
[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: Jon Graham

Learner’s University Registration Number:
2031273







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.  


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

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

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


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



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



ANSWER:

This essay will critically evaluate the strategic role of the College of Police in professionalising policing in the UK.
The College of Policing was established as a professional organisation in December 2012 in order to provide police officers and staff in England and Wales with the knowledge, leadership, and professionalism they need (House of Commons Home Affairs Committee, 2016)

The College of Police, which serves as a professional association for all police forces in England and Wales, is an important organisation in the UK. It took the place of the National Policing Improvement Agency when it was founded in 2012 (Home Office, 2012).
The College seeks to equip police officers with the necessary skills and knowledge required for efficient service.

The College of Police's main responsibility is to set policing standards. These guidelines govern many aspects of police work, such as hiring procedures, ethical behaviour, and operational procedures. The College guarantees a degree of professionalism and efficiency across all police forces by establishing precise, consistent requirements (College of Policing, 2021).

The College is essential for the education and training of police officers. This covers continuing professional development opportunities for officers who are currently serving in addition to the basic training programmes for new recruits. The programmes and training materials are updated frequently to take into account new developments in crime and policing as well as present issues. 

The College dedicates itself to research to improve the methods of police work. The development of new methods and regulations to address modern policing issues is guided by the results of this research. Through the implementation of evidence-based practices, the College contributes to the improvement of policing effectiveness.

The College is also in charge of police education and training quality assurance. This includes approving training courses and programmes offered by third-party companies as well as by the police service. This kind of accreditation guarantees that training across police forces adheres to the required professional standards.

Another essential part of the College's work is interacting with the public and other interested parties. This involves collecting opinions and insights to mould policing procedures that are responsive to community needs.

The College plays an advisory role, providing police forces, governmental organisations, and other policing and public safety agencies with knowledge and direction on a range of policing issues. By carrying out these duties, the College of Police makes a substantial contribution to the professionalisation and standardisation of policing in the United Kingdom. This helps to ensure that police officers are prepared to face the demands of modern policing while upholding the law and keeping public trust.

The College of Police's broad approach to professional development, standard-setting, and innovation has had a major influence on UK policing standards. 

In 2016, the National Police Chiefs’ Council (NPCC) revealed at a joint conference with the Police and Crime Commissioners (PCC) their Policing Vision 2025 plan where they set out the plan for policing over the next ten years and would assist in deciding where all police forces across the UK would use their resources to best look after the public (NPCC 2016).

In order to provide all police officers and police staff with the abilities and authority they require to fulfil the demanding requirements, the College of Policing collaborated with the relevant organisations. Their main goals were to improve the balance between individual accountability and the bureaucratic fear of making mistakes in order to make policing more representative of the communities they serve.

The establishment of exact, national standards for numerous aspects of policing is one of the College of Police's major contributions to policing expectations. The college of police has also been instrumental in enhancing the professionalism of police forces. These standards, which ensure an identical quality of service across various forces throughout the whole of the UK, address technological use, ethical behaviour, and operational procedures. 

By placing a strong emphasis on ongoing professional development and evidence-based procedures, the College has completely transformed police training. This strategy makes sure that police officers are ready for the challenges of a changing society and criminal justice system from the beginning of their careers and throughout. 
The College's emphasis on best practice development and research has led to a movement in favour of evidence-based policing. This increases the success and efficiency of policies and practices by establishing a stronger foundation in scientific research and data. 

The College has helped promote an environment of accountability and openness among police forces by establishing a set of specific requirements. This is essential to preserving public confidence and guaranteeing that police officers follow ethical and legal guidelines. 

The professionalisation of policing, driven by the College’s initiatives, has had a positive impact on public safety and crime prevention. Officers are better equipped to respond to and prevent crime, thanks to improved training and adherence to high professional standards. 

The College has played a key role in assisting the police force in developing cutting-edge policing strategies and specialised training programmes that have helped it respond to contemporary issues like cybercrime and terrorism. 

