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Task 1

Relevant areas of the National Policing Curriculum: 
Understanding the Police Officer Role.

You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.

Critically reflect upon how your final year of probation has seen your role as a police officer change. 


Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.



2500 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:


[bookmark: _Hlk112622237]According to Companies House (2022), The College of Policing exists as a Public Limited Company (PLC), undertaking the activities of a professional membership organisation, functioning as an Arms-Length Body, operationally independent of the Home Office, and within the Home Secretary, who retains sole ownership of the Company.  That said, at some point in the future, the British Government propose to establish the College of Policing as an independent statutory body, operating similarly as a governmentally arm’s length organisation (College of Policing 2022), however now, they remain a PLC.  Their purpose continues to centre on the setting of police standards, provision to police training and sharing good practice across forces in England and Wales, whilst both the Scottish Police Authority and Police Service of Northern Ireland, remain autonomous.  As suggested, part of the College’s role centres on the setting of Police Standards, which are disseminated largely through their provisions to education, each of which are markedly influenced by the police professionalisation agenda, and ethos underpinning this occupationally unique statutory group.  

As Rogers and Smith (2018) suggest, Police Standards, find their roots in the Policing Code of Ethics, generated by the College of Policing in 2014, the Principles set out in The Policing Code of Ethics find its origins in the ‘Principles of Public Life’ (UK Gov, 1995; Bew, 2015), published by the UK Government’s Committee on Standards in Public Life in 1995.  The code was originally intended for Members of Parliament, and conceived in an effort to reduce the poor moral conduct of politicians, but was deemed a generalised document to be adopted by all departments of Government, including the Uniformed Public Services.  In order to critically evaluate the strategic role of the College of Policing, and it’s ongoing contribution to the professionalisation of policing debate in the United Kingdom, some thought must be given to the College of Policing’s Five Year Strategy published in November 2014, where its aim centred on notions of becoming ‘a world-class professional body, equipping our members with the skills and knowledge to prevent crime, protect the public and secure public trust” (College of Policing, 2014, pg 8).   

Importantly themes conveyed centre on the College’s Vision of Operational Policing and Professional Standards, which have been operationalised by most Police Forces in England and Wales through the medium of “The Policing Code of Ethics”; which stand as the foundation of the Police Service, that which underwrites the values of British Police Officers, when operating in contemporary society.  This also considers the performance of the College of Policing in delivering a Police Education Qualifications Framework (PEQF) throughout England and Wales, which has been discussed at length by Lockey. (2022) and others (Wood, 2020; Rogers & Smith, 2018; Holdaway, 2017), this is important because the code of ethics is disseminated more often via the college’s academic material. Similarly, the ‘What Works Centre for Crime Reduction’ (WWCCR) initiative will also be considered since it has also attracted much academic attention (Piza & Welsh, 2022; Betts, 2022; Thornton 2019; Ramshaw & Soppitt, 2018) and serves as a point of reference, when considering operational outcomes.  

From the point of its inception, the role of the College of Policing, was to identify and develop ethics, values and standard of integrity (College of Policing, 2014, pg, 8), and to utilise the ‘Principles of Public Life’ document as a blueprint for a Police Code, one strong enough to act as a universal model standard of behaviour, for everyone who works in policing to aspire too.  The Code of Ethics is reliant on an every-day decision making framework, underpinned by the Values and Standards of Policing; and is, according to the College of Policing (2014), “intended to encourage personal responsibility, and the exercise of professional judgement; empowering everyone in policing to ensure they always do the right thing.”  The Code of Ethics can be subdivided into 9 Policing Principles, and 10 Standards of Professional Behaviour, the Policing Principles ensure that officers conduct themselves professionally, whilst the standard of Professional Behaviour reflect the expectations of the general public, and how they want the police to behave.  Whilst the delivery of Policing Principles elucidates an Officer's actions, through a framework that is both intuitive and morally acceptable; the Standards, as either Stanko and Bradford (2009), Fielding and Innes (2006), or more recent work of Kochel and Skogan (2021) conclude are vital since policing efficiency is now measured by public opinion, in all its digital forms. 

[bookmark: _Hlk112620686]From the perspective of the College, both the 9 Policing Principles, and 10 Standards of Professional Behaviour, which notionally ensure the operationalisation of the Code of Ethics, rests on a foundation of Knowledge, Standards and Education. Knowledge gathered through the development of research, leading to a robust and appropriate infrastructure capable of evaluating then disseminating an ever growing evidence database of ‘what works’, which manifests in the WWCCR initiative. It is speculated that over time, this will ensure policing practice and standards are founded on current knowledge, as opposed to custom or convention.  With regard to Standards, the College proposes that it draws on the best available evidence of ‘what works’, that evidence in-turn setting the standards in policing which impact on both forces and individuals alike; and may be reinforced through Authorised Professional Practice (APP) and peer review.  The third point raised here pertains to Education, the College suggests it supports the development of individuals, therein it sets the educational requirement, as a means of assuring the General Public of the quality and consistency of policing skills.  

Likewise the College professes to facilitates the academic accreditation and recognition of members’ expertise, which it endeavours to accomplish via the Police Education Qualifications Framework (PEQF) and courses of study such as Police Constable Degree Apprenticeship.  Moreover, my own perceptions of policing and the role of the Police Officer have and continue to evolve, along a course of transitions, where knowledge of ‘learnt things and skills acquired through doing or repetition, have permitted me more time to process my immediate occupational environment, and the role I play within and outside my role as a police officer.  On reflection my own practice and compliance with the Policing Principles and Standards of Professional Behaviour, when viewed through an operational lens are reasonably easy to plot, indeed when overlaid with either the 9 Policing Principles, or 10 Standards of Professional Behaviour, in most cases my practice has been in keeping with one or the other, and in cases both might be evidenced.     

