
[image: ]


BSc (Hons) Professional Police Practice 

LEVEL 6 - 40 Credits

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

(SOUTH WALES POLICE, GWENT POLICE AND UWTSD)


	Learner name: WATERFIELD, Steven

Learner’s University Registration Number:
2031232







FACULTY OF BUSINESS AND MANAGEMENT
PUBLIC SERVICE PROGRAMME

Module title: Professional Police Practice 3 (PCDA) BMPF 6000D




Workbook Guidance

Please read these notes carefully; they provide essential information.

What is the workbook for?

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

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

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

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

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

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






Confidentiality

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

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


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

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



NOTE

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

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


Dyslexia and other special circumstances

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




Guidance: 

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


Contents 

	Workbook 
	Area of Professional Practice 

	Word count

	Task 1 
	Understanding the Police Officer Role
	2000

	Task 2
	Communication Skills – social media
	2000

	Task 3 
	Leadership and Team Working
	2000

	Task 4
	Coaching, Mentoring, Assessment
	2000

	
	
	

	 
	Bibliography
	

	
	Total
	8000



























Task 1

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

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

	[bookmark: _Hlk153095291]
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

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

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


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



2000 words (+/- 10%: include your actual word count at the end of each section)



[bookmark: _Hlk153095266]ANSWER:

To critically evaluate the strategic role of the College of Policing in professionalising Policing in the UK I will be utilising the SWOT model which looks to analyse the Strengths, Weaknesses, Opportunities and Threats  (Renault, 2018).

A profession is seen as a job role with a skill set which are taught and developed over a long period time. A profession is constantly adding to the training and knowledge throughout the length of a career and is seen as a position held in high regards as part of a society (Wallin et el, 2021). Professions have a professional body, code of ethics and accredited employment (Greenwood, 1957). 

In 2010 a review was commissioned which saw the publication of the Neyroud Review of Police Leadership and Training (2011). This review identified that there was a lack of accountability for setting Police standards, one body could not be identified as responsible with Chief Constables, the Association of Chief Police Officers and the National Police Improvement Agency all making decisions jointly and sharing that information internally. The report continued to highlight the lack in transparency in the decision-making process and what expectations there were for Police Standards. (Neyroud, 2011).  The report concluded that a single, professional body was required to define standards of Policing, show transparency, and allow for external scrutiny in relation to professionalising Policing (Holdaway, 2017). This conclusion resulted in the formation of the College of Policing and subsequently looked to affiliate the role of a Police Officer more in line with the definition and traits of a profession as defined by Greenwood, 1957.

The College of Policing was formed in 2012 to act as the professional body for all persons working within Policing in England and Wales (Home Office, 2012). Upon its introduction the College of Policing set itself three main objectives, these are to support professional development of all staff and officers, set standards to adhere to and to share knowledge and good practice amongst police services and partnering agencies (College of Policing, 2021).

The College of Policing sits at the for front of professionalising Policing in the UK. A significant step towards this was the introduction of the Code of Ethics. The Code of Ethics was introduced to all Police services across the UK to ensure a common set of standards for all Police Officers to follow, regardless of rank or position. This allowed for all Police services to hold officers accountable if they were found to be in breach. The standardised Code of Ethics also allowed for members of the public to hold officers accountable, delivering on the requirement to be transparent. The Code of Ethics incorporates nine Policing Principles which include Honesty, Integrity, Respect and Selflessness as well ten standards of professional behaviour which include the use of force, Equality, Diversity, Authority, Respect, Courtesy, and Fitness for work (College of Policing, 2014). To meet further traits of a profession, as described by Greenwood, 1957, the College of Policing is committed to delivering continuous professional development to all Police Officers. As it stands, all new officers must carry out at least two years of academic study whilst undertaking their duty as a Police Officer, following the successful completion of this Officers will be awarded either a Diploma or Undergraduate Degree in Professional Policing Practice (College of Policing, 2020). Further training has been provided by the College of Policing via online training packages which can be accessed by all officers and sees frequent updates, further supporting the trait of a profession. 

A weakness was identified by the College of Policing and improved upon by selecting a board of directors. This board of directors features both Civilians and appointed Police Officers who are tasked to ensure that the College keeps to its original objectives, highlighting and correcting a key difference between the College of Policing and the previous system (Holdaway, 2017). The board ensures all decisions made, and standards set, are transparent and subjective to public scrutiny as identified as a requirement by the Neyroud review, 2010. 