The College supports cooperation between foreign police forces and the police forces in the United Kingdom. Better information exchange, collaborative training programmes, and a more organised strategy for combating international criminal activity have resulted from this. In conclusion, the College of Police has had a major impact on UK policing standards, resulting in a more capable, responsible, and professional police forces that are better equipped to meet the demands of modern society.

The College of Police, while playing a crucial role in professionalising policing in the UK, has faced various challenges and criticisms. 

One of the significant challenges is the issue of funding. The College's ability to offer thorough training programmes, research, and development initiatives may be limited due to a lack of resources. The implementation of new programmes that are meant to raise police standards may also be impacted by financial limitations.

It can be difficult to guarantee that all police forces implement the standards and practices suggested by the College of Police. Disparities in implementation could result in imbalances in policing standards across different police forces in the UK.

It can be difficult to stay up to date with the latest technological developments and to then incorporate them into operational and training protocols. In order to handle new threats, such as cybercrime, which calls for specialised skills, the College must constantly update its curriculum and strategies.

The way in which the College of Police's training programmes strike a balance between theoretical knowledge and practical skills has come under fire. Some claim that although the theoretical foundation is necessary, it has to be successfully combined with real-world, hands-on policing skills.

The amount of communication between the College of Police and regular officers has been criticised. It may be difficult for new policies and standards to be implemented and accepted if some officers feel cut off from the processes involved in making decisions and creating guidelines.

Enhancing public opinion and confidence in the police is another challenge facing the college. The public's trust can be swiftly damaged by instances of misconduct or operational shortcomings, which makes the College of Police's responsibility to maintain ethical standards all the more crucial.

Promoting inclusion and diversity within the police force presents another difficulty. It is the responsibility of the College of Police to guarantee that the hiring and training procedures are inclusive and reflect the range of communities they serve. 

The government, the police forces, and the general public are just a few of the stakeholders whose opinions and criticisms the College of Police must constantly address. Resolving these issues successfully is essential to preserving its effectiveness and credibility. 

As I think back on my final year as a probationary officer, I've observed a number of important changes that have taken place in my role as a police officer, leading to a major change in both my professional and personal development.

I'm noticing a change in my training as I get closer to finishing: instead of receiving constant supervision, I'm getting more autonomy. This shift represented a confidence in my abilities and judgement as well as an expectation that I would manage challenging circumstances with less direct supervision.

My ability to make decisions is improving and developing throughout my final year. Being exposed to a range of situations during training exercises and real-world encounters honed my decision-making skills, which are essential for my police work. 

My interaction with the community has evolved as my understanding of the role of a police officer has grown. I realise how important it is to develop relationships and trust in the community I serve, and I have started to see myself not just as a police officer but also as a member of the local community who has a role to serve to improve relations and increase the public confidence in police.

With the culmination of my training, I have a greater understanding of the ethical and legal implications of my actions as an officer. This knowledge is essential for negotiating the complex issues of modern policing, where decisions are made under intense scrutiny and with sometimes major effects on society.

The final year has been overall a period of significant personal growth and I have developed resilience to handle the stresses and challenges of police work. I observed changes in my ability to control my stress, how I interacted with people, and in maintaining my personal well-being, all of which are skills necessary for a long-term career in policing. 

As much as there have been positive effects on my policing career, the additional work I have had to do for my degree and assignments alongside working fulltime have had a negative impact on my personal life. The extra work I have had to has reduced the amount of family events I can attend on my days off as well as limiting the amount of time I have been able to spend with my children, which is difficult to explain to them.

In conclusion, even though the College of Police has made great progress towards professionalising policing in the UK, it still faces a number of challenges and criticisms that must be overcome in order to keep moving forward while maintaining the trust and confidence of the public and police forces alike.

During the flagship uplift programme, 4,500 left policing while on probation (Hand 2023). This shows that although the intentions were good from the College of Policing, there has been a disparity between the intentions to create professional police officers and the level of academic work required to complete the probationary period being too much to take for many officers. 

Overall, this last year has been a critical turning point where the fundamental skills and knowledge acquired have been applied, and as I transition to become fully qualified police officer I feel like I am better equipped to handle all of the demands and responsibilities that come with the role of fully qualified and established police officer. 
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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?


