
[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: Kelly LEE

Learner’s University Registration Number: 2134478







FACULTY OF BUSINESS AND MANAGEMENT
PUBLIC SERVICE PROGRAMME

Module title: Professional Police Practice 3 (PCDA) BMPP6000D




Workbook Guidance

Please read these notes carefully; they provide essential information.

What is the workbook for?
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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.



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



ANSWER:

Over the past 30 years, policing has evolved into a profession, focusing on crime fighters protecting the public. However, the police service faced challenges, such as transformational change to reduce crime and the increasing complexity of threats to national security, public safety, and order. To address these challenges, the Home Secretary announced the creation of a new professional body, the College of Policing, which will implement training, development, skills, and qualifications standards. (College of Policing: An Introduction, 2012). This will enable the service to provide maximum support to meet its challenges and develop professionalism.
 
 
The College of Policing is an authoritative accreditation body for police officers in England and Wales. It is an independent authority that establishes benchmarks for crucial aspects of law enforcement, aiding forces and citizens in delivering stability and an enhanced service to the public (College of Policing, 2021).
 
Representatives from various organizations, including the Police Federation, Superintendent's Association, UNISON, and ACPO, collaborated with the Home Office to develop a college to address emerging challenges, to maintain public confidence, and reduce crime rates in England and Wales (College of Policing: An Introduction, 2012).
 
 
The College of Policing, in its role as the professional body for police, created the Code of Ethics in 2014. It set out and defined the model rules of conduct for all police officers. It is a beneficial and productive decision-making framework that consistently strengthens the ideals and standards that the police want to uphold. The purpose is to encourage personal responsibility and professional evaluation, enabling all police personnel to consistently adhere to the law and ensure clarity in incident handling, thereby ensuring the public constantly receives high-quality service (College of Policing, 2014).
 
However, the Code of Ethics has recently undergone amendments to support everyone working in policing following extensive public engagement and feedback from numerous stakeholders, including serving police officers, police workers, academics, staff associations, and representatives from partner organizations. It comprises two components, both of which are non-statutory. The principles of ethical policing provide direction for moral and professional conduct in law enforcement.
 
 
Ethical policing principles are.
 
· Courage
· Respect and empathy
· Public Service
 
Guidance for ethical and professional behaviour in policing.
 
· Being a member of the policing profession
· being open, honest, and candid
· Fairness and respect
· decision making
· Recognising the opportunity to learn
· challenging unacceptable behaviour
· when behaviour does not meet expectations.
 
These are supported by guidance that sets out what ethical and professional behaviour looks like on a day-to-day basis (College of Policing, 2024).
 
The Code of Ethics serves as a framework delineating behavioural recommendations within the Conduct Regulations. It offers examples to assist officers in consistently interpreting these criteria. In determining whether to initiate formal action under the behaviour Regulations, as outlined in the National Decision Model, the Code of Ethics should inform any assessment or judgement of behaviour.
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National Decision Model (College of Policing, 2024)
 
 
These distinctions set the NDM apart from other decision-making models and acknowledge the requirement of ensuring that all police decisions align with the principles of ethical policing and the guidance for ethical and professional conduct in policing (College of Policing, 2013).
 
 In addition to disseminating information and providing instructions, the College of Policing has released several supplementary plans and visions to assist and support police in executing their duties. The Strategic Policing Requirement (SPR) outlines the existing national risks and the necessary national policing capacities to effectively address those threats. These threats include terrorism, serious and organised crime (SOC), a national cyber event, child sexual abuse, public order, and civil crises. The updated SPR now includes seven national threats in total. Furthermore, it encompasses violence against women and girls (Gov.uk, 2023). The Strategic Policing Requirement emphasises the strategic objectives that the police must accomplish rather than specifying the methods they should use to do so. The document divides into two sections, specifically addressing threats and responses (THE STRATEGIC POLICING REQUIREMENT, 2012).
 
The National Police Chief Council (NPCC) introduced the Policing Vision 2025 in 2015, a 10-year strategy for policing. The vision objectives are to guide transformation decisions and resource allocation to ensure safety and trust in a cost-efficient, accessible, and successful service. As society becomes more complicated, crime commissioners, service leaders, and police acknowledge the need for a more refined response. The vision goes beyond incremental reform and aims for dramatic change across the entire policing system, focusing on five key areas: local policing, specialist capabilities, a workforce of confident professionals, digital policing, and joined-up business delivery (NPCC, 2016).
 

Nevertheless, the Policing Vision 2030 framework expanded upon the achievements of Vision 2025 to achieve this objective. The Policing Vision 2030 detected five areas to focus on.
 
· To help keep our communities safe.
· To prevent crime and criminality.
· We aim to effectively address all relevant requests and ensure the prosecution of those responsible.
· We aim to cultivate and motivate our employees while transforming our organisational culture.
· We aim to install a culture of ongoing enhancement and creativity in the field of policing.
 
 
The vision statement is to become the most trusted and involved policing service globally by 2030, collaborating to enhance the safety and resilience of communities (POLICING VISION 2030 Strategic Policing Partnership Board, n.d.).
 
