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Task 1
The College of Policing was established to act as a professional body for policing, the idea behind it was to boost professionalism, drive consistency and improve leadership across all forces in England and Wales (Home Office Framework Document 2012). The main actions were to set standards, share knowledge and support professional development which were designed to support evidence led, accountable and a skilled police service. This would then work towards increasing public trust and effective crime reduction outcomes. One of the most renowned strategic mechanisms for professionalising police forces has been the development of professional standards and the curriculum, such as the Policing Education Qualifications Framework (PEQF) (College of Policing, 2020). This became a nationally recognised qualification outlining the role expectations, competencies and degree level entry pathways. This replaced local training models with a set of consistent knowledge and skills (University of Staffordshire (n.d.)).
The College of Policing also put more of an emphasis on evidence-based practice and continuous improvement through research, guidance and strategic frameworks. Utilising this approach moves policing away from the more traditional policing, information towards why things are done and more towards demonstrating how it is backed by research and evaluation, (Cynthia Lum and Christopher Koper, 2017).

Evidence Based Practice (EBP) has played an important role in my development during my 3-year probationary period. An example of this is when I was required to respond to repeated Anti-Social Behaviour (ASB) near local shops within my area. I am aware that historically incidents like this have been dealt with through dispersal powers and verbal warnings (Anti-Social Behaviour, Crime and Policing Act 2014). However, research highlights that reinforcement alone has limited long term impact, and problem orientated policing strategies are more effective in reducing repeat demand (College of Policing, 2021). Utilising the SARAS model (Scanning, Analysis, Response, Assessment) (Tilley,N.(2008)). I analysed the patterns, looked at peak times and whether they were repeat incidents. I then linked in with the Neighbourhood Policing Team (NPT) who I knew would liaise with partner agencies and increase high visibility patrols around the areas. Over the following weeks I noticed that there had been a slight reduction in the ASB calls reported. This shows a good example of how research informed approaches have better outcomes which will enhance the confidence of the community and reduce long term demands on response policing (Lawrence W. Sherman, 2013; College of Policing, 2015).

The professionalising of policing by the College of Policing has not come without criticism (Jennifer Brown, 2018). Many stakeholders argue that initiatives such as degree level entry and standardisation may put academic credentials over the practical elements of policing. These areas of concern have led to recruitment challenges (Tim Newburn, 2017; Home Office, 2019).  Questions have been raised as to whether formal qualifications alone can ensure effective practice. 

Initially, the requirement to complete a degree was something that put me off applying.  My primary motivation was to become a police officer, and I was concerned about the academic demands alongside operational duties. However, as I was committed to the role, I could see that modern policing required a broader skill set. Through completing the Police Constable Degree Apprenticeship (PCDA) I feel I have developed more of an understanding around vulnerability, criminology and procedural justice. For example, I attended a mental health related incident involving a vulnerable adult threatening self-harm. Instead of looking at the incident as public order my new knowledge made me think of applying the National Decision Model (College of Policing 2023), considering my safeguarding responsibilities and linking in with health professionals.  Having reflected on this incident initially and now readdressing it within this task it has enabled me to evaluate my communication skills, use of powers under the mental health act and how I adhere to ethical principles.
 
The College of Policing has a strategically important position in the professionalisation of UK Policing (College of Policing, 2015). With standard setting, the promotion of evidence-based practice, leadership development and national curricula it has worked towards a vision of policing that is more academically grounded. 

The strategic framework for professionalising policing in the UK has been shaped by national strategies such as the Policing Vision 2025 (National Police Chiefs Council and Association of Police and Crime Commissioners), the Workforce Transformation programme in 2018, (Home Office, 2018), and the College of Policing’s five-year strategic plan, (College of Policing, 2025). All brought together, these have an influence on modern policing practices, the development of workforces, cultural reform and institutional professionalism.

The Policing Vision was jointly developed by the National Police Chiefs Council (NPCC) and the Association of Police and Crime Commissioners (APCC) to provide long term future of Policing in England and Wales. It prioritises transformative change across policing, emphasising community led policing, vulnerability and public protection, efficient deployment of specialist capabilities and increased use of evidenced based practices (NPCC/APCC, 2016; College of Policing,2023).
Despite the drive for the implementation for the Police Vision 2025 it did reveal challenges. Critics commented that although the vision set out desirable outcomes it did not sufficiently address structural issues such as workforce shortages, funding constraints, or uniform adoption across forces (UNISON, 2016).

Also linked to the Police Vision 2025 was the Workforce Transformation initiative of 2018. This was designed to reconfigure police learning and development so that it supported the skills required for the future of policing outlined in Police Vision 2025.
The implementation of the Transformation of Police Learning and Development programme looked to establish a baseline of how prepared forces were and generate evidence based, practitioner informed changes to the structure of learning and development (Hartley and Khalil,2018). 
The workforce’s transformation did not just look at what officers learnt but how they learnt, through reflective practice, engagement with research and continuous development. 
The introduction of the Policing Vision 2025 has significantly shaped my experience as a student officer. This has been through the emphasis on vulnerability, professionalism and partnership working.
A key impact on my role has been the prioritisation of vulnerability. For example, I attended a domestic abuse incident involving coercive controlling behaviour rather than physical violence. Under previous crime models this may not have resulted in significant action being taken. However, aligned with the Vision 2025 principles, I completed a DASH risk assessment, activated body worn video and submitted safeguarding referral to our partner agencies. The case was then discussed at agency risk assessment conference (MARAC) which made sure that they received ongoing support. This reflects the strategic shift towards protecting vulnerable individuals and working collaboratively to manage risk (NPCC and APCC, 2016).  The strategy has also influenced by professional development through structured training which is guided by the College of Policing. Being assessed using the Competency and Values Framework (CVF) I am not only being assessed on enforcement outcomes but also on fairness, transparency and accountability (College of Policing, 2020). This reinforces public trust.

