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Workbook Guidance

Please read these notes carefully; they provide essential information.

What is the workbook for?

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

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

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

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

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

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






Confidentiality

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

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


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

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



NOTE

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

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


Dyslexia and other special circumstances

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




Guidance: 

· Your workbook must contain the items specified in the table below (clearly identified and in the order given).
· You should use this document (electronically on Moodle) - insert your text / answer within each section of this workbook.
· You should upload your completed document as a saved pdf file of this workbook; if this is not possible then a Word Doc file is acceptable. Do not send a scanned file from a photocopier, an apple.dot file, or a Microsoft publisher file as Turnitin will not be able to assess them despite you being able to upload them.
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Task 1

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

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


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

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

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


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



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



ANSWER:



In this task, I will discuss the strategic role the college of police play in professionalising policing within the United Kingdom. Within this task I will reflect upon a mental health incident where I played a significant role in assisting the service user by using the skills I have developed since the start of my career. Furthermore, I will converse how my role as a police officer has changed now I am in the final year of my probation whilst being mindful of the requirement of the college of policing’s strategy, workforce transformation and policing vision 2025.

The College of Policing (COP) has a critical role in the professionalism of the police forces within the United Kingdom (Lumsden, 2017).To develop professional police officers, the college has enforced a degree entry policy (South Wales Police, 2022). In addition, the COP has developed a degree entry route for all new entry routes into forces to comply with the Policing Vision 2025, aiming to improve public relations and meet public expectations of the police service (South Wales Police, 2022).

The COP aims to standardise and improve police officers' skills by creating this degree entry process. And restore public confidence in the service; it also aims to improve existing employee’s potential by using their experience to progress in rank positions within the police (South Wales Police, 2022). Likewise, professionalization of the UK’s police forces have been under scrutiny in recent years (Lanyon 2007; Neyroud 2011a; Fleming 2013), the demand for officers to become professional comes from calls for police reform to instil public confidence back into the police service (Paterson 2011). 

There is dispute of what professional policing actually is between people inside policing and outside the organisation (Lumsden, 2017). There is a general agreement by the public that police officers should act professionally (Green and Gates 2014). Birch and Herrington (2011) argue police officers will not act as professionally as they could due to policies or The Code of Ethics created by the CoP (CoP, 2014a). Furthermore, a study by Crank (1990) demonstrated that officers with the least service tend to act with the highest professionalism; this raises concerns. Gundhus (2013) argues that organisational culture within the police service hinders the profession from becoming more Professional. Furthermore, this was reinforced by the 2016 report of the House of Commons Affairs Committee which states that the college needs to work harder to convince officers of rank to implement the guidance given and adopt best practices (Lumsden, 2017).


This task discusses an encounter with a service user, reflecting using the Gibbs Reflective Model (1998)  . The event began with a 999 call from a parent concerned that their son was going to harm himself; the son stated he was going to end his life and locked himself in the bathroom armed with knives. The World Health Organization (2004) defines mental health as a “state of well-being in which the individual realizes his or her own abilities, can cope with the normal stresses of life, can work productively and fruitfully, and is able to make a contribution to his or her community.” The definition distances itself from mental health as being a mental illness (Galderisi, Et al, 2015). However, Galderis et al (2015) argue that the definition is misleading. Vaillant (2012) however, proposes that the definition of mental health is influenced by the culture where it is defined. 

Due to the concern for the safety of the man the call was graded as an emergency response, I attended the incident with a colleague who recently completed his training period, he was aware that I was the senior officer attending; this is often the case as I am in the final year of probation. Furthermore, policing in the United Kingdom has previously been defined as
 “The purpose of the police service is to uphold the law fairly and firmly; to prevent crime; to pursue and bring to justice those who break the law; to keep the Queen’s peace; to protect, help and reassure the community; and to be seen to do this with integrity, common sense and sound judgement” (Newburn, 2003). 