 
Collaboratively, the College of Policing and the National Police Chiefs’ Council (NPCC) have devised a program known as the Workface Transformation 2018 project. The project acknowledged the necessity for a police workforce that is more adaptable, proficient, and inclusive. The proposal supported the allocation of additional resources toward professional development, enhanced specialisation, and a more comprehensive strategy for recruiting and career advancement. The College of Police has spearheaded this initiative, particularly through the Police Education Qualifications Framework (PEQF), ensuring new recruits enter the profession with recognised academic credentials, thereby reinforcing the concept of police as a profession (Strong, 2019).
 
The college's 5-year strategy (2022-2026) further reinforces its dedication to professionalisation. The primary objectives are to ensure the integration of ethical leadership, promote workforce diversity, and prioritise the well-being of officers. The plan is in alignment with the objectives of Workforce Transformation 2018, as it aims to provide a conducive and professional atmosphere that enables officers to provide policing services of superior quality (College of Policing, n.d.).


Since assuming the role of a police officer, I have faced several obstacles, educational courses, and shifts in operational procedures. Current policing has never presented such high levels of difficulty, especially for a student constable with no prior experience. Contemporary police officers have had to swiftly adapt their responsibilities to address the progress of policies and procedures, as well as shifts in society's attitudes and expectations. Throughout my tenure, I have observed several progressions in our policies and procedures. Recently, South Wales Police introduced Right Care Right Person (RCRP), which is a new toolkit that facilitates police in efficiently addressing mental health incidents in collaboration with other organisations (College of Policing, 2023). Police officers handle numerous mental health calls, which hinders their ability to apprehend criminals. The individuals who are most likely to offer the specialised knowledge and help that people need are not always police officers.
 

Recently, I attended a mental health call with a fellow colleague who has less experience than me. The call concerned a female, whose family member had contacted South Wales Police for her sister's welfare. The sister had recently spoken to her over the phone, stating she was planning to commit suicide and was near a bridge in Swansea. My colleague and I attended the location to conduct a welfare check. While on my way to the location, the PSC operator updated me that the female had numerous warning markers for mental health.
 

Upon our arrival, we conducted a thorough area check and discovered a female standing close to the bridge. The woman was clearly distressed and visibly upset. I managed to engage with the female, and after a few minutes, she agreed that she would talk to me in the police van. The female reported that she was constantly hearing voices in her head, urging her to commit suicide. Numerous warning signs for her mental health were present. I made the decision to detain her under Section 136 (Mental Health Act 1983, 2017).
 
Previous policies and procedures would have required officers to stay with the female until a medical professional assessed her at a local hospital. This would take many hours, which would prevent officers from responding to emergency calls.
 

Upon the implementation of RCRP phase 2, I completed the All-Wales Mental Health Monitoring form and dispatched an ambulance to transport the female to the hospital. This action freed up myself and my colleague to respond to emergency calls. The public desire for police is to catch and protect criminals, attending mental health calls may not always be appropriate, and these changes aim to provide the desired service. (College of Policing, 2023)
 
 
A further illustration of my adaptability and enthusiasm for acquiring new skills occurred when I recently chose to participate in an online learning package through Teams, presented by our Digital Service Department (DSD). The high workload of property officers prompted the installation of a new Property X app on our work mobile phones. The new software was specifically developed to assist officers in property administration, empowering them to carry out property searches, confirm property entry and exit, and send assignments via mobile devices. This new app feature enables the creation, tagging, and addition of property to a property store.
 
The rate of technological evolution is rather significant. It is imperative that police forces across the country adopt and adjust to successfully navigate the constantly evolving procedures of the digital era. Digital technology is the centre of contemporary society, and I am confident that by embracing this transformation and demonstrating a readiness to acquire knowledge, I will acquire the necessary skills to become a contemporary police officer.
 
 
Upon evaluating my last year of probation, I have observed a substantial transformation in my job responsibilities. Following the recent recruiting campaigns, there has been a surge of new student officers joining response shifts. So, I am one of the most senior and knowledgeable officers on duty. During my shift, I often collaborate with a less experienced officer who actively seeks my advice when responding to calls, in contrast to my previous practice of following directions from a more experienced colleague. Engaging in emergency calls, I have assumed a leadership role, which has instilled in me a profound sense of assurance in my competence as a law enforcement officer. Having personally experienced being in the same situation as the new student officers, I possess a deep understanding and compassion for their needs and worries. My satisfaction with supporting other officers of comparable or lesser rank stems from the fact that helping them increases my own learning. As my probation year concludes, I'm experiencing less stress due to being in the last year of my degree, and I believe I'm making a significant contribution to my team and organisation.
 
