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Task 1

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

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


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

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

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


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



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



ANSWER:

Within this essay I will outline how Policing has developed and progressed since it’s implementation and I will also evaluate the strategic role that the College of Policing has played in professionalising the Police in the UK. During this essay, I will also outline how I am working towards fulfilling the role of a modern professional Police Officer whilst undertaking the final year of my probation. Whilst doing this, I will reflect on how my role as a Police Officer has changed within my team as I have entered my final year of probation. 

Policing in the UK has developed tremendously since it’s creation by Sir Robert Peel in 1829, where Policing had a single philosophy of preventing crime and a single methodology of on foot “Beat patrols” of a designated area. Policing has now developed into not only detecting and preventing crime, but now covers a wide range of subjects, such as Mental Health, Safeguarding and Partnership working as well as al aspects of life such as Roads Policing and event Policing. The Police have also evolved their methods of being visible and communicating with the public, such as the use of Social Media in recent years in an effort to be more approachable and efficient with their communication. Many of the modern-day roles and responsibilities of the Police in the UK have been outlined by the College of Policing. 
The College of Policing was created in 2012 and is a professional body for Policing in England and Wales. The College was created by representatives from the Police Federation, the Superintendents' Association, (ACPO) and UNISON. These representatives worked with the Home Office to create the college, ensuring that it represents the police service's desires and aspirations. It was created to take over a number of training and development roles that were previously the responsibility of the National Police Improvement Agency (NPIA). 

The main aims of the College are:

1.	To support professional development of Officers and staff by promoting wellbeing, diversity and select and nurture leaders at all levels.

2.	Set standards for key areas of Policing which helps forces and individuals to provide consistently better service for the public. 

3.	Share good knowledge and practice to all forces in order to ensure all forces are working efficiently to a common goal.

One of the main creations of the College were the creation of the Code of Ethics. This was create d in 2014 in order to provide a framework and generic standard of Police behaviour. The Code of Ethics is about self-awareness and ensuring that everyone in Policing feels able to do the right thing at all times and is confident to challenge colleagues irrespective of their rank, role or position. (College of Policing)
The Code of Ethics underpins everything that is modern-day Policing. It is the foundations from which everything is built. It is entwined in every action the police take. This is outlined in the Competency and Values Framework (CVF) below.  
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Figure 1: The Competency and Values Framework (CVF)

The Competency and Values Framework (CVF) sets out nationally recognised behaviours and values to support all policing professionals. The CVF has six competencies that are clustered into three groups. All of the competencies are underpinned by four values that should support everything we do as a police service (College of Policing).

It is now more important than ever for the Police to be behaving in a Proud, Positive and Professional manner. This is not only due to the increased scrutiny of the Police from review boards and panels following major incidents, but due to the recent increase in social media use over the last decade. Now more than ever, Police are being recorded on mobile devices by members of the public whilst conducting their day to day roles. 

This vast increase in how Social Media has also had a direct impact on Police Officers and Staff directly. With almost everyone using their own social media and sharing images and messages with friends, there have been an increase in IOPC investigations into Police employees. In April 2021, following a number of investigations into police officers posting or sharing offensive, material via social media, the Independent Office for Police Conduct (IOPC) warned that such behaviour from serving police officers is unacceptable, and that individuals could face investigation for misconduct.

IOPC Director General, Michael Lockwood, said a snapshot of investigations between 2018 and 2020, showed a number of examples of officers sharing offensive and inappropriate content on social media. He states that “From racist, sexist, and other discriminatory comments to photographing crime scenes and using social media to contact victims of crime for sexual activity, it is concerning that a small number of police officers appear to think that this is acceptable behaviour. (IOPC). 
Mr Lockwood has written to the National Police Chiefs Council, asking them to remind forces and officers of their obligations under the police Code of Ethics and Standards of Professional Behaviour.

This shows that the Police are under more scrutiny than ever, not just from the public, but from within the force in relation to their conduct on and off duty. This behaviour is totally unacceptable in every walk of life, but this does bring into question whether Police officers still have the right to a private life or not. This right in stipulated under the Human Rights Act 1998 under article 8, which states:

1. Everyone has the right to respect for his private and family life, his home and his correspondence.

2.	There shall be no interference by a public authority with the exercise of this right except such as is in accordance with the law and is necessary in a democratic society in the interests of national security, public safety or the economic well-being of the country, for the prevention of disorder or crime, for the protection of health or morals, or for the protection of the rights and freedoms of other. (Equality and Human Rights Commission).

I would argue that morally this Human Right can be withdrawn where there is reasonable belief that serious offences are being committed by persons using the Police and Criminal Evidence Act 1984 (PACE).
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Figure 2: Social Media use between 2004-2018 (Statista and TNW 2019)

The Code of Ethics have therefore had to be adjusted to ensure that they are relevant to the challenges that Police face today. The College of Policing’s Code of Ethics provides the following guidance on the use of social media for Officers:

1. Use social media responsibly and safely.

2. Ensure that nothing you publish online can be reasonably be perceived by the public or your policing colleagues to be discriminatory, abusive, oppressive, harassing, bullying, victimising, offensive or otherwise incompatible with policing principle. 

3. Not publish online or elsewhere, or offer for publication, any material that might undermine you own reputation or that of the policing profession or might run the risk of damaging public confidence in the police service.


As part of the new world that we are Policing, The Police Vision 2025 has been drafted. This sets out the Policing plan for Police forces over the coming years. It will shape decisions around transformation and how we use our resources to help to keep people safe and provide an effective, accessible and value for money service that can be trusted. The Vision must inspire officers, staff and volunteers, as much as police and crime commissioners and chief constables and of course the public as a whole. 