[bookmark: _Hlk112694160]Finding ways of evidencing how as a police officer, In my final year of probation, I have worked to fulfil the expectations of a modern professional police officer, may be viewed through my own practice.  From the perspective of the Policing principles notions of accountability remain foremost in the minds of most officers, the general public today are digitally aware, social media savvy, and more than capable of not simply raising a complaint, but also supporting that complaint with video footage and legally astute commentary.  Therein the reality of policing today rests solidly in notions of accountability, wherein the officer on the ground is answerable for her/his decisions, so when answering a call one’s actions will be both remembered and considered, if a likelihood of improper or inappropriate behaviour has been performed.  Whilst very much the same applies to any errors an officer may inadvertently overlook to record, during an incident, which other parties involved may consider important to their defence.  On a practical note accountability is supported by the wearing and use of bodycams, in this instance a real-time record of an incident may be captured and used as evidence, in theory its deployment should motivate the very best professional performance from officers.  

Therein part of the routine accompanying a callout, must centre on practice, memory, and notably remembering to activate the device. Whilst it should go without saying, notions of ‘fairness’ and capacity of officers to remain objective when dealing with the needs of the general public, police officers are after all individuals, with their own values and judgments, particularly when under pressure may well come to the surface.  Objectivity the officers’ ability to be led by evidence as opposed to an intuition, is vital; recently when responding to a call for support, placed by a male [The husband], claiming he had been assaulted by his wife, notions of personal objectivity were tested to the max.  Throughout the incident I remained objective, aware that discrimination can easily lead to either an unlawful or unfair outcome, on-route I conducted a person-check, which provided no results, then on our arrival I was greeted by the caller’s daughter, who proceeded to play video footage of the male assaulting his spouse. Therein more often than not things are not as they initially appear, consequently one must remain impartial, fairness in this regard enables all parties to present their account, in this example the principle of openness, leads to more affective decision making.  

It might also be argued that the foundation of most successful community interaction, is formed from sound communication and principle that our role is one built on the primary notion that we are fundamentally helping agents.  Once again as human beings we are on occasion to get things wrong, making mistakes particularly when in training is both inevitable and entirely normal, however to conceal errors is not.  In this instance honesty is crucial, the relaying of information must moreover be undertaken with honestly at its core, honesty in this example being no more complex than telling the truth, perceptions of trustworthiness are both a measure of police satisfaction, in the opinion of the general public and means by which forces determine how their performance in the opinion of the general public is going.  Furthermore, when either relaying or recording events it is critical that notes remain relevant, accurate and in all cases objective.  Throughout the incident discussed, I complied with the policing principles and standard of professional behaviour, my practice was fair, all parties were enabled to share their account of events, without judgement or inference.
 
Of equal importance my language was respectful, my tone calm, whilst I made every effort to remain professional particularly when the time came to arrest the male, I should add that confidence and experience aided the arrest no end, wherein I was able to show authority when required. Use of force as a Police Officer’s last resort; therefore it becomes vital to only use force, which is necessary, proportionate and reasonable, in this instance I used a proportionate and necessary amount of force when placing the handcuffs on the male, the action following clear and audible instructions, informing him that the handcuffs were necessary on the basis of the threat he posed. 

The final year of my probation has been one of additional responsibility, independent working and assuming responsibility for others, whilst through repetition, doing and being a police officer, I have become far more aware of human behaviour, as a result of which I have learnt to adopt different approaches to equally different scenarios.  Social factors such as mental health, youth crime, poverty, drug use and violence, which at the outset of my probation I viewed as an outsider, therein with ignorance of each and how significant their impact was on the community, have had to be learned, understood and appreciated as social phenomenon.  Understanding the personal implication or impact of a chronic mental health condition, has most certainly brought change to my own practice, likewise frustration over the lack of youth provisions also impacts on one’s integrity, in the sense that the removal of vital community resources is entirely avoidable, resulting more on the basis of a political disconnect than need, or notion that as a service the police can reasonably be expected to deal with community need in the same way as Youth Workers, Community Mental Health Specialists or other highly specialised community helping agents. 
 
Whilst the duties I undertake today are a distance from those entertained at the outset of my own probation, either through trust or necessity I have been gradually allotted more complex tasks, both operationally in the sense of  responding to an emergency, but also in relation to the administration of the law and bureaucracy that supports the Criminal Justice System in Wales.  Each have presented quite steep learning curves, in the case of the former, any success drawn is largely due to learning one’s community and the social factors that drive it.  In the case of appearing in court, my opening experience rendered me more worried than the accused, it is difficult to describe the anxiety, rooted in wanting to do well, having never stepped foot in a Court Room, and just wanting the experience to pass as swiftly as possible. Only through time, can one truly appreciate and gain some degree of mastery over the process, time permits experience, which in-turn leads to the development of skills, in the case of Court appearances the overwhelming soon becomes familiar, the process begins to make sense and the whole practice, from the perspective of the Officer giving evidence, becomes part of one’s working routine.  In summary, the task of becoming a police officer is clearly multifaceted, the probation period whilst designed to facilitate the embedment of the core skills, knowledge and values which underpin contemporary policing, being initially overwhelming, soon become manageable.  The skills, which practically support everyday policing activities are largely learned by doing, by observing more experienced officers.  