 
 
In conclusion, the College of Policing and other professional organisations have a crucial role in setting and upholding professional standards. This policy offers officers clear guidance on their behaviour and the specific expectations placed upon them. By strictly following the criteria established by different professional organisations and being flexible enough to address future obstacles, police officers will be capable of delivering optimal service to the public, thereby enhancing their credibility, confidence, and trust. I reflect on my personal development during my probationary period. The nature of my daily responsibilities has undergone substantial transformation. After careful consideration, I have come to understand the critical importance of acquiring and adjusting my talents to effectively address both emerging and current challenges. Due to the acquisition of new skills during my probation, I am now capable of assuming a new position and supporting new student officers in their educational and professional growth. Based on my past experiences, I am confident in my ability to support and aid newly appointed student officers. Engaging in a reciprocal process, I am simultaneously strengthening my own knowledge as I provide guidance to others, thereby contributing to the development of a more successful and skilled team.
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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:


Social media refers to online platforms and applications that facilitate the creation, sharing, and exchange of content, allowing users to interact and communicate with each other (Buffer, 2024). Social media has become a vital tool for police departments to inform and engage with their communities. The use of social media has become an essential everyday practice, popularity as a communication platform stems from its ability to enable users to communicate with anyone from any location and at any given moment (Leiter, 2014). Users can now interact with others from the comfort of their own homes, eliminating the need to physically leave them. The popularity of social media stems from its ability to satisfy the basic human desire to form relationships and integrate into a community (Psychology Today, 2023). Considering the increasing prevalence of social media and modern technologies, it is crucial for police forces throughout the UK to embrace these methods of communication with the public. These platforms serve as valuable tools for instant and widespread communication, facilitating effective interaction, reassurance, responsibility, and transparency.
 
There are various commonly used social media channels, including Instagram, Twitter, Facebook, Tick Tok, YouTube, the South Wales Police email, and the South Wales Police website. These programs signify a significant transformation in the way their users engage in communication and report events to the police. Moreover, these programs facilitate the connection and interaction between police personnel and the public. This is of utmost significance in a police system that operates based on consent. Engaging with the public, being accountable, and being transparent are crucial for earning their trust and confidence (The Police Foundation, 2017).
 
In contemporary society, online policing is just as important as traditional enforcement methods, such as being physically present on the streets. Utilising social media platforms enables the rapid, convenient, and cost-effective dissemination of precisely targeted information to a broad audience. Engaging offers the police a forum to establish connections and foster relationships with local businesses and the broader public. Intelligence and investigative teams gather information for investigations by observing social media accounts, which enables authorities to receive and analyse conversations within communities (ACPO, 2013).
 
In 2013, the Association of Chief Police personnel (ACPO) established rules for the safe use of the internet and social media by police personnel, claiming that the same norms of behaviour applied offline equally apply online. They implore officers to comport themselves with honesty and impartiality while respecting all persons. They have directed police officers to abstain from any conduct that might undermine their ethical responsibilities. Avoid using social media while under the influence, since an officer's online remarks may profoundly affect community interaction and views of law enforcement. Officers are required to adhere to the Data Protection Act 1998 and must not disclose any personal information that might identify persons or place them at risk or in a vulnerable position (ACPO, 2013). South Wales Police will take robust action if police officers do not comply with the guidelines. The 43 territorial police forces in England and Wales concluded all cases (police complaints, conduct matters, and recordable conduct matters) in the year ending 31 March 2023, subjecting 1,300 individuals to formal misconduct proceedings; of these, 972 were police officers and 328 were police staff (Office, 2022).
 

 
The ACPO identified five primary risks associated with law enforcement personnel's use of social media. The term "breach of trust" refers to the illicit disclosure of information by authorities in charge of law enforcement departments. The disclosure of personal information constitutes a violation of the Data Protection Act of 1998. It's crucial to engage in appropriate behaviour, whether during work or personal time. Examples of unacceptable behaviour include the disclosure of private information; placing individuals in a vulnerable position; and disclosing operational knowledge or plans that could be detrimental to investigations (ACPO, 2013).


Sexting, malicious communications, sextortion, and threats to kill are only some of the new crimes that have emerged as a direct consequence of the widespread use of social media platforms. For law enforcement agents to effectively combat these newly developing criminal activities, they need to change their techniques so that they are in line with recent technological developments.


 When officers and forces adhere to established rules and norms, the benefits of social media have the potential to exceed its drawbacks, hence improving contact and the transmission of information. The following are some of the benefits of police using social media:


Social media enables police forces to provide immediate updates regarding emergencies, missing persons, traffic disturbances, and other major incidents. For instance, in times of public emergencies, platforms such as Facebook serve as a crucial means of communicating essential information to the public. Through enhanced openness, social media facilitates the development of relationships with the public and therefore builds trust. Publicising community activities, success stories, and behind-the-scenes material serves to humanise the police department and enhance the public's perception. Furthermore, it can provide a forum for bidirectional conversation, enabling individuals to pose enquiries and obtain prompt responses. It offers a means to advertise important policy initiatives, such as programs aimed at preventing crime, campaigns focused on enhancing road safety, or newly implemented rules. These platforms can serve as a cost-efficient method of disseminating these messages to vast audiences. Police can use social media to actively interact with the public and request information on crimes or current investigations. Individuals can flag dubious behaviours or offer information that might be valuable for ongoing investigations. Police can use social media platforms to disseminate crime prevention guidance, safety recommendations, and alerts about developing patterns, such as fraudulent schemes. This facilitates the empowerment of communities in safeguarding their own livelihoods and assets.
 