The communities the Police serve are increasingly diverse and complex, meaning it is necessary for a more sophisticated response to the challenges we face now and in the future. Whether it be child sexual exploitation, domestic abuse, cybercrime or new threats from serious and organised crime like human trafficking or terrorism, the leaders of the service. The Vision states that police and crime commissioners and chief constables acknowledge that if we are to meet our communities’ needs, the service must continue to adapt to the modern policing environment. 

The mission of policing is enshrined in the Police Service Statement of Mission and Values. It will remain consistent despite priorities changing over time in response to external developments. “The mission is: to make communities safer by upholding the law fairly and firmly; preventing crime and antisocial behaviour; keeping the peace; protecting and reassuring communities; investigating crime and bringing offenders to justice”.

This Vision has been drafted jointly by PCC’s (Police Crime Commissioners) and Chief Constables, as well other policing bodies, such as non-Home Office forces, and sets out why and how the police service needs to transform by 2025 by building on the progress made since the publication of the 2011-2016 Vision. The Policing Vision 2025 will shape decisions about how we use our resources by informing key strategies and underpinning future programs of work. It describes the ambition for the reform of policing by 2025. By setting out the joint vision of PCCs and chief constables, this document explains how we intend to achieve our objectives. 

It is planned that by 2025, the police service will have transformed the way it delivers its mission with a keen focus on prevention and vulnerability and the effective management of risk. Police and wider reform will be focused on our people, enabled by systems and processes.

Within my role as a Police Officer, I am constantly working to fulfil the role of a modern professional police officer as my experience grows, I am being given greater responsibility and autonomy within my team due to my increasing experience in order to carry out my day to day role as effectively as possible. I have found that my sector is increasingly demanding and has over the last 3 years become the sector with the highest demand. This demand has overtaken other historically busier sectors. The staffing levels within my sector have not adapted or changed to this increasing demand.

This has meant that I have had to become resourceful and adaptive in my approach to dealing with calls. I have had to become more resilient to the stresses experienced within my role. 

Stress can be defined as being how we react when we feel under pressure or threatened. It usually happens when we are in a situation that we do not feel we can manage or control (MIND).  

When a person identifies a stressor, the Hypothalamus situated at the base of the brain becomes activated. The Hypothalamus in the brain is in charge of the stress response. The Hypothalamus sends signals to the two other structures within the brain, the Pituitary Gland and the Adrenal Gland. The short-term responses this causes are call “The Flight or Fight Response”. This can cause your heart rate to increase, increased rate of breathing and released adrenaline into your body to prepare your muscles for use. 

This physical response to stress is designed to be a short-term response to a singular threat. It is a healthy reaction when used in short bursts. However, when a person experienced prolonged periods of stress, this can have a detrimental effect on the body and health. Prolonged stress can cause headaches, irritability, insomnia, anxiety and depression. It also affects your immune system and can leave you vulnerable to illness. It can also have a detrimental effect on a persons mental health. Mental Health includes our emotional, psychological and social well-being. It affects how we think and act. It also determines how we handle stress and make choices. (MentalHealth.gov)

MIND, a mental health organisation state that one of the most effective ways of managing stress is to exercise. Brendan Street of Nuffield Health, writes that exercising regularly lowers and controls blood pressure. He states that a stronger heart can pump more blood with less effort. Street also suggests that moderate exercise can help improve the quality of sleep. He recommends 30 minutes of exercise per day to use up excess calories, which will help the body and mind to drift off to sleep to repair and regenerate. He states that this dulls anxiety and depressive feelings and cues the natural sleep-wake rhythm of the body, making it easier to relax.

A study carried out by Edinburgh University in 2013 looked at the health benefits of sunlight. The results showed that blood pressure dropped significantly for one hour following exposure to UV rays, but not after the heat-only sessions. Scientists say that this shows that it is the sun's UV rays that lead to health benefits. The volunteers' vitamin D levels remained unaffected in both sessions. This supported an argument for exercising outdoors is more effective that taking any medicinal supplements. 

I ensure that throughout my career, I ensure that I exercise regularly and eat a healthy diet where possible. This is often difficult due to working shifts and this is also true for my sleep pattern, which is recommended to be as regular as possible in order to promote healthy sleep. Despite this, I try to create routines for each of my shifts in order to promote the best conditions for me to sleep and recover, ready for the next shift. However, this is not always possible due to the unpredictable nature of the role and regularly working beyond my designated hours due to exigencies of duty. 

Throughout my 2 and a half year career so far, I have faced many challenged associated with modern day Policing, these include but are not limited to, technological changes, structural and policy changes, increased demand and increased academic pressures. I have face technology updates, such as new mobile devices and an upgrade to a new NICHE intelligence system. I embraced these challenges by completing all pre-learning packages on these topics prior to their enrolment across the force. I have also since progressing to an independent officer, been provided access to further intelligence systems, such as a Warrants Management System and the Police National Computer (PNC). All of which have required extensive training and practical application on a regular basis to assist in investigations. 

I have found that throughout my career thus far I have also had to adapt to a change of management and leadership. This is both within my team due to staff changes and leadership changes from my Supervisors. All of which have varying working practices and priorities. I have had to utilise my interpersonal and organisational skills to ensure that I have adapted to these changes without any effect of my performance. 