The learning or academic component has however been far more problematic, the expectation placed on probationers being tremendously optimistic, most people enter degree schemes which are taught over 3 years full time, whilst the police apprentice entertains their degree whilst undertaking statutory duties and the often time-consuming bureaucracy that accompanies interaction with the general public.  With no lectures, or relationships with fellow students, with whom to discuss the days learning, the practice more often becomes isolating and time consuming.  The experience, whilst a component of the Colleges of Policing’s drive to promote the academic profile of policing, is justified on the basis that according to the College, officers with a higher education degree, possess a far more evolved perspective of the multitude of values and lifestyle diversity which exists within any culturally rich society (Christopher 2015).  Ironically the degree holders described are those who entered policing with degrees, via the Degree Holder Entry Programme (DHEP), those who have already spent three years at university and through the process of secondary socialisation, and experienced of Higher Education raised their knowledge of society, diversity and notions of equality, through participation with their institution. Which is often detached from the vague delivery of the PCDA, which results in a qualification, falling some way short of the human capital accumulated on successful completion of any one of hundreds of well-meaning and operationally relevant degree schemes.   (2468 Words)  
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Task 2

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


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

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


 
2500 words (+/- 10%: include your actual word count at the end of each section) 




ANSWER:

This essay will discuss the use of social media within South Wales Police, therein it will open with a brief outline of current policy, and highlight how that policy is implemented. In this instance I will explore which social media platforms are employed and how they are utilised in the dissemination of information, from the promotion of police initiatives, to how the Police Service in my own area of operation, seek to encourage engagement between the general public and police services and therein facilitate the Forces need to develop closer ties with the community.  Finally, I will reflect on my own experience of using social media and therein evaluate its significance, outlining both the benefits and the risks intrinsically linked to this digital medium.  The term social media, refers to any website or digital application that enable people to create and share content, by content we refer to any materials, documents, images, videos, recordings or other information that is created, posted and thereafter disseminated, through social media sites. 

Other applications include one’s participation in social-networking, when viewed as a method of communicating and connecting with other online users, which importantly have the capacity to reach a global audience. According to the Office of Communications (OFCOM), in the UK alone, adults spend an average of 3 hours 59 minutes a day online (OFCOM, 2022), it should therefore become both obvious and vital that any information communicated by the police, is both sensitive and accurate, since it has the capacity to reach a global audience.  To that end, whilst Police Forces have used social media since 2008, it was not until December of 2011, that Her Majesty's Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS), produced their report, entitled ‘Without Fear of Favour (2011)’, which investigated ‘instances of power in police relationships with media and other parties’ (HMICFRS, 2011, pg. 23). Whilst the report found no evidence of police corruption, it recognised that there were areas in great need of improvement, in response to which they generated several recommendations.  

The report concluded that only a handful of forces provided any policy or working guidance relevant to social media, or for that had any systems in place to identify, monitor or manage any issues that arose.  Subsequently, South Wales Police conducted their own ‘health check’ centred on the checklist provided in the report, consequently a comprehensive media policy was put in place; and in the case of South Wales Police, it’s current media policy also corresponds with the Association of Chief Police Officers (ACPO) ‘National Guidance on Relationships with the Media’ (ACPO, 2013). The policy encourages officers to retain and operationalise appropriate links with the framework of professional boundaries, detailed in Humberside Police’s document entitled, ‘Revisiting the Police Relationships Progress Report, (2012)’.  As discussed, the Association of Chief Police Officers (ACPO) issued guidelines in 2013 on the safe use of the internet and social media (ACPO, 2013.)  The Police foundation briefing (2014) suggests police usage of social media as:-
…a growing form of internet-based communication interfaces with all areas of policing. It offers the police a way of connecting and engaging with the public, it enables important information to be distributed quickly and easily, and it can assist in intelligence gathering. With its growing impact and reach, social media presents real opportunities but also poses challenges and is increasingly seen as a game changer for the police.
          (The Police Foundation, pg. 1, 2014)

The predominant use of social media by the police falls within three areas of operation; firstly, it is a means of providing the general public with information, in this instance information can be shared with a wide audience and disseminated quickly and economically. In the second, it may be used as an engagement tool, one designed to raise a positive profile of the police, and in so doing develop relationships between law enforcement and local communities.   Whilst finally, it may be used to generate information and intelligence, in support of ongoing investigations. Clearly there are many benefits to using social media, Dekker (2020), proposing that it facilitates the dissemination of information pertinent to a crises, COVID 19, being an excellent example, enabling the immediate distribution of information to be shared with the public, with no additional financial consequences, it has also been found to be extremely effective during critical incidents or events where members of the public are potentially in danger.  In this instance where immediacy is the driving factor, data can be rolled-out rapidly, with updates provided in a continuous stream.  Likewise, when appealing to the public for information or publishing photos of missing persons, time is of the essence, the timeframe becoming paramount. 

In addition, using social media as an engagement tool as discussed can help to build positive relationships between local police and the community they serve, therein its residents can be informally approached via an accessible, and as suggested unceremonious manner. As discussed other real time benefits for the police centre on intelligence gathering, where formal online research can be generated discreetly and quickly, and has the potential to provide crucial information, identity or locate key witnesses within a very short time frame, where an optimum period to gather information or identify witnesses, is reliant on expediency, since the time frame in which a witness can be questioned, more often corresponds to witness reliability, statement accuracy, and validity of evidence, on the basis that memory retention can deteriorate over time and with it the accuracy of statements. 

The Composite Project (2012) publicised a Best Practice in Police Social Media Adaptation studies, revealed that using social media proved to be an effective tool when connecting with the general public. The report concluded that open communication can significantly improve a community’s confidence in their police service, furthermore, the report determined that an interactive online presence with users can promote engagement and therein have a positive impact on public opinion and attitudes towards the police (Composite 2012). The report suggests that constructive engagement and open dialogue with members of the community can impact positively on crime statistics.  A social media survey covering every police force in the UK was conducted in 2018, wherein of the 43 police forces taking part 25,715 responses were generated from online followers, the survey highlighted Facebook as the leading online platform, leading to the receipt of 61% of total responses compared with either Instagram or Twitter. 