Benefits for the public enable them to report incidents using many available platforms, therefore facilitating the process of reporting a crime more easily than ever before. Fear of facing consequences sometimes deters individuals from reporting crimes. Undertaking an online crime complaint with a limited or fictitious profile may provide law enforcement with information that would not typically be accessible. A large percentage of individuals currently own mobile phones, enabling unprecedented ease in crime reporting and information dissemination from the public. Individuals with hearing impairments and speech difficulties, or those afflicted with disabilities that hinder verbal communication, may nonetheless report crimes using social media. The public will be notified on police activities in their neighbourhoods simply by monitoring their local law enforcement on various social media sites.

 
Upon starting my professional career with South Wales Police, I have seen the significant impact of social media on our police strategies and community engagement. Social media is integral to our everyday law enforcement operations. 
For example, when persons are missing or at danger owing to vulnerability, their photographs can be shared on various social media sites to assist in locating them, but this is only permitted with approval from an Inspector or higher level. Similarly, when individuals are wanted for example on warrant, we use social media to interact with the public to ascertain their whereabouts. Based on my personal experience, this approach of identifying suspects is beneficial, since they may voluntarily surrender due to their aversion to having their images disseminated on social media sites. We also use social media to reassure the public about patrols we are conducting in targeted areas to reduce anti-social behaviour and target criminals, thereby reducing congestion and alleviating concerns about potential criminal activity. We utilise social media to notify the public about road traffic issues, encouraging people to avoid the area where feasible to mitigate congestion.
 
However, social media significantly contributed to the Ely riots in Cardiff 2023, where a riot erupted following the deaths of two teenage boys. Allegations rapidly spread online, revealing video footage of a police van trailing the two teenagers just before the collision occurred, this erupted into a riot and 15 officers were injured. The Independent Office for Police Conduct (IOPC) received the case to investigate the interaction between South Wales Police and the two teenage boys prior to their deaths. South Wales Police conducted a thorough investigation by scrutinising video footage captured and shared on social media during the event and identifying those who were in attendance or involved. This led to the charging of 31 individuals (Edmunds, 2024). This is an exemplary instance of law enforcement using social media as evidentiary support in an investigation but also showing how social media can act as a catalyst.
 
During this phase of the task, I will reflect on an incident in which I participated in. Early in the morning of July 2024, a female reported to the police that a male had sexually assaulted her in the town centre. The female victim, whom I will now call 'V', revealed that an unknown male, whom I will refer to as 'M', had pinned her to the floor while she was walking home and pulled a knife to her throat whilst sexually assaulting her. After returning from her holiday. 'V' was walking home when 'M' approached her from behind. V revealed that she tried to fight M off but was unable to. ‘V’ explained that ‘M’ had left immediately, leaving her in the street extremely distressed and alone. ‘V’ has then contacted police to report the incident. I wasn't working at the time of the incident, but when I arrived in for my morning shift, we had a briefing about the incident.  My supervisor gave me the role of reviewing the CCTV footage to try and identify the male involved.
 
My team and CID officers conducted a detailed investigation. I conducted CCTV investigations, others conducted house-to-house enquiries, and forensic swabs were taken from the ’V’, and clothing was seized. Through CCTV, I managed to capture the male following the description the ‘V’ gave in her statement. After downloading a still of the photo. I sent the image of the male to the facial recognition department; however, they were unable to identify the male. South Wales Police then made a social media appeal via Facebook, displaying the photograph in the hope that someone could identify the male.
 
During the morning, two other women came forward to report that they had been sexually assaulted within the same area. The description provided matched the male we were trying to locate the male's ongoing presence in the community, which posed a considerable danger to other people, was the primary reason for the gravity of this inquiry which was conducted.
 
 
Regarding the social media appeal, several calls were received from the public, enabling the identification of the male and the provision of an address. The inspector then directed myself and my colleague to do arrest enquiries at the specified location. 
 
As I approached the address, I instantly activated my Body Worn Video (BWV). I requested for the male’s name. I then conducted a person check over the air with the public service centre (PSC).  I believed that this male was the one in the reported incident. I explained that a media appeal was launched by South Wales Police through Facebook, looking for a male who they wished to speak to in relation to an allegation of rape. I then arrested the male on suspicion of rape. I informed the male that I was detaining him and would transport him to our marked police vehicle. I then cautioned the male, handcuffed him, and transported him to the police station. The forensic window necessitated the collection of DNA samples. The following day I received an email from CID thanking me for my hard work on the investigation. Two counts of attempted rape and one sexual assault led to the male's conviction and an extended sentence of 16 years in prison (Evans, 2024).
 
Ultimately, there is a possibility that the use of the internet and social media might ultimately result in considerable advantages for both law enforcement and the general population. Having said that, it is imperative that we understand that these advantages are accompanied by inherent dangers, as was noted before. The use of this technology by law enforcement officers may be effective if they adhere to the principles and standards established by their respective local forces and the ACPO. This will allow them to successfully battle crime, connect with communities, and obtain relevant information and intelligence. To maintain a police force that is suitable for the rapidly changing contemporary terrain, law enforcement agencies and the individuals who work for them need to adapt to and embrace these alterations.
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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:

Skills in leadership and ethical behaviour are vital for police officers in a democratic society. Cole and Kelly (2020) define leadership as the act of providing guidance and direction to a group of individuals or an organisation, or the capacity to do so. Leadership is the process of persuading others to understand and agree on the activities and strategies required to achieve its goals, as well as facilitating individual and group efforts to achieve common objectives.
 