The College of Policing acts as an independent non departmental public body and has a superb opportunity to truly professionalise Policing. Several threats have been identified which will may impact the success level of the College of Policing – these include, insufficient funding, a lack of coordinated strategic thinking, a blurring of responsibility and not being equipped to deal with the new digital age of Policing (College of Policing, 2022). All these threats have been addressed within the Policing Vision 2025 document which sets out the five-year plan set by the College of Policing, it emphasises the need for a more diverse and inclusive workforce, improved public trust and increased digital capabilities (College of Policing, 2016). A full review on the College of Policing was published in February 2022, part of this report highlighted the successes of the College of Policing, in particular those that can be affiliated towards professionalising Policing. The College has been praised for standards of training set, the introduction of National Wellbeing centres, efforts to improve access to College resources and the Implementation of Authorised Professional Practice which sets clear expected standards for Police Officers and staff (College of Policing, 2022). 

Throughout my current service as a Police Officer I have ensured that I uphold the Code of Ethics as published by the College of Policing. This includes treating people with respect, showing honesty, integrity and not bringing the Police service into disrepute (Home Office, 2014). Furthermore, I have completed an extensive list of training and development courses including Public Safety Training, First Aid, Response Driving, Taser as well as seeing significant personal and professional growth. This has worked alongside my academic studies, which is ongoing as well as a supported programme of continuous learning from the Police service. As a modern Police Officer I am continuing to contribute towards the brief of a profession with continuous development and complying with the vision which the College of Policing has for the modern-day Police Officer. In line with the Policing principles of Diversity and Equality, I have ensured that I am educated on the needs of differing Communities, understanding cultural differences, and Policing in a fair, unbiased manner. This supports the College of Policing’s, Policing Vision for 2030 which sets the objective of being the most trusted and engaged policing service in the world, working together to make communities safer and stronger (College of Policing, 2023). In relation to engagement, I have endeavoured to build positive relationships and improve the levels of trust shown towards the Police in local communities. I have actively listened to the needs of the community and emersed myself within community events. This has assisted in building rapport, trust and opening communication between the Police and the communities to which I serve. I have also set about identifying problems by analysing crime patterns, working on crime prevention plans and working collaboratively with partnering agencies.  

To critically reflect upon the changes which I have experienced in my final year of probation I will be utilising the DEAL Model which will see me describe and examine my experience as well as articulate my learning (Ash and Clayton, 2009).

The biggest change that I have experienced is an increase in my confidence and independence. Initially, I was unsure of myself and what would be deemed the correct response to certain situations and calls. I believe I was somewhat suffering from ‘imposter syndrome’ causing me to question whether I was good enough, or simply what I was doing here? (Raypole, 2021). Imposter Syndrome can impact a person in positive ways, it can be the driving force to succeed and reduces the likely hood of over confidence by keeping a person grounded and encouraging acceptance of limitations which in the long term can further benefit personal and professional development. Counter to this, imposter syndrome can create an overwhelming feeling of anxiety and fear of failure (Harrell, 2022). It’s important to learn from both impact factors, using both sides to develop, even with the feeling of imposter syndrome I was quickly able to learn to use this to my advantage and build my confidence. 

 It was evident that a lack of confidence would impact the quality of service delivered to victims which is one of the priorities of South Wales Police, which promotes a victim led service (Crime Commissioner, 2021). It was also apparent that my colleagues needed me to develop so that I could assist in reducing the demand on them, hence taking the positives out of that imposter syndrome feeling. 

I utilised the structured in-house training provided by South Wales Police to fully understand policies and process, to ensure that my knowledge was flawless. This was further benefitted by my academic assignments which allowed me to explore role and supporting theories. I then leaned on my peers and was able to quickly absorb their experiences and knowledge to develop my own skills. At the time of writing this I am now one of the more experienced members of my team, the knowledge and experience passed on from my colleagues was without question, the key for the major change I experienced in the past year. I am now able to pass on this knowledge and do so by allowing probationers to shadow me and by offering frequent advice. My role as a Police Officer has changed in the sense that I am now the officer that others look to lean upon as opposed to the one leaning (Miller, 2012).

Outside of personal changes, the role of a Police Officer has been significantly impacted by changes in technology, most notably an update to mobile technology. A major problem faced was that all systems required the use of mobile technology, this was needed to update logs, submit reports, check intel, and provide information to supporting agencies (Howell, 2020). This goes hand in hand with the Digital Policing National Strategy 2020 – 2030 which sets out the objective of enabling Officers and Staff through digital technology (NPCC, 2020). As a Police Officer all of this is possible through the means of a provided smart mobile. The problem faced was that the mobile phone provided by the Police service was too slow and not reliable. It was highlighted that significant damage was being done to the quality, effectiveness and efficiency of the police service being delivered by Officers. The poor technology was also having a negative impact on staff morale, speaking from my prospective, I felt a certain level of helplessness due to how reliant I was upon the provided technology. 