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




ANSWER:

In this essay I will critically evaluate my experience of using social media as a means of informing and engaging with the community and promoting policy initiatives. I will consider the social media platforms police forces use as well as some of the benefits and risks associated with using social media.

Social media provides a means for the police to interact and communicate with the public, facilitates the rapid and easy dissemination of critical information, and can help with intelligence gathering. Social media, with its expanding influence and reach, offers police officers significant opportunities as well as challenges and is increasingly seen as a game changer (The Police Foundation, 2014).

According to Boyd and Ellison (2007) social media refers to online platforms that promote communication, engagement, and the production and sharing of content among online communities. 

Social media comes in a variety of forms. For example, there are social networks like Facebook and LinkedIn where users can network and connect with other users and have public profiles; microblogging sites like Twitter where users can share brief updates with the public; and photo and video sharing sites like Instagram and YouTube where users can share their content with the public (Association of Police and Crime Commissioners, 2012). 

When considering how police have used social media to promote policy initiatives and to inform and interact with the community, there are varying factors that have had both successes and challenges:

One of the main benefits of police using social media is the huge reach and accessibility to members of the public. Police are able to communicate with a wide range of people, much more than they could with conventional techniques such as newspaper articles and letters. The rapid and effective distribution of information has been made possible by this broad reach. 
Utilising social media for reaching out and accessing the public offers a multitude of benefits, transforming how police forces can communicate and engage with communities.  

One key advantage is its cost effectiveness. Social media is far more affordable than more conventional means of communication, such as print or broadcast media. Various platforms are available for free of cost, and the options for paid advertising are typically more affordable, making it cheaper for organisations of all sizes, especially police forces (Sri Wahyudi and Jasfar, 2019). This is a major reason why police forces are pushing their social media pages and the engagement via them as they are finding it very hard currently with financial restrictions and limitations to reduce national budget deficits (National Audit Office 2022).

Instant communication is made possible by social media which can have a positive impact on members of the public and their interactions with their local police force (Bucher et al 2013).
When information needs to be quickly shared, especially when there are immediate updates or notifications to the public, this urgency is essential. It is especially important to quickly disseminate information relating to road closures and major incidents that can affect the public’s day to day movements. The ability to share posts on websites such as Facebook instantly significantly reduces the wait time members of the public have to receive valuable information that could be crucial to them. 

Messages can also be tailored via social media to particular locations, interests, and demographics using advanced analytics and targeting options. This accuracy makes sure that the right message gets to the right people, which boosts the impact it has.

Social media makes it easier to communicate in both directions and engage directly with the public. Instant feedback, opinions, and suggestions can be obtained from this interaction, which is very helpful in determining the level of public interest and response.

Social media platforms are widely available and utilised by a wide range of demographics. By being inclusive, messages are guaranteed to reach a wide range of people, including underrepresented or difficult-to-reach groups.

Content is shared on social media more widely because it is so simple to do so. Repeatedly sharing a single post allows for the quick spread of information across communities and networks. A good example of this I have seen personally is when dealing with high risk missing people. With the shortage of police officers (Elliott-Davies et al. 2016), being able to upload a post to social media sites such as Facebook, Twitter and Instagram mean people in the local community can re-post, share and comment on the posts which increases the reach of the post far more and can lead to vital information being passed on from social media users to police or family members. I have used this method to try and reach out for information on a young child who had been missing from home for a number of days after running away and a local member of the public saw the picture of the child on Facebook and was able to call in and give an updated location on where they had last seen the child which resulted in then being able to use local CCTV footage to track the child leaving the local supermarket and walking back to the house they were staying in. I was then able to check that address, locate the child and return them to their family whilst submitting a referral to get the child the additional support they needed.
The post I created for Facebook had approximately 500 likes and over 800 shares to those users’ audience and friends/connections. 

Another advantage to using social media is the many formats of media that police can use, including text, photos, videos, live streams and more. This adaptability makes it possible to present information in interesting and captivating ways that draw in the audience. This means police can share CCTV of incidents to social media platforms to ask for help in identifying offenders and possible witnesses.