I have also had to adapt to many changes in policy during my career so far. Many of these changes have been in relation to body worn video. Officers carry body worn cameras with them to document incidents and arrests for investigation and evidential purposes. It can also be used to protect officers in case of malicious complaints. The latest change is under Section 12 Mental Health  Units (Use of force) Act 2018, this requires all officers assisting staff at these facilities to activate their body worn videos throughout the time at the premises. (Legislation.gov.uk)
As stated previously, my sector have quickly overtaken neighbouring areas in relation to it’s demand. It is now the busiest sector within the Swansea, Neath Port Talbot area. This has meant that officers workloads are increasing at an alarming rate as the number of officers has not increased in 3 years. This has meant that I have had to become more resilient to the pressures this creates and manage my time effectively. I have also found that during this time, the academic pressures have also increased due to starting my dissertation in April 2022 and having to write essays such as this at a higher level. I have often found these pressures, coupled with the job pressures almost unbearable and have often considered alternative opportunities. However, I utilise the stress resistant mechanisms as outlined earlier to ensure that I meet all of my commitments and try my best to ensure an overall work life balance. 

I hope to continue to be resilient to the pressure and stresses which await me in the future and hope to continually learn as both a police officer and as a person in order to overcome these challenges.

Word count - 2692


















					Task 2

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


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

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


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




ANSWER:



Within this essay I will explore what Social Media is, evaluate my experiences of the use of Social Media as a tool for engaging with the Community by the Police. I will outline what Social Media platform the Police are currently using to engage with the public and I will review whether or not Social Media is a good or a bad creation.
The term Social Media refers to a computer-based technology that facilitates the sharing of ideas, thoughts and information through virtual networks and communities. Social Media is internet based and gives users quick electronic communication with anyone around the world. (Investopia)
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Fig 1. World Social Media Users between 2010-2021


Social media use has grown exponentially over the last 10-12 years. As the above chart shows from Statistica, in 2010, fewer than 1 billion people were signed on. That number has since tripled. (Statistica).

Social Media use has increased due to a societal changes which have occurred due to the creation and expansion of the internet. Ortiz-Opsina (2019) has found that the rise in Social Media use in rich countries is directly correlated with an increase in the amount of time that people spend online. Ortiz found that in the USA, adults spend more than 6 hours per day on digital media such as apps or websites. According to a survey conducted by Pew Research Center, adults aged 18-29 in the US are more likely to get news indirectly via social media than directly from newspapers or news sites. Many of the participants in the survey described themselves and being online ‘almost constantly’.

Social Media has developed from a platform utilised solely to keep in contact with friends and to share fond memories. It has now become the new news channel for many people and also a platform for people to flaunt their wealth and create a new image for themselves. This has meant in my view, Social Media has now developed a dark side. With one clock of a button an image, status or video can be shared and viewed by millions of people around the world within seconds. It is fair to deduce from this that Social Media can actually have a negative impact of a person’s mental health, if not used correctly. 

Hampton et al (2015) conducted a study, which looked at the correlation between the use of modern technologies, such as social media and higher stress levels. The survey asked 1.800 people participants to answer a questionnaire which asked to what extend they feel their lives were stressful, using an established scale of stress call the Perceived Stress Scale (PSS). This scale was based on peoples answers to 10 questions to see whether people felt their life was overloaded. Hampton et al believe that the PSS can be viewed as an assessment of the risk that people face for psychological disorders related to stress, such as anxiety and depression. 

Hampton et al believed that this study was needed as previous studies, such as Cohen et al (2013) had suggested that people  who have an awareness of stressful events in other peoples lives in a contributor to peoples appraisals of their own stress levels. Hampton et al wished to explore whether Social Media could be a contributor to this. 

The findings of Hampton’s study were that awareness of stressful events in others lives is a significant contributor to people’s own stress. The number of undesirable events associated with stress is greater for women than for men. Although, the types of stressor did play a role in determining which sex felt more stressed. Women who found out about a friend or acquaintance that experienced the death of a child scored 14% higher stress levels, whereas men’s stress levels were raised when a friend was accused or arrested for a criminal offence. 

The study suggests that the information transferred through social media translates into awareness of life events in friends and associates lives, much of which would not have been known previously. The findings were that awareness of undesirable events in other peoples lives generates a cost in terms of increasing psychological stress and with it a higher risk of psychological problems associated with stress. 

I have found that during my time in the Police, there has been more and more incidents of members of the public filming interactions with the Police, even when they are not directly involved themselves. I have found this to have a negative impact on Policing and the perceptions of how the Police work as many of these videos and pictures that are taken and uploaded to Social media only capture a snippet of an incident and project a narrative that the Police abuse their powers or are racist or biased. 

However, South Wales Police,= along with other forces across the UK are now delving into the world of Social Media themselves and have made a number of Social media accounts across a number of platforms, such as Facebook, Twitter, Instagram and Tiktok. 

The aims of the platforms are to inform, educate and change the behaviours of people in our communities and inform those people who are interested and affected by local policing. South Wales Police have created a user policy for all the officers and staff who have access to the platforms. It states that the platforms are to be used for the following:

-	Reach a large number of people quickly.
-	Foster relationships with communities online and improve confidence in the services we provide.
-	Be cost effective, allowing campaign messages to be conveyed with little to no budget. 
-	Assist in the prevention and detection of crime
-	Respond to public concerns and provide reassurance
-	Provide alternative means of contacting the Police

Form my experience of using and viewing these pages. The main use for the platforms have been informing members of the public to major incidents, such as road traffic collisions (RTC’s) or incidents which will draw large public attention. These are vital to ensure that as few people are disrupted following these major incidents. 

