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Understanding the role of Constable / Maintaining Professional Standards

This essay will contain an evaluation of the strategic drivers for professionalising policing, relevant policing and relevant national policing strategies. This essay will also critically explore the concept of integrity in a professional policing context. It will also consider how maintaining professional standards, both ‘ethical and inclusive’ and ‘coaching and mentoring’ approaches, contribute to the professionalisation of the police service. 

Background of the police:
The first modern day police force was set up in 1829 by Sir Robert Peel. He established a police force for the greater London area, now known as the Metropolitan police. Sir Robert Peel devised nine principles of policing; these were general instructions that police officers were to follow whilst carrying out their duties. By 1857, all cities in Britain were obliged to have their own police forces. Robert Peel created these nine principles on the principle of policing by consent. For the policing to be consensual, the general public must feel like they are getting a service from their force, and they must feel like the police are working ethically.
According to the Home Office (2012), the nine principles are:
1. The police will ensure the prevention of crime and disorder.
2. The power of the police relies on public approval and the ability to fulfil their duties is reliant on the publics’ approval. 
3. The police rely on the extent of the co-operation of the public diminishes the necessity and proportionality of the use of physical force used.
4. The police must secure the willingness of co-operation of the public to be able to maintain the respect of the public.
5. To maintain the publics’ favour of the police, the police must constantly demonstrate absolute impartial service to the law.
6. The police must only use physical force to the necessary extent to secure observance of the law or restore order only when the use of persuasion, advice and warning is found to be insufficient. Only the minimum use of force is necessary.
7. The police should maintain a relationship with the public that shows that the public are the police and the police are the public, and that police officers are only members of the public who are paid to look after the welfare of the public.
8. The police must recognise the need for strict adherence to police-executive functions and to refrain from judgement. 
9. To recognise that the test of police efficiency is the absence of crime and disorder, not the visible evidence of police action in dealing with them. 

According to College of Policing (2020), the role of a police constable is to uphold the law and to protect the public from crime, reduce the fear of crime, provide reassurance and build public confidence. There are a number of key accountabilities that police officers will carry out in their role. These are:
1. The police provide initial front-line response to a variety of incidents, including managing confrontational situations and assessing the threat, risk and harm of many incidents. 
2. Work closely with many different partnership agencies in order to collaborate and effectively engage with and reassure communities. 
3. Engaging with members of the public, especially victims, witnesses, suspects and vulnerable people in accordance with equality and human rights, gathering information which prevents and reduces crimes. 
4. Taking appropriate action to protect and support those in need of public protection.
5. Conduct effective priority and high-volume investigations in line with quality standard of investigation and produce high quality case files for criminal investigation proceedings. 
6. Gather information and intelligence and take action from that in order to support investigations.
7. Interview victims, witnesses and subjects in line with the Police and Criminal Evidence Act 1984.
8. Analyse information and intelligence to assess the significance of it and generate lines of enquiries from it. 
9. Justify and account for your own actions and ensure you adhere to policing guidelines.
10. Applying critical thinking and problem-solving methods to identify solutions.
11. Support the implementation of problem solving and evidence based policing initiatives. 

The strategic drivers for professionalising policing:
A profession is an occupation which requires specialist training to gain knowledge in a particular subject area. It is also a profession if there is a form of academic study involved or someone can get into a profession if they hold a certain level of qualification.
In the police, the College of Policing is the professional body for policing. According to The College of Policing (2020), the college of policing was established in 2012 and the purpose of the college is to provide police officers / staff / anyone else working within the police with the skills, knowledge and education in order for those people to carry out their duties to prevent crime, protect the public and secure public trust. 
The police are now turning into a professionalised police service. The police nationally now have introduced the Police Education Qualification Framework (PEQF). The College of Police (2020) details that the PEQF is “a standardised national framework that sets education qualification levels by rank or organisational level or responsibility. It offers formal independent academic recognition of the complexity of the role undertaken by those working in policing.” 