Followers of these platforms were asked what topic they were most interested in, the responses received from Facebook and Twitter platforms revealed that the followers were more interested in receiving live updates regarding incidents, whereas Instagram followers were more interested in the work of the police, as an occupational group. Participants of the survey were then asked what would be the most likely post they might share with friends, resulting in a unanimous proposal that most people would be likely to share data pertinent to live incidents. The most shocking revelations were the number of reported crimes on a social media platform which received no response at all, out of 1,290 reported crimes only 70% receive a response. Whilst 5% of reports were dealt with without a channel shift and 47% of reports were referred on. What is most concerning in this example, was that out of the total number of reports submitted on a social media platform, either as a result of referring on, or from having no response, 26% of crimes went unreported (Social Media Survey 2018).  South Wales often share their operations on social media, in an effort to raise their profile and promote the community’s confidence in the police. 

Sharing data relevant to operations such as South Wales Police’s Operation Bunting (2022), which saw 30 officers concentrating their efforts to tackle crime at designated hotspots.  In their own words,  
‘As well as tackling drugs, officers involved in the operation worked closely with other agencies to tackle antisocial behaviour and crime in places such as Merthyr town centre, speeding and dangerous driving. the illegal use off road bikes and grassfires.”
	                              (SWP, 2022)

The outcome of this Operation, including the number of arrests made for the offences that had taken place, were published on social media, details of the operation received a number of ‘likes’ and helpful or supportive comments from the public.  Interaction with the community in this way, raises awareness of localised crime and promotes public confidence in their Police Force. However, Bullock (2017), argues that ‘social media has not yet served to facilitate interaction between constabularies and citizens in the way that have been proposed and desired’ (Bullock 2017 p1).  Bullock stresses that use of social media has been endorsed as a tool that promotes transparency and public participation in policing, yet as Crump (2011) or Fielding (2021) propose, it is more often viewed by senior police officers as a fragile mechanism, which all too often opens a door to liable, scandal and misconduct.  Whilst Webster (2015) proposes that the police have struggled historically with social or third party engagement, moreover the principles underpinning Community Policing have at no time ever been authentically or meaningfully adopted by any force in the UK.  

Whilst social media platforms have presented police forces with an opportunity to present themselves in a visible arena, it is no panacea, or replacement for a well organised and operationalised Community Policing platform, so whilst it presents, in the broadest terms, as beneficial, it remains a challenging factor for police forces. In fairness it is important to note that the use of social media, within the context of policing, remains a relatively new phenomena, thus despite its many benefits, it presents as an underdeveloped and underutilised resource, and is likely to remain so, until as suggested by Crump (2011), all serving police officers find the time to generically up-skill, with regard to their knowledge of digitalisation.  Indeed very little progress is likely to be made until these new and emerging technologies have been embedded in Police Training. The Police Foundation’s ‘Neighbouring Policing Report (2015), states that there is considerable potential for a number of improvements in the use of ICT to be made, including intelligence gathering, accountability, transparency and engagement. 

The report suggests that links could be embedded into police social media output, which might include community contacts that seek to encourage the engagement of hard-to-reach groups, which can be in the form of meetings or events publicised on social media, at present no one group, hard-to-reach or otherwise, stands out as being either willing or able to engage.  It is more likely moreover that in the absence of genuine Community Policing initiatives, that the public’s perception of the police will continue to erode. In addition, there is also an opportunity, with the assistance of social media, to help bridge any language and cultural differences within a single community. Although this report was published in 2015, many of its recommendations have yet to be implemented, although there are a number of advantages to using social media, there are also risks, which need to be taken into account.  Risk management rests on an individual’s capacity to assess risk prior to posting content on a social media site, which is imperative as the repercussions could be significant and even jeopardise an ongoing investigation.  

More recently, the Independent Office for Police Conduct (IOPC) has reported on a number of investigations involving police officers sharing offensive or inappropriate material on social media. Following investigations between 2018-2020 Director General of the IOPC Michael Lockwood outlined his findings to the National Police Chiefs Council and specifically asked the council to ‘remind forces and officers of their obligation under the police Code of Ethics and Standards of professional behaviour” (IOPC 2020). Officers have a professional responsibility to conduct themselves in a professional manner on or off duty. One investigation into the inappropriate use of social media revealed that in August 2018 an officer working in South Wales Police was given a written warning for gross misconduct, the officer in question resigned from his post prior to the final hearing. The IOPC has concluded that officers must comply to the following:-
•	ensure that nothing you publish online can reasonably be perceived by the public or your policing colleagues to be discriminatory, abusive, oppressive, harassing, bullying, victimising, offensive or otherwise incompatible with policing principle
•	not publish online or elsewhere, or offer for publication, any material that might undermine your own reputation or that of the policing profession or might run the risk of damaging public confidence in the police service.

As a police officer I utilised social media to help in the apprehension of a suspect, on this occasion I was attending a call from an elderly male who reported that £10,000 had been stolen from him.  At the scene I established that the men had withdrawn this sum to purchase a car from eBay, he explained that after withdrawing the money he returned to his vehicle, which was parked in a retail park, where he placed the cash in the back seat of his car, as his son was occupying the front passenger seat and while they were putting on their seat belts an unknown male opened the back door and took bag containing the money. The victim’s son pursued the suspect on foot, however the suspect got into a car, which was waiting for him with the rear door open. This did not appear to be an opportunist crime and I speculated that there may be a connection between the eBay seller and the crime. My suspicions were corroborated when I established that the plates on the getaway vehicle were cloned, and the suspect had been wearing gloves leaving no trace on the victim’s vehicle.  As there were little evidence to follow up on, I resorted to social media, I viewed the CCTV footage from the bank and the retail park while it was evident that there were three males involved. 