While this definition remains, police officer roles are forever evolving from the old policing models where police officers traditionally only responded to crimes being committed, Whereas now the Modern police officer response is also to crime prevention calls and personal welfare requirements (Hall, 2015). Moreover, the COP (2015) estimates that mental health support accounts for a minimum of twenty percent of police officers time (Adebowale, 2013); this places a considerable demand on police resources internationally  (College of Policing, 2015; Health and Social Care Information Centre, 2014). A concerning report from COP (2015) highlights a reduction of police officer numbers due to budget cuts and increasing welfare issues, due to increased demand placed on officers in their roles. Moreover, there is limited research into police officers experiences working with people in a mental health crisis (Lamb and Trapey, 2019).


At the address, shouting could be heard coming from inside the bathroom, the subject was shouting in an intoxicated state. The father explained that the male was intoxicated with unknown substances and was known to mental health services; however, he had not been taking his medication. The father stated that after a night out, the male came home, said he would end it all, and locked himself in the bathroom with a knife. 

I considered the National Decision Model, due to the risk involved in this incident I deployed using the power of Section 3 Common Law Act 1967, I deployed my taser. I decided to proceed and attempt to engage with him and assist him in getting the mental health support he required. To establish professional communication with the subject, I attempted the five step appeal with him created by the College of Policing (CoP, 2020). After a short period time of talking to the male, there was silence from the bathroom, due to risk and concerns for the males safety, using the power of Section 117 Police and Criminal Evidence Act 1984, I forced entry into the bathroom to find the male slumped on the toilet with a packet of empty sleeping pills nearby. 

I considered the options and contingencies and asked my colleague to contact ambulance while I administered first aid. We were informed that the ambulance waiting time is currently four hours; as this was a contingency plan I removed the male from the address and transported him to the hospital using the police van,  I believed the male required urgent medical attention. During this incident I continually reviewed my dynamic risk assessments in line with the NDM (CoP, 2014b). 

The NDM is a model developed by the COP to assist officers in their decision making, it holds the code of ethics at its core (CoP, 2014b). The Code of Ethics underpins the policing standards of professional behaviour set out in the Conduct Regulations, which aims to raise officer’s professional decision making (Bryant and Bryant, 2020). The Code of Ethics consists of nine principles: honesty, integrity, respect, fairness, accountability, openness, leadership, objectivity, and selflessness (CoP, 2014a). Officers should consider the Code of Ethics and the NDM when making informed decisions (Bryant and Bryant, 2020). 

During my time as a police officer, I have continued to develop and learn new skills to establish myself as a modern professional police officer. As part of becoming a modern police officer I am gaining numerous new skills such as; taser carrier, blue light vehicle training, better problem solving and increased knowledge of evidence based policing. Whilst becoming a constable I have noticed a massive recruitment drive by police to employ more officers, this has often left me one of the most experienced officers on shift and whereas before I have taken less of a lead role at incidents, I now feel more confident to take control of the situation and teach less experienced officers. Furthermore, as a newly recruited officer, I have participated in the Police Education Qualifications Framework (PEQF) standardised police requirement training across England and Wales (Williams and Croft, 2019). Additionally, the policing vision 2025-2030 developed long-term strategies to standardise initial police training by working with the COP (Crawford, 2017) to professionalise policing (Hugh and Stanko, 2019). This vision has been influenced by Neyround’s (2011) review of police training. The PEQF program also aims to improve officer’s problem solving skills and develop evidence based policing techniques (Williams et al, 2019). Arguably, evidence indicates that officers who engage in higher education are likely to develop better critical thinking and analytical skills (Norman and Williams, 2017; College of Policing, 2020). 

However, the new PEQF requirement has divided opinions in both academia and policing (Cox and Kirby, 2018). Conversely, Woods (2018) argues that the PEQF program has not been introduced to transform police officers, but due to austerity. Moreover, it has left police officers feeling attacked as they have been described as non-professionals (Woods, 2020). Moreover, it has been documented on numerous occasions that newly recruited police officers view work-based training more valuable than academic studies in their role (Wood, 2020). Policing is sceptical of academic work within its field, with many stating it does not represent the reality of what officers face daily (Fleming, 2010), leaving officers feeling suspicious and not trusting the new process (Crawford, 2017). 