Overall, the Policing Vision 2025 has transformed my role as a frontline response officer. To not just reactive crime response but towards safeguarding, partnership working and professional accountability. As a student officer this has increased my responsibility and strengthened my ability to provide ethical and community focused policing.

At this stage I have six months of my probationary period left as a student officer. I am fully aware that modern day policing demands a mixture of ethical integrity, professional competence, evidence-based decision making and community centred policing. The role of the contemporary police officer in the United Kingdom has evolved beyond traditional reactive enforcement towards proactive prevention, transparency and partnership with communities (College of Policing 2024). Throughout my training and operational experience with the force, I have worked to align my behaviours and decisions with the force’s specific values and the wider national expectations of professional policing. South Wales Police’s values are Courage, Integrity and Compassion, these underpin everyday policing and demonstrate the forces commitment to build trust and deliver excellent service to all members of its diverse communities. I prioritise compassionate communication and safeguarding making sure that the individual feels heard, supported and respected, I also uphold integrity by making sure I accurately record decisions and I am confident to challenge any behaviour that does not align with the ethical standards which reinforces professional accountability.

Community policing and partnership working are also important aspects of modern-day policing. Peel’s principles on policing by consent remain relevant in guiding neighbourhood engagement (Home Office, 2012). I have actively built relationships with local residents and partner agencies to identify and address recurring concerns such as anti-social behaviour, rather than just enforcing sanctions I have worked towards collaborative problem solving using the models such as SARA.
Being able to maintain professional resilience and wellbeing is essential to being able to fulfil modern occupational expectations. The complexity of policing requires officers to have sustained physical and psychological capacity. I proactively engage with wellbeing resources and peer support. Self-care is something I have identified as being a professional responsibility that I maintain to be an all-round efficient officer.

My final year of probation has been an important turning point, with greater responsibility and a clearer sense of who I am as a police officer. Moving from a relatively closely supervised student officer towards independent operational competence has required not only the development of practical skills but also more of an understanding of legitimacy, accountability and evidence-based practice.

At the beginning of my probationary period, my focus was mainly task orientated, responding to incidents, learning procedures and applying the legislation that I had learnt correctly. My supervisor was more intrusive and decisions I made were often validated by my tutor or sergeant.  In my final year I have noticed a dramatic change. I am quite rightly expected to justify my decisions independently, manage the risks confidently and demonstrate leadership behaviours in routine and complex situations. Research into procedural justice shows that fairness, transparency and respectful communication influences public trust more than enforcement outcomes alone (Tyler, 2006). I have always been conscious of prioritising clear explanations of the decisions I have made, in particular when dealing with high tension incidents such as stop and search or domestic incidents. This shows a more in depth understanding that how I exercise the power that I have is as important as the legal grounds available.
Another significant change has been my increased engagement with evidence-based policing. As part of the PCDA route, academic learning has become more important and overlapping with operational practice (College of Policing, 2019). Earlier in my probation, I tended to rely heavily on guidance from experienced colleagues. In my final year, I have become more confident in using research such as Policy and APP (Authorised Professional Practice) guidance to inform my decisions. 

Although not in a supervisory rank or a tutor constable, I have increased requests to mentor newer students. The Code of Ethics highlights leadership as a responsibility at all levels, not solely within formal hierarchy (College of Policing, 2014). When I first started, I thought leadership meant having authority. However, through reflective practice I can see it is setting an example, decision making and ethical consistency. Schon (1983) described reflection on action as central to professional growth. I have found that structured reflection after more serious incidents has been important in improving my resilience and judgement.

Reflecting on this transformation shows the value of professional development and reflective practice. Using Bortons’ Reflective Model helped me structure these reflections by, analysing events (What?), interpreting their significance for my development (So What?) and considering future improvements (Now What?) (Copley, 2011)

In conclusion, my final year of probation has transformed my role from a supervised learner to an accountable professional practitioner. The change has involved greater independence. As I approach confirmation in rank, I recognise that learning will be an ongoing process, but I now move forward with more confidence, critical awareness and commitment to modern professional standards.
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Task 2 

Policing in the 21st century has undergone substantial transformation, (Manning, 2013). Digital technology and social media have become an integral part of professional practice. A variety of social media platforms such as Twitter, Facebook, Instagram and TikTok have assisted in the change that law enforcement communicates with communities, manages public perception and provides information to those communities during ongoing operational incidents.

