence has been provided by Wang and Guan (2018) suggesting that when working in a challenge mode, such as an emergency, authoritative leadership is helpful, whereby strong direction reduces the uncertainty of this environment and ultimately improves performance on scene. My leadership style ensured that immediate risks were managed quickly and effectively by delegating roles to attending officers, prioritising the safety of victims. However, with the situation back under control and no longer requiring any immediate intervention from me, I turned more democratic and collaborative in my style. The rationale behind this change is driven directly from the supporting and delegating phases of situational leadership, as involving team members in decision making encourages shared understanding of coordination. Urging officers to affirm roles and embrace their skills as part of a team worked wonders for getting safeguarding measures done.


In conclusion it is evident that effective leadership in policing requires the ability to be flexible in everchanging circumstances that you face as a police officer. This incident alone highlights however adapting your leadership style must change to achieve the best possible outcome for victims. This incident also highlighted how my leadership style has developed over time. Earlier in my career, I often lacked confidence and was more likely to adopt a passive or laissez-faire approach, relying on others to take the lead. In contrast, this incident demonstrated a clear shift towards a more confident and structured leadership style, where I was able to take ownership of the situation, direct officers appropriately, and later involve the team in collaborative decision-making. This reflects my growing confidence and understanding of leadership responsibilities within frontline 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:



This essay will critically reflect on my three-year probationary period in particular the benefits from mentoring and coaching, how it has helped me meet personal, professional and organisational goal. I will also discuss how it has aided me to learn, develop and perform in the role of a police officer.  Throughout this essay I will be  using Borton’s reflective model (1970).  
 
Coaching is widely understood as a developmental process that helps support individuals to practice and enhance their performance through guided reflection and self-directed learning. Whitmore (2026) explains coaching as a practice that maximising an individual's performance by unleashing their potential. Within policing coaching is used to support newer recruits through learning structured questioning guidance and reflection. Throughout the three year probationary period coaching has formed a part of my development especially during my early operational period where supervisors and more experienced officers would help and encourage reflection on incidents that I attended.  
Alongside coaching mentoring plays a significant role throughout the probationary period of a police officers. According to the Institute of Directors, (2024), mentoring is a process whereby an experienced professional support someone in their long-term professional development by sharing knowledge, advice and experience. Mentoring occurs formally during tutor phases but also informally through the support of experienced officers and supervisors within policing. Mentoring relationships during my probationary period created opportunities to shadow experienced officers, question and reflect on operational decisions which helped build confidence. Although coaching and mentoring share similarities in supporting professional development, they differ in their focus and application. (Hayden, 2024) As compared to Coaching, which is typically more structured and performance centred using questioning, reflection and goal setting to improve specific skills and behaviours. Mentoring is generally longer term, broad in scope and aims to help someone grow holistically as a professional through experience-sharing and advice. 
 
There are several coaching models that can be utilised within policing. The first model i will be discussing is the GROW model by Whitmore (1992) is among one of the most popular and long-lasting coaching frameworks is still the GROW model. GROW assists coaches and coaches in navigating a coaching conversation in an organised yet adaptable manner. It is designed for clarity, action, and reflection. The acronym grow simple stand for: 
· Goal 
· Reality 
· Options 
· Way forward 
 