In 2011, the Home Secretary, Teresa May, wanted to introduce a professional policing body to improve police officers professional standards across England and Wales. The CoP slowly became the governing body tasked with implementing training throughout the ranks of policing and upholding professional standards and practices at its core. Moreover, it is believed that higher education among police officers will enhance professionalism within the workplace (Bryant et al, 2014). However, when studied evidence suggests that transferring knowledge into practice is problematic (Hallenberg and Cockcroft, 2017) and dependant on senior officers cooperation (Fleming and Wingrove, 2017). Additionally, there is uncertainty about whether higher education makes for a better police officers (Wimshurst and Ransley, 2007). 

The COP is an independent professional organisation which aims to improve and professionalise police officers and forces in England and Wales, by doing this it builds public confidence in the police service and builds community relationships (CoP, 2022).

The National Police Chief Council (NPCC) in 2015 developed the Policing Vision 2025, this document outlines the policing strategy for England and Wales for the next ten years (NPCC, 2015). This vision enables police forces to deliver a more efficient service to the public whilst cutting costs. The Policing Vision 2025 has aimed to do this by focusing on five key areas: local policing, specialist capabilities, workforce of confident professionals, digital policing and a new business delivery plan (NPCC, 2015). The vision has been created with the public at its forefront and to professionalise policing, which will rebuild public confidence within the service (NPCC, 2015). 

Both the CoP and the NPCC have collaborated to develop the workforce transformation 2018 program. This program was designed to assist police forces in England and Wales to ensure they meet the requirements of twenty first century policing. Moreover, with the Policing Vision 2025 stating that police forces is only as good as the members, by making sure employees have the right training, skills and knowledge to deal with complex situations (NPCC, 2018). Furthermore, developing the ten-year plan ensures officers can meet the requirement to become more professional and uphold the standards the communities they serve requires.

On reflection, I have noticed a massive change in my role as a police officer in my final year of probation compared to when my career began. I have become more confident with my decision making and evidence based policing techniques. In addition to university workload I have developed an increased workload within my role as a constable, with unhealthy stressors. Although, I do feel more competent and professional when answering emergency calls and utilising my powers when required to do so. Furthermore, I have begun to develop more skills as I have become more competent, I have completed my method of entry training, blue light driving course and taser course, by doing these courses I feel confident in being able to assist my colleagues at calls and protect the public. 

To conclude what is said in this task, it is clearly evident that the COP has a crucial role in to play in professionalising all police forces across the United Kingdom (Lumsden, 2017). Moreover, the COP aim to professionalise officers by the introduction of a degree entry process, this is with the aim to restore public confidence in the police service (South Wales Police, 2022). However, Crank (1990) argues that police officers with the least amount of service are increasingly breaking ethical standards. In addition, I have been working to fulfil my role as a professional constable by acknowledging that modern day police officers no longer are seen as ‘crime fighters’ but carry out a varied role such as answering mental health calls COP (2015). Furthermore, my role as a constable in the final year of my probation has definitely changed from when I first started my career. I now have more responsibility within my role and as often a senior officer at calls have to make decisions regularly and consider both the code of ethics and NDM, with an increase in workload as I gather more experience I also am developing my skills such as a taser operator which assist senior officers when I am deployed to serious incidents. Moreover, the Policing Vision 2025 has developed strategies to professionalise policing and rebuild confidence that the public have in the police service (NPCC, 2015). Likewise, the workforce transformation 2018 program has been designed to ensure officers meet the requirements of twenty first century policing.

Word Count: 2287.
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:


This task discusses an encounter with a service user, this encounter will be reflected upon using the Gibbs (1998) Reflective Model. This task will also evaluate the use of social media by police forces in England and Wales. Kaplan and Haenlein (2010) define social media as digital technology which encourages users to generate content and interact with each other, using tools such as Facebook and Instagram to interact with each other (Howard and Parks, 2012). However, although several definitions exist, there is not a formal, clear, agreed upon definition (Effing, Et al, 2011). Xiang and Gretzel (2010) suggests the lack of agreement in a definition has made it difficult for academics to develop a shared understanding of social media. 