On examination of the CCTV at the bank I observed one male paying close attention to the elderly man, whilst on the CCTV from the retail park I observed another male taking the bag out of the vehicle, and the victim’s son witness testimony was that there were 3 males in the getaway vehicle. After viewing the CCTV I was able to obtain screenshots of the 2 suspects involved and requested that these photos were circulated on social media platforms. I also created a Facebook appeal in which I could obtain witnesses of the event.  This media coverage generated a plethora of leads for me to follow up, although this was a time-consuming task it led to a positive result.  As a direct result of using social media, I was able to gain a positive identification of the suspects involved in this incident, without the help from the general public this crime would have likely to have remained unsolved. It is clear that the use of social media has both advantages and disadvantages when used within a police setting. Guidelines produced by the ACPO have been established to ensure that social media is used appropriately, however more research and resources are needed to reach its potential. 

Social media has been used productively to gather intelligence and evidence, apprehend suspects, find missing persons, obtain witnesses and to disseminate information rapidly. However social media is also falling short in some areas, for instance if social media is to be used as medium to engage with the community and promote the police’s public profile, the social media account should be active. As discussed, in a recent police social media survey out of the gross number of crimes reported on a social media platform, 30% of reports did not receive any response, this alone can negate any positive experiences of an online user and can have expediential repercussions from the user sharing their negative experiences with the online community. Likewise, a number of incidents into the conduct of police officers have come into question in a very public setting which not only impacts on their individual character but moreover the character of the police service per se; that said, social media is here to stay, thus it should go without saying that media awareness needs to occupy a more realistic or mature position in police training, the Police simply have no choice, they have to become media savvy. (2718 Words) 
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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?
  
 
2500 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

This essay will explore the importance of effective leadership within policing, therein I will discuss several styles and strategies of leadership common to law enforcement, with an emphasis placed on the embedded leadership styles that I have adopted, and operationalised in my own practice.  In summary, I will critically evaluate the basis on which I have chosen those styles and go on to discuss their effectiveness strengths and weaknesses using examples from my own practice.  The National Police Chiefs Council (NPCC) outline the importance of leadership within the Police Service and published Guiding Principles of organisational leadership, which states that ‘Forces should recognise the notion that improved leadership performance can also lead to improved organisational performance’ (NPCC 2017 p12).  The NPCC recommend that officers move away from a quantitative approach to policing, and adopt the qualitative model, which promotes the development of both officers and support staff, whose personal and professional growth should include ‘every aspect of leadership development’ (NPCC, 2017, pg. 15).  

The PEEL Police Leadership Document (2017), assessed leadership as part of their effectiveness inspection, and acknowledged that there are several different leadership styles in use across the UK, they state, that they do ‘not prescribe or promote a single approach’ (PEEL 2017, pg. 4).  The 39 page report concluded that good leadership embedded into practice and work culture, improves the wellbeing of the workforce and builds on the importance of ethical conduct.  Leadership is an important factor within the police service not only in securing successful outcomes but also impacts on the operational success of police officers themselves, since it enables operational officers to form positive working relationships and higher levels of morale within more often stressful and demanding environments.  And whilst there are many leadership styles, most find their roots in Lewin’s (1939) research, where 3 key styles of leadership were coded, Autocratic, Democratic and Laissez-faire or Delegative.  Since that point further research has been conducted resulting in the development of up to 12 models or styles that have being identified. 

The most common form of leadership within policing tends to lean towards the autocratic or authoritarian style, this is where the leader makes all the decisions and there is little input from the team members. This form tends to be the most commonly implemented style within the police service, as there are stringent policies and procedures that must be adhered to in order to protect, not only the public, but the police officers themselves, which leads, as suggested to tightly managed command and control practices too often born of anxiety, and fear of delegation.  However, this type of leadership does have its drawbacks, it does not promote positive relationships, build motivation or offer a sense of belonging within the team.  That said, there is a middle ground, the transformational style to leadership, which is a person centred approach, seeks to engage and motivate the team through providing a personalised approach to leadership, which aim to fulfil an individual’s needs.  As Denton (2020) suggests, this form of leadership has been successfully implemented and research has proven it to be an effective device in raising confidence and motivation levels within the team, leading to a higher percentage of successful outcomes (Denton 2020).  

One leadership style that has recently come under the spotlight is known as purposeful leadership, defined as “the extent to which a leader has a strong sense of moral self, a vision for his or her team, and takes an ethical approach to leadership by a commitment to stakeholders’ (CIPD 2017).  The survey completed by the Chartered Institute of Personnel and Development (CIPD) in 2017, examined the relationship between employees’ perceptions of ethical leadership and their perceptions of their organisation in terms of how friendly they rated it. Although the results were varied the survey revealed a clear correlation between job satisfaction and overall performance when purposeful leadership scored highly. This style of leadership is particularly  relevant to policing,  where the role of a police officer is both demanding and stressful.  Research into purposeful leadership within the police service, identified the approach as one that impacted positively on police morale in addition to achieving successful police outcomes. 

Furthermore, as Yarlagadda et al (2017) suggest, Sergeants who lead by purposeful ethical means were more likely to have a positive impact on Constables and were reported as having a lower and average staff turnover. The happier a person is within their organisation the more likely they are to manage their work pressures and stress, allowing them to be more effective within their area of practice.  What is clear, is that leadership effective qualities, lead to effective leadership, Fritsvold (2009) when discussing conceptual police leadership styles, identified a number of consistent characteristics associated with successful police leaders.  Fritsvold looked at the skills and traits of police leaders, the skills associated with effective and successful leadership were, commitment, honesty, integrity, humility and mentorship, likewise the skills attributed to good leadership were communication, the ability to evolve, understanding of different perspectives and attention to detail. 