Leadership may be succinctly defined as a dynamic process of exerting influence. Without the ability to influence others, leadership becomes non-existent. Effective leaders will have a clear comprehension of the goals and objectives they must accomplish. They will possess realistic answers tailored to the objectives of the work, demonstrating a comprehensive understanding of how to act. An effective leader will possess the ability to guide both people and groups in a suitable manner, thereby facilitating their efforts. To accomplish common goals, competent leaders possess the ability to effectively convey their aims to individuals, groups, or the organisation, therefore assuring collaborative efforts towards their attainment (leadership.college.police.uk, n.d.).
 
 
A leader is somebody who maintains composure and can confidently assume a position during emergencies. They can adapt their approach to specific conditions. Despite their interconnectedness, leadership and management are not always the same. Leaders focus on inspiring individuals, whereas management focuses on planning, forecasting, and budgeting to achieve organisational objectives. They may occasionally fulfil managerial responsibilities, but the reverse is less common.
 
 
Leadership is more adaptable and dynamic than formerly imagined, with various categories and no single model. The ideal choice depends on individual characteristics, situations, and organisational goals. Law enforcement employs various leadership models such as transformational, transactional, servant, and adaptive leadership. (Boogaard, 2024). Each style possesses its own unique emphasis and application capacity.
 
 
 
Transformational Leadership
 
Transformational leadership is a law enforcement paradigm that motivates officers to enhance performance and personal development by cultivating a collective vision, instilling trust, and advocating for good change via passion and dedication, gaining substantial prominence in the sector.  (Bass, 1985).

Transformational leaders in police prioritise the shared objective of augmenting community safety and boosting public relations by motivating personnel to surpass expectations and assume responsibility for their responsibilities, therefore increasing work satisfaction and reducing turnover (Giltinane, 2013). An exemplary instance of transformational leadership in law enforcement is a police chief who develops and communicates a vision for the department that emphasises community-oriented policing, emphasising transparency and collaboration between officers and citizens.

 
Transactional Leadership

Transactional leadership emphasises the maintenance of order and the attainment of specified objectives by systematic, task-oriented methods, rewarding individuals for goal achievement and imposing consequences for failure (Bass, 1985). Transactional leadership is often used in police, as compliance is essential for enforcing laws, maintaining discipline, and guaranteeing procedural conformity.

 
Despite its effectiveness in upholding discipline and order, transactional leadership frequently faces criticism for neglecting motivation beyond rewards and punishments (Lussier & Achua, 2016). Transactional leadership is often used by some police departments in conventional, hierarchical environments, where rigorous compliance with directives and rules is essential for operational efficacy.

 
Servant Leadership
 
Servant leadership, as articulated by Greenleaf (1977), emphasises the leader's role as a servant to the team, prioritising the well-being and growth of its members. This hypothesis emphasises leaders' focus on listening, empathy, and the development of their subordinates. Servant leadership aligns well with the principles of community policing, when police officers are seen as essential members of the community they serve, rather than as external authorities.

 
Police officials using a servant leadership model may foster more trust and collaboration within the community, since this strategy prioritises empowerment, cooperation, and support for their workforce. Patterson (2003) contends that servant leadership promotes increased job satisfaction, improved morale, and heightened trust in leadership, all of which are critical in a profession often defined by high-stress, high-risk situations.

 
Adaptive Leadership

Heifetz (1994) developed the adaptive leadership concept, which is particularly relevant in the contemporary, rapidly evolving police landscape. This leadership strategy emphasises the ability to address complex, evolving situations that lack definitive answers. Adaptive leaders foster innovation, enable flexibility, and guide their teams in navigating complex situations by nurturing problem-solving and collaboration


Adaptive leadership is crucial for law enforcement departments to tackle challenges like cybercrime, racial tensions, and technological advancements. Leaders who adopt this approach encourage critical thinking and decisive action in uncertain situations, challenging conventional norms (Heifetz & Laurie, 1997). Adaptive leadership in law enforcement involves leaders and teams responding to new challenges while maintaining departmental integrity and community relationships.

 
Situational Leadership
 
Law enforcement extensively uses Hersey and Blanchard's (1969) situational leadership approach. This model posits that effective leaders adapt their leadership style based on the needs of their subordinates and the specifics of the current situation. Law enforcement officers may use several leadership styles—such as directing, coaching, supporting, or delegating—depending on the competence and motivation of their subordinates.

 
Situational leadership is especially effective in law enforcement due to the varied nature of police tasks: some situations demand a decisive, authoritative approach (e.g., during a critical arrest), while others require a more supportive and empathetic demeanour (e.g., engaging with a distressed individual). By adapting to circumstances, situational leaders may improve their officers' efficacy and create a more resilient organisation.
 