Social media use on a regular and consistent basis can support the development of strong community relations. It establishes a forum for ongoing communication, strengthening the public's sense of connection and trust in the organisation. 

Social media has given police an interactive forum where they can talk to people in the community directly. Positive or negative, the almost immediate feedback on posts has provided valued information about the needs and views of the community. This dialogue has been essential in forming and adapting policy initiatives to better meet the needs of the community.
While this can be seen as a positive factor, a large percentage of individuals are accustomed to dealing with companies and organisations that use social media as a constant means of communication. The public will frequently anticipate the same degree of engagement from police forces. (Fernandez et al. 2017).
However, because police social media accounts are not manned around the clock, there can often be a discrepancy between the public's expectations and the police's performance, which may cause people to be dissatisfied with the services their local police force offers.

Social media's real-time design has made it possible for police to react quickly to new problems and concerns. Although this quickness has been beneficial in encouraging a sense of responsiveness, it has also necessitated a high degree of caution and prompt decision-making, which can be challenging. 

Handling the divisions and misinformation that can arise on these platforms has proven to be a big challenge. It is crucial to communicate accurate and trustworthy information, but once it enters the public domain, it can be difficult to maintain control of the narrative. A recent example of this involved the death of a young male in a road traffic collision (RTC). When Gwent Police posted on their official Facebook page that the road had been closed due to the RTC and unfortunate passing of the male, a Facebook user uploaded a comment falsely naming the driver of the vehicle that was behind the RTC and death of the young male. This soon picked up traction with dozens of Facebook users then tagging the falsely accused male and threatening him with severe violence and even death threats. This resulted in a number of reports from the falsely accused male regarding the death threats and created a lot of additional work for officers who had to take statements and investigate the threats. What started as an innocent post turned into a lot of work for the police force as they had to deal with the backlash from false rumours that had been uploaded onto their post. 

Managing social media platforms well calls for a lot of resources, including time and knowledge. It has been an ongoing issue to strike a balance between other obligations and the demand for consistent, engaging content whilst also filtering out the increased amount of internet trolls and comments that focus on negativity surrounding the police (Young 2021).

It has also been challenging to strike the correct balance between being approachable and putting on a professional front. Customising communications makes them more relatable to the recipient, but maintaining professionalism is crucial, particularly when talking about policy issues.
An example of not getting the balance right with being approachable and being professional is the story of an officer from West Midlands Police (WMP) was referred to their professional standards department after posting a sexist cartoon on the official WMP Twitter account that showed a female in derogatory position (Cannon, 2014). This caused uproar and controversy and the story was picked up by media outlets all over the world. The officer apologised stating the photo was uploaded for humour however it was not interpreted that way by the public. The police force was accused of promoting domestic violence, which caused a huge backlash from numerous domestic violence charities who accused WMP of not supporting women who have experienced domestic and sexual violence. 
The issue with this kind of post is that while there may be good intentions, posts can be misinterpreted by members of the public that leads to the police force suffering from a negative impression which can impact the public’s trust in the police. This ultimately could lead to victim’s not reporting crime if they feel they will not be taken serious by their local police force. 

It has proven difficult to assess the true effect of social media initiatives on policy initiatives and community involvement. Statistics like shares, likes, and comments give some indication, but it can be difficult to translate these into real policy impacts (Kennedy et al. 2020). This means that although we can see the statistics of posts, we have no real way of measuring these figures to see the true impact. This shows that although using social media is extremely useful, it isn’t a replacement for the role police officers have in investigating crime and other incidents themselves. 


In conclusion, social media's wide reach and accessibility have definitely aided with public engagement, offering an efficient, cost-effective, and interactive way to communicate with diverse and extensive audiences.
I have found using social media in my policing role to be both helpful and successful when dealing with specific incidents such as high-risk missing people, but it has not been without its difficulties. Social media is undoubtedly a useful tool for promoting policies and encouraging community involvement, but in order to fully realise its potential and minimise its drawbacks, it must be handled carefully and strategically, to reduce the chances of misinformation or reduction in public confidence.  
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Task 3

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


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

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




ANSWER:

In this essay I will critically evaluate and evidence my flexibility in leadership style and will critically analyse leadership strategies that I have developed to manage a range of different operational situations.

