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Critically evaluate the concept of ‘the professionalisation of the police service’ considering how ‘Maintaining Professional Standards’, ‘Ethical and Inclusive’ and ‘Coaching and Mentoring’ approaches contribute to this.

Prior to 1066 state involvement in the response to crime was limited, and it was the responsibility of the victim, their relatives or the community to deal with crime. The creation of a salaried professional police force did not receive popular or governmental support until 1829 that Sir Robert Peel (the Home Secretary at that time) established the Metropolitan police services in London in.  The aim was to create a disciplined service to prevent crime and establish uniformity in how crime was dealt with across London. This is considered by many to be the true beginning of professionalisation of the police force.

Professionalisation is the transformation of an occupation into a profession. Originally the professions were an exclusive group that included medicine and law (Collins et al,2009). The distinction between professionals and other occupations is contentious and is the result of various occupational groups trying to claim the advantages associated with a profession (Collins, R.,1990). Professionalisation would give police equal standing with the other professions and improve public image.

[bookmark: _Hlk51167194]Generally, professionalisation is accepted as a transformation process through which occupations seek to become publicly recognised as professions by meeting accepted criteria. The process has two elements, one is concerned with the improvement of status, the other with the improvement of the capacity of members to enhance the quality of service which is provided (Green and Gates, 2014)

Professionalisation provides a broader knowledge and deep understanding of the relevant tasks and issues affecting the police service. It will deliver a clear definition of roles, proper management of public expectations, and identification of new preventive strategies. The more the police know about public interests, the better is the quality of service delivery (Hallenberg, 2012).

There are several requirements for an occupational body to attain professional status.  These are: 
· [bookmark: _Hlk51167224]a commitment to social values and serving the community (Kleinig, 1996), and have the ability to satisfy fundamental needs such as justice and health (Miller, 2002,)
· a restricted entry route (educational requirements or proof of prior relevant experience), and establish specialist training requirements to expand the knowledge-base to ensure a high level of specialist knowledge (Neyroud, 2011).
· autonomy - self regulation by a Professional body to regulate and maintain standards (Tench and Yeomans, 2017) and to make sure that only qualified applicants are appointed and therefore give the public confidence in their skills, 
· [bookmark: _Hlk54699428] a Code of Ethics to guide behaviour and decision making. 
· the implementation of regulations that protect against the unqualified, reduce internal competition, and improve the wellbeing of the clients by emphasising on the service delivery model (Hawley, 1998).
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Fig.1. Characteristics of a Profession (Green and Gates, 2014)
[bookmark: _Hlk51167317]A Home Office Review (Neyroud, 2011) of police leadership and training recommended that the police should transform from an organisation that acts professionally to a professional service. The report also proposed the formation of a professional organisation to oversee policy and develop requirements for initial entry into the police force and a professional development program.

[bookmark: _Hlk51167394]As a result of the report the College of Policing was established in 2012 as the professional body for policing. Its aims include enabling those working in the police force to acquire the essential skills and knowledge to prevent crime, protect the public, and secure public trust, developing and promoting ethical behaviour, values and standards of integrity, promoting evidence-based practice and establishing standards of professional practice (College of Policing 2014). The College would like to give the public confidence that police officers follow a national Code of Ethics and receive professional development throughout their careers’ (College of Policing 2015).  

Policing in a democratic society has a service orientation which should include law enforcement, crime prevention, promoting public safety and order, reducing fear, protecting rights, mediation and social engineering.  (Neyroud and Beckley, 2001).  Police officers have to balance effectiveness and justice, and to reconcile both demands in their day to day duties. This requires theoretical learned knowledge to make informed judgements. The Code of Ethics and Professional Conduct provides a guidance in the decision-making process. It is not a protocol, which sets out exactly how an officer should behave in a given situation, the officer has to be able to adapt to a live situation using his past practical experience and classroom acquired knowledge. Police professionalism, therefore, refers to specific “values, skills, occupational orientation, and policies of a police service” (Mesko and Klemencic, 2007). The general principles of morality that apply in everyday life such as beneficence, respect for autonomy and justice are entrenched in the professional role and are more demanding than those held by ordinary members of the public.  It entails maintaining higher standards, ideals, and values than would be expected of the general public and continuous self-improvement. An important factor related to police professionalism is accountability, crime prevention and detection while respecting human rights, and civil liberties, and it is inevitable that the police may intrude on the rights of one group while protecting human rights of another. It is however, the duty of the police to decide when it is acceptable to infringe the rights of some people or groups in order to protect  the rights of others (Heard, 1997). 