 This issue was addressed by a mass phone upgrade programme delivered by South Wales Police. This new programme sees mobile phones issued to Police Officers on a two-year cycle, in line with the manufacturer’s development cycle. This change means that Police Officers will always have the latest smart phone model available, ensuring optimal speed and reliance. It was quickly learnt that in order to provide the expected level of service to victims then we need the best available technology which has now been provided. This has solved the problem, provided a significant positive change, and solved a long-term problem. The new system of upgrades has also provided a boost to staff morale. This update in technology supports the Policing Vision 2030, which states that Policing should be increasing its use of technology (College of Policing, 2023). 

In summary, my role as a Police Officer has changed. I have had to work in collaboration with communities, strive towards professional development and learn to utilise the latest technology. This has forced me to show how adaptable and committed I am as an officer. The change has more so been progression, so I fully expect to see more changes over the next year. 

Word Count: 1954
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Task 2

Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
[bookmark: _Hlk153095391]You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  
  
	
Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing?
What are the benefits and risks of using social media?
 
2000 words (+/- 10%: include your actual word count at the end of each section) 




ANSWER:


To critically evaluate my experience of the use of social media within Policing I will be utilising the SWOT model which looks to analyse the Strengths, Weaknesses, Opportunities and Threats (Renault, 2018).

Social Media is a term used to describe a collective of websites which focus on communication, interaction, community-based content and content sharing (Open University, 2023). Social Media gives opportunity for businesses to appeal to a wider audience as well as allowing for businesses to analyse their own online footprint. Social media has a global appeal, with mobile phone apps giving opportunity for anyone with a smart phone to access and scroll in a matter of seconds (Lutkevich, 2021).  As of today the leading apps in Social Media are Instagram, Youtube, SnapChat, TikTok, Facebook and X, formally known as Twitter – combined these Social Media platforms have around 9.7 Billion user accounts (Walsh, 2023). To put that into prospective the current global population sits at around 8 billion people (World Meters, 2023).

One of the biggest benefits of social media to a Police service is that it allows for an instant and direct channel of communication with the public. This avenue of communication allows Police services to instantly deliver vital information such as crime prevention advice, investigation updates and public safety alerts (Royen, 2023). Police services across the UK have identified the need to utilise social media to engage with their communities, the traditional methods of communication such as newspaper articles, tv adverts and leaflet drops so not have the same reach or efficiency as that of online communication. Better internet connections, mobile phone technology and ease of access to technology have all been highlighted as reasons for the success of social media and online communication (College of Policing, 2020). Police services are now able to use social media as sources to gather intelligence. By monitoring public discussions about incidents, the police service can source new leads, witnesses, and evidence can be gathered to assist an investigation (Bullock, 2017). Counter to this, social media allows for people to create fake news and make fake allegations creating a difficult situation in which Police services need to identify the real information from that which has been created (Aïmeur, 2023). 

The biggest challenge in tackling fake news and information is that all social media platforms allow for any person to post anonymously, with no form of identification required. Combining this with a VPN means that posts from people remaining anonymous cannot be traced or identified removing any means of people being held accountable for what they decide to share on these platforms. The onus to identify and remove fake information is on the social media companies themselves, X (Previously known as Twitter), Facebook and Instagram all have a fact checker application which seeks to verify posts to improve user confidence (Cellan-Jones, 2020). Even so, it is an impossible task to moderate millions upon millions of posts, especially when this fake information comes in the form of replies to appeals. The Police service itself needs to continue to develop a system in which it can quickly identify genuine information to that which is false, the solution to this comes back to having all social media accounts being identifiable to a person, allowing for these persons to be held accountable.  

I have been fortunate to experience both positive and negative experiences through the official police social media account. The example of a positive experience is the posting and sharing of a missing person occurrence. Upon the report of a missing person, South Wales Police shared an image and details of the last known location of the person, pleading for any member of the public with any information or sightings to contact 101 or 999. This direct communication quickly became viral with thousands of people sharing via their own social media accounts, Reddit, WhatsApp and other community-based forums. This sharing led to hundreds of new leads and areas to search. I was part of the team directly responsible conducting these searches. The online traction led to members of the public, local community groups and search specialists organising around the clock searches in hot spot areas, which I personally witnessed and was thankful for. South Wales Police used the social media accounts to further update the community in terms of areas to be searched, fundamentally directing a search via the means of social media. I’m delighted to confirm that the missing person was found, this resulted in hundreds of positive comments on social media, congratulating the Police service and the efforts of the community. A further positive that was frequently mentioned was the insight into what actions the Police service were taking to locate the missing person and how impressed the public were with the level of resources committed to finding the person. Prior to social media this level of information would not have been so easily shared. This information answered questions before the public had the opportunity to ask them, showing how in touch the Police service was with the needs of the community and building the required levels of trust and confidence, to ensure partnership working in the future. 