Fritsvold argued that although leadership can develop over time through experience and practice however, formal education pertaining to core leadership theory. Leadership philosophies are beneficial in developing a greater understanding and insight to the psychological impact on others, and as such adapt a particular style to meet the need and situation (Fritzvold, 2009).  However, trait-based leadership models have come under scrutiny, Stogdill (1948) and more recently Buchanan and Huczynski (1985) determined that the list of leadership traits are too expansive to reveal any commonality.  It is apparent however, that researchers cannot agree on definitive key traits in successful leaders, effective leadership is far more complex and requires more than epistemological knowledge or a set of particular traits and skills drawn from the ontological alone. Scouller (2011) suggests that affective leaders possess a definite but unpredictable uniqueness referred to as ‘leadership presence’, indeed this train of thought is rooted in the work of Max Weber (1978) and his treatise on Charismatic Leadership.  

The nature of the leadership role can be adaptable and dependent on the incident, environment, and the individuals involved.  Risk assessments and authentic engagement with all of the environmental factors that too often conceal the ‘bigger picture’ must be taken into account order to assume the most appropriate form of leadership. Adopting the correct leadership approach has significant value when securing a positive outcome, indeed in practice I recently attended an incident, following a report of a three-vehicle road traffic collision, on this occasion I was operating autonomously as the only available unit.  It was approximately 3pm when the call came in and I knew that there would be heavy traffic on the road as parents would be collecting their children from school.  I checked the location of the incident and identified that there was a 40mph limit at the location.  This road is recognised as a hot spot where there have been a number of incidents usually related to speeding. 

As I was preparing to leave the Station to attend the scene, an officer arrived early to start his afternoon shift, I was aware that the rest of the officers were not due to arrive for another 20 minutes or so, thus it would not be an option to wait for other police officers to arrive. There was limited information from the control room, however I was aware that there were possibly multiple casualties with injuries, which could potentially be life threatening, in addition, there was also the threat posed by oncoming vehicles, which could result in additional casualties.  The officer that arrived at the Station was not blue light trained and had less than a year’s experience working as a police officer, I therefore considered two options, attend the scene with my colleague in one police car, so there would be more than one officer to manage the scene, or attend the scene alone and deal with the incident until my colleague arrived in another vehicle. I knew that the scene needed securing and having two vehicles would be required to prevent other vehicles from either colliding with the RTC or trying to manoeuvre their way through or around it. 

I therefore instructed the officer to take a second vehicle as soon as he was dressed and ready for work, I was aware that he had not actually started his shift at this point, so I asked him [as opposed to instructed him] to leave as soon as possible and to radio me so I could advise him of any developments while he was on route to the scene.   At the outset of my shift, I conducted a vehicle check consequently I was aware that in my vehicle was equipped with a first aid kit, police tape, traffic cones and other equipment pertinent to a RTC.  I was able to establish how long it would take the officer to get to the scene using a mapping app, the scene was a relatively short distance away, thus I knew it wouldn’t the officer long to be in a position to assist me. I travelled to the scene on blue lights, as it was an emergency grade one call, on route, I asked the control room if there had been any vehicle registration numbers passed to them, or if there are any known injuries. However, the control room did not have this information, therein I instructed the control room to arrange an ambulance, based on my knowledge of that particular road. 

I also queried if there were any traffic units available to assist and was advised that they were all committed to other calls. On arrival at the scene, I first noticed a long line of traffic, I maneuverer through the traffic and observed three vehicles which had been involved in the collision. One of the vehicles was on its roof, the other two vehicles were blocking part of the road at different angles. I parked the van across the road, to form a barrier and prevent other vehicles that were attempting to push through the pile up of traffic and to provide some privacy to those involved in the incident. As I exited the police van, I observed that there were some individuals stood at the side of the road visibly upset, as I was approaching the vehicle on its roof, I called over to them with instructions to remain there until I or another officer spoke with them.  As I got closer to the vehicle, I observed a male inside the vehicle in the driver’s seat, he was conscious and able to communicate that he was unable to move, I saw no visual signs of injury.  

At that point I was able to keep the male calm, while updating the control room and requesting fire and rescue services, the male in the car needed to feel secure, I therefore adapted a transformational approach focusing my attention on the male and looking ahead at what needs to be done.  My aim on this occasion being to keep him calm and conscious and to build trust by reassuring him that he was in safe hands in order that he would feel confident that I was in control of his recovery, while also remaining attentive to him. I radioed the other police officer on route, I was aware that the officer had little experience and as the senior, he would be looking to me for leadership and guidance.  I therefore gave him direct instructions to block the other side of the road providing him with directions, I reminded him to ensure that there was ample space of the emergency vehicles to have access.  This form of instructional leadership is usually applied within education establishments to impart knowledge through communication, in this instance it was not appropriate use a participative or democratic leadership approach as there was a priority to life. 

Direct instruction I felt was most effective as the officer was in no doubt what he needed to do, consequently he was able to secure the scene, my performance being operationalised in accordance with the Leadership and Management (2022) guidance.  As the responding officer, I was aware that road traffic collisions are not something we attend on a regular basis, as there are traffic officers who are assigned to respond, I therefore took a delegative approach and instructed the officer to keep talking to the injured male and obtain details from him to pass to the control room, allowing me to take command of the scene. I was able to ascertain that the other individuals involved had no injuries and establish a description of what transpired from their perception.  I was then able to relay that knowledge to the control room and determine the estimated time of arrival of both the Ambulance and Fire and Rescue Service.  I was aware that traffic needed to be diverted due to the amount of debris on the road and that the recovery of the overturned vehicle would be a priority, I therefore undertook an authoritative leadership role in organising 4 Police Community Support Officers to assist with traffic diversion, while I conducted checks on the vehicles involved, establishing that the overturned vehicle had no insurance. 