Professionalisation of the police is in constant development affected by general social change, occupational organisation, and individual life cycle, and internally by the role and function of police, the organisational changes required and the identity of individual officers (Hallenberg, 2012). It is seen as the way to improve public opinion of law enforcement (Chackerian, 1974),. but will also bring benefits for recruitment in terms of quality of applicants and their diversity (Lumsden, K.  2017)and is important because of the authority vested in law enforcement officers.

Professional practice is based on specialist knowledge or expertise and therefore to acquire professional status requires a lengthy process of education or training usually to degree level (Kleinig, 1996). Studies of police and professionalism show that education is an important component in the professionalisation process. Externally set nationally recognised qualifications and certifications through higher education would ensure flexibility and attainment of transferrable skills. This allows smooth change of career or movement to other professions after retirement. Gaining a qualification also promotes self-confidence and self-worth.

A better educated officer is less biased and provides more objective and reflective decisions, and is more likely to have enhanced communication and problem-solving skills (Thompson and Payne, 2019), this may be partly because college educated applicants and those with degrees will be older, more mature, and will have learned to interact with others who come from different social backgrounds. Students of policing programs will also bring to the job a more in-depth knowledge of the police organisation, its components and how they function, as well as theories on causes of criminality and recidivism. Many departments have moved to problem-oriented policing, which needs officers able to utilise analytical skills and critical thinking, skills which are usually honed in university discussion and debate.

Police officers with a college education are less cynical, more adaptable, less prejudiced towards minority groups, and have higher standards of moral and ethical behaviour (Bain, 2016). Education improves competency in job performance and brings greater personal satisfaction. 
[bookmark: _Hlk57219043]
Police professionalism is characterised by qualifications, responsibility and expertise, a Code of Ethics, status, and self-regulatory power. Minimum educational requirements ensure that only those applicants who reach the required standard are allowed entry into the police service. 
The police have a duty to police each other and maintain standards of performance. They are trained and accorded the responsibility to serve the members of society. The officers must also have the expertise to perform their duties. They must be proficient in both technical and communication skills. The organisation has a responsibility to work with police officers of all grades in an effort to develop and maintain their expertise (Glenn, 2003).

The first step towards police professionalism is competency. It entails learning to demonstrate a skill and deliver quality services. Competence can either be acquired through formal instruction, by observation, or when working with experienced practitioners. The services provided by the police require specialist knowledge and therefore the clients cannot easily provide the services themselves or judge whether the provider is acting in their best interests.  Consequently they are vulnerable to harm from incompetent or careless professional practice, or deliberate exploitation or abuse of power.  It is therefore important to ensure that the police constable is competent for the job he takes on so that he can act in the best interest of the client and obtain informed consent before acting on the client’s behalf.  

Professionalism also involves a sense of having honour and being dutiful, ethical awareness and commitment. Police officers use the Code of Ethics in their work to guide them through the challenges they encounter, developing good judgement through theoretical learning and practical experience. Good judgement requires both understanding and empathy and a knowledge of what laws to apply, when and how they can be applied.






Maintaining Professional Standards

Professional standards provide a measure for accountability. Police responsibility requires a high level of accountability since they hold a public office and exercise authority over their fellow citizens. Officers are expected to maintain a higher moral standard of than the general population. Society expects officers to be honest, trustworthy and have a higher level of integrity. 
When maintaining professional standards, a police officer should:
· Maintain an appropriate manner especially when dealing with the public. They should not use sarcasm, belittle or appear disinterested in a problem.
· Not respond to verbal abuse; 
· Avoid using excessive force. They should apply the lowest level of force response possible; 
· Provide reasons for compliance while allowing an individual time to respond to the request;
· To use discretion and common sense whenever possible. 