While the GROW model provides a clear and structured framework for exploring goals and identifying barriers, some practitioners argue that its problem‑focused elements can limit momentum in fast‑paced environment. This is the perfect situation where OSKAR model offers an alternative, and too often a more solution-focused one. (Gopalan, R 2025) One such tool is OSKAR designed by Paul Z. Jackson and Mark McKergow, OSKAR moves the focus from problem diagnosing to Outcome, Scaling, Know‑how explaining how both can be leveraged to help people identify already existing strengths and start building momentum. OSKAR is based on a positive transition from the individual issue such as limitations captured in GROW, and can be used more flexibly with respect to action-oriented contexts by focusing on capability. 
To reflect on my coaching and mentoring experience I will now use Borton’s reflective tool. I am now coming towards the end of my entry route of the police constable degree apprenticeship pathway. I will now use the ‘what’ stage of Bortons tool to being my reflection. My tutorship period also offered a framework for me to transition from learning during training school, into working in the real operational environments. Structured support during the early stages of service is recognised within policing. (Bowles et al., 2022) Asserting that mentoring and coaching provides necessary support for newly appointed officers, promoting competence, confidence and professional judgement. By now, reading the statement of my line managers can you remind me that at this stage of my probation, I had little confidence when going to incidents and if I was trying a decision even what to do about safeguarding, risk assessment and the application of legislation. Under constant supervision and mentorship of my tutor , I started to find out the contours of my job description. 
One of the most significant ways in which coaching supported my development was through the use of guided questioning during incidents. Instead of jumping in and giving me the answers, my tutor had me explain myself before doing anything. This is consistent with an emphasis on reflective practice from the College of Policing, which stated that, officers are best supported in developing their professional judgement when they engage critically with the processes for decision‑making as opposed to being told what to do (College of Policing, 2025). For example, when attending domestic‑related incidents, I was prompted to consider what immediate safeguarding measures were necessary and whether there were sufficient grounds to justify arrest or further investigation. This made me realize how my decisions could have far-reaching consequences and it was a lot easier for me to find sound professional rationale in what I did or said. Eventually, that approach has boosted my confidence and helped me to grow as a more autonomous, evidence-based decision maker. 
Mentoring, along with coaching, was also a critical part of developing skills to communicate with the public when someone was in distress and angry. During many incidents, I observed how my tutor interacted with individuals using calm and professional communication techniques, even in challenging situations. The concept of learning by observation is consistent with Bandura's (1977) Social Learning Theory, which argues that practitioners learn skills and behaviours by observing the actions of experienced peers. After these conversations, my tutor would frequently review my communication style and suggest things I could have done differently, while also clarifying things I had done well.  
Having outlined my experiences during the early stages of my probationary period, I will now move into the ‘So What’ stage of Borton’s reflective model. I will be reflecting deeper by considering the significance of experiences and how they influenced my personal and professional development. The coaching and mentoring I received throughout my probationary period had a significant impact on my personal development, particularly in building confidence and resilience within operational policing environments. In the early days of my tutorship, I found myself very much leaning on the words of reassurance from my tutor when making decisions, struggling to apply theoretical knowledge to live incidents with confidence. Responding to operational scenarios and more tailored debriefs following incidents, I started seeing development in my own risk assessment skills and decision-making processes. (Saul McLeod, 2025b) What this process demonstrates is Kolb's cycle of Experiential Learning which suggests that, in order to learn effectively, individuals first gain experience with the subject matter before reflecting on that experience and then applying any necessary insights. Every call I responded to was an opportunity to learn, process my actions, and implement in practice what I had learned. 
Coaching played a key role in promoting reflective thinking and increasing my self‑awareness along with experiential learning. Instead of direct instruction, my tutor frequently employed guided questioning that made me think about the rationale for my decisions and fortified independent reasoning skills. This is part of the College of Policing belief that reflective practice improves an officer's power to self-analyse actions, develop confidence and own their learning (College of Policing, 2025). Over the course of many coaching conversations, I grew in confidence to explain my reasons for decision-making and began to feel confident, by using professional judgement, when having to assess safeguarding or deal with members of public. 
Mentoring played a crucial role in developing my resilience as a new officer, particularly when managing emotionally challenging or high‑pressure situations. I was able to watch seasoned officers, calm under pressure and dealing with the task at hand, which allowed me to see what they did and modelled their behaviours; slowly beginning to build my own coping mechanisms. This corresponds with previous research which suggests that the majority of effective police tutoring is based on practice-based learning, where recruits observe skilled officers translating knowledge into competent practice and exhibiting professional behaviour under operational demand (Bowles et al., 2022). Repeatedly witnessing tutors staying calm and reflective when responding to difficult events helped encourage my development in these behaviours; reducing my need for reassurance and helping me partially become the confident and competent officer I am today. 