I have also witnessed the Police publishing pictures of people who have been reported missing by their family and friends and whim there is concern for and a need to locate. These publication can only even be carried out with the written consent of the persons family. These have been extremely helpful in locating missing people as these posts are often shared hundreds of times by the public within hours and can reach thousands of people nationwide. I have myself been involved in looking for a missing person, where following a social media release of an image of the missing person and a request for Police to be informed if they are located. In only a matter of hours the missing person was located safe and well a few hundred miles from their home address. 

I have also witnesses Police pages around the country posting images of people who they are trying to locate as they are suspected of committing an offence. These posts generally attract a lot of public attention due to the content of the post. 

Although these posts are published with the intention of protecting the victims and ensuring that the Criminal Justice process is carried out. I do believe that these types of posts could raise an ethical dilemma. The dilemma being that in the UK the Criminal Justice System is built on the “presumption of innocence until proven guilty” (justice.org). These posts where they are stating that a person is wanted in relation to an offence, could project to a lay member of the public that the person is guilty of the offence, before they have been interviewed and charged for it. This could put the person in danger of coming to harm. 

I believe that there could therefore be an argument that such posts may interfere with a person’s right to respect for private and family life, under Article 8 of the Human Rights Act 1998 (Equality and Huma Rights Commission) as the family and friends of the person are likely to be contacted in relation to any posts and his innocence questioned. 

This is especially the case for a new phenomenon, which are groups who call themselves “Paedophile Hunter Groups”. These groups are becoming an ever greater feature in child grooming investigations. These groups commonly work on social media and messaging apps with the aim of snaring potential child groomers. They create accounts online and purport to be young children and teenagers and wait for paedophiles to get in touch. (The Sun)

Following a freedom of Information Act request by the BBC, it was found that evidence from vigilante groups such as these was used to charge suspects in at least 150 cases in 2016 and in 2017, almost half of all cases against people charged with meeting a child after sexual grooming used evidence from these groups.
However, many top Police Officers have warned these groups to stop these actions as they risk tampering with investigations. Norfolk Chief Constable Simon Bailey, who is in charge of child protection at the Nation Police Chiefs Council (NPCC) states that “vigilantes puts children’s lives at risk”. 

In 2017, a vigilante group named TRAP, believed that they had snared a potential male paedophile who had engage in conversation with them and planned to meet up with the 14yr old female the gro0up were purporting to be.

The male, David Baker was confronted by the group at the agreed meet up point and the Police were contacted. The whole interaction was captured by the group on a mobile device which was livestreamed onto Social Media. David Baker was questioned by Police before being released on bail. However, three days later, Baker was found dead at him home. The males wife and daughter had fled the home following his arrest and the video being uploaded online for fear of their safety from reprisal attacks on their home. 

The Coroner, Grahame Short said during the investigation into Bakers death, “It’s not for me to judge David’s actions or indeed the actions of the Southampton TRAP group which led to his arrest. However, I believe in this particular case the postings on social media after his arrest contributed to the stress on David, and to him being alone and isolated in how own home where he made his decision to end his own life. This was therefore a causative factor to what led to his death.”

Another example of when a “sting” by such a group has gone wrong is as recently as August 2022, which has been reported by the Daily Mirror. During this incident, a male slashed his own throat in a carpark in Liverpool following being confronted by a paedophile hunter group. This interaction was also live streamed by one of the members of the group and so the horrific incident was immediately viewed by hundreds of people. Fortunately, emergency services were quickly on the scene and the male was stabilized and released from hospital. The male has since been arrested for possession of a bladed article and on suspicion of grooming a child under 14. Again, however, the males identity has been advertised on social media and accusations have been made towards him, even before he has been questioned by the Police. This creates a dangerous precedent that can continue to cause people harm.

In view of these incidents, I believe that greater scrutiny and guidance is required for these groups to operate safely in order to prevent such incident occurring in the future. 

South Wales Police have stringent rules and policies in relation to any social media use on their platforms. Firstly, all officers and staff who wish to have access to the Social Media platforms have to apply and be given a unique log-in, which only they are allowed to use. Force policy also states that each Social media message must have the collar number of the staff member or officer that has created the post. Users of the accounts must also ensure that any pictures and post they make do not give out sensitive information regarding any ongoing operations and also any images do not expose any confidential information in the background of the pictures, which could be utilised by hostile reconnaissance from any terrorist or anti-police group.

In conclusion, I feel that Social Media is one of the best advancements in modern technology and the internet as a tool for informing and educating people. It has made the planet a very small place, where everyone who uses the platforms are contactable almost immediately. However, it is clear that people have exploited this phenomenon and have pursued their own agenda’s and have created a “fake news” environment. I believe that, if used correctly, Social Media can be an invaluable tool for Police to communicate with the wider public, including those who are not able to contact Police via the traditional means. These would include in person or over the phone due to protected factors such as being deaf or being housebound. 

However, in my view, there needs to be a fine line walked between communicating with the public and abiding by General Data Protection Rules (GDPR) in order to protect peoples hum rights, such as Article 8 HRA as stated earlier. I believe that our education system needs to be updated to keep up with this fast developing change in culture in order to inform, educate and guide our young people through the use of social media, as these people will be the next users of social media and will be the future of it and the influential factor in how it is used going forward. If done correctly, I believe that Social media can be a very useful tool for the future. 
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Task 3

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


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

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2500 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

Within this essay I will explore different leadership styles which are used in Policing and I will outline examples where I have utilised these and identified the most appropriate strategy to a given situation. I will discuss incidents where I have had to utilise a range of leadership style and will use Borton’s model of reflection to reflect on how effective each style was.