Effective leadership, at all organisational levels, is essential to raising performance standards and supporting a force's increased legitimacy, effectiveness, and efficiency. It is more crucial than ever for the police service to find and cultivate skilled leaders in light of the ever-changing demographics, significant budget cuts, and rapid technological advancements in policing. They need to be adaptable and skilled enough to handle not just the demands on their time now, but also those that will arise in the future (HMIC, 2016).

I have faced a range of practical situations in my time as a police officer which have required me to develop and modify a number of leadership techniques. 
My leadership abilities have improved as a result of these experiences, which have also given me insightful knowledge about the dynamics of successful leadership within the police force. 
This essay provides a critical analysis of the leadership strategies I developed and put into effect to manage varying situations I have found myself in. 

One leadership style that I have used is adaptive leadership. Marty Linsky and Ronald Heifetz were the first to identify the adaptive leadership style, defining it as the “act of mobilising a group of individuals to handle tough challenges and emerge triumphant in the end.” (Heifetz et al. 2009)

Adaptive leadership is a crucial style that I have implemented, particularly in situations that are changing quickly. This strategy involves evaluating the situation fast, adapting when necessary, and acting decisively. 
I mainly use this style of leadership when responding to emergency calls. I have found that the information that the dispatchers give the initial officers can often be inaccurate or the situation could have evolved by the time we respond. An example of when I had to use this style of leadership was at an emergency call where the initial information provided was that it was a domestic call where a male and a female were arguing. Upon arrival, we could see the female in the upstairs window with blood clearing coming from her face and hair as she was blonde and there were streaks of red. Upon knocking the door, a male answered from the other side saying he would not allow police in and that he would hurt himself if we tried to gain entry. At this point I realised that we needed more officers than just myself who had initially attended.
I immediately knew that the situation had escalated in severity and that I needed to adapt my method of how I could deal with this. 
I asked for additional officers over the air, including a method of entry (MOE) officer as well as a negotiator to would be trained to deal with the subject. Whilst communicating these updates over the air, I made sure to keep the victim in my sight to ensure there were no complications or further incidents. 
Upon the backup arriving, we were able to successfully get the subject to open the door where we then arrested him and we were able to facilitate the medical treatment of the victim. 
This method of leadership helped me to quickly analyse that the risk to the victim and myself was more than I could deal with by myself and my actions to get the correct officers to the scene in preparation for any escalation ensured that the incident was dealt with efficiently and as safely as possible. 
Understanding that the situation was dynamic, I made quick adjustments to my initial response plan and successfully defused the situation. I believe that if I had continued with my initial plan of engaging with the subject and trying to personally deal with the incident then it could have resulted in the subject harming himself, me or the victim. 
This event demonstrated how crucial it is to be adaptable and to have the capacity to change course when circumstances call for it.

On the other hand, I have discovered that a more transformational leadership style works well during planned operations community policing projects. 
Transformational leadership is the process of encouraging group or organisational performance above and beyond expectations by a leader through a strong emotional bond with those they lead and a shared commitment to a higher moral cause (Bryman, 2011)
Transformational approaches are based on the principles of ‘participation, consultation, and inclusion.’ (Silvestri, 2007). I implemented this locally in my area by setting up a community policing project involving increased anti social behaviour (ASB) on the weekends by youths in the local town centre. 
I invited local shop owners, councillors and members of the public who had called 101 to complain about this issue to a meeting where I made a presentation outlining the ASB that had been going on, hotspots and how we, as a police force, were going to deal with the issue. 
I outlined practical examples of what we would be doing over the course of the next four weekends including increased policing presence, both foot and mobile patrols, as well as implementing exclusion zones in the town centre from 6pm onwards for anyone under the age of 18. I also secured additional funding to have a social media executive manning the Facebook Messenger page (they usually work Monday-Friday) so that people could report ASB issues immediately and police would be able to respond quicker. 
By clearly demonstrating what we as a police force were committing to in order to deal with the problem, there was an overwhelmingly positive reaction and all business owners and councillors supported the project. 
Members of the public fully engaged with the initiative and reported any issues they witnessed via the force’s Facebook page which meant that police officers were able to attend the scene within a couple of minutes which both deterred the youths creating the issues and also increased the public confidence in policing due to the rapid response of officers and the visible presence. 
This method of leadership worked in the short term as I successfully engaged with the above members of society, however it did lead to an unreasonable expectation that we as a police force would be able to run similar initiatives and campaigns on a bigger scale and on a more permanent basis. This then led to conversations I had to have to explain that due to resourcing demands elsewhere in the force and a lack of police officers, it was not possible to continue doing this. 
Another issue I faced which I did not consider was that the attendees of the interview assumed they could only talk to me about the campaign and not any of my colleagues. I inadvertently placed myself on a higher pedestal than my colleagues by to communicating that all of the police officers were of the same rank and level of authority within the campaign. By having all communication come through me rather than it being spread out, it reduced the timeliness we could deal with questions or issues brought up to us. 