With regards to the social media sharing of the missing person, there were a few weaknesses which emerged. Most notably, the viral attention the posts received caused for countless false sightings to be reported. This caused Police resources to be wasted on dead ends. There was also a clear invasion of privacy with members of the public acting as stay at home detectives, taking it upon themselves to investigate the incident. This caused concern and upset amongst the family and friends, with false allegations and false information being openly shared. This armchair detective role has only developed because of social media, people desire likes and shares so create scenarios and share un-tested intelligence to gain online attention (Pantumsinchai et al, 2017). These people have little to no concern for the welfare of the people who are directly involved in the case and inevitably slow down progress of a Police investigation as well as causing resources to be spent on damage control from the false allegations. 

An example of this is the recent missing person incident of Nicola Bulley in the Lancashire Constabulary. Armchair detectives and social media content creators caused a forty-eight-hour dispersal notice to be put in place due to viral tik toks which identified buildings to be searched, this caused countless people to travel down to the scene of the crime and live stream themselves attempting to search buildings potentially destroying any forensic evidence. Many social media posts made false allegations relating to members of Bulleys family, suggesting a criminal element. These allegations forced the family to issue a press statement directly addressing these allegations, taking time and resources away from the efforts to find the missing person. Lancashire Police addressed the situation by showing how rampant speculation was being created for online clout and that the investigation had been hampered by countless false information. With all the speculation created it was eventually proven that there was no criminality involved with the disappearance of Nicola Bulley, it was in fact a tragic accident (Bradley, 2023). 

With regards to my own experiences of utilising social media for the missing person. I was able to improve public engagement by keeping them informed of the progression of the investigation as well as ensuring that the information was provided in a timely, efficient and targeted manner. In the example given I believe these opportunities have been capitalised upon. As far as threats go, the speed and ease of social media presents problems for professional organisations such as the Police service. It must be factored in as to who and how many people have access and permissions to use the organisations social media accounts. One minor mistake can have a huge impact on the Police service and its reputation. Once such example is a post in 2021 by Cleverland Police, in which an officer was depicted as an animal, which is considered somewhat of a fetish, the Police service initially defended the post stating that it was some artwork submitted by a young fan, it was later realised that in fact it was an internet troll post designed to humiliate service. The humiliation was achieved and brought into question the professionalism of Cleverland Police (Critic Magazine, 2022).

With regards to the Cleverland incident, one Policy implemented by all Police services is that of professionalism. Police services throughout the United Kingdom promote and emphasize that all officers need to maintain a professional and respectful tone, avoid using any inappropriate language and forbidding any member of Police Staff or Officer from sharing any private or confidential information, this policy applies to both Police service and personal social media accounts (NPCC, 2021). This policy looks to uphold the levels of trust which the public have in the Police as well as preventing any perceived biased opinions being shared by a major organisation or representative of that organisation which may then impact the levels of trust and confidence shown from the public towards the Police. The negative of this policy is that it can be perceived as openly controlling all staff and officers right to freely express themselves. This brings to light a debate as to whether an individual’s rights of expression are outweighed by the expectations put on them by their job role. The debate relates to that officers have personal rights, which entitles them to share opinion if it doesn’t impact their ability to complete their role or damage the image of the Police service to which they serve. The counter argument to this is that Police officers and staff require a high level of trust and confidence to be shown from the public and their actions both on and off duty significantly impact this, therefore personal views shared on social media may well impact their ability to serve communities and not be seen to have a bias (House of Lords, 2023).  

To control this and offer a fair balance, Police services must back up their policies with suitable training and development in relation to the use of social media and the consequences of misuse. The services must encourage appropriate use and behaviour without supressing a person’s rights to express themselves. Unfortunately finding the middle ground on this policy is still being worked on and remains a challenge for policy creators within Policing.