There are two parts to the Police Education Qualification Framework. The first entry route is the Police Constable Degree Apprenticeship (PDCA). This is where applicants do not have to hold a degree before applying for the police. The PCDA is a three-year apprenticeship programme where they will be working as a police officer whilst completing a degree in professional policing practice. All the qualifications they need to be able to join with are A-Level standard qualifications. This includes on the job learning, and academic requirements to achieve credits in order to pass the degree. The second entry route is the degree holder entry programme. This entry route is designed for anyone who holds a degree. It is a two-year graduate diploma where the person will gain a diploma in professional policing and it involves research, academic study and on the job learning. 
The College of Policing (2020) states that for a long time, police forces have not had a recruitment process where the entry requirements are standard and the same across England and Wales. The PEQF framework sets these standardised requirements and it is the hope that with the new learning provision and support, this will provide the necessary help for new recruits to start the job well, stay in the job and make it a career where the police will recognise their levels of expertise and values their contributions.
The new PEQF has its advantages in that it will standardise all officers’ levels of skills and level of learning for all of the forces across England and Wales so that all officers have the same level of knowledge when they are trained before they go out operationally. It will develop a body of knowledge and skills needed for modern day policing. It will also improve the publics’ confidence in the police if the public know that all officers will be achieving a qualification, or will ask for officers to have a qualification before joining the police so that the public will be reassured that officers will have a standardised base knowledge of what they need to become a competent officer. According to Suffolk Constabulary (2020) “policing did not have a consistent, national education for all policing roles or ranks which reflected its current and future challenges, nor an entry level qualification that would be considered appropriate with that of a profession”. 
There are some disadvantages of the PEQF course and some people may be against the course as they may feel like the PEQF will provide an unfair disadvantage on people applying to become a police officer. If people do not have the appropriate qualifications that the force are asking for or if people are not that academically inclined and perform better practically rather than academically, this could put people off applying for the police. This may convey a message to the public that the police are not inclusive of people’s different learning styles. Some would say that the old recruitment method was easier and more cost effective for the police force. This included that you would be eligible for applying for the police if you had GCSE qualifications in grade C or above and completing a Certificate in Knowledge of Policing (CKP) before the application process which would either be funded by the person applying, or funded by a university course which was developed by the College of Policing. The CKP was significantly more cost effective than the PEQF, in terms of the CKP would cost around £800 to complete whereas applicants joining the new PEQF qualification would see the police force funding each applicant £9000 a year to complete the course with a university to ensure applicants gain a degree. 
During an officer’s two-three years’ probation, they have to go through on-going performance assessments and reviews every so often whilst they complete the new PEQF framework. This is commonly known as a Performance and Development Review (PDR). With the PDR, the officer is assessed based on their performance within the probationary period. They are also assessed on their attendance, their behaviour and how they conduct themselves within the probationary period. They will have regular meetings with their assessors to ensure that they are performing to a satisfactory standard. These on-going assessments through an officer’s career is what could perhaps create a professionalised police service, as professionals are constantly assessed in their roles to ensure that they are meeting the required standards of work needed to be achieved. 
The new Police Education Qualification Framework supports and is incorporated within the national policing strategy by the National Police Chiefs Council (NPCC) which details the ‘Policing Vision 2025’ which is a strategic driver for professionalism in the police service.
The Policing Vision 2025 is a strategic plan for all the police forces that places the public in the centre of the vision in order to improve policing for the communities. The vision is hoping that by 2025, the chain between the communities and the police force will strengthen. This is set out by a number of ‘missions and values’ set out for forces to aim towards in order to develop the police service into a more sufficient and professional institution. One of the main aims is to develop policing into a profession, employing more of a range of people from different backgrounds, and training the staff to learn the correct skills, powers and experience in order to meet the professional requirements of the force. The policing vision 2025 details how they aim to achieve those goals. 
To achieve those goals, the NPCC will aim to set clear and consistent entry requirements for the police force, create clear and easy routes to enter, leave and re-enter policing which are to the same standards as all forces. The NPCC will also set national entry standards aiming to gain applicants an academic accreditation through police training and probation that recognises the skills and knowledge of the officers. They will also be constantly giving officers training and further development in a professional validated framework so that officers have recognition for their learning and development. They also aim to gain a more complex knowledge on where the demands are for policing and aim to train officers to be prepared to face the ever-changing challenging demands that faces them. The NPCC also aim to consider a more consistent and reliable leadership development model which will equip the current and future leaders within the force with the knowledge and skills needed to lead a team, lead the workforce and enable them to gain the training and development needed to carry out their role more effectively. The NPCC’s policing vision also aims to support the forces through change so that the officers and staff feel a sense of value when being asked to adapt to the ever changing and challenging situations. 