I've also come to understand the value of situational leadership, which is modifying my approach to match the demands of different team members. 
According to certain levels of subordinate maturity (defined as the combination of subordinate commitment and competence), situational leadership can be defined as the best type of supervision, which can be determined by certain combinations of the leader's relationship-focus and leader's task-focus (Thompson and Vecchio, 2019). 
What the above definition means is that you must adapt your approach and level of responsibility given, depending on the officer in questions’ level of maturity and skillset. 
This strategy has been especially helpful in training and mentoring probationary police officers as they have joined my shift. I've been able to assist in their professional development and increase their effectiveness when out at calls by adapting my approach to suit their current ability and where they were at knowledge-wise and ability-wise. 
An example of this was earlier this year in July 2023 when we had two new probationers join shift. One of the officers was incredibly bright and knew a lot of law and legislation. When dealing with this police officer, I did not need to sit down with them and assist with interview plans, Crown Prosecution Service (CPS) files and occurrence reports as they had the academic knowledge to do these tasks efficiently. However, they struggled when dealing with members of the public as they had never worked in a job where they were dealing with ‘customers’. I soon realised that in order to make this police officer more well-rounded and competent across the whole range of roles required as a police officer, I needed to get them talking to as many people as possible. I decided the best way to do this was to attend community workshops, walk the local streets and town centre to get the officer to become more comfortable interacting with people from all walks of life. After a couple of weeks the officer became a lot more confident talking to people and especially victims. This led to an increase in perceived empathy and meant the officer was able to successfully deal with an incident from initial engagement right through to submission of the file to the CPS. 
Opposite to the above, the other officer who joined at the same time was very confident and comfortable dealing with victims and members of the public when we were out attending calls together. This officer’s weak point was his ability to write reports after dealing with the initial incidents. I identified this weakness early on and realised that the best way for him to improve was to do as many reports and write ups as possible. I spoke to the rest of our shift and said that we all needed to help the officer with his report writing and if we could all look out for opportunities where the officer could help us with out own reports then it would bring him along significantly. After approximately a month of the officer assisting the rest of the officers on shift, this probationary officer was very competent in his writing ability which ultimately led to their confidence increasing. 

If I were to attend a call with a more experienced officer than myself, I would not be dictating to them every task that needed to be completed at the call. I would trust them that they had the skillset and knowledge to deal with the task at hand without me needing to supervise or tell them what they needed to do. 

I feel like while the above method ultimately worked in the end, I could have taken into account how the probationary officers’ personalities could have been a bigger reason for their different approaches to policing. With the officer who initially struggled when dealing with members of the public, I jumped to conclusions as to why they displayed a lack of confidence/ability to talk to people and assumed my method would work. I then implemented a solution without speaking to the officer first to see if there was anything I needed to know about that impacted their interactions. 

I have seen within policing that some officers are unable to differentiate between experienced officers and probationary officers and can often upset experienced officers who get offended when being told what to do by junior officers. Emotional maturity and understanding of your colleagues can help to limit the chance of this happening as it can lead to a negative work relationship with colleagues in the long term. 