The Oxford Dictionary defines a leader as “The person who leads or commands a group, organisation or country” (Oxford Dictionary). Leadership, however, is a set of skills that a person uses to influence or stimulating them to put their efforts into achieving the goals of an organisation (Surbhi 2017). 

An article within Acquisitional International (est 2010) believes that there are 5 main leadership styles which people possess and utilise in everyday life. They have outlines the 7 styles as:

1.The Democratic Style – This encourages conversation amongst a group or  individuals about a problem and looks for a consensus in order to find a solution.

2.The Instructional Style – This style focuses on the teacher or the instructor directly. This takes on the role of a coach to help and support a person through a task by giving clear and concise instruction. This is especially effective within an educational setting. 

3.The Authoritative Style – This is where an instruction comes from a superior and in enforced, regardless of other people’s views. This is quite often not up for discussion. 

4.The Coaching Style – Although this is similar to the Instructional Style, the emphasis here is of the learner to try things for themselves and promote self-development, with the instructor or “coach” supporting from afar. 

5.The Transformational Style – This style focusses on role-modelling and leading by example. It focuses on the creation of a culture where there is a sense of belonging and purpose, where people’s views are also taken into consideration. 

James MacGregor Burns described leadership as “one of the most observed and least understood phenomena on earth”. Zenger and Folkman sought to understand this phenomena and conducted a study where they questioned 300,000 business leaders regarding leadership. They provided them with 16 attributes and asked them to rank them in order of importance for skills required for a leader. The six highest ranked attributes were 1. Inspires and motivates others, 2. Displays high integrity and honesty, 3. Solves problem and analysis issues, 4. Drives for results, 5. Communications powerfully and prolifically and 6. Builds relationships. 

David Long, assistant professor at Mason School of Business who is an expert in Organisational Behaviours believes that followers determine how trustworthy a leader is based on their ability, their benevolence and their integrity. He states “Followers are willing to be vulnerable in a good way to leaders they trust and more inclined to be satisfied with and committed to them”. 

The US Department for Justice states that the most common leadership types within Policing are either Autocratic or Democratic. An autocratic leader directs subordinates regarding what is to be done and how it is to be done. The decision making is done solely by the leader. This style of leadership is normally undertaken by a person in a management or supervisory position. On the other hand, a democratic leader is one that gives the subordinates equal chance of participating in the decision-making process as to what is to be done and how it is to be done. Whilst this is also used by management and supervisory positions, this allows for open communication between both parties and all views are listened and considered. 

These views on leadership are supported by a 1939 study by Lippit, Lewin and White, which looked at theories of behaviour. The findings were that there were three main leadership styles, Autocratic, Democratic and Laissez-faire. Although Laissez-faire is not utilised commonly within the Police, it can be a very effective leadership style when used correctly, within the right environment. Laissez-faire leadership is also known as the delegation leadership in which leaders are hands off and allow group members to make a decision. There are many benefits to this style of leadership such as greater personal growth and increased innovation and decision making. However, it has been found that this leadership style often leads to the lowest productivity within a team(Cherry 2022).

Within South Wales Police, the culture is very different to that of the Police in the United States (US), which has been highlighted above. This is due to many differing factors such as social, societal and historical relationships between the Police and the public. Although the Police in the UK may have previously utilised autocratic style leadership, which can be viewed as quite militant, where the leader exerts full control over a person or a team and they are expected to simply follow and obey and not offer any feedback or contribute ideas.

In recent years, following much scrutiny over how Police operated throughout the country. It was found that police forces were working differently and there was not a co-ordinated standard of practice. In 1977, the Phillips Commission was asked to examine the issue of “The interests of the community in bringing offenders to justice and to the rights and liberties of the person accused or suspected of a crime. In 1984, as a result of the findings, The Police and Criminal Evidence Act 1984(PACE) was created. Within this act were PACE codes, which created a standard practice for how a person should be dealt with by the Police. PACE code G outlines an officers necessity to arrest. This now ensured that an autocratic leadership style cannot work within the Police service today and to onus is on the individual officer to determine if they have a necessity to arrest, and not just follow the orders of a superior rank. This now lends itself more to a balance between autocratic and Laizez-faire approach. 

Within my short time at South Wales Police, which is currently just under 3 years as a serving Police Officer, I have quickly become one of the more experienced officers on my shift. This is not necessarily due to my service being of a great length that would ordinarily promote myself within the team to a more experienced member, it is that departments, especially response, are having trouble retaining experienced officers. There are many reason for this such as stress and workloads, thus the burden of leading and teaching new members of the team fall to officers with limited service such as myself. Even though I have not yet completed 3 years of service, I have attended a wide range of incidents which have varied widely in risk and seriousness of the offence. This has meant that I have been able to craft my skills in order to be able to effectively deal with these incidents and dispose of them effectively. The word disposal used here refers to the outcome, whether that be through the criminal justice system or through educational pathway routes, or simply providing members of the public with suitable advice regarding an incident.  A key to this is discretion. A working meaning of discretion by Jim Treebold is “Discretion means the power and ability to make decisions. In the context of policing this means that officers are given some leeway on which they can rely as they make choices that impact the people they are policing. This has shown me that I need to be able to adapt to a changing environment and be able to change my communication style to suit the recipient and the situation. 