These standards of behaviour help to control actions as a profession (Robertson, 2012

Influences that are important in maintaining professional standards include;

1). Leadership, which is a quality required not only in high ranking roles but a skill that is necessary for all police officers and should be developed at every level (Neyroud, 2011). Every officer requires leadership attributes to be successful in their role, although at present in the police service, a traditional command structure exists, which affects appointments, promotion, and ensuring discipline within the organisation. Leaders influence the organisation through decision making, selection, and promotion. A review of the international evidence for effective police leadership styles, has not found any evidence that strongly supported a particular style. Although transformational leadership was thought to have positive effects it is thought that the ability to apply different leadership styles to suit different situations was more important  for good operational police leadership. (Neyroud, 2011).
The leadership should implement an effective form of communication about the organisation’s programs and expectations, show support to officers, and clarify the basis of decision making. At the operational level, incident management and team effectiveness are essential. A well informed front-line, will produce a more professional effective team.  Junior officers are inspired by their leaders, who have the ability to influence them positively or negatively. High standards of leadership are required to maintain the professional standards of the police service. (College of Policing, 2015) 

2). Careful selection of police officers. One of the most demanding issues for the police force today is recruiting, selecting and retaining suitable future officers. The nature of police work comes with many challenges. It is therefore important that only the best and most qualified candidates who ready to face the challenges of the job are appointed to join the force. When the process of selection is followed, the incidences of unsuitable officers should be reduced and only officers with the right motivation appointed (Clemance, et al, 2016). Directing the recruitment process at candidates that are more likely to ‘fit’ in the organisation is associated with job satisfaction, organisational commitment, colleague satisfaction, improved performance and trust and reduces burnout and wastage (Glenn, 2003). Organisational values must be clearly defined in advertising, recruitment, interviewing and during the probationary period if this is to be successful (Allen and Harp, 2015). This enhances organisational performance. Selection should be carried out by experienced officers who learn as much as possible about a candidate, through various selection strategies before a decision to appoint is made. There is a period of probation which can be used to correct mistakes in selection. High standards in the selection criteria maintains the professional standards of the police (Clemence et al, 2016).

In 2015/2016 a review of recruitment methods was instigated by the College of Policing because of concerns that the current system was unable to meet future needs. It was suggested that a National e Recruitment Platform to standardise the process should be managed by the College of Policing as they were a credible, neutral non-commercial organisation.
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Fig. 2. Summary of recommendations for selection of Police Officers (Clemence, Rix, and Mann, 2016)

3). Training is an important part of developing professional police force, it develops and refines the skills required to operate effectively and helps new recruits become effective police officers. The original police officers introduced by Sir Robert Peel predominately came from semiskilled and unskilled working classes, and it was not until the period between the First and Second World War that training and knowledge of the law was introduced.

Police officers now go through rigorous training and lifelong learning and development to prepare them to work through moments of crisis. Good habits are instilled into the officers during training, through practice, and mentoring. New recruits receive basic training at a central training facility, during graduation, and through assignment to field trainers. With this experience, actions become instinctive, enabling fast decision making in critical situations. Police forces in the United Kingdom have a uniform standard of policing that conforms with the law and best practices. Trainers are expected to routinely review the procedures and suggest recommendations in line with changes in the law. Training of the police officers goes beyond instillation of practical skills and should emphasise ethical values and ethos of the police force. It is during training that the new recruits get to understand the role they would play as police officers, their responsibility to the police force and society, and the need for honesty and integrity (Glenn, R 2003). 
Training Officers or Mentors should be carefully selected and trained to reinforce college training, they are more than teachers, and are vital in maintaining standards. They are developing the next generation of police constables and instilling them with the values of society, and the police force. If they are cynical and have prejudices or feel undervalued, they will transmit their feelings to new recruits and produce a new generation of dissatisfied officers.  Whatever they instil into the new recruits will be carried forward and put into practice, and might even be passed over to new officers who would join the organisation. Trainers are therefore of great influence in the police force. 

Police officers work independently, with minimal close supervision. Many things can therefore go wrong when a bad decision is made by the frontline supervisors. These supervisors also need to be trained appropriately to ensure that the integrity of the organisation is maintained. Insufficient supervision at a critical time can impair the organisation’s performance and professionalism. Poor mentoring and supervision can also lead to the adoption of policing methods which are not in line with the current policy and training, and if not corrected they become ‘normal’ practice over time and are passed over to new recruits. It is the duty of the frontline supervisors to detect improper practices and correct them immediately to maintain professionalism (https://profdev.college.police.uk ).
 