In conclusion, while there are many different styles of leadership available to police officers in their day to day role it is down to the discretion of the officer to decide what style they use for each specific incident they are attending or task they are completing. 
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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:

In this essay I will critically reflect upon my three-year probation and will talk about how I have benefited from mentoring and coaching and will consider relevant coaching and mentoring definitions and models used within policing. 

Upon reflection of the past three years as a probationary police officer, I have found that coaching and mentoring have been essential to my growth both personally and professionally. 
These mentorship relationships have not only influenced my view of policing, but they have also been crucial in assisting me in realising my goals.

Learning real-world, practical knowledge that isn't usually taught in training schools has been one of the biggest advantages of mentoring. With their years of experience, my mentors have given me invaluable insights into the subtleties of regular police work.
An example of this has been the ability to recognise nonverbal cues in high-stress situations. This has greatly improved my situational awareness and decision-making abilities. When I first left training school and attended calls, I found myself being quite naïve in dealing with members of the public and picking up on signs of when incidents may be begging to escalate. As the years have gone on, I am now able to notice changes in body language, tone of voice, facial expressions and stances that can indicate a change in how I will need to deal with a situation. It was only through being provided with feedback from my tutor, sergeant and experienced officers on shift via conversations and reviews of body worn camera footage where I was able to see examples of where I could improve and how to adapt the next time I found myself in a similar situation. 

The term ‘coaching’ describes the process of maximising an individual's potential for performance (Whitmore 2010).
Coaching played a crucial role in my initial development during my 12-week training period. 

One coaching model that I have seen being used in policing is the GROW model. The most well-known coaching model in use today, GROW, offers a framework for a project, meeting, conversation, or coaching session (Wilson 2020).

It is a model of coaching that was used in my initial 12 week period where I had a set target of types of incidents I had to attend and deal with before getting signed off as an independent police officer. 

The four stages of the model are the goal stage, reality stage, options stage and will stage. This model has also been used in the monthly 1-2-1 meetings I have with my Sergeant to go through my workload and current performance. 

The goal stage describes and clarifies what the involved parties are looking to achieve. For me, when I first came out of training this meant getting through the 12 week period and getting signed off as independent. When I am having my 1-2-1 meetings, the goal can often be how I can reduce my workload, what courses I am looking to get booked on to, what is my monthly target for alternative disposals when dealing with incidents. 

The reality stage describes where I am at right now in this moment and what are the chances of succeeding with my goals. It is a good stage to get a realistic understanding of where I am currently performing to figure out how I can move forward. This was particularly helpful during the training matrix stage in my first 12 weeks because I could assess how much progress I had made and what percentage of the matrix I had completed making it a realistic opportunity to then focus on the final two stages of the coaching model.  
One of the ways that coaching differs from casual conversations, in which we often jump straight from the past to the future, is by investigating the reality of the moment. 

The options stage is where I have been able to begin thinking about how I can improve moving forward once I have gained a clear understanding of my current level of ability or current percentage of goal completion. At this stage I was able to talk to my tutor and currently my sergeant about all of the possible options available to me to consider what the best way of moving forward towards the ultimate end goal was. 

The will stage is about figuring out what steps I can actually commit to taking and discussing any obstacles I may find in my path.
I have found with this stage that when confronted with questions like "What will you do about this?" I run the risk of creating a list of actions I believe I should take rather than selecting a course of action that best fits my skills and behavioural patterns. 
Upon reflection, I don’t think I am always as specific and targeted as I could be with my goals and how I can achieve them during my 1-2-1 meetings with my sergeant. Whilst it was much easier during the 12 week period with the tutor as I had a pre-assigned matrix that I had to work towards, I find I now tend to focus on all of my available options and everything I need to do rather than narrowing down on one specific goal I would like to complete. An example of this is writing down all my current investigations and everything that needs to be done with them, rather than highlighting oen or two and formulating clear and specific actions that mean I can complete the investigations and close them down. It is something I will be looking to improve on moving forward. 