Police forces in England and Wales first began to use social media corporate accounts in 2008 (Egawhary, 2019). Although, police began to use the internet in 2001 to investigate crimes such as paedophilia and fraud (Corbitt, 2001). Crump (2011) suggests that police use of social media began in a very unstructured way. Dekker Et al (2020) argues that public organisations often face numerous barriers when using social media to engage and communicate with the public. Mordern day policing uses social media, generating their own content to promote a positive image to the public (Bertot et al, 2012). 

Moreover, for police forces across the United Kingdom benefit in numerous ways from the use of social media such as; public engagement, interactions and recruitment drives not only this but social media has also been used for criminal investigations, intelligence gathering and crowd control (Meijer and Torenvlied, 2016). Police forces also use social media platforms such as Facebook, Instagram and even TikTok to warn the public of terrorist activity, public engagements and educate the public on crimes within their area and what the police are doing in their day to day role (Dekker et al, 2020). Crump (2011) argued that social media is being used by some police forces to engage with communities and citizens which have otherwise been reluctant to engage with constabularies. Secondly, police use of social media could be seen by others as a greater modern sense of professionalism (Reiner, 2008). 

However, Picazo-Vela et al (2016) believes police have yet to use social media to its full potential and believe policy’s make officers hesitant to fully integrate with social media platforms. Moreover, it is reported that police forces within the United Kingdom are cautious when it comes to social media use as they are worried of repercussions (Crump, 2011). In-addition this view has been echoed by the independent office for police conduct as they publicly warn officers of their use on social media platforms (IOPC, 2021). Furthermore, in 2018 an officer from South Wales Police resigned during a investigation where he was found to be posting offensive content on social media, should the officer had continued his role he would have had a final written warning (IOPC, 2021).

Whilst employed by South Wales Police, I noticed that social media is used regularly for many reasons such as; missing persons appeals, warnings to the public, community engagement and assisting in crime detection. South Wales Police policy is that a ranked inspector or above or the social media team must approve the image before it is posted. The Police Force also use social media as a detection tool; when officers struggle to locate a wanted person or a person involved in an offence an appeal on social media is made to the public to help locate the person. Sometimes the picture alone can make suspects hand themselves into the police station as they do not like their photograph on the police’s social media sites. I have used social media to inform the public to avoid an area if I have closed the road for things such as a road traffic collision, scene or a live incident; doing this is a form of public engagement and a great way to reduce demand on officers at the scene as the public avoid the area. The neighbourhood policing team uses social media to highlight patrols in anti-social behaviour hotspots; this is both community engagement, effective communication, and a form of target hardening. 


In 2021, in Swansea, an area within South Wales Police force, social media was a crucial investigative tool in identifying and prosecuting offenders who took part in the Mayhill riots. The Mayhill riots were a large disturbance in the Townhill area of Swansea; the riots consisted of approximately two hundred individuals, and fifty were the primary instigators of violence against the police. Numerous cars were burnt out and police vehicles were damaged. The riot resulted in public mistrust of the police, primarily because there was an order to contain the riot rather than stop it. A delayed response from the specially trained public order unit resulted in the disturbance taking approximately three and a half hours to simmer down. The public was left without response for a further two hours as there was an order to leave the area. The media has documented and criticised the lack of police response and the harm caused to the community. In response, police officers used social media to carry out an extensive trawl to locate offenders in the videos posted on social media forums such as Facebook and Instagram. 

For months after this incident, there was a public outcry that the offenders be brought to justice on various media platforms. Officers were tasked with trawling through hours of footage uploaded by the offenders on social media platforms. As officers collected the footage they released still images of those involved on their social media pages. Several people came forward to identify the individuals involved in the riot, leading to arrests of those responsible; convictions are still on-going for this incident (ITV, 2021). This is a good example of South Wales Police engaging and communicating with the public through social media to detect crime.

During my role as a constable, I have used social media in several incidents and believe in modern-day policing, social media is a useful and effective tool in assisting police officers in reducing their demand. The incident reflected on concerns a 13 year old male who had been missing from Essex for over a week, he was believed to be staying at an address in Swansea city centre; however, the actual address was unknown. I was tasked to progress this case and locate the individual if he was residing in the Swansea area. 