The professionalising of policing is not now all about law enforcement but focuses on community engagement, transparency and accessibility of the police. By integrating social media into policing, supports these goals by allowing real time information sharing, promoting procedural justice and facilitating two-way communication with the public (Crump & Compton, 2021; Greer et al., 2019).

As a student officer entering my final year of my probation with South Wales Police, I have observed first-hand the ways in which social media can both support and compliment professional policing.  During this time, I have identified the importance of strategic and ethical engagement online, as well as identifying the importance of following organisational policy to ensure compliance and professional standards. This essay will critically evaluate my experience of using social media as a tool for informing and engaging the community, looking at South Wales police policy on social media, looking at the platforms and associated risks and benefits. To show personal experience I will also look at a public order assault incident where I played a significant role.

Social media allows policing the opportunity to engage directly with the public. The social media platforms provide a most effective way of disseminating information about crime prevention, public safety alerts, policy initiatives and any ongoing investigations. My experience with social media demonstrates its value in enhancing community engagement and operational transparency.  An example, during periods of heightened public order risk, uploading of posts onto social media platforms such as X have allowed residents of local communities to be informed about areas to avoid, updates on relevant policing operations and guidance on how to report suspicious activity. This direct engagement supports proactive policing and encourages collaborative problem-solving to the public (Greer et al., 2019).

The use of social media is a tool to assist in humanising policing. Using posts that highlight community initiatives, positive interactions, or neighbourhood policing events, the public are able to see officers as approachable and accountable, fostering legitimacy and trust (Button et al;.2019). In my own personal experience, sharing crime prevention advice, promoting youth engagement initiatives, and acknowledging community feedback has helped reinforce public confidence in policing. This aligns with Tyler’s (2006) procedural justice theory, which argues that perceptions of fairness and transparency influence public cooperation and legitimacy.

Through the use of social media there has been significant challenges. Accuracy of the information is so important, as misinformation can spread rapidly online and exacerbate community tensions (Bullock, et al. 2021). In addition, there is a balance between providing communication in a timely manner and the risk of disclosing operationally sensitive information. Any uploaded posts must adhere to data protection legislation and professional ethical standards, which needs reflection and caution before publication (College of Policing, 2020). During my early stages of tutorship, I requested that a social media post be shared, highlighting a recent burglary in the area. My intention was to inform residents about safety measures, but I later realised that the post included identifiable details about the location and timing which could have compromised the investigation. At the time, I felt confident I was helping the public but also became concerned when I realised the potential consequences due to an error. While the post raised awareness and engagement, it risked revealing sensitive information and causing unnecessary alarm. Reflecting on this, I can see the importance of evaluating the potential impact of posts before asking for them to be published, including considering public perception, operational security and ethical responsibilities. I did learn that all social media content must be critically assessed for operational and ethical implications before publication. In future, I will make sure there is a structured evaluation process, I will consult with supervisors where necessary and refer to organisational guidance to ensure posts are accurate and secure. Fortunately, as our requests currently go through the media team the case was not compromised.

A major risk is the potential of privacy and data protection laws. Police forces such as South Wales Police increasingly monitor online platforms to identify criminal activity or potential threats. With the intention of supporting crime prevention, it may also infringe on individuals’ rights to privacy under legislation such as the Data Protection Act 2018 and the Human Rights Act 1998. Excessive or disproportionate surveillance can lead to legal challenges and reputational damage. (College of Policing, 2017). Another concern is the reliability and the interpretation of online information. Social media content can be misleading, manipulated or taken out of context. If officers take action from inaccurate information this may result in wrongful suspicion, allocation of resources to the wrong areas and in extreme cases escalation of community tension. Also, confirmation bias may influence officers’ interpretations of online material, reinforcing pre-existing assumptions (Chan, 2001). 
Professional conduct and reputational risk also present challenges for the force. Inappropriate posts by officers either on official police accounts or their own personal profiles can damage public confidence and compromise perceived impartiality. There have been high profile cases that have demonstrated how misconduct online can lead to disciplinary action and public criticism (McCartney and Parent, 2015).
Social media can bring a bigger spotlight on policing putting officers under greater scrutiny. Although transparency is generally positive, when people stream live incidents, the content can spread in the wrong context. These feeds can prejudice any legal proceedings or quite often increase community unrest. An example of this is in May 2023, after two teenagers died in a road traffic collision in Cardiff, unfounded social media rumours wrongly suggested that police were responsible for the crash. These misinterpretations spread quickly across platforms, which then contributed to a number of hours of rioting and disorder in the Ely area due to the community reacting to what they believed had occurred (BBC News, 2023).

Social media also facilitates intelligence gathering, (Leishman and Mason, 2003). Users of the platforms often provide valuable information through comments, direct messages or reporting tools, these contribute to supporting investigations. For example, public reporting of suspicious activity on local social media pages leads to operational decisions, allocation of patrols and enhancing preventative strategies. Engaging in this way has highlighted the dual role of social media. A communication tool for transparency and a platform for operational support (Crump & Compton, 2021).
Social media can also support the development of covert intelligence. Profiles and online communities can highlight affiliation to gangs, extremist ideology or involvement in organised crime. The monitoring of hashtags, group memberships and the sharing of content can often detect early warnings signs of disorder, (NPCC, 2020). In some cases, analysis of metadata, time stamps and digital footprints can assist in corroborating alibis or place possible suspects at specific locations.