My tutor has assisted me in developing strategies to reach my realistic career goals. We have pinpointed my areas of strength and improvement through consistent sessions, enabling focused personal growth. This focus has not only increased my confidence but also sped up my development into a skilled police officer.
Using the ERA cycle (Jasper, 2013) to reflect on my performance so far in my policing career I have found that my skillset was in responding to calls of all gradings and interacting with victims, subjects and witnesses. I was able to quickly adapt and improve at dealing with incidents and didn’t have any issues with the practical side. It was pointed out that my report writing and paperwork needed to improve and I made a concerted effort to book myself onto statement writing courses, case file courses and NICHE courses in order to bring this part of the role up to scratch with where it needed to be. I found that as I improved in this area, the stress I put myself under reduced as I had given myself more tools to be competent in the role and was quicker and more detailed and precise in these areas. 

Mentoring is a learning relationship in which a mentor and mentee share skills, knowledge, and expertise through role modelling, experience sharing, and developmental conversations. The partnership is inclusive and reciprocal in nature promoting mutual learning while appreciating differences, and it may encompass a wide variety of scenarios (EMCC 2023).

Moreover, mentoring have been vital in developing my emotional intelligence - a key aspect of policing that can often be underestimated. 

My dealings with the public and colleagues have improved as a result of learning how to control my emotions in difficult situations and to understand others' emotional reactions. This has helped to build stronger relationships and effectively resolve conflicts. One example of this that comes to mind was during an emergency call I attended with colleagues where a young male had been badly assaulted outside of a pub. Upon arrival the male’s family had already heard about the incident and had arrived and were very angry and heated. The family were all standing around the male who was unconscious making threats about finding the person responsible and ‘dealing with it themselves.’ 

The advice I've gotten through these channels has been invaluable in helping me achieve my career goals so far. Whether it was preparing for additional training courses such as taser or PSU or handling complex investigations, the advice and support from my mentor, tutor and sergeant have been instrumental, enabling me to navigate these applications and additional training courses successfully.

It is argued that too many frontline supervisors do not provide their officers with the formal training, knowledge, or quality time that would allow them to grow. It becomes even more difficult when they have administrative tasks and regular field-based responsibilities (Magny 2021). I have found that my supervisor has been approachable and very helpful with my career progression but I am aware that other sergeants are not as focused on helping their members of staff which means other student officers have not experienced the same level of mentoring and coaching as I have been lucky to have. 

In conclusion using the Gibbs Reflective Cycle (Gibbs 1988), the past three years have been a rollercoaster of emotions where I have at times felt like I have been making great steps towards becoming a valued and experienced police and at other times I have felt myself regressing. 

Learning from experienced police officers and tutors over the last three years has been invaluable. Their direction has not only given me the abilities and knowledge I need to succeed in my position, but it has also established a solid basis for my future targets in policing. The journey so far has been insightful, and the lessons I've learned are bound to impact how I approach both personal growth and policing in the years to come. 

Working shifts and completing all of the physical tasks of the job have left me often feeling drained and exhausted. However when I have been able to make a difference to vulnerable members of the public by saving lives, protecting victims and making a difference in the community it has made me feel elated and that I am making a real difference in the area where I police. 

As much as I have enjoyed the actual role of being a police officer, I have really struggled with the academic side and all of the university work I have had to complete. It is not my strong point and I have found the academic writing and workbooks to be a big drain on my morale and mental health. Working a full-time job whilst also having to complete a degree has meant I have had to make big personal sacrifices that I do not think I would have had to make if I was working as a police officer with no academic requirements. I have had a relationship end due to the amount of time I have had to spend working on my rest days/annual leave to complete the work and I have not been able to spend as much time with my two young children which has had a negative impact on my wellbeing as after a busy set of shifts I would much rather spend quality time with them than complete assignments that I do not feel are beneficial in my day to day role as a police officer. 
Seeing over half of my intake when I joined the job leave during this initial three-year period has also impacted my feelings about the job. I built good relationships and bonds with fellow colleagues and to see them leave because of the demands of the university work alongside one of the most draining jobs in the world has led me to question whether it is the right job for me.

Ultimately I have been able to talk these issues through with experiences officers and family members and have luckily had the emotional resilience to battle through these doubts as I can see the long term goal of becoming a respected police officer who has a lot to offer my police force. 
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