[bookmark: _Hlk58254830]4). The police have extensive powers and discretion to enable them to uphold the law and protect citizens. The actions at work can usually only be analysed afterwards as the events are often spontaneous and reactive.  It is therefore essential that the public can place their trust in the police and that they can hold the police accountable for their actions. Police misconduct mounts a threat to the rights and liberties of individual citizens, and can undermine the public’s trust in the criminal justice system, the ability of the police to police, and the legitimacy of government (Seneviratne, M. 2004). Accountability is especially important when police actions are construed as misconduct (Harrison and Cunneen, 2000). Thorough investigation of allegations of wrongdoing are also an important factor in the maintenance of professional standards. An effective complaints system must have acceptable outcomes which hold the wrongdoers responsible for their behaviour, and satisfy the complainant that they have been listened to and appropriate measures taken (Waters and Brown, 2000).
Police officers may be faced with allegations of misconduct in the course of their work, allegations which, if not properly investigated would taint the image of the police force or the reputation of an officer. These allegations can either be investigated internally by the professional standards section, or by external investigators. The investigations can also take the form of an administrative conduct investigation or a criminal investigation depending on the nature of the allegations (Seneviratne, M. 2004) (https://www.app.college.police.uk ). 

The Police service has a professional standards section that investigates allegations of misconduct whether the allegations come from within the police service or from the public. This is similar to other professional organisations such as doctors and nurses who are investigated internally in the first instance. 
Professional standards investigations involve administrative procedures and not criminal law. The section consists of officers assigned to investigate other officers’ misconduct. The officers are trained before commencing their duties and are supported in the course of their assignment to strengthen their commitment to professionalism. Police officers avoid being assigned to this section due to the stigma associated with it.  It is not a popular assignment as it causes divided loyalities and can jeopardise their relationship with other police officers. The police oversight agencies supervise and conduct investigations of the police and sometimes external investigation is preferred over internal investigation as it is less biased and promotes democracy (Harrison and Cunneen 2000). 
[bookmark: _Hlk56703923]
Police leaders should not wait for signs of misconduct before investigating if professional standards are to be maintained. They should conduct routine reviews of events and audits of performance of organisational units. Regular audits ensure that current practices are within the policy and best practices.

Ethics and inclusivity

The Police have a high degree of autonomy and professional discretion, they are not constrained by rigid and closely defined rules, but by judgement and skill based on a comprehensive understanding of the principles governing their profession and outlined in their Code of Conduct (Kleinig, 1996).  These freedoms are essential as the problems faced by officers are often complex and their solutions are dependent on the particular expertise and the circumstances of the problem.  These discretionary freedoms allow for flexible, contextual responses, but may also allow room for bad judgement or abuse of power, if not guided by ethical considerations.  Practitioners therefore not only need to be ethically aware but need guidance in the perform of professional standards framework to assist in their decision-making.  It has been suggested that the discretion allowed to police officers is not sufficient to confer professional status, even though there has been a move from “rule driven” to “value driven” policing (Kleinig, 1996) as the top-down hierarchical structure makes it unlikely for police officers to be given significant professional discretion.

[bookmark: _Hlk51169148]Policing in a democratic society has a service orientation which should include law enforcement, crime prevention, promoting public safety and order, reducing fear, protecting rights, mediation and social engineering  (Neyroud and Beckley, 2001).  The general principles of morality that apply in everyday life such as beneficence, respect for autonomy and justice are embedded in the professional role and are more demanding than those held by ordinary members of the public.  Dealing with the welfare of individuals has the potential for great benefit or severe harm and therefore ethical practice is extremely important.  The service orientation of the police is a commitment or pledge made by the members of the profession and is not just a description of their duties (Beauchamp and Childress, 2009), but is based on voluntary undertakings, agreements and promises that may be more demanding of their behaviour than the general population as it affects their private life as well as public duty.

Police ethics are the moral values and guidelines accepted as professional standards in policing. They give the police a responsibility to adhere to the moral duties and obligations required in their work. They include honesty, allegiance, courage, and loyalty. Basically, being ethical refers to doing the right thing. Police officers are expected to display moral values at all times, whether they are on or off duty. The adoption of the codes of ethics has brought the police service a step closer to the recognition as a profession.
The benefits of having the codes of ethics in the police service include:
i. An improvement of the public perception, confidence and trust in the police service.
ii. A significant reduction in the cases of misconduct among police officers.
iii. Created awareness of the ethical implications of an officer’s decision-making.
iv. Development of an officer’s morality.
v. A rise in police officer’s education standards.