South Wales Police has developed comprehensive policies to guide the professional use of social media. The social media and online Presence Policy (2024) outlines expectations regarding responsible communication, confidentiality and ethical behaviour. Within the policy it requires officers to post content that is accurate, professional, lawful and consistent with the Code of Ethics and the force values of courage, integrity and compassion (South Wales Police, 2024). The guidelines make sure that officers can benefit from the social media while safeguarding the organisations credibility and operational security. Making sure I adhere to these guidelines is crucial when engaging with the public or sharing official information. I have ensured that posts have been factually accurate, authorised where necessary and so importantly does not compromise any operational investigations or procedures. Within the policy it encourages proactive use of social media such as promoting crime prevention campaigns, neighbourhood watch schemes or safety advice. However, it also clearly identifies risks in including reputational harm, exposure of sensitive information and potential breaches of data protection or privacy (NPCC, 2021).

Using reflective practice which has been encouraged within the South Wales Police policy plays a big part in how I approach the use of social media for investigations. For example, before sharing information about ongoing operations, I considered how the message would be perceived, whether it could be misinterpreted and whether it adhered to ethical and professional standards. This approach aligns with the force’s broader emphasis on procedural justice and accountability, reinforcing the importance of careful, reflective decision making in professional communications (Tyler, 2006). Through these experiences, I have developed an understanding of how policy guides practice and supports responsible, ethical engagement and social media platforms.
All UK police forces use a range of social media platforms, each offering a variety of advantages and considerations, (Cullen, A. and Williams, M.L. 2026). Twitter/X enables the rapid dissemination of updates, alerts, and engagement with a wide audience; for example, during the civil disorder across parts of the UK in 2024, several forces used their accounts to provide real-time updates, warn about misinformation, condemn criminal acts, and share official information. Facebook allows for longer-form communication, making it suitable for community initiatives and interactive discussions; for example, South Wales Police recently shared a post about a community event in Swansea, thanking officers for attending a fun day where they engaged with residents and helped build positive relationships. Instagram focuses on visual storytelling to humanise the force and highlight partnerships, such as a post from October 2025 showing officers engaging with fans and maintaining public safety at a Cardiff City versus Newport County football match. Meanwhile, YouTube and TikTok are more often used for educational campaigns. These platforms are more directed towards younger audiences, delivering multimedia content that typically covers safety advice and crime prevention.
Each of the above platforms provides benefits, including immediate communication, interactive engagements and the ability to reach diverse audiences. Public contributions, such as witness reports or local intelligence, can support operational decisions and increase situational awareness (Button et al., 2019). In addition, social media allows forces to manage public perception proactively, builds trust, and demonstrates transparency in operations.

During my final year of probation, I responded to a public order assault. I attended the scene where an offender attacked a member of the public during a street disturbance which was escalating tensions in a populated area. 
As the officer in the case, I coordinated the initial response, ensured that the offender was identified, collected evidence and provided support to the victim.
There are several key learning points from this incident. Firstly, the importance of procedural fairness has been reinforced. Maintaining impartiality while still ensuring victim support required careful communication. and adhered to operational policies. Secondly, the incident highlighted the potential role of social media in public information. Community messaging was used to inform residents of safety precautions without compromising operational security. This shows the dual purpose of social media, supporting transparency and protecting sensitive information (South Wales Police, 2024).

With the combination of social media experiences, knowledge of policy and operational practice, demonstrates the evolving role of modern-day police officers. Social media not only serves as a tool for engagement but also a platform for operational support, as highlighted it does carry risks that need a policy to be adhered to when using it, (Jones, M et al. 2025). My involvement in the public order assault incident showed how the integration of ethical decision making, operational competence and community engagement were used through the correct authorised channels. 

My own critical reflection highlights the necessity of balancing immediate action with accuracy, transparency with information and public reassurance with ethical responsibility. Being able to use reflective practice makes sure that I have continuous professional development and aligns with the Competency and Values Framework (CVF), within this it would be demonstrating emotional awareness, accountability and leadership at all levels (College of Policing, 2024).

The use of social media clearly shows how technology works alongside traditional policing approaches. The use of social media provides the opportunity for proactive engagement and intelligence gathering. My experiences have reinforced the importance of critical thinking, reflective learning and strategic communication.

Conclusion
In conclusion, the integration of social media into policing practice represents two areas, opportunity and responsibility. During my probationary period I have seen first-hand that platforms such as Twitter/X, Facebook and Instagram can enhance community engagement, transparency and operational effectiveness but must be used responsibly and in line with policy. South Wales Police provide clear guidance on professional conduct, ethical communication and safeguarding operational integrity, making sure officers engage effectively without compromising public trust.
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Task 3

As a student officer in my final year of probation, being able to develop flexible leadership is important for working in a dynamic and high-pressure environment which as officers, we encounter on a day-to-day basis.
Leadership in this context involves not only managing teams but also responding and adapting to unexpected challenges, diverse stakeholder demands and evolving organisational priorities (Reiner, 2010).

South Wales Polices Leadership approach is centred on delivering a high quality, community focused police service under its strategic framework Policing with Purpose (South Wales Police, 2023) which emphasises pursuing criminals, prioritising victims and protecting vulnerable people.