As part of the investigation into the missing person, I rang his parents to establish whether the male had any links to the Swansea area and why they believed he was within this area. The family informed me that the male’s snapchat location was identified  as Swansea train station days before they reported him missing. However, his snapchat location was currently off, and he was not answering any phone calls or messages from Essex police and his family. They informed me that the male might be involved with county lines; however, this is only an assumption at this stage. I felt fearful for the individuals safety as he was very young and vulnerable as he could easily become a victim of crime. I believe my approach to this incident was good carrying out initial checks to try and find the missing person before escalating this incident. However, I could have escalated the incident sooner which could have shortened the investigation time it took to locate the male. Furthermore, overall I believe my approach to this incident was good as the initial investigation stage. 

I asked for the family to inform me which social media links the male had and his contact number together with a recent photo of the male, which could not be described as offensive. I asked the family if they would allow me to share the image of the male on South Wales Police social media in order to find their son, they agreed. I was aware that the male may no longer be in Swansea and with his known links could be anywhere in the United Kingdom, however as he was last located in Swansea through his phone location, I wanted to make sure I did everything I could to locate the male I in Swansea or give other forces assistance if the male was in their area. Due to concerns for the male that he was possibly getting exploited and that he was only 13 years old, he was deemed as a high risk missing person by both myself and the inspector. 


The family sent the photo of the male via the police email as this was the most secure form of contact. I downloaded the image onto the police computer and kept it on display. The males details were entered into the South Wales Police a local data resource which meant that the males photograph would show up, and officers would recognise the male as a reported missing person.

I also shared this photograph on the internal South Wales Police social media page, as officers during their daily tasks would see the photograph and could assist in locating him if he was still within the force area. Due to concerns for the male and his age the risk assessment confirmed he was high risk. As per South Wales Police force policy I asked the inspector to review the incident and photograph and asked if a social media appeal could be made to assist in locating the male whether it would be his exact location or an updated sighting of the male. I felt hopeful with the social media appeal the male could be found safe and well. Moreover, I believe getting a recent picture of the male and having it approved by an inspector adhering to force policy was a excellent example of my growing skills and professionalism in my role as a police officer. However on reflection I now believe I could have got more than one photo from the family as a precaution if the original photo was not approved to be shared on social media. I do believe my response to this incident was appropriate. 

The males photograph was approved and I was able to carry out a social media appeal as one of many attempts to locate the male. After 24 hours of the activation of the social media appeal, there were numerous reports of sightings within the city centre around McDonalds and at night, a public member had seen a male who appeared very similar to the photograph entering a property nearby. 

Due to this information, I attended the address, where I found the male who stated he was visiting a friend from Swansea; the male stated he did not know he was missing and had arranged this trip over two months ago and that his mother was fully aware of the trip. In addition, there was a guardian present and another thirteen-year-old child living at the address. Due to the age of the child and the concerns raised, I removed him from the address and gave the occupier strong words of advice, I also submitted a notice to inform other agencies such as social services of the males behaviour. I felt optimistic that social services would assist the male and felt an unnerving feeling that this was now going to be a regular occurrence. Although, I was glad I submitted the form as I knew it was the right action to take. I do not believe I would have changed my response to this as I was concerned for the males safety. 

The child was returned home safely. This incident was an excellent example of police use of social media, I believe I would have really struggled to locate the child if the social media appeal was not authorised or an option to use. After this incident, I realised how important police use of social media is and now believe it is a critical tool within modern-day policing. I was filled with relief with this incident as the child was located safe and well and although there was concerns with his safety he came to no harm. I believe my response to this incident was proportionate. However, on reflection I could have asked for further units to carry out an area search for the male on occasions.  

In conclusion, to sum up everything that has been stated in this task. In my experience of the use of social media used by police forces in particular South Wales Police force is social media is a key element to modern day policing and has been established to be a effective tool in both crime fighting and community engagement (Meijer and Torenvlied, 2016). Although, it is reported officers are cautious in using social media as they are afraid of repercussions (Crump, 2011). 