Suffolk Constabulary has a strategic organisational plan 2020 – 2023 which entails that one of their priorities are to ‘invest in our people and ensure we are fit for the future”. It describes their focus for the force is that Suffolk will focus on the recruitment, retention, development and well-being of all officers and Suffolk police would effectively introduce the Policing Education Qualifications Framework. These strategic drivers for professional policing will hopefully ensure the force becomes a professional place to work.
By meeting all of these aims and objectives throughout the forces in England and Wales, this will hopefully make the police force more of a professional career with these aims and objectives being easily achieved. These goals are already being implemented in the forces across England and Wales and they are in the midst of the courses on the first intake of new recruits going through the DHEP and PEQF programs, working alongside different universities to enable student officers to achieve a degree or diploma whilst working their probation. This seems to be working well at the moment, it is ever changing and improving so that the forces can constantly improve itself turning the police forces into a professional establishment.
Maintaining professional standards
There is a specialist department within the police service called Professional Standards. This department receives, records and investigates public complaints about the police. Then, they aim to resolve these complaints. Professional Standards also records and investigates misconduct allegations within the force. The standards department investigate officers who fail to meet the standards of the professional standards outlined by the police.
The concept of ethical integrity in a professional policing context
It is important to be ethical and inclusive in the police force as a police officer whilst maintaining professional standards at the same time. The police force has a Code of Ethics that was introduced by the College of Policing in 2014. The Code of Ethics is in the middle of the professionalisation of the police service and all policing practices. It is important that all members of the police force understand this set of ethical guidelines and adhere by it. A breach of the Code of Ethics can be dealt with the Professional Standards Department previously mentioned above. The Code of Ethics contains nine policing principles and includes the ten standards of professional behaviour.
Integrity in the police is ensuring that officers and staff uphold these standards and values of the police.
The College of Policing (2014) details that the nine policing principles are as follows:
1. Accountability.
2. Fairness.
3. Honesty.
4. Integrity.
5. Leadership.
6. Objectivity.
7. Openness.
8. Respect.
9. Selflessness. 

These are principles that police officers should stick by to ensure that they are ethical in their line of duty.
The police service has standards of professional behaviour which members of the public expect to see police officers behaving and acting to this particular standard. College of Policing (2014) details 10 standards of professional behaviour that officers must adhere to.
The first professional standard of behaviour is honesty and integrity. According to this professional standard of behaviour, police officers must act with honesty and integrity at all times. Police officers must not abuse their position to gain an advantage, for example officers must not use their position to deal with personal issues or to inappropriately coerce some one and they must be truthful. 
The next standard of professional behaviour is authority, respect and courtesy. According to this professional standard of behaviour, officers must act with self-control and tolerance, treating colleagues and members of staff with respect. This standard also said that police officers do not abuse their powers, use them lawfully and ensure officers do not engage in behaviour that could be perceived as harassing and bulling. 
The third standard of professional behaviour is equality and diversity. This quality means that police officers must act with fairness and impartiality, meaning they must treat everyone as equals and not discriminate against anybody, upholding human rights.
Another professional standard is use of force that means that police officers may be required to use force to efficiently and effectively carry out their duties. However, they should only use force to the extent that is necessary, proportionate and reasonable at all times and should not use excess force if it is unnecessary to do so.
The next standard of professional behaviour is orders and instructions. This means that police officers must obey by lawful orders given to them and be able to give orders that other officers believe are lawful. 
The next standard of professional behaviour is duties and responsibilities. This means that a police officer must carry out their duties and responsibilities to the best of their abilities, not slacking on their knowledge or training, keeping up to date on it.
The next standard of professional standards of behaviour is confidentiality. This is where police officers are expected to abide by the Data Protection Act 1988 whereby officers must treat information and intelligence with the strictest confidence. They should access and disclose the information only in the course of responsible police duties and use it for a legitimate policing purpose only.