Under the leadership of Chief Constable Jeremy Vaughan, the force aligns operational delivery with broader performance priorities set out in the South Wales police and crime plan (South Wales Police, 2023). The leadership vision stresses listening to Community Needs and responding with prompt, effective action (Home Office, 2023).
The Leadership policy also includes a strong focus on workforce development and inclusion. Strategic roles such as the Chief People Officer guide workforce planning, organisational development and learning (CIPD, 2025), fostering an environment where officers and staff can engage professionally and grow their capabilities.

Leadership is something that I have become increasingly aware of during my training as a police officer. Policing is often described as a disciplined, rank based profession (Loftus, B. 2009) but from what I have experienced to date, leadership is not just about giving orders.  Leadership shapes the morale of the team, decision making, public interactions and importantly the trust communities place in us as a service.  In UK policing there are a number of models that are used, in particular transactional, transformational, servant and distributed leadership (Burns, J.M. 1978). Reflecting on these models helps me to understand what kind of officer and future leader I aspire to be.

Transactional leadership is probably one of the most visible models within policing, (Bass, 1985; Reiner, 2010). The rank structure used within the force demonstrates clear lines of authority and accountability. As a student officer, I quickly learned the importance of following lawful orders, adhering to policy and understanding the chain of command, this is one of the early inputs we had in headquarters initial training. In high pressure incidents such as public order incidents or emergency response calls this structured approach is essential. The Gold, Silver and Bronze command model ensures clarity in decision making and operational control, (College of Policing, 2020). Bass (1985) explains that transactional leadership focuses on supervision, reward and discipline. I have witnessed how this has maintained standards and professionalism. However, on occasions I have also seen that if leadership relies too much on command and correction, it can quite often limit open discussion or allow officers to be creative in their problem-solving approach. From my own personal perspective, constructive guidance feels more motivating than just directive instruction alone.

Flexibility is one of the most important leadership qualities I have started to develop as a student officer. The main reason for this is that operational incidents and the environments can change quickly and are unpredictable. Through reflective practice, I have recognised that my leadership approach aligns most closely with situational leadership but also supported by elements of transactional and transformational models. 

During a domestic incident, I observed how leadership influenced the team’s response. The situation required immediate control to make sure that all in attendance were safe including members of the public. A transactional approach was clear in this incident, there was clear instructions, role allocation and everyone following correct procedures. The structured response helped manage the risk and maintain order in a potentially volatile situation. On arrival we were met with a highly emotional situation involving a victim alleging assault and a suspect attempting to leave the address. Although I was junior in service, I took the initiative by directing my colleague to secure the suspect to prevent a breach of the peace, while I safeguarded and separated the victim.

The experience highlighted how transactional leadership can be effective in policing, particularly in high pressure situations where clarity and discipline were essential (Bass, 1985). It provided structure and reassurance allowing all of us to act quickly and with confidence. However, I also recognised the importance of transformational leadership, such as communication, empathy and reassurance to the victims. This approach helped build trust and de-escalate emotions, which is crucial in domestic incidents.

On reflection and moving forward when dealing with further similar calls I will look to balance both leadership styles. While transactional leadership ensures safety and control, incorporating transformational behaviours will encourage more victim engagement and morale within the team. Being able to do this will give a more effective and compassionate policing outcome.

Transformational leadership is also particularly relevant in modern policing.  Transformational leaders aim to inspire and motivate officers through shared values and vision (Bass and Riggio, 2006). The College of Policing promotes ethical and values-based leadership through the code of ethics, which emphasises integrity, respect and accountability (College of Policing, 2014). During my training, trainers who explained the “why” behind decisions being made, rather than just enforcing the rules have had the greatest impact on my development. Leaders who model professionalism and fairness will influence organisational culture in a positive way (Schein, E.H. (2010). I do recognise however, that inspiration alone is not enough; it must be supported by consistent standards and accountability. Following on from the domestic incident and gaining initial control of the situation, I consciously moved my approach when engaging with the victim. I explained each step of the process, including the necessity to arrest and safeguarding referrals aligning with the Code of Ethics. This experience evidences my flexibility. Hersey and Blanchard (1969) argue that effective leaders adapt their style depending on the competence and emotional readiness of those involved. In this incident I moved from managing a resistant suspect requiring firm control to supporting a vulnerable victim needing reassurance. Having the ability to transition between directive and supportive behaviours shows adaptive decision making rather than being reliant on a single leadership model.

The flexibility will continue to develop as I gain more experience. Although I successfully adjusted my style, I recognise that my lack of confidence influences how effectively I communicate at the scene. Northouse (2022) states that adaptive leadership requires emotional intelligence and self-awareness. In high pressure incidents, I recognise that I initially default to more task focused communication, sometimes obvious through the tone I use. Reflection after the incidents allows me to look at areas to improve on this as maintaining calm authority without coming across as abrupt. As I continue my professional development, improving how I adapt will be important to becoming an effective and ethically grounded police officer.