My experience of social media within Policing has been mixed. I have seen the positives which can come from engaging with a community and meeting their demands. Equally I have witnessed how social media can be used to waste Police time and resources on fake leads. Social media is still a relatively new way to communicate, the only reasonable way to refine it is if the developers of the apps and Police services can somehow work together to weed out facts from false claims. Furthermore, social media is a widely recognised part of modern life, further consideration needs to be made with regards to personal use for al staff and Police Officers and expectations on their personal use in contrast to the expectations of the Police service. All in all, social media has revolutionised engagement, but work is still needed to refine its use and effectiveness. 


Word Count: 1878















Task 3

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


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

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




ANSWER:

To critically analyse leadership strategies and styles I will look to use the SWOT analysis matrix (Mind Tools, 2022), which takes into consideration strengths, weaknesses, opportunities, and threats. This will look to analyse multiple styles of leadership which I have used and how I have had to adapt to alternating between styles. 

Within my probation period as a Police Officer I have found myself forced into leadership roles. As a result of the 2019 UK government Police uplift, the experience levels of frontline officers have been significantly reduced. This is due to new starters and the inevitable progression of experienced officers into specialised roles (PolFed, 2023). Due to this I have found myself taking up the role of a tutor, which is a person who is directly responsible for the development and teaching of a new Police Officer (Cambridge Dictionary, 2019). As a tutor I am expected to demonstrate, analyse, and assess all elements which are required from a new Police Officer. The tutorship stage lasts six months, at which point it is down to me to decide whether the new Police Officer is competent to be signed off as independent. 

Leadership is the ability of a person to motivate, influence and enable others to benefit the success of an organisation (House, 1999). My role as a tutor is vital in the development of new Police Officers and requires a flexible approach in Leadership. At the start of any tutorship the initial style of leadership which I must adopt is that of an Autocratic Leader. An Autocratic leader makes all the decisions based on their own ideas and experience with little to no input from followers (Cherry, 2020). 

Being autocratic allowed for me to make quick, definitive decisions, utilising my own experience and knowledge, in a way to demonstrate appropriate actions to my student whilst ensuring everybody’s safety (Towler, 2021). The role of a Police Officer is dynamic with the constant use of dynamic risk assessment with ever changing scenarios, making quick effective decisions is vital and demonstrates a strong style of Leadership (Cornelius, 2023). Another advantage of The autocratic style is that it demonstrates a clear chain of command, there is no opportunity for confusion as using this style is decisive as opposed to democratic. To enable this method, I made sure to establish rules and listen to my student, this enabled the autocratic leadership style to be a success at the early stages of my student’s tutorship (Cherry, 2020). Disadvantages of this style, which I have noticed, are that if done in an inappropriate manner then it may lead to a sense of resentment from a student (Cherry, 2023). By not allowing for joint decisions, it could be perceived as belittling and insulting, this is why its vital to ensure rules and expectations are set at the beginning of the tutorship, furthermore, this style can restrict creative input from a student and cause withdrawal from the situation at hand. Restricting creative input from the student is likely to have a negative impact on my own development. Research has shown that an autocratic style increases the feeling of fear and anger and significantly increases the rate of staff turnover (Harms et al, 2018). These are not traits which are desired in a student Police Officer and shouldn’t be facilitated by any leader. In terms of tutoring student Police officers, the overuse of this style of leadership may be accountable for the recently released statistics that 9.1% of student police officers that have left before the completion of their probation period (West Midlands Police Fed, 2022). 

Being a tutor perfectly demonstrates the need for flexibility of leadership styles, once a student has demonstrated a basic understanding of their role, I have then set about changing my style of leadership to that of a participative style.  A participative style includes the student in the decision-making process, I have looked to listen to the students’ ideas, seek input in relation to incidents and allow for feedback before making any decision (Myers, 2022). Research has shown that this leadership style leads to a higher level of productivity and increase the levels of dedication shown towards the task at hand (Zylfijaj et al, 2014). As a tutor, I used this style to encourage decision making from the student and begin to encourage the student to take the lead at calls, this is a vital part of their development. Further research into participative leadership has shown that the style increases job satisfaction and has links to improving the level of fun which employees have at work (Chan, 2019). This shows the complete opposite impact of that shown by the autocratic leadership style. 

 Participative leadership offers the necessities to aid a student Police Officers development. The major disadvantage of this style is that the process is lengthy (Mcleod, 2023). As previously allured to, Policing requires quick decisions within dynamic situations, all too often time is not available to fully review and discuss options. In this instance, it allows for the student to decide, under my supervision, further aiding their development. This situation has put me in a position where I have had to enable the student to be somewhat autocratic themselves. Following the incident, I have then allowed for feedback from the student on how the incident was handled, returning to the use of participative leadership.