The next quality of professional standards of behaviour is fitness for work. This means that an officer should be fit for duty, both physically and mentally. This also means not to be impaired whilst on duty, either through intoxication of alcohol or illegal substances. This includes when the police officer is not on duty.
The next professional standards of behaviour is conduct. This standard means that an officer will not behave in an unprofessional or improper manner whilst on duty or off duty, and not act in a way that will have a detrimental effect on the public’s confidence in the police. Another aspect of this behaviour is an officer has a duty to report any action that is taken against them. Such action like if they have been arrested, or charged or cautioned with any offence, including a fixed penalty notice for a traffic offence or a penalty notice for anything else.
Challenging and reporting improper behaviour is the final quality of professional standards of behaviour. This entails an officer should report, challenge or take action against colleagues who are behaving in an unprofessional manner. 
These professional standards and the principles of policing contributes to the professionalism of officers in the force as it encourages officers to abide by these standards. If they are seen to not be acting in accordance with the professional standards of behaviour, then disciplinary action can be taken against them. These actions are occasionally released into the public domain, therefore members of the public can become aware that the police are acting upon and disciplining the unprofessional behaviour of some officers. This could increase public confidence in the police in terms of seeing the police not tolerating unprofessional behaviour.
The College of Policing (2020) explains that the integrity of the professionalism of the police force depends on public confidence and trust within the force. The police have specific aims to keep hold of that public trust and confidence is contained. Such aims are that the public see that police officers abide by the national professional standards of policing and that officers will keep continuing to receive professional training and development throughout their careers. Another aim for the public to see that the police is a professional setting such as applicants go through a long application process and training in order to seek out the most suitable, professional people to work within the force. Another aim is that the police force encourages challenging improper behaviour internally within the staff. Also, if someone is dismissed from the service, they would be prevented from joining another police force. 
Ethics are important within the police service as the effectiveness of the police depend on ethical decision making and depend on meeting the ethical standards.
If any member of the police force, regardless of rank, who does not uphold the code of ethics or fails to display their behaviour in an ethical manner, a member of the public can then make a complaint about the officer to the Independent Office for Police Conduct (IOPC). According to the IOPC (2020), it investigates the most serious and sensitive incidents or allegations involving the police. The IOPC is in charge with securing and maintaining public trust and confidence in the complaints system. They oversee the police complaints system in England and Wales, and they are the primary appeal body. The complaints must be referred to the IOPC by police forces and then the IOPC decide to investigate the matters independently or have a direct oversight of the investigation with the police.
However there are times where the police have not come across as being ethical and inclusive, and perhaps judgemental towards a certain type of person. An example of this can be seen in how the Brixton Riots of April 1981 came about. The Brixton riots began in April 1981 and continued for 3 days. This included rioting, looting and fighting the Metropolitan Police. This was down to tensions from the ethnic communities in Brixton with the Metropolitan Police as young black men believed that the police officers were discriminating them particularly by the use of ‘sus’ law which means that anyone can be stopped and searched if officers suspect that they might be planning to carry out a crime. This was determined by ‘Operation Swamp 81’ at the beginning of April 1981, carried out by the Metropolitan Police. Its focus was officers going out in force into Brixton and stopped searched nearly 1000 people, the majority of those people being from an ethnic minority background.
There was an inquiry into the Brixton Riots which was developed by Lord Justice Scarman, who investigated the riots. The Scarman report suggested that the riot was down to a build up of tensions between the public and the police. The report found that the Brixton Riots contributed to the massive fall in public confidence in the police and it stated that there was racial discrimination within the force that required immediate action to be taken to significantly reduce this problem.
The Police and Criminal Evidence Act (PACE) was introduced in 1984 in order to professionalise and standardise the police service, setting out the way that the police were to carry out their duties. This was introduced by parliament and PACE currently has eight ‘codes of practice’ that detail the balance between the powers of the police and the rights and entitlements of members of the public. According to Gov.uk (2020) the PACE codes cover such things as: 
· Stop and search.
· Arrest.
· Detention.
· Investigation.