Over the last six to nine months, I have been tasked with mentoring newer members of staff who are still student constables both during their three month tutorship and during their period of adjustment when they leave their tutor and become independent patrol officers. I will now discuss an incident that I have been involved in where I have had to utilise different leadership styles and I will evaluate how effective each style was. 
On one particular shift, I was tasked by my Sergeant to assist a tutor constable whilst they were off on a period of annual leave by taking on their student constable. This student was still within their tutorship period and so was very new to the role. I could tell from observing their behaviour at other calls and around the station that they were not particularly confident within their role and were relatively cautious. I could relate to their feelings as I could still remember my tutorship and had very similar feelings whilst learning the role of a Police Officer. My main aim was to re-assure them and give them the tools to be competent officers and for them to gain in confidence. 

Prior to attending our first call, I began to chat with the student to better gauge their level of knowledge and understanding so that I could begin to use the correct leadership style straight away. I ascertained that they were not very confident and still required re-assurance and guidance. I therefore decided to utilise the Transformational style for the first call that we attended. I considered this approach to be the most appropriate as I could display to the student the correct means of communicating with members of the public and by being a role model, this would allow the student to step back and observe, in order to gain an understanding, without the pressure of taking the lead.  

Whilst on route to our first call, I tasked the student with reading through the incident on their mobile device and relay to me the details of the call. The student informed me that this call was a report of neighbour issues between two people. I then asked the student to run checks on all of the persons involved in order to keep ourselves safe. I attended the call and spoke to both persons separately regarding the call and dealt with the call appropriately. 

On route back to the station from this call, I debriefed the student in regards to my actions and the reasons for it. I outlined the policies and procedures that I had considered and followed whilst dealing with this call. I then discussed with the student that they would take the lead on the next call and I considered that I would change my approach to a Coaching Style, where the student would progress through the call as they deemed appropriate and I would be on hand to change to the Instructional style and give small pieces of guidance where this was needed. I also considered that this may fall into the Laissez-faire model of leadership during this time.

A short time later, we received our next call, which was a report of a disturbance ongoing at an address. Whilst I drove to the call, I again reinforced to my student that they were going to take the lead and to deal with the call as would if they were not being tutored. However I re-assured them that I would be present at all times and would be there for advice and support throughout this call. I again prompted the student to view the details of the call whilst we were on route and checked that they had a full understanding of the situation they were going to enter. The student informed me that there were very few details obtained during the call and the details of the persons involved were not known. 

On our arrival at the scene, we were met by a highly distressed female who was stood at the open front door of the premises. Myself and the student began engaging with the female and attempted to calm her down so that we could ascertain what had happened. The student continued to engage with the female and ask her open questions in relation to what had happened. The female was clearly upset and the information that she was providing was erratic and incoherent. The student asked whether there were any other persons inside of the address in order for us to keep everyone safe. The female confirmed that she was alone. I maintained my distance in order to allow the student to innovate and find other ways to communicate with the female. After a few minutes, the student turned to me with a confused expression on their face. I knew from this that the student had run out of questions to ask and did not know where to progress the call from there. I then identified that I needed to change to an Instructional style and began to build rapport with the female and ask the victim regarding what had happened. I noted that the female had scratch marks to her neck and a large red mark to the side of her face. As I spoke with the victim, it became clear that this was more than a disturbance and the female had been assaulted by her ex-partner, who had turned up to the address unannounced. 

I then realised that this call was far more than a minor disturbance at an address and a whole stream of policies and procedures needed to be followed. I ensured that my students body worn camera was activated as per force policy for domestic incidents. I then began to ask the female questions regarding her and her ex partner’s relationship and instructed my student to note down the answers into a Public Protection Notification form (PPN) These are utilised to be passed to partner agencies such as social services and local authorities for members of the public who are in need in order for safeguarding measures to be taken where necessary. 
Whilst my student and I were completing this form, I heard the front door of the property open and I heard a male voice shout out. The victim immediately stood up and shouted that the suspect had returned. 

I utilised the National Decision Model (NDM) to immediately acknowledge that the risks to the victim has increased drastically. I therefore changed my leadership style to Authoritative towards my student, the suspect and the victim. I instructed the victim to move away into another room, whilst instructing the suspect to stay where he was and to display his hands. 

I deemed the authoritative style the most appropriate at this time as I identified the need to secure the suspect quickly to protect the victim, myself and my student from any further harm. I identified that I needed to take control of the situation and there was no room or time to negotiate or take a submissive role in this situation.
I approached the suspect and recurred him, I then turned to my student and instructed her to arrest the suspect, which they did whilst complying with PACE code G and explained the necessity for the males arrest. 

I then transported the male to a local custody suite with my student and asked if they felt able to explain the circumstances of the males arrest to the on duty custody Sergeant. I maintained the Coaching style for the rest of this incident, in order for the student to experience Custody procedures themselves to understand the process fully.

After this incident, I conducted a full debrief of the incident with my student. I adopted the Democratic style during this as it was important for the student to feel comfortable enough to express their thoughts and feelings without restriction, as this would help them to decompress and process the days events. I found that this worked effectively as the student felt that they were able to control and direct the conversation to their needs. 

If I dealt with a similar incident again, I would not be able to say of certain whether I would use the same styles of leadership throughout the incident as many of these Policing incident are extremely dynamic and two people are never the same. Viera (2016) believes that the most effective leaders can adapt their style of leadership according to the aims and objectives of a task.