Towards the end of the tutorship phase the objective is to have the student Police Officer signed of as an independent Police Officer. Once basic competency has been displayed, it allows for the use of a Laissez-Faire style of leadership which sees minimal interference, a hands-off approach and freedom for the student to make decisions independently (ET Special, 2023). The advantages of this style allow for the student to be innovative, take ownership of a situation and actively increases morale (Kaushik, 2019). This stage is very much make or break for a student and impacts whether there is a requirement for further participative leadership. The clear disadvantage is that by removing a clear leader then it can allow for a lack of focus and lack of productivity (Milicevic, 2023). I have experienced students who have not reacted well to the freedom offered by the Laissez-Faire style, if a student can successfully demonstrate the skill set required for a Police officer during this leadership style, then it is fair to say that they are suitable to be signed off as an independent Police Officer. The above tutorship period has helped to develop me and assisted in my own development. A person or team reacts differently to each leadership style, some people react negatively to style which may cause others to respond in a positive manner. There is no one size fits all approach to leadership, and I have had to learn to read and monitor people to see what the best approach will be for them. To support this, I’ve had to improve and develop my own communication skills to ensure that the students have the best opportunity to pass their tutorship period. This leads into the discussion relating to a leadership strategy which I developed. 

Throughout the tutorship phase one of the key leadership strategies that I was required to develop was the use of open and honest communication. Providing the student with constructive feedback will enable them and me to achieve our objectives. Effective open and honest communication can create trust, team cohesion and improve morale as well as create a more inclusive and supportive environment (Mind Tools, 2022). The disadvantage of this strategy is that it may cause offence, cause conflict or cause discomfort (Khan, 2021). I quickly learnt to adapt my approach to an individual’s needs to avoid any of the potential disadvantages. The result of successfully using open and honest communication can see the formation of trust leading to a more productive workforce, or in this case, a competent, independent Police officer. The other factor that can impact honest and open communication is that simply put, the student may just take a dislike to the person being honest. In the event of this scenario the only real solution is to find a new tutor for the student to give them the best possible opportunity. To make this decision shows strength in leadership as well as the ability to be flexible when faced with problems. 

 The leadership styles demonstrated during tutoring naturally feed into each other and require a flexible approach. At any given moment during the tutorship phase I may be required to utilise a differing style to meet the needs of the student to ensure that the objective of them achieving independent status is achieved. The mentioned styles of leadership all fall into the recognised model of Policing leadership called transformative leadership which aims to inspire and motivate a team and encourages a shared vision or objective (Golembiowski, 2020). Furthermore, this model encourages integrity which falls into the Policing Code of Ethics (College of Policing, 2014) as well as promoting professional development which creates a strong feeling of support provided from leaders towards their followers (Indeed Editorial Team, 2022). One of the major downfalls for this model is the increased risk of burnout (Seltzer et el, 1989). The model encourages people to be high achievers and grow professionally but does not incorporate any element of a work life balance. There needs to be consideration for a person’s personal needs and obligations outside of a working environment. Working as a fulltime Police Officers brings countless new experiences and stresses, not allowing for a work life balance or a period to reflect upon situations may lead to more severe consequences relating to poor mental health or even physical injuries. This is why consideration must be made to avoid burnout. 

The leadership strategies which I have utilised during my time as a tutor have been further used in a range of differing situations. I have responded to countless domestic related calls with differing members of staff. As the more senior member of the team, I am fully aware that my colleagues will look to me to take the role of the leader at calls. In the same manner as when tutoring I have had to choose what style of leadership is appropriate, being flexible in whether I need to adopt an autocratic style or participative, in the case of domestics an autocratic approach is usually the best approach due to decisions needing to be made quickly, minimising risk of further injury. A further example of this is when I was required to respond to a suicidal person. It was important to use the participative leadership style as a suicidal person is often asking for help as opposed to wanting to cause harm to themselves (NHS Foundation Trust, 2023). By leading in participative style, the suicidal person was able to contribute to what happened next, they told me what they wanted and expected and listened to what options I could provide. This resulted in me providing the appropriate support to the person in need and finalising the call with a positive outcome. In this scenario I could have considered an autocratic approach, however this direct approach may have caused resentment towards me and a feeling from the suicidal person that their feelings were not being considered, resulting in rash decision making. Consideration for a leadership style was vital here, a poor approach could have resulted in a person’s death. 