Upon reflection on this period, I realized that not only the coaching and mentoring influenced my journey but also had a direct impact on job proficiency. As I gained experience, my role evolved into taking direct operational decisions when managing incidents without supervision. Trochine, Modenutti and Balseiro (2005) define workplace learning as the process that affirms this gradual transition towards working independently, while professional knowledge is built largely through practice under guidance or feedback from more experienced colleagues. Being exposed to incidents during my probation, with structured feedback from tutors and supervisors also aided in the more confident application of legislation and management of incidents. 
Decision-making under pressure was one of the areas identified by professional development with mentoring. When I was younger and in my early years of service, I tended to emphasize following procedures to the letter without confidence in my own judgement. But as my probation continued, the reflective conversations following incidents prompted me to some think about the rationale behind my actions versus just repeating instructions. (infed. (AiA, 2025) This is very much in accordance with Schön’s understanding of reflection and practice, which posits that reflective practice should occur both during and following professional activity to facilitate enhanced performance going forward. Each decision made, and all events that occurred as a result of each incident are rehearsed by looking back through the decision-making process. 
Mentorship by senior officers accompanied great improvement in my communication skills. Communication is attested to be a foundational professional competence in policing, especially with vulnerable or distressed populations. (McLeod, 2025b) Rogers stated that effective personal-to-face communication is based upon empathy, active listening and understanding – all of which need to be developed in order to foster trust when working with clients. Watching experienced officers and getting feedback from others on my communication style did help me to feel more at ease in speaking with the public, especially in reassurance situations and explaining situations. This ability to communicate effectively had a direct impact on my following in the workplace as clearer communication resulted in lower levels of conflict and higher levels of cooperation during incidents. 
Additionally, mentorship helped me grow in the importance of professionalism and accountability within policing. It is when I began to take on additional responsibilities that I started noticing the organisation's expectations of officers about keeping meticulous records, safeguarding duties and ethical behaviours. Policing guidance often emphasizes the need for professional standards (College of Policing, 2015;).  On reflecting, I realised that mentoring was not only crucial for my personal development but also finding my footing in a less than ideal but structured and accountable organisation. 
Coaching and mentoring also strengthened my understanding of organisational expectations within policing.  A key expectation reinforced through mentoring was accountability, particularly in relation to accurate record keeping. Feedback from tutors highlighted that documentation was essential for safeguarding and professional integrity. This reflects the College of Policing Code of Ethics (2024), which identifies accountability as central to maintaining public trust. However, reflecting critically on this period highlighted limitations in mentoring opportunities. During periods of high operational demand, time for feedback was sometimes limited. This demonstrated that while mentoring is valuable, its effectiveness can be affected by workload pressures, encouraging me to take greater responsibility for seeking feedback independently. 
Having reflected on the impact of coaching and mentoring throughout my probationary period, the ‘Now What’ stage of Borton’s tool, focuses on how these experiences will influence my future practice and ongoing professional development. A key outcome from this reflection is recognising the importance of actively seeking and responding to feedback in order to maintain and improve professional performance. 
Throughout my probation, receiving feedback from tutor and supervisors was essential in identifying both strengths and areas for improvement. Feedback was commonly provided following incidents or during informal discussions, allowing me to reflect on my decision-making and communication skills. This process supported continuous learning and aligns with the principles of professional development outlined by the College of Policing (2020), which highlights the importance of reflective learning and feedback in maintaining professional competence. Moving forward, I intend to continue seeking feedback proactively, recognising that learning does not stop at the end of probation but remains an ongoing responsibility. 
Looking ahead, this reflection has highlighted the importance of continuing professional development and maintaining a reflective approach to policing practice. By building upon the coaching and mentoring received during probation, I aim to further develop my confidence, decision-making and leadership skills, supporting both personal growth and organisational effectiveness. 
Overall, coaching and mentoring were fundamental in supporting my transition from a newly trained recruit to a more confident and capable practitioner. Reflecting on these experiences has reinforced the importance of maintaining a reflective approach to professional practice, actively seeking feedback and continuing to develop knowledge and skills beyond the probationary period. By applying the lessons gained during this time, I aim to continue improving my performance and contribute positively to effective and professional policing. 
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