 
The specific circumstances encountered in policing dictate the most suitable leadership model. Every scenario is unique and requires careful evaluation of several elements, including the individuals concerned, the specific conditions you are encountering, and your goals and objectives. Each circumstance may exhibit variations in all these aspects. Hence, it would be advantageous to embrace a flexible leadership models that depends on the specific requirements of the setting.
 
Indeed, it is reasonable to assert that police officers should embrace a range of leadership models, contingent upon their position, job, and aims. Consider, for instance, the incidence of murder. The supervisor on shift has the authority to assign tasks or give precise instructions to police over the airwaves to guarantee the completion of defined duties. The purpose is to guarantee strict adherence to all golden hour norms, therefore ensuring the recovery of crucial evidence. The above example would exemplify situational leadership. The supervisor would select this leadership style based on the careful consideration of the circumstances, extent, and severity of the crime.
 
 
Nevertheless, based on my experience, I would primarily opt for situational leadership when managing situations. When working in pairs, I often participated in calls where a disturbance occurred, separating both parties. Both parties would be required to provide accounts, after which my colleague and I would engage in a consultation. This would enable both of us to deliberate about the circumstances and our informed understanding of the incident. Afterwards, we would evaluate the gathered information and reach a well-informed conclusion regarding the issue at hand. I believe this style of leadership is more advantageous for fostering more cohesive and efficient employees.
 
 
The selection of a leadership model is influenced, not just by the specific circumstances to be addressed. One could attribute it to a lack of experience. For example, during my 10-week tutoring, my tutor and I worked together for the entire duration. Due to my inadequate knowledge, my tutor consistently made judgements either independently or on my behalf when I participated in calls. Given the extent of my service, I was conscious of my lack of requisite abilities or expertise to independently make critical decisions. Once again, this aligns with the principles of transformational leadership. However, now that I am in my third year as a police officer, my expertise and confidence have significantly increased, enabling me to make a valuable contribution to my organisation, team, and colleagues. When I engage in calls with colleagues who possess a similar or higher level of expertise, they perceive me as equal and provide me with the chance to participate in the decision-making process. This is an illustration of situational leadership.
 
 
 
Recently, on my afternoon shift I partnered with a male colleague who had less experience than me. Over the radio waves, I received notification of a concerned call. The Public Service Centre (PSC) notified me that the reporting person (RP), a mental health support worker, had contacted the police due to concerns about a male who had recently attended his appointment and who had intentions to commit suicide by purposefully jumping in front of a train. Having received the location information, I promptly proceeded to the destination. During my journey to the location, I discovered that this was the man's second call of the day.
 
Upon our arrival, we conducted a thorough area check and found the male standing outside the train station door. Prior to exiting our marked vehicle, I informed my colleague that he had the option to assume the leadership role if he was willing to do so. During our shift together, he conveyed to me that it was his desire to assume control of the calls and then seek my input to verify the accuracy of his judgements.
 
 
My colleague and I dismounted our vehicle and approached a distressed male. The male was visibly upset, shouting and swearing, and expressed his desire to end his life. Although he was not wanted or missing, he was known to the police and had warning markers for his mental health and violence. My colleague took the lead in engaging with the male.
 
 
 
 
My colleague and I conferred with each other, whereby we talked about the options available to us. My colleague was the less experienced officer, so I asked him what his thought process was in dealing with this situation. My colleague offered the opinion that, having considered the male's mental health, it was best to ring 111 and seek mental health advice. The other alternative would have been to detain him under Section 136 of the Mental Health Act. Having both discussed and assessed the situation, I agreed that this was the correct decision to call 111. This incident would demonstrate transformational leadership. However, when my colleague was on the phone with 111, he turned extremely aggressive. He was shouting and swearing, threatening to jump out of a train if we left him. I tried to calm him down, but the male just would not listen to our commands. The initial calm situation turned into a volatile one as the male attempted to flee from us. I made a dynamic decision to detain him under Section 136 of the Mental Health Act. We had to use reasonable force to handcuff him before conveying him to the back of our marked vehicle. As we were escorting the male to the van, he began to physically resist, repeatedly declaring his intention to commit suicide.
 
Given the rapid escalation of the situation, I decided without consulting my colleague. The male's health was our main concern, and he needed a safe place and mental health assessment. I transported the male to a local hospital, demonstrating my flexibility in adapting leadership styles. I initially used transformational leadership but adapted to adaptive l leadership approach due to the dynamic nature of the situation.
 
 
 
Hospital staff sectioned the male and left him in their care; we held a debrief back in the station to reassure my colleague and explain my decision-making process. My colleague comprehended the rationale behind the decision and expressed gratitude for the debrief and the time it took for reflection. The debrief not only bolstered my colleague's value as a team member but also underscored the significance of transformational leadership, which makes decisions in the best interests of all parties involved. This approach demonstrates a collaborative and respectful work environment.
 