There is a special interest in the ethics of the police service because the police make decisions that affect the life, liberty, and property of other citizens, they have a duty to enforce the law, to protect the right of citizens, and are the gatekeepers of citizenship and respectability. The reputation of the police officers has also suffered a series of shocks through corruption, incompetency, and racism. The police are public servants and therefore guardians of the public’s interests (Kingshott, 2004). Ethics are concerned with analysis of problems of human conduct. They are concerned with making the right judgements, and doing the right things for the right reasons. 

To encourage ethical conduct in the police service, the departments must guarantee moral development, which ensures that officers are aware of the morals at stake, values involved, principles used, and are therefore able to choose the proper course of action. 
Officers should already possess internalised values and rules to guide their behaviour, but values are further underlined by training. Concepts of right and wrong are based on social expectations, and the desire to maintain social order by following set rules and respecting the authority. Morality and police professionalism is governed by the ability of the officer to protect basic liberties of all social members. Police officers are expected to uphold legal principles that promote fairness, justice and equity (Weever, 2004).

Most police officers have minimal experience in the field when they commence employment and experience many moral dilemmas in the course of their work. They learn to perform their duties and learn the organisations norms and values through their supervisors during training and coaching. These officers also socialise with other officers and their peers both on and off duty. This enables officers to adopt behaviours and attributes to gain acceptability within the profession. Most ‘dos’ and ‘don’ts’ are learnt in this manner. Reprimands from a mentor teach junior officers to avoid duplicating inappropriate actions and positive reinforcements after good practise helps encourage similar behaviour in the future.

The varied learning that promotes professionalism promotes specific attributes, for example, competency, which is key in police service. Most police officers take great pride in duty performance ability with minimal supervision, even during demanding conditions. They therefore display moderate behaviour to ensure that they depict professionalism. In the police service, officers with impressive and organised status are more respected. Every officer would then strive to maintain an impressive status that would earn him/her respect.

Inclusivity

The Police Force aims to protect all people whatever ethnic group or religion they come from, and fight crime and bring offenders to justice, in order to achieve this, they endeavour to attract, recruit, develop and retain the best talent from the widest pool of people.
The strategy of generating an atmosphere of inclusivity means that individuals or groups that might normally be excluded or marginalised will feel welcome, valued, respected and their participation will be appreciated.
The incorporation of women, people living with disability, varied ethnic backgrounds and other minority groups into the police organisation does not necessarily create an inclusive force. An inclusive and welcoming atmosphere welcomes differences and offers respect in words and actions for all people.  An ‘inclusive group is diverse, but a diverse group isn’t always inclusive’ it is therefore important that the police force recognise unconscious or ‘implicit bias to be able to address issues of inclusivity (www.northantspolice.uk )

It is just over 100 years since the first female WPC was introduced and at that time the Home Office declared that women could not be sworn in as police officers because they were not ‘proper persons’. Since then, there have been gradual improvements in equality policy although some of the changes are surprisingly recent. It was not until the Equal Pay Act in 1970 and the Sex Discrimination Act in 1975, that female police officers were given equality with their male counterparts in all shifts and roles. As late as the 1980s female police officers were issued with kit which included a handbag and a mini truncheon to fit inside it.

People from different cultures have different perception towards situations and they carry themselves differently. Inclusivity ensures that the force understands and is prepared for the cultural differences, hence reducing misunderstanding with the public. Police work involves interaction with the people of varying cultures and backgrounds and employing people who mirror the social diversity of the country may help create a greater understanding of the cultural differences. Different cultures communicate differently with different body language and conversational cues. Having officers from these cultural backgrounds would help improve communication and hopefully cascade information about cultural differences to other officers. Diversity enables mutual relationships with members of the community promoting professionalism (Jordan, 2008). When diversity is incorporated during training, it makes the officers learn about all the cultures that they will interact with on the job. The general public are more likely to trust and respond openly to officers who appear to understand their situation.  Trust is a two-way process developed over time as the actors learn about each other and should enable the officers to do their job sympathetically and efficiently and achieve a result. Skills from a wide range of backgrounds are needed to ensure police forces properly reflect the communities they serve and to meet the challenges policing faces in the future. This does not mean that for example that Black and Indian Officers should only work in Black or Indian communities but that their knowledge of cultural ‘norms’ can be disseminated to other officers.  Police officers from a variety of backgrounds and experiences are needed to be able to deal with not only traditional crimes, but the increasing role of technology in crime, including cyber fraud and growing threat from extremists who wish to corrupt and radicalise the opinions of disaffected young people, by propagating hatred and causing division in our communities.