Almost every situation within Policing requires a form of leadership to enable a person to manage risk and work with an ever-changing scenario. The role of a leader requires a flexible approach in leadership style. I believe this is something which I have developed well and will continue to work on in my future career.
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically reflect upon your three-year probation:

How have you benefited from mentoring and coaching? 
How has it helped you to meet personal, professional and organisational goals?
How has it aided you to learn, develop and perform in the workplace?

Consider relevant coaching and mentoring definitions along with current coaching and mentoring theories used in policing.

How do you provide and receive feedback?

2000 words (+/- 10%: include your actual word count at the end of each section) 
 



ANSWER:

To critically reflect upon my three-year probation period, I will be utilising the Borton developmental model which simply asks the questions, What? So What? And What Now? This enables the user to fully reflect upon a moment or scenario (Borton, 1970).

The most influential and beneficial period of my probation must be the time I spent with my tutor during my initial three-month tutorship period. This period saw me allocated to a tutor who was an experienced Police Officer who was intrusted with my development. A tutor’s role is to enhance their students skill set, performance, decision making skills, as well as facilitating work based learning and assessments (College of Policing, 2018).

Initially I was to observe how my tutor would manage calls, who would demonstrate the gold standard of how and what South Wales Police expected its officers to deliver. By the end of the three months, I was expected to replicate this gold standard and be signed off as an independent Police officer. These three months utilised a Peer Coaching Model which fundamentally sees experienced members of staff pass their experience on to benefit individuals and the wider organisation (Guthrie, 2022). The peer coaching approach allowed for my tutor to share experiences with me, which I could potentially be facing during my career. This sharing allowed for me to understand the position and experience levels of my tutor, filling me with confidence and creating a strong feeling of trust and rapport with a person who is my colleague as well as my peer (Theodotou, 2023). Peer coaching allows for a flexible and adaptable approach to coaching, it allows a tutor to adapt training to target a specific skill required or any new challenges which present themselves (Verlinden, 2020). 

The coaching model used to deliver this peer-based coaching is widely known as the GROW model which looks to set a Goal, allows a student to reflect upon the reality of what they need to develop, explores options and looks to set a development plan for continued improvement (Whitmore, 2017). The GROW model enables students to feel empowered by encouraging students to be self-driven and take ownership of their own development (Schosser, 2023). Further benefits of the model include a focus on the reality of the individuals development, encouraging self-reflection on the now, looking at strengths weaknesses and what needs to be done for a realistic outcome and conclusion (Main, P, 2023).

The GROW model has its downfalls, most notable is that the GROW model is almost entirely reliant upon the strengths of the tutor (Upskillist, 2022). A tutor with no experience or who lacks knowledge, will severely hamper the development of a student. Furthermore, if the tutor is lacking in communication skills, then most of the process will fail – poor communication skills will lead to poor reflective feedback and severely impact any development plans for a student. Fortunately, my tutor had vast amounts of experience so this was not a situation that I can give a firsthand account for. 

For me, the GROW model being used was highly beneficial. The goal setting benefited me by ensuring I was focused on objectives; it also gave me the freedom to learn independently and strive to better myself. I found my effective communication skills significantly improved with the use of a shared framework between me and my tutor. This constant feedback and reflection ensured we were both on the same page, removing any confusion or potential conflict. To benefit this further I was often sat down and provided immediate feedback following a call, this was always a two-way conversation allowing me to contribute. Eventually this feedback process simply turned into me reviewing my own actions, showing that the GROW model does indeed encourage students to take control of their own development. Encouraging ownership and self-development is vital in any Police Officer, there have been, and will be, countless situations in which I will be on my own and will have nobody to rely upon, in those moments it is solely down to me to decide and act. When these moments have presented themselves I have recalled my period as a student and looked to replicate that of my tutor whilst continuing to develop my own approach and style.

Being a part of the Police Constable Degree Apprenticeship programme has significantly aided me in my role as a Police Constable. Throughout the three years I have had to answer workbook-based questions which task me to reflect upon incidents which I have managed. This thought-provoking process has led me to ask questions of What I did? Why did I do it? How did it make me feel? Could I have done anything better? All of which have then led me to adjust my approach to similar scenarios and develop my skill and knowledge set. This support from the University created a strong self-learning working environment, there are new skills and improvements which I have used on shift that have come from this process without me even realising, most notably my new found ability to reflect upon an incident and develop new working strategies. An example of this is when approaching new domestic incidents. I was tasked to reflect upon an incident within a workbook. Because of this I noticed that I wasn’t utilising my colleagues as I should, the very next domestic related incident which I responded too, I spoke to my colleague and was able to streamline the process of dealing with the incident, alleviating some of the stress on myself as well as strengthening trust and rapport with my colleague. Without the reflective practice this would not have been possible. Going forward I intend to continue to read and expand upon my own knowledge. This may be difficult without a specific question to answer, however, the University work has shown that expanding my reading, investigating new theories and taking the time to reflect upon scenarios is a highly beneficial process to take forward in my future career.