· Identification.
· Interviewing detainees. 

Another major ethical failure within the police was the Stephen Lawrence case. Stephen Lawrence was murdered in a racially motivated attack by a group of white males in 1993. According to Newburn (2013) the case focussed on racist victimisation and the attitudes and behaviour of the police and police incompetence. It was suggested that the fact that the victim was black led to the lack of competence in the police investigation, branding the police institutionally racist. This was due to the suggestion that there was very poor organisation and direction in the hours after the murder, a lack of pursuing the suspects, the insensitive treatment of the victims family and the black witness Duwayne Brooks. There was also inadequate surveillance and searching within the investigation.
According to BBC (2019), there was a public inquiry into the Stephen Lawrence case in 1997 led by Sir William Macpherson. This inquiry investigated the police forces up and down Britain and look into any institutional racism within a force. The aim of the inquiry was to abolish any racism and prejudice in the force, ensuring that the police are fair and treat everyone the same in terms of being ethical and without judgement. It was also to inquire into the matters surrounding the case and to identify the lessons to be learnt for the investigation and prosecution of racially motivated crimes. This was also conducted to help rejuvenate the publics confidence within the police. 
The failings of the police in these circumstances could be perhaps that the officers at that time lacks personal integrity within themselves and the job. Also, they could put themselves under pressure for results and they could have potentially had a lack of effective supervision from their managers. 
Although this event did not happen within the UK, the publics’ confidence within the police also dropped due to the death of a black male called George Floyd who died in 2020 whilst being arrested in Minnesota in the USA by a police officer kneeling on his neck for over 7 minutes. This sparked anti-racism and police brutality protests all over the world including the UK as part of the ‘Black Lives Matter’ movement with the protestors asking to ‘de-fund’ the police. From this, the United States Congress created a reform bill called the ‘George Floyd Justice in Policing Act of 2020’ and it was introduced to combat police misconduct, excessive forced and racial bias in policing. 

Coaching and Mentoring within the Police Force 
According to the Police Superintendents Association (2018), coaching is defined as ‘support and guidance to maximise self-learning and development needs’ and mentoring is defined as ‘sharing expert knowledge of a role or subject area to help others’. According to Passmore (2007), coaching is set through meetings with a person to focus on job performance and short-term skills and supervises a person’s development. It is more formal, sets rules and objectives for a person to strive towards and complete a set of skills set by a coach. A mentor is a more informal way of meeting, it is agreed between both parties to deal with and develop more longer-term career issues. With a mentor typically being more of a managerial role to focus on the needs of the individual over a much longer term. According to the College of Policing (no date), coaching can help a person develop in their career and become more confident in their work. This can help someone recognise their strengths, weaknesses and how the person can build on those particular weaknesses. Coaching and mentoring can help professionalise a person within the police force and help them effectively carry out their duties to a high standard. After the first twelve weeks a probationer comes out of training, they are tutored and are exposed to the reality of policing. They are taught in the correct way to deal with various situations that they will face once tutoring has ceased. As stated previously, this is followed with an assessor being assigned to the probationer who will help guide and assess the officer through their probationary period. An officer is continuously being mentored throughout their career from their supervisors which in turn creates a professional environment for officers to work in.

Conclusion
In my opinion, maintaining professional standards, being ethical and inclusive and coaching and mentoring all contribute to the professionalisation of the police service. By setting a nationwide standard across all forces, it ensures officers follow a system that retains the publics’ confidence within the police and ensure that there is no slip in professional standards. Everyone is held to the same level of accountability and is discipled if the standards slip. As all information is available to the general public, and all misconducts within the police are published, this in turn could help boost the publics’ confidence. The new entry program is a good way of professionalising the service to ensure that officers are willing to work hard to achieve the best possible knowledge. They are more than willing to prove themselves, showing determination and capable of achieving the best outcomes. The Code of Ethics is a clear and concise way of ensuring that officers maintain the professional standards and behaviour that police force sets out. In turn with this, coaching and mentoring is a great method of keeping track of an officer’s behaviour and development. If there are any qualities that need improving, mentors can have an awareness of the officers’ abilities and strive to develop and improve the officer. 
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