Distributed leadership is another model that I have seen in practice, in particular during collaborative problem solving. Bolden (2011) explains that distributed leadership shares responsibility across teams rather than concentrating it at the top. In multi-agency meetings and safeguarding discussions, officers of different ranks and roles contribute to the meeting depending on their expertise.  Even though I am still learning it is still nice and appreciated that my perspective is welcomed. This type of leadership can build confidence and competence among frontline officers particularly those young in service like myself. With shared responsibility this form of leadership will rely on trust and clear communication to avoid confusion about who is responsible for what area.

From my limited experience I can see that no single leadership model is sufficient on its own. Transactional leadership provides structure and safety; transformational leadership provides cultural change; and distributed leadership encourages collaboration and growth (Bass, 1985; Northouse, 2019). Effective leadership in policing requires flexibility and emotional intelligence. As I continue my development, my aim is to learn from positive role models and use some of their leadership styles that reflect professionalism, empathy and accountability.

Another leadership strategy I have developed is emotionally intelligent communication, particularly in sensitive investigations. At a sudden death, leadership was essential to allow me to manage the scene and the distressed family members who were present. A structured transactional approach ensured procedures were followed, roles were clear and the scene was preserved. This clearly maintained control and professionalism, I could see that using this style alone was insufficient when dealing with people’s grief.  Transformational leadership, including empathy, clear communication and emotional support helped comfort the family and build trust in the process. Although I was not the officer in charge, I took the responsibility to explain the procedural steps, including scene preservation and coroner referral processes. Having this approach aligns with transformational leadership, which focuses on influence through values, empathy and ethical conduct (Bass and Riggio, 2006). By slowing my speech down and actively listening, I was able to reduce the family’s anxiety.
At future incidents, I will make sure I balance structure and compassion, adapting my leadership style to meet both operational demands and the emotional needs of all involved.
During a public order incident in a residential area, I was part of a response to a dispute between two groups of youths that was beginning to escalate and attract attention from local residents.
On arrival I could hear raised voices, I observed hostile body language, and the crowd was increasing in numbers. Rather than going in “laying down the law” I made a conscious decision to engage with both groups. I spoke calmy, introduced myself and encouraged the youths to explain what had happened.
Through listening, I realised that the tension had come from an ongoing disagreement between the youths from neighbouring streets. I knew that if this was handled poorly, it could have escalated into more profound neighbourhood tensions. From observing I could see the influence certain youths had over the group dynamic, this helped me adapt my approach. This reinforced to me immediately the importance of communication and emotional awareness in public order situations.
I worked with my colleagues to separate the groups and facilitate open communication between the key individuals I had identified. I set out to these individuals, clear expectations around behaviour. This collaborative approach helped in the de-escalation of the situation and reassure residents.  Reflecting on this I will continue to prioritise communication, early engagement and partnership working to prevent escalation and maintain the trust of the community.

Throughout the examples, the common theme is flexibility. Each example required a different balance of directive control, empathetic engagement and collaborative input. My leadership styles are shown as being shaped by both theory and structural constraints.

As an overall, the leadership strategies I have developed are adaptive command presence, emotionally intelligent communication and collaborative problem solving. These have allowed me to manage varied operational demands.

Teamworking and leadership are closely connected, each of them influence the effectiveness of the other. Leadership provides direction, vision and motivation, while teamworking allows these objectives to be implemented collaboratively (Northouse, 2022). Without effective leadership, teams can lack focus or the ability to work together. Without teamwork even the strongest of leadership cannot produce the required outcomes (West, 2012). Clearly, Leadership and teamworking underpin organisational success.

Effective teamwork is heavily dependent on collaboration, complementary skills and mutual respect. High performing teams clarify roles, allocate responsibilities according to strengths and maintain shared accountability (Katzenbach & Smith, 2005). 
The interaction between leadership and teamworking is especially crucial during relevant periods of change or organisational challenges.

As I have identified, teamwork is a fundamental element of effective response policing, particularly during high pressure situations such as road traffic incidents. These incidents quite often involve a range of hazards, including casualties, traffic congestion and the need to preserve the evidence at the scene.  A personal operational example shows how working together enabled a successful response to a serious multi vehicle collision on a busy road.

On arrival I joined a team of officers already at the scene. The incident involved several vehicles some of them were obstructing lanes and there was at least one casualty requiring medical attention. The seriousness of the situation meant that tasks had to be prioritised and allocated quickly. Each team member used their expertise; some officers directed traffic to prevent further collisions; others liaised with paramedics and the rest of us preserved evidence and documented how the scene looked on our arrival. The safe conclusion of the incident relied on the team as a whole and not an individual officer.
The communication was central to effective teamwork. There were constant updates with officers sharing information about how many vehicles were involved and the severity of the injuries.
Working together was so important. Officers were confident in each other’s abilities which allowed responsibilities to be allocated appropriately. The outcome of the incident showed the power of teamwork. While leadership provided advice and guidance it was the team effort that made sure that the finalisation of the incident was a success.