Furthermore, although police forces policies around the use of social media are quite strict, the policies are there to protect individuals and to reassure the public of the police’s professional image. 

Social media within policing has many uses such as; missing persons appear, community engagement, crowd control and even crime detection, by officers using social media effectively it can reduce demand placed on the police service. However, the risk with social media is the criticism if someone believes the use of police social media is offensive or wrong, with officers disciplined for this behaviour (IOPC,2021). Moreover, it could be claimed this is why police have yet to use social media to its full potential (Picazo-Vela et al, 2016).

Word Count: 2257













Task 3

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


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

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




ANSWER:



This task discusses an encounter with a service user; this encounter is reflected on using the Gibbs (1998) Reflective Model. This incident began with a 999 emergency call from a distressed female requesting police assistance for her friend, whom she believed was being assaulted by her boyfriend in her flat, she could hear the female screaming for help. I attended this incident as an emergency response with a colleague who had just come out of probation and was attending their first incident as an independent officer, therefore, I was aware I needed to change my leadership approach during this incident. There are several definitions for leadership in literature; Davis (2003) provides a clear and concise definition, he states leadership indicates movement in a direction by problem solving or using an initiative and improving the status of a person or organisation. However, Bass and Stogdill (1990) point out the numerous academic definitions of leadership vary considerably. Furthermore, Birnbaum (1992, p.8) suggested,
 "Any comprehensive consideration of academic leadership must be able to accommodate both the strong leader and the weak leader views, because evidence suggests that while both may be incomplete, both are in some measure correct".

There were clear concerns for the female's safety, therefore, we attended the incident as an emergency response. I was concerned for the female’s safety and took advantage of the journey to discuss how the incident could unfold with my colleague. I wanted to assure her and asked whether she was okay and if there was anything she did not feel comfortable with; however, the officer appeared nervous but confident in her ability. 

On arrival, I noticed the person who reported the incident at the side of the property, myself and my colleague approached to speak to her, I stood back from the situation and allowed my colleague to communicate, I believed it would calm her nerves and also enable her to get more of an understanding of what action if any needed to be carried out within the incident and develop a dynamic risk assessment. The female said the male was a steroid user and regularly used the gym. He became very jealous about his partner going out for a few drinks with her friend and had previously assaulted her. I listened as my colleague received the details about the male. During my time in training I remember a tutor using transformational leadership when I was attending incidents allowing me to build confidence and develop though positive reassurance, as this model had such a positive impact on me I decided to use it in this incident, although I felt apprehensive of how my colleague would react. Furthermore, in future I may decide to take a leadership role in incidents first then gradually let the less experienced colleague take control. This would be good as I would be able to see both the strengths and weaknesses of the individual at incidents.

My colleague began to walk to the now silent address., I stopped my colleague as experience suggested we wait for back up, I suggested we carry out checks on the male; which could inform us of the risk the male could potentially cause to the female believed to be inside the address and us. The checks were conducted on both South Wales Police and the Police National Computer; this identifies the male's warning markers, such as violent and domestic abuse perpetrator. We found out that the male was a violent individual and was a repeat offender in domestic abuse cases. This knowledge heightened my risk assessment; therefore, I asked other colleagues to start making their way to the address in case the male became violent. I shook with nervous in anticipation of entering the address knowing the males warning markers. I felt confident that I made the correct decision on asking other colleagues to attend the incident for my own and my colleague’s safety. Moreover, next time I may ask for other colleagues to attend the incident sooner as I am now aware of the individual. 

I felt there was a significant threat to the female within the address. Therefore, I began asking my colleague whether she felt comfortable attending the address with me. Before I could finish the request, my colleague knocked on the door. As she knocked, we heard a female cry for help, I answered by demanding the person open the door and identified myself as a police officer. At this stage of the incident I took a command and control style leadership without knowing I began delegating tasks, I did this by asking her to update the control room of the current situation. I was filled with dread as the female was crying for help however I was the other side of the door. On reflection I believe this was the best choice of leadership style as the female required assistance and fast and being the most experienced officer at scene I felt the need to make quick decisions. I would carry out this approach again in the future as I believe it saved valuable time. 