I was alerted that officers, from the afternoon shift, were on route to scene, As these officers were experienced, I was able to take a Laissez-faire approach by briefing the officers on arrival and trusting them to complete the tasks which I had assigned to them. One officer obtained statements from persons involved in the incident while another spoke to bystanders that witnessed the event.  Leadership styles vary and not one approach suits all, an effective leader should be able to adapt to the environment and the situation considering all factors including risk management while also being mindful of individuals they are attempting to lead. As outlined in the incident I described I was able to be flexible and adapt my approach according to circumstance. There has been a plethora of research in leadership and leadership styles and there is strong evidence to support that flexible and adaptable leadership is essential particularly “when there is substantial change in situation (Yuki 2008 pg. 1)”.    (2360 Words)  
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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?

2500 words (+/- 10%: include your actual word count at the end of each section) 
 



ANSWER:


This essay will critically reflect upon my three year probation period as a serving Police Officer. Firstly, it will outline the theories of coaching and mentoring and how this corresponds with the current South Wales Police policies and procedures.  It will discuss my experiences and observations of the mentoring and coaching process and evaluate its validity in terms of my professional and organisational goals. In addition, it will explore how the process has supported or hindered my personal and professional growth and my ability to perform proficiently within the workplace. 

Wong and Premjumar (2007) conclude that the mentoring is a process of learning that can be depicted as three models; the apprentice model, the competency model and the reflective model. The apprentice model is a shadowing model whereby the mentee learns through observing their mentor, whereas the competency model learning is attained through systematic feedback provided by the mentor on the mentee’s performance and progress. In contrast the reflective model is perceived as a more of a process that is both nurturing and insightful supporting the mentee to become a reflective practitioner. By definition, coaching is a process of learning through structured supervision and task-based sessions, whereby the coaches do not give advice but give encouragement based on the coachee’s strengths. Unlike the mentoring approach, the coaches hold the coachee accountable for their actions (Pelan 2012).  

South Wales Police adopt a mentoring approach, the mentoring approach assigns mentors who are usually older in service with a larger amount of experience. Mentor can provide advice and guidance and act as a role model for their mentees (Pelan 2012). The first 3 months of policing I was assigned a one to one mentor, a senior officer with whom I was able to shadow and learn best practice from. My mentor was able to guide and advise me on route to an incident and on leaving the scene, I was encouraged to discuss the incident in detail. My mentor supported critical thinking through asking a series of open ended questions based on my conduct and management of the scene.  Gibbs reflective cycle explains how we can learn from our experiences, Gibbs (1988) states: 

“…to give structure to learning from experiences.  It offers a framework for examining experiences, and given its cyclic nature lends itself particularly well to repeated experiences, allowing you to learn and plan from things that either went well or didn’t go well” (The University of Edinburgh)

Gibbs Reflective Cycle consist of six stages; description of the experience, feelings and thoughts of the experience, Evaluation of the experience, analysis to make sense of the situation and a conclusion about what has been learned, exploring what could have been done differently, this forms an action plan on how similar situations are to be dealt with within future. This cycle is incredibly helpful to use when dealing with a range of situations, as it allows those to reflect of experiences, people become aware of their actions and can adjust them accordingly. Gibbs Reflective Cycle is a unique way to self-assess and evaluate within the learning process. (DigitalGPoint)

My mentor would often use Gibbs’ reflective cycle approach after each incident we attended. We would often discuss the callout when leaving the incident, while it was fresh in my memory. At first, we would discuss the incident in depth, this allowed me to contemplate on the incident as a whole, allowing me to express my thoughts and feelings. I would then evaluate my performance; discussing with my tutor what I believed went well and what did not go so well. At this point, my tutor would offer some feedback and either agree or disagree with what I said.  We would then analyse the incident, breaking it down and exploring various methods of approach and consequential outcomes, this not only helped to consolidate knowledge but also helped me to anticipate different outcomes based on my interactions. This type of learning expanded my insight not only to that specific incident but the variables that lay within. Once we had explored the ‘could haves and what ifs’ my tutor would ask me a series of open questions, what I had learned and what I could have done differently. My Tutor’s approach of open-ended questions and with no interruptions allowed me lucidly to evaluate my practice and consider changes I would implement in the future. To conclude my tutor would offer feedback on his observations focusing on my strengths. This method of deconstructing the incident in order to analyse and evaluate practice, worked well for me, and despite no longer having a mentor, I continue to use this method to ensure that I continue to progress and develop.   

After a period of 3 months I no longer had an assigned mentor.  My mentor became acting Sargent and as a result I acquired his a large amount of his case files. I found that other more experienced police officers on my team would indivertibly carry out the role and offer advice and guidance, based on their knowledge and experience. I would often ask respected more experienced officers for their feedback on my practice and conduct when dealing with specific incidents this way I could expand my knowledge through their experiences. Individuals perceive things differently and view and read situations differently based on our own experiences, morals and values.   Likewise, every officer has their own thought process based on their opinions and experience, I have found that exploring and discussing situations with them expands my knowledge and provides a range of approaches I could consider when dealing with future incidents. Having other officer views has helped me to think about incidents I have dealt with and evaluate them objectively, taking into account a range of other approaches.  Initially, many of the incidents were unfamiliar to me therefore it was vital that I had the opportunity to discuss them and evaluate my invention ensuring that any shortcomings is rectified from the onset.  After the mentoring period was over, I would seek guidance from my Sargent and seek relevant feedback him. Taking the feedback comments on board to form my own reflection plan, incorporating areas of strengths and areas I needed to improve on. 