Ultimately, leadership models have significant importance in the workplace and may yield profound advantages when employed in appropriate situations. From a policing point of view, it is crucial for the police force and police employees to maintain flexibility and embrace a receptive mindset. Our role in society is characterised by its extensive scope and formidable challenges. Owing to these difficulties, it is imperative that we maintain flexibility, as policing is highly intricate. By demonstrating adaptability in employing several leadership models, particularly transformational leadership, both officers and employees will have a greater sense of inclusivity and respect. Introducing this can only enhance our service to the public and foster a more cohesive and efficient corporation. In a society where consensus-based policing is crucial, this will positively influence public legitimacy and heighten public confidence and relationships.
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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:


This task involves analysing and reflecting on the first three years as a student police officer, including the experiences during probation. Across the former three years, I have faced numerous challenges and gained valuable learning experiences from several foundations, comprising trainers, my 6 months training in Headquarters supervisors, tutors ,coworkers, friends and relatives, This network of support has enabled me to become a skilled officer, achieve my goal of becoming a police officer, and pursue a full-time degree, which I doubted myself that this would not be achievable , due to being a mother of 3 girls . I was aware that I would need sufficient assistance and direction to accomplish my objective. Coaching, mentoring, one-on-one feedback, and assessments have all contributed to my success.
 
 
At the beginning of my first six months, I felt a sense of apprehension as I prepared to perceive on a new venture that would introduce me to unfamiliar individuals and require me to acquire previously unknown abilities. During that period, I received a dyslexia diagnosis, which made the challenge of starting a new career extremely overwhelming and intimidating. The exceptional trainers and people I encountered were important in facilitating my adjustment and acquisition of new knowledge. During the initial training, I received instruction on legislation, procedures, and policing operations. Equipped with the acquired information, I subsequently had the opportunity to apply what I had studied through participatory role plays. The practical aspect of these activities was advantageous as it enabled me to visually perceive them in an actual context, therefore strengthening my mastery of knowledge. We also call it work-based learning (WBL).
 
 
 
 
Work-based learning, defined by (Murtazin, K.) is the integration of learning with the job tasks. The learning process significantly benefits from the three interrelated components.
1. Organisation of learning environments in the workplace.
2. Offer suitable on-the-job training and learning opportunities. 
3. recognise and provide opportunities for work-based learning.
 
 
This statement is reinforced by (Mumford, 2016) who proposes that work-based learning (WBL) has four primary attributes.
1. Motivated by particular and urgent workplace needs.
2. Prioritised 'learning' over 'instruction'. 
3. The responsibility for learning is distributed between the person and others. 
4. WBL is associated with evolving learning ideas, such as learning networks and communities.
 
 
 
I discovered that the WBL approach proved to be highly effective in applying academic knowledge to practical situations. My sole critique of the WBL approach in training was that it was underutilisation. During my 6-month training period, I only had 5 role-play scenarios. I believe that I would have benefitted from participating in more of these, since this is the best way, I learn by doing things practically.
 
 
Regarding the third aspect of Brennan's WBL traits, the onus of learning resided with me, in collaboration with the police trainers and my peers. During the initial six months of training, I developed robust relationships with the trainers and other students, which have since expanded to include my team, tutor, and colleagues.

 
 
Upon completing my 6 months training, I was sent to a new team and location for a 10-week tutorship.  Throughout the entire 10-week period, a tutor accompanied me throughout my shifts, he assisted me in attending calls, and demonstrated how to update calls on the computer. My tutor is a skilled officer with over 20 years of experience, who would guiding and coaching me on how to successfully perform routine duties.
 
 Whitmore (2017) defines performance coaching as a collaborative, non-judgemental alliance that focuses on using the qualities of individuals to generate objectives, strategies, and skills that optimise their potential and enhance performance. John Whitmore devised the Grow model, which consists of four distinct levels of coaching, as seen in figure 1.
 
 [image: Grow Coaching Model Sir John Whitmore | Logical Biz] 
 
Fig. 1. The GROW model (Whitmore, 2017)
 
The initial phase of the hypothesis is intrinsically clear and requires the user to carefully select a goal to achieve. After setting the objective, the person must accurately assess their present circumstances and position, analyse the resources at their disposal, and pinpoint any obstacles that hinder their progress towards achieving the goal. The third stage focuses on the available alternatives designed to help individuals overcome any recognised barriers to reaching their objectives. The fourth and final stage involves committing to a feasible solution that will help individuals achieve their objective. Reflecting, I have successfully implemented the grow model by engaging in extensive discussions with my supervisor on enhancing my interviewing and case files since I aspire to work in the Child Sexual Exploitation (CSE) department. I comprehend the ambition, and the stages required to achieve it. While I am currently on probation and therefore unable to apply for a position, I will express my interest if a position becomes available stating when I will be out of probation. Additionally, I have recently completed my 3-week hub attachment and will be starting my CID attachment next month. I have also completed an attachment in the CSE department during my free time and have another attachment booked in January.
 
I gained a wealth of knowledge throughout my 10-week tutorship. I observed a diverse range of incidents. My tutor provided accurate guidance and constructive criticism during each call, enhancing my self-assurance in carrying out my responsibilities. My Occupational Competency Portfolio (OCP), which documents the specific occurrences I need to address for official recognition as an independent officer, became easier to complete as a result. The coaching and individualised instruction provided by my tutor laid the groundwork for the next phase of my career, which would culminate in my certification as an independent officer.
 