In conclusion, the Police need to be able to adapt their style to suit the audience that they face, in order to complete objectives set such as keeping the public safe and detaining criminals. It is crucial that officers attend calls with an open mind and always prepare for a plan B or a change in approach in order to get the job done.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

Within this essay I will discuss my three years service of being a Police Officer and I will discuss what mentoring and coaching I have received, how this has benefitted me in reaching my goals and allowing me to perform my role. I will also discuss feedback and how this is given and received. In order to do this, I will utilise Borton’s Reflective Model throughout this essay, the main point of which are:

-	Description – Utilising the 5 W’s (Who, What, When, Where, Why?).
-	Feelings – How I felt through the experience.
-	Evaluation – What worked well and what did not.
-	Analysis – Understand what happened and why this happened.
-	Conclusion – What I have learnt and what I would do differently.
-	Action Plan – How I would deal with a similar situation again.

As stated earlier, I have been serving as a Police officer in South Wales for just under three years. I would describe these three years as being possibly the most challenging three years of my life. Throughout this time I have faced many challenges, from learning a new role, processes and procedures to new laws and new colleagues. I undertook my initial training whilst under COVID lockdown, therefore I had to conduct much of my learning from home. This is couples with the academic and practical work that I have undertaken whilst studying and working full time for this degree in Policing. 

This has not been an easy undertaking and has required a total commitment and a determination in order to overcome challenges in relation to the work loads along with an unrelenting shift pattern, where more often that not I am having to work on past my scheduled duty time. This has had an impact on my work-life balance at times, however, I have had the upmost support from my friends and family, as well as my colleagues during this time. 

My South Wales Police career began with an initial 6 months classroom training. The structure for this was planned to be a classroom of 24 students taught by 4 force trainers. Unfortunately, on day s2 of my training, the COVID pandemic struck. This meant that our class had to be split in order to comply with Government guidelines. This meant our class was reduced to 12 with two trainers. This was paired with the mandatory working from home (WFH) for all students. This made it incredibly hard to learn as myself and fellow students had to resort to self-teaching for much of the opening few months. This caused a substantial amount of stress at the beginning of my career. Stress is how we react when we feel under pressure or threatened. It usually happens when we are in a situation that we don’t feel we can manage or control (Mind). 

This initial period of training mainly consisted of learning Powers, Policies and Legislation, in a classroom heavy environment. Our knowledge level was assessed throughout during examinations with a certain pass mark required. However, we were also afforded the opportunity to put our theory into practice during scenario based training days. These were organised by our trainers and would serve as practice for dealing with live incidents. Here we would be assessed on a pre-determined scenario to see how we would handle a given situation. I found these particularly beneficial as I am a Kinesthetic learner. A Kinesthetic learner is one that learn by doing. A Kinesthetic learner thrives by getting stuck into the action and this helps them to get an insight into ideas and concepts (Miles 2020 Learning Mind).

However, these practical scenarios had their limitations due to the COVD pandemic, which meant we could not be “hands on” with each other during these scenarios. I realised that this made them unrealistic and therefore there was a gap in my Kinesthestic learning style, where I could have learnt more and gained a better understanding around detaining a person safely. I sought to overcome this on the next phase of my training. 


Following my graduation from the initial classroom training. I then progressed onto shift, where I was to be tutored by a trained tutor constable for a period of 12 weeks. During this time, I attended a large number of live incident ranging from 999 emergency calls to lower graded calls. During this time, my tutor initially utilised a coaching style in order to ensure that I attended enough calls to complete my Occupational Competency Portfolio (OCP). This was a document containing a list of scenarios and incidents which I needed to have experienced during this 12 week period. As the 12 weeks progressed and I completed my OCP, my tutor then changed leadership style and began to be more of a mentor, where he passed on his invaluable experience and advice for both joining my new team and becoming a highly competent independent patrol officer. 

A coach and a mentor, although often viewed as the same role, are really quite different. The International Coaching Federation (ICF) defines coaching as “a partnering with clients in a though-provoking and creative process that inspires them to maximize their personal and professional potential. The process of coaching often unlocks previously untapped sources of imagination, productivity and leadership”.
The Federation defines mentoring as “An informal association focused on building a two-way, mutually beneficial relationship for long-term career movement”. This is supported by the College of Poling who state “Mentoring is a relationship where a more experienced or knowledgeable person offers support, advice and guidance to help a less experienced person develop and progress”. (College of Policing 2022).
Following this period of my career, I faced many different challenges and scenarios which tested me in ways that I had not considered before, such as how I would deal with attending sudden deaths and re-assuring highly distressed family members. I found that this tutorship period was invaluable to me in setting me up to progress as an independent patrol officer.

The next stage of my journey was when I was assigned to a response shift as an independent patrol officer, following the successful completion of my tutorship period. I found this stage very daunting as the team I was assigned to had many much more experienced officers, however I understood that this could of advantage to myself if I learnt from these officers. My new status as an independent patrol officer now meant that I was treated no differently to any other officer on my team. It was assumed that I knew what I was doing at every call and would deal with these correctly and efficiently. This also meant that I carried a workload and received tasks from my supervisor to deal with calls just as my colleagues were. 

Despite this, I was still often paired up with a more experienced officer to attend calls in order to help t build my confidence as I went independent. It was also for me to learn and understand the culture of the team, my supervisor and how they liked to work.

I found that my new team worked better together and would often assist each other both at calls and with paperwork and file building when it was likely that an colleague would be dealing with an incident for some time. I found this team had very good “Team work” mentality. 

Team work has been defined by Hass (2016) as “The process of working collaboratively with a group of people in order to achieve a goal. Teamwork means that people try to co-operate, using their individual skills and providing constructive feedback, despite any personal conflict between individuals”.(Haas, Harvard Business Review 2016).

I found that a skill that I had brought with me from my previous role as an Emergency call handler within the Police of having access to the Police National Computer (PNC) was of great benefit to my team as no other member of the team had access to this database. ACRO defines the PNC as “A system that stores and shares criminal records information across the UK. Law enforcement agencies use it to access information that will support national, regional and local investigations”. I found that being able to provide an additional skill to the team enabled me to feel more accepted by the team. 