Coaching and mentoring

Coaching and Mentoring both plays an important part in the human resource development of many organisation and although first introduced in industry is now used extensively in the professions such as nursing and medicine and more recently the police. Coaching and mentoring are development approaches based on the use of one-to-one conversations to enhance an individual’s skills, knowledge or work performance. Although it is possible to draw distinctions between coaching and mentoring in practice the terms tend to be used interchangeably. Coaching is task oriented and aims at improving performance in a specific area, but Mentoring is relationship driven and concentrates on career and all round development of the mentee Glenn, 2003).

Everyone needs supervision and support at various stages of their career either to improve their performance and efficiency or career and effectiveness. Coaching is an important part of the police training program. It involves the call for professional communication skills and problem-solving strategies. Coaching and mentoring should be provided to all ranks which will benefit the employee as well as the organisation as a whole.

The start of a new career is an important and nerve-wracking time for individuals with newly acquired theoretical skills, the support these individuals receive not only affects their immediate experience but will impact on "their longer-term professional learning" (Carter and Francis, 2001). 

In the police learning through work plays an important part in maintaining and developing professional practice as in other sectors such as nursing and medicine. Informal sharing of knowledge, experience, and psychosocial support through mentoring provides a process for the recipient to develop in areas relevant to work, career, or professional development. It involves informal communication, usually face-to-face and at intervals during a prolonged period, between a mentor who is perceived to have greater relevant knowledge, or experience and the mentee who is less experienced and requires guidance (Bozeman and Feeney, 2007).

In the police service, mentoring is carried out to prevent errors that could threaten the police status. Through mentorship, the police are coached to listen to citizens, conduct proper budgeting, and take time and assess different political situations. Mentorship programs are conducted with new police recruits and those in leadership positions. These officers are mentored to instil professional standards, build trust and model positive behaviours. A mentor will oversee the career development of another officer usually a junior through teaching, counselling, providing psychological support, protecting and promoting the junior officer (Budge, 2006). 

Mentoring and coaching creates an important relationship between police officers and the leaders of the police departments enhancing support provision. The senior officers in the service help in guiding their juniors to ensure trust is built and provide role models. It also promotes socialisation, learning, career development and professionalism. Mentorship ensures proper personal relationships, demonstrates greater achievements and experience and provides emotional support. An officer’s behaviour on or off duty may be enhanced through appropriate mentorship programs so as to raise professionalism in the service delivery. 

Conclusion

Professionalisation is not a new concept in the police service. It is an idea that has been in existence but has not received universal support because it is believed that the police would become more distanced with the community if fully professionalised (Dale, 1994), although others feel that it would help the police organisation meet the new and changing complex demands of society. Police professionalisation can be made possible through the improvement in the education and training of police officers enabling them to work in complex situations and a changing environment.

Police professionalism influences the society’s perception of the police, as the society expects the police to act in a professional manner (Thompson and Payne, 2019). Professionalism ensures that the police are seen as approachable, rational, efficient, scientifically organised, and technologically sophisticated (Sklansky, 2011) and therefore improves their relationship with the public, other professions and the government. 
Professionalisation requires higher standards of selection for police officers, more formal education and training procedures, continuing education and training throughout their career, maintaining a Code of Ethics, practising inclusivity in the police recruitments and awards and offering mentorship programs within the police organisation. 


Unfortunately, competing demands of time and money seem to be slowing the progress towards police professionalisation. Professionalisation involves having a higher education level and ongoing training, trainers, supervisors and mentors also need further training and supervision before they take on the new responsibility. Many officers, who are already in the system, are not comfortable with spending on education when there are so many other demands on funding. Time away for training is a major issue with the already heavy workload due to staff cutbacks during the period of austerity.  

Most countries are making effort to develop a more professional, accountable, and efficient police service. Few countries can be completely satisfied with the level of professionalism of their police service, their legitimacy, and the outcomes of service delivery. 
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