As an individual I strive to do my best in everything I do, in order to be the best I can possibly be; whether this be my hobbies or at work. My personal aspiration is to become a more knowledgeable, proficient and self-reflective police officer. The mentoring approach and its reflective methods certainly played a significant role in me feeling I am achieving this. Although as society changes and Police Officer roles develops, I am aware that this is always an ongoing progress. I can, however, say with high level of confidence that I have a comprehensive understanding of managing potential violence and precarious situations as a result. Currently, it is rare that I seek guidance from others however I have developed good relationships within my team and senior officers and will consult with them on occasions when cases are more complex.   

Working in a reflective manner and having been allocated a mentor has helped me to meet both professional goals and organisational goals. This has allowed me to work in line with the Code Of Ethics to deliver the highest professional standards. 

Ethical behaviour comes from the values, beliefs, attitudes and knowledge that guide the judgements of each individual. Everyone in policing has to make difficult decisions and complex choices every day of the week. These range from how to talk to a distressed member of the public through to how to allocate scarce resources 
(The College of Policing)

Having a mentor with good ethical core values and beliefs had an impact on my practice and influenced my choices and decision making process when it came to managing situations and responding to incidents. It also, broadened my outlook and encouraged me to look for alternative strategies in a given situation; being able to discuss choices and decisions with a mentor around ethical and professional conduct reassured me that I was responding appropriately adhering to the expectations and principles of the code of ethics. 

The mentoring process has given me confidence that my practice is compliant with South Wales Police policies and procedures and ensuring that work is completed to the highest standard in a timely manner. For instance in a domestic incident I ensure that the victim is listened to and their voice is heard, I offer all the support that I can provide. I will allow victims to speak and express their feelings. I will then obtain a statement from the victim ensuring that I have discussed special measures. I will photograph any injuries, damage or anything that I feel is relevant to the case. I will then ensure that the subject is arrested, safeguarding the victim from further violence or property damage. I will then instruct someone to complete house to house and CCTV enquires, to ensure that all evidence is gathered and obtained at the earliest opportunity. Once I have dealt with the incident I ensure that NICHE is updated in depth, ensuring that all details are updated ready for interview. 

Over the past three years my knowledge has developed alongside my experience. I have learnt there is no a set way to deal with an incident, in fact there a number of ways to respond and many options. However, asking others for general feedback and their opinions on specific details I can come to an objective conclusion. Feedback is a useful tool that can be used to identify one’s strengths and areas for development, it can increase a person’s self-awareness along with their personal and professional development. As my experience have grown and my knowledge improved throughout my time, I have also provided feedback to other officers including officers that have been serving for a long period of time.  This is a good reflection on how we work as team and how feedback is perceived within the Police, all feedback is received and perceived as a learning tool. 

Sometimes personal experiences can inform feedback, I have had personal experience of officers delivering a death message.  A death message is not something that response officers have to do frequently. Through my personal experience I was able to offer the officer who delivered the message feedback. The officer delivering the message spoke in a soft and sympatric tone of voice, however I noticed that they had not asked the recipient to sit down before given them the upsetting news. On leaving the scene, we discussed the incident and I was able to give feedback based on personal experience. I commended the officer for the tone and pace of how he delivered the message and suggested that she could have asked the recipient to sit down prior to relaying the news. As this officer was more experience than I, we discussed why this would be important and I shared my personal experience with them from a recipient perspective. 

I have found the officers with less experience than myself frequently seek advice and often come to me for guidance. It is not that long since I had sought support from senior officers, so am understanding to their needs and their thirst for knowledge, I also recognise how essential this is at the beginning of you police career. Due to its value I mirror Gibbs reflection cycle as I find this the most effective tool when providing feedback as medium of learning. Firstly, focusing on the description of the incident, asking the officer to give a detailed and accurate account of the incident; I may interject with questions to clarify details or ask for specifics if they were not provided. Deconstruction of the incident helps the officer to pick out finer details and helps with analysis. Then I focus on the officer’s feelings, this is vital to obtain self-awareness, it is important to be aware that some instances can trigger events or trauma in our personal lives; it can, if not conscious of the fact, impede our judgments and practice. While asking the officer, I am also very aware of my own feelings to ensure that I remain objective and clear in my thinking process. Secondly, we evaluate, this gives the officer have an opportunity to think about what went well, and what did not go well. The officer can at this stage can feel exposed if revealing any short comings, so it is important to be sensitive and non-judgmental. On occasions, it may be appropriate to give prompting questions to help the officer in his thought process. It is important to note that this process is twofold, as acting mentor I also gain from the experience, broadening my own knowledge and developing a greater understanding of managing situations and responding to incidents. The next stage is analysis, this step helps you to make sense of what has happened and to pinpoint specific areas elaborate on them. This is where you can discuss different strategies and speculate on different outcomes. The feedback session is concluded with an action plan for the future and a summary of what the officer has learned from the process. 

In conclusion, I can appreciate the value of the mentoring process and tutoring process. I have benefited from having a mentor who was able to share their knowledge and experiences with me which has contributed to my understanding. Embedded into the process are the core values and professional ethics of the more experienced police officer which inevitably influences the mentee. As discussed throughout this essay learning through reflection and deconstruction analysis can impact on an individual’s ability to achieve their personal and professional goals and improve their overall performance.  (2284 Words)
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