Since I have successfully completed my 10-week tutorship and achieved independent status, which has granted me the freedom to work independently and take responsibility for my own workload. My current perception among my peers is that of a colleague rather than a student. Throughout this time, I saw a notable escalation in my anxiety and stress levels, mostly attributed to the absence of my most reliable source of support, my tutor. I would claim that I have now transitioned somewhat from a coaching phase to a mentoring phase. I suddenly found myself collaborating with more experienced colleagues in my team. I received feedback and observed that their work and manner were enjoyable experiences. I was now able to further develop and apply the acquired skills to enhance my personal growth and professional development as an officer. This stage allowed me to gain deeper insights into my own identity, as it required me to engage in autonomous thinking, thereby cultivating my unique and distinctive style.
 
 
The College of Policing (2023) defines mentoring as a partnership in which a more experienced colleague provides their valuable skills to assist and support an inexperienced staff member in their professional development. It necessitates abilities such as inquiry, attentive listening, clarification, and reconfiguration. Furthermore, there is a connection between these talents and coaching. Mentoring and coaching vary in that mentoring relationships are often characterised by a longer duration compared to coaching contractual arrangements. Mentoring can be conceptualised into four fundamental elements. Preparing, negotiating, enabling, and coming to closure (Fain and Zachary, 2020).

 
The preparation phase is the ability to identify the needs and requirements of the mentee and choose the most effective course of action to achieve or enhance them. Engaging in discussions to determine specific objectives is the act of negotiation. Enabling refers to the achievement of the set aims and ambitions aimed at enhancing future growth. The closure factor refers to ending the mentoring process after achieving the designated aims and/or objectives successfully. Should the requirements remain unfulfilled, we can revisit or reassess each stage of the model, which is a cycle (Fain and Zachary, 2020).
 
I found that the two distinct phase methodologies provided significant advantages. These methods were ideal for my transition into becoming a police officer. Initially, I had significant anxiety, but the presence of a coach who consistently demonstrated, advised, and critiqued my progress played a crucial role in enabling me to adapt to my new position with assurance. After establishing my confidence, abilities, and knowledge, I was able to adopt a more independent mindset. Subsequently, I could proceed to independently work while benefiting from the presence of a support system consisting of colleagues and supervisors who provide guidance and advice while mentoring me. As previously mentioned, these styles gradually changed over the course of my three-year tenure. During my 6-month training, I identified myself as heavily coached due to my limited expertise. I would characterise my initial 10-week tutoring experience with my tutor as primarily a coaching process. However, as the weeks progressed, a mentoring aspect became more prominent. Given my current level of independence, I am benefiting from the guidance and support of my senior colleagues and supervisors.
 
 
Over the past three years, coaching, mentorship, and WBL assessments have significantly aided my progress. Wiggins (2011) affirms that WBL is crucial for development and performance. It enables ‘formative assessment’. Allows workers to enhance performance and give insight to ‘mentors’, 'coaches', or 'teachers' to aid learning. Even three years later, I am still learning so much. I have been on some excellent courses, including the Blue Light Response Driving Course. I have also taken First Aid and Officer Safety Training refreshers annually. I have completed many online NCALT training packages. I have also completed several secondments and attachments, working in the Public Protection Unit (PPU) at the Hub, all of which have been beneficial to me.
 
 
Over the past three years, the training has made me more conscious of my goals, behaviours, and how they affect others. I feel secure and have the skills and support to reach my goals. This will help the organisation achieve its aims by making me a proud and appreciative officer who does her best for the community.
 
 
Effective feedback is crucial for enhancing an individual's professional growth. It is essential to acknowledge the role that feedback serves. Performance refers to the evaluation of an individual's success in achieving a specific set of objectives. There exist three distinct categories of feedback:
Evaluation is the systematic examination of an individual based on a predetermined set of standards to compare with anticipated outcomes and direct the process of making decisions. Coaching is the act of supportively helping an individual to enhance their knowledge, skills, and abilities. Coaching also offers an opportunity to address emotions, thereby facilitating the equilibrium and fortification of relationships. Appreciation is the act of acknowledging and commending someone for their diligent efforts. It establishes connections and motivates individuals (Sinusoid, 2021).
 
My tutor provided me with daily feedback. My tutor would always conduct a debrief to ensure clarity about the expectations placed on me. The self-awareness of my skills and flaws made this experience highly advantageous for my own growth and learning. In addition to obtaining comments, I would also get feedback from my supervisor. Furthermore, he would provide me with valuable analysis and consistently show a high level of support. Additionally, he would offer constructive criticism to my Area Training Officer, with whom I would have quarterly sessions to assess my continued development. I consistently received ample input and appreciated the constructive two-shared interaction method, which ensured transparency in all aspects.
 
In conclusion, I have stemmed much satisfaction from my probationary period, although it has presented occasional difficulties. Both South Wales Police and the University have provided significant assistance in enabling me to thrive and overcome these obstacles, thereby enhancing my competence as a police officer. Occasionally, I have experienced frustration with myself for my lack of understanding in specific skill areas which effects my confidence. However, I pause to contemplate and acknowledge that I am still in the process of acquiring information, and I try to avoid being too critical of myself. I am certain that with ongoing assistance, support, and collaboration, I will successfully attain my professional goals within the police force.
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