In conclusion, organisations achieve sustainable success when leadership, teamwork and cohesion are integrated. Strong leadership combined with cohesive collaborative teams enhances productivity, adaptability and resilience, forming the foundation for high performance. 
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Task 4


The 3-year probationary period in policing is one of the most important developmental phases in a police officer’s process, operational competence and ethical development, (Tompson, L. et al. 2019). Most officers start in response policing, this has exposed me to high pressure incidents, the responsibility of safeguarding, management of vulnerable people and making decisions in fast moving incidents. Throughout my time in my probationary period, mentoring and coaching has played an extremely important role in shaping me into the officer that I am today. I started with a structured tutorship period where I was assigned a tutor who provided feedback, and following this ongoing feedback from supervisors and peers was received. I have also most recently been informally mentoring those officers who are less experienced than myself.

This task critically reflects on how mentoring and coaching has supported my personal, professional and organisational goals. I will also look at how relevant theories underpin these practices in policing and how by receiving and giving feedback has enhanced my learning and performance within the role.  Throughout I will look at recognised coaching and mentoring theories, including Kolb’s Experiential Learning Cycle (Kolb, D.A. 1984), the GROW Model (Whitmore, J. 2017), Transformational leadership theory (Burns, 1978) and feedback frameworks such as Pendletons model (Pendleton et al., 1984).

Mentoring and Coaching are different but both support one another. Clutterbuck (2014) defines mentoring as a developmental partnership where a more experienced individual supports the learning and career development of another. Mentoring is often long term and relationship based. Coaching is different because it is typically performance focused, structured and goal orientated, aiming to improve specific skills or behaviours (Whitmore, 2017). 

Within policing, mentoring is more visible within the initial tutorship phase, where experienced officers support probationers to put theory, they have learnt into practice. Mentoring is not limited to this period alone. It continues across multiple areas of policing, including specialist units, leadership development programmes and informal peer support. Coaching is embedded in supervisory practice, particularly in performance development reviews and operational debriefs (College of Policing, 2021)
During my tutorship period on response, my tutor constable was predominantly acting as a mentor, modelling the professional behaviours, the decision-making process and ethical standards. Following on from this period, supervisors have then adopted more of a coaching approach during debriefs, focusing on my performance improvement and accountability.
There are a number of theoretical frameworks that formed the foundations of my development.
Kolb’s Experiential Learning Cycle (Kolb 1984) proposed that learning occurs through a cyclical process of concrete experience, reflective observation, abstract conceptualisation and active experimentation. Response policing definitely falls under the category of experiential where each incident I attend provides practical exposure. However, it wasn’t just practical exposure it was the reflection through the conversations with my tutor that transformed my experience into learning. We did this by, managing the incident, debriefing with my tutors, identifying improvements and applying my learning in future incidents. Without the mentoring skills of my tutor the experience from the calls I attended would not have provided developmental opportunities.

The GROW Model (Whitmore, 2017) makes a structure for coaching conversations around Goal, Reality, Options and Will. The feedback I have received from supervisors is often structured around this model. Following an incident of a delayed handover at custody with a prisoner, my sergeant utilised the GROW model with me, identifying the Goal to improve efficiency and timeliness, identifying the areas in my report writing, looking at my time management strategies and how I could change this by more structured note taking. By using this method of coaching, it gave me accountability and ownership for my own development.

Transformational Leadership theory (Bass,1985) emphasises inspiring, intellectually stimulating and individually considerate leadership. My tutor demonstrated this theory by encouraging me to use critical thinking rather than just telling me what to do. Instead of providing answers at incidents or on the way to incidents my tutor would ask “What powers apply here?” this gave me the opportunity to think independently, allowing me to make the decisions based on the powers I had.

Andragogy, developed by Knowles, proposes that adult learners are self-directed, bring prior experience to learning and are motivated to relevance of real-life roles (Knowles, 1980). As an adult learner coming into the policing environment, I brought previous life experiences, values and problem-solving skills that shaped how I interpret the training that I had whilst dealing with incidents. For example, while attending a domestic incident involving a verbal argument between partners, I drew on my prior experience of dealing with conflict in a customer facing role. In this role I had developed skills in active listening, remaining calm under pressure and managing emotional conflict. Rather than taking an enforcement approach, I used communication techniques to separate the parties, listened to both sides which de-escalated the situation. This aligned with my training around conflict management but was shaped by my existing values of fairness and empathy. On conclusion, I was able to resolve the situation safely without escalation, demonstrating how prior experience enhanced my practical application of my policing knowledge during incidents.

My tutorship phase was critical in putting the academic side of policing that I had learnt in headquarters into practice in the operational arena of policing. Response Policing asks a lot of new officers in making rapid risk assessments, conflict management and emotional resilience, (College of Policing, 2020). Initially, I lacked confidence in applying the legislation I had learnt, putting it into practice with so much going on around me. Throughout my tutoring/mentoring phase I developed Operational Competence. This was achieved by my tutor increasingly stepping back to encourage independent decision making, this reduced anxiety and improved my ability to provide legal rationales, particularly in use of force and safeguarding scenarios. 

Ethical Policing requires reflective judgement (College of Policing, 2014). My tutor frequently discussed the Code of Ethics, reinforcing integrity, transparency and fairness. The conversations with him improved my understanding of proportionality and necessity and decision making.

On exposure to traumatic events, I experienced informal mentoring discussion which provided me with emotional processing and made me realise that my stress reactions were normal.  