I found when I joined the team that all the members of the team were at different stages of their careers. Some members were coming close to their retirement, some wishing to go for promotion or for a different department within the Police, some that were content to be on a response team and myself and another officer who had recently joined the team. From this, I identified that a team contains members who are simultaneously on different stages of Tuckman’s Stage of Group Development.
Bruce Tuckman in 1965, created a theory of team development in 1965 following his observations of team dynamics. He introduced his model in 1965 which contained four stages:

1.	Forming Stage
2.	Storming Stage
3.	Norming Stage
4.	Performing Stage

Within Tuckman’s theory, the Forming stage is where the group or team forms or new members of the team join. There is uncertainty between the members as they are not yet familiar and group members feel social unease and stiffness that accompanies the getting-acquainted stage in a new group. Members are also often overly polite with one another. 

I certainly found myself in this stage when I first joined my response shift, This was due to the group all being familiar with each other having worked together and built trust over time and I felt a pressure to fit in and to earn the respect of my colleagues. I did this by working hard and volunteering for every task in order to instil trust with my team. 

The next stage of Tuckman’s theory is the Storming stage. This is where members of the team get into conflict or have disagreements. Often, frustrations and personality conflicts are experienced by group members as they compete for acceptance and achievement within a group. 

However, in 1977, Tuckman, along with Jensen included a fifth stage named Adjourning, which represents the happiness of achieving the interdependent group goal by the group member. I witnessed some tension between members of my team at times of high stress and pressure, but this was mainly due to peoples differing working styles. Tuckman within his theory suggests that humour and jokes at this time can help to ease tensions between individuals. 

The third stage of Tuckman’s theory is the Norming Stage. Here, the team begins to work as a cohesive group. They feel more comfortable with one another and are willing to disagree and express opinions and communication becomes open. Finally, a feeling of trust and clear goals emerge inside the group. I found that after a few months from joining this team, I was progressing into this stage of the model and I therefore would be able to give and receive feedback with my colleagues more and more and my learning curve steepened. I began to feel more and more comfortable in my surroundings. 

The fourth stage of the theory is the Performing stage. At this stage the team is performing well and members adjust and adapt to the situation and also start solving critical problems. In this stage, the group identity, loyalty, and morale are generally high. I found that within 6 months of joining my team, we were out performing other teams in my station and I found we were displaying this stage of Tuckman’s theory. I found that my confidence and knowledge was high and I was confident to overcome obstacles that I encountered in my day to day role. This allowed me to explore other departments on attachments and begin to explore where I wished to progress my career within the Police. 

The fifth and newest stage of Tuckman’s model was the Adjourning stage. This is where members have usually achieved their common goal and may begin to disband. An example of this is where two members of the team left the team, one retired and the other gained promotion. There was a sense of loss and a noticeable shift in team dynamic following their departure, this was coupled with having two new members being to join my team, which again brought the team back towards the forming stage. It is clear to me that a team can slide backwards and forwards across this theory at any time due to situational or group dynamic changes. 
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Fig.1. Tuckman’s model of Team Development

Throughout my two years on my response team. I have had a number of one to one meeting with my Sergeant in order to assess how I am performing, to provide me with feedback and to discuss my future career paths. According the Bartol & Martin, Feedback is the receiver’s basic response to the interpreted message. (Bartol and Martin)

During these meeting with my Sergeant, we would discuss how I felt that I was performing within the team and then my Sergeant would provide me with feedback as to who he believed I was performing. My Sergeant would support this with statistics, such as how many incidents I had dealt with, how many arrests and stop and searches I had carried out over a given time period. This would be compared to other members of the team. 
Author Grant Wiggin states "Effective feedback requires that a person has a goal, takes action to achieve the goal, and receives goal-related information about his or her actions.”. He notes that it is just as important how feedback is provided as to what the feedback actually contains. This feeds directly into Botari’s Box theory.

Botari’s Box theory states that a person’s attitude and behaviour has a direct impact on my attitude and my behaviour back to that person. Botari states that our frame of mind plays a large role in the behaviour we exhibit. When we are feeling motivated and positive, we smile, we compliment our team and we empower those around us. However, when we are feeling negative, the reverse is often true. We can be impatient, we get angry and we can therefore demotivate people. 
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			    Figure 2. Botari’s Box theory

Throughout my meetings, I have kept this theory in mind and have ensured that  I have projected a positive image at all times in order to be able to achieve the most from these meetings. These have allowed me to plan my progression which I hope will allow me to progress my career one my probation has been completed. 

Throughout my career I have received feedback from a number of different sources, such as form my colleagues and from my supervisor and senior management. This has taken a number of forms such as emails, verbal feedback and “good work” updates on briefing documents. I welcome all feedback, even if not all of it is positive as it is important to be having a understanding on another persons point of view. 

In conclusion, my probation has been a very challenging three years for a number of different reasons. However, I remain determined to be the best Police officer that I can be despite some difficult circumstances. I have received a lot of support from the Police force through it’s trainer, tutors and mentors and I have no doubt that this has made me the competent Police officer that I am today. There have been some times during this period of time where I have doubted whether or not I would be able to progress to where I am today. However my studies into emotional intelligence and stress management have greatly assisted me in overcoming these thoughts and feelings and accepting them. I am enjoying my role within South Wales Police and I am always striving to do better an mm continually evaluating myself and providing myself with personal feedback.
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