As much as the University has benefitted my three year probationary period, I have also experienced periods of increased stress and genuine fear that my position as a Police Officer was at risk. Working as a Police Officer is a highly stressful position with an ever-growing workload of investigations which can take months at a time to complete. In 2016 the Police Federation questioned 17,000 serving Police officers, in relation to mental health, this survey revealed that 25% of that 17,000 had taken a period of sick leave due to stress (PolFed.org, 2017). Fortunately, I never took any sick leave, however, the expectation to complete University work along with matching the demands of the Police service, in the same vein that an Officer whom is not enrolled in University is expected to achieve, caused high levels of stress which impacted both my professional and personal life in a negative manner. There appears to be no consideration for a work life balance, especially for those with parental responsibility. Over the past two years the University has improved and lessened the demands on student officers, however, to manage those demands, as well as the demands of being a full time Police officer, is incredibly difficult. The role of a Police Officer and being a part of the PCDA programme do not co-exist. Each of these require a fulltime focus, when focussed on my university work, I immediately noticed a decline in the quality of my Police work, vice versa, when focusing on the demands of the Police service, I found myself struggling to progress the University work. A consideration to improve this would be to allocate a length of time, such as six months, in which the University was the full-time commitment with no involvement with the Police service, it would then be wise to progress to another period where the focus is solely on the requirements of the Police service. This will allow for a focused approach and give opportunity to improve the work life balance which I believe the current system restricts. A focused employee is a better employee, the current system requires focus to be spread too thin across multiple requirements (Eads, 2023). 

My experience over the past three years have certainly aided my professional goals. When starting out I aspired to be a Police Support Unit which is a specialist role dealing with high levels of disorder, as well as giving opportunity to travel and work outside of my force area (Police-information, 2023). I was particularly keen to work major sporting events in South Wales and the only way to achieve this was to be a Police Support Unit. To work towards achieving this I set about ensuring I had strong examples of effective conflict management, it was also necessary for me to improve my level of physical fitness, I was fully aware of the physical demands of the role so set about working on a fitness programme, utilising the facilities which were made available to me from South Wales Police. After three months of hard work, I successfully enrolled onto the Police Support Unit Course and passed achieving a personal goal which I had set at the start of my career.

Achieving this goal was important to me because I have always wanted to protect the pubic in their worst moments. I was able to see firsthand the damage caused by the Riots in Mayhill Swansea, 2021. Cars were torched, houses severely damaged and Police Officers were pelted with bricks and debris (Flanders, 2021). The response from South Wales Police was heavily criticised in an independent report which detailed failings in operational tactics and command structure. It later details how South Wales Police left he residents of Mayhill unprotected a                                            damning statement for a service which exists to protect and serve the public in their most vulnerable moments (BBC News, 2022). Having seen this I wanted to be part of the positive change that was needed within the Police Support Unit. I wanted to be the reason that the public no longer feel unprotected and desired to play a significant role in rebuilding trust and confidence which was damaged by the lack of a response to the Mayhill Riots.

I was fortunate enough to be a part of the initial Police Support Unit which managed and dealt with the Ely riots in Cardiff, 2022. This experience reminded me of the importance of public safety and allowed me to put into practice everything I had learnt. I learnt to trust the equipment which was provided to me and came away with a strong sense of comradery with my colleagues, something which continues to this day. Going forward I will continue to share my experiences to enhance less experienced officers, I will also continue to work on my fitness, following the events in Ely it was apparent that the fitness requirements were higher than that required to pass the course. I will use what I have learnt and experienced to ensure continued development in my role as a Police Support Officer and plan to set a new professional goal of achieving a position on the command team.

As my three-year probation period approaches the end, I can’t help but feel a sense of utter relief. The hope is that I will now be able to focus on the Police service and no longer have the pressure or stresses of completing the University work. I have benefitted from my period under a tutor in which it was evident that the GROW model was used and proved itself to be a valuable tool in my development. The University has benefited me in developing better time management skills, introducing reflective thinking and improving my academic skills which are transferable into the role of a Police Officer. As much as my three-year probation period is ending, the tools which I have been taught to use and develop will continue to be used to aid my development as a Police Officer and assist me in my future endeavours.
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