As identified previously Supervisory feedback during my 3 years was more towards performance. These performance discussions were more focused on case file quality and victim updates. The feedback used the principles similar to Pendleton’s feedback model (Pendleton et al, 2003). My sergeant would encourage self-assessment before providing the feedback. For example, after submitting an incomplete file, my sergeant asked me to identify areas for improvement before providing his input, this provided me with more self-awareness and accountability.
Initially I received developmental feedback as criticism. However, with my commitment to self-improvement I looked at the feedback as more developmental rather than criticism.  I have learnt that how I receive the feedback influences my development. Although initially I saw the feedback as criticism and sometimes became defensive, through reflective practice and mentoring support I now use feedback as a tool for growth and development rather than criticism. I now listen actively, seek clarification if necessary and reflect on what is being said before responding.  Pausing allows me to monitor my emotional reactions and focus on the opportunity to learn. Having had the feedback, I make an effort to put into practice the improvements that have been suggested and see how these have helped me develop in similar incidents.

Over the last 3 years I have sought feedback proactively, fully aware of its role to assist me in achieving full operational competence. By doing this it allowed me to improve in my report writing accuracy, evidence gathering standards and court file preparation.

As my confidence has grown, I have begun supporting younger in-service colleagues. Although this is informal mentoring, this role has reinforced my own development.

Bandura’s social learning theory (1977) suggests learning through observation. I consciously showed calm communication during a conflict situation, knowing that behaviour influences team culture. In this role during challenging incidents, I encouraged reflective discussion with the student asking, what went well? what would they change? What legislation was used? This mirrored the style used by my tutor, showing the cyclical nature of mentoring within the police service. During my feedback I worked towards providing balanced encouragement with developmental points, applying the SBI (Situation-Behaviour-Impact) feedback model (Stone & Heen, 2014). One example was during a domestic incident there was limited reassurance by the officer, and we discussed how this would impact on the victim’s confidence in policing.

An operational example during my 3-year probationary period which highlights how I have benefited from mentoring and coaching was during one of my early responses to a high-risk domestic incident. During this incident, I was double crewed with my tutor constable who is an experienced officer, during this incident he provided structured mentoring and immediate coaching that enhanced my confidence and competence in the situation. This period of learning is designed to consolidate the theoretical learning I initially received in initial training and now how I apply this learning in an operational context (College of Policing, 2020).

The call involved reports of a violent altercation between partners, with neighbours informing us that shouting and breaking glass could be heard. On arrival my tutor encouraged me to take the lead although still maintaining oversight of what was happening. I was responsible for conducting the initial risk assessment using the Domestic Abuse, Stalking and Harassment (DASH) Framework, separate the parties and secure the scene. Although I fully understood the DASH process it was a big difference filling it in at a real-life scene which was an emotionally challenging environment, I found this challenging. My tutor used a coaching approach asking reflective questions such as, “what risk factors are present?” and “how might escalation occur when we leave?”  This prompted me to think critically rather than just telling me what to do through instruction, this aligned with the adult principles described by Knowles (1984).

Following the incident, my tutor carried out a structured debrief of the incident. He highlighted areas such as my communication style with the victim while highlighting areas I had left out in my investigative thinking. 

My tutor supported me over the tutorship period, supporting my development, looking at areas of competency aligned with the Policing Education Framework (PEQF). Throughout this period, I had regular feedback sessions which helped me to map my operational experiences against the Competency and Values Framework (CVF) looking in particular at, we analyse critically and we support and inspire (College of Policing, 2016). The coaching conversations I had with my tutor and supervisors encouraged reflective practice which is a core component of professional policing (Schon, 1983). Utilising my reflective journal enabled me to identify development needs, such as decision making under pressure and the ability to articulate my rationale for my actions using the National Decision Model. Coaching conversations have encouraged me to set measurable development goals and review performance against force priorities (Gant et al., 2009).

This example in the operational environment shows how mentoring and coaching during my tutorship period allowed me to put my theory into practice safely. Rather than just telling me that I had done something wrong my tutor facilitated learning through guided questioning. Research suggests that effective mentoring in policing improves performance, resilience, and professional identity formation (Fleming, 2015). The support I had, reduced my anxiety and increased my confidence in procedures.

Mentoring and Coaching during the last three years has supported my ability to meet organisational goals in policing. Organisational objectives such as public protection, ethical decision making and community engagements require not just technical competence but reflective practice and professional resilience.  The relationships that I have built through mentoring have given me and insight into professional standards, aligning my conduct with organisational expectations (Fletcher and Ragins, 2007)

Conclusion

My three-year probationary period within Response Policing has been significantly shaped by mentoring and coaching. My tutorship provided me with long-term developmental support, while supervisory coaching enhanced measurable performance outcomes. Theoretical frameworks such as Kolb’s experiential learning cycle, the GROW model and transformational leadership theory underpin these developmental processes.
Receiving mentoring enhanced my operational competence, ethical awareness and emotional resilience. Providing mentoring and feedback strengthened leadership skills and reinforced my own learning. Ultimately, coaching and mentoring enabled me to meet personal aspirations, professional competence standards and organisational objectives.
This reflective process highlights that effective policing is not solely dependent on operational experience, but on structured reflection, supportive leadership and a culture that values continuous development.
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