There was no answer to my request. Therefore, I took leadership of the situation. Under Section 17 of the Police and Criminal Evidence Act I forced entry to the address. 

When inside the address, I reversed roles and my colleague and I relied on each other whilst we strategically searched the property. We used effective and clear communication to keep each other safe and reduce the risk to the female we believed to be the victim at this stage. I changed my leadership style to use the situational leadership in this incident as I needed to intervene quickly to make a decision to insure the females safety I felt very worried for the female. At the time I believed this was best decision to prevent the female coming to harm however, on reflection I could have asked for the assisting units location as they were on their way to the incident and waited for them before forcing entry which may have led to the male being arrested at scene.

On searching the address we established that the male had exited through the rear door, and the female was severely bruised to her face, my colleague began first aid and attempted to establish a repro with the female. However, the female was very anti-male police which she stated was due to previous experiences with other officers. Therefore, I conferred with my colleague; we decided it was best I removed myself from the room, enabling my colleague to get the disclosure of what had occurred during this incident through her body-worn video even though the female was stating she did not want to make any formal complaint against the male.  

Furthermore, whilst outside the room I contacted our supervisor and updated him on the situation, also standing guard, should the male return to the address. The victim and my colleague built a very good repro, my colleague offered her a drink, which I provided to take care of the victims welfare. Our team-work and the report built by my colleague resulted in the victim making a complaint against the male, who was found and arrested. 

I felt this incident displayed great leadership and team-work to ensure the incident was as safe as possible for everyone involved but even securing the victim as soon as practicable and engaging with her which instilled her trust in the police service to a level to which she then made a formal complaint. I was shocked at my ability to 'switch' roles from leader to listener to team worker. 

During the 1970's the Police leadership model began to change to the recent and current practised community-oriented model (Smith, 2015). Smith argues that police forces have had to change their leadership styles to meet societal needs shifting to community-oriented styles of policing, it has also been discussed that police culture is reluctant to embrace the new changes and is attempting to revert to old leadership styles such as command and control leadership (Smith, 2015). The command and control style of leadership is said to be the "hyper-bureaucratic military organisational attributes of formal rank, formal hierarchy, and a chain of unquestioned and unquestioning command" (Toch, 2008, p. 62). Smith (2015) argued that this form of leadership existed as police leaders did not want to share their power with front line or new employee's. Steinheider and Wuestewald, (2008) claim that formal hierarchical police leadership is a hindrance to response officers empowerment which leaves them feeling degraded, due to this the top down leadership of most community-oriented crime control tend to receive resistance from both front line officers and their supervisors. According to Smith (2015) traditional hierarchical leadership styles which police forces previously adopted do not account for input from lower ranking officers. Smith (2015) claims that to feel included and valued within the policing organisation; officers need to be in an environment where they feel they can progress in their careers. 

Furthermore, police forces have now begun recruiting a generation of millennials. Smith (2015) argues that the recent uplift in recruitment is creating a more understanding and educated workforce with a new work ethic and better, more efficient communication methods and learning styles. As a result, the decentralised leadership model has been introduced to police forces in the United Kingdom. Decentralised leadership is designed to fit into the modern style of policing and make community-orientated models more efficient increasing both productivity and job satisfaction (Smith, 2015). 

York et al (2012) concur that the new employees currently recruited into police forces respond much more energetically and enthusiastically to higher ranking officers than older employees who carry out their tasks as it is just their job. They state "Millennials want to rewrite rules when they find problems" and "prefer to work on a team" (p. 27). This would not be possible in the old control style leadership model as there is not enough flexibility for low-ranking officers to make decisions, whereas new employees are more likely to question authority and adapt to problem-solving as a team to complete the task (Wuestewald and Steinheider, 2006). Pangora (2010) identified that new employees are not joining the police service motivated by salaries or promotions, they appear to enjoy the time off and other lifestyle benefits and are said to be diligent workers and able to see things differently. However, critics believe shared leadership will not maintain a professional policing environment (Smith, 2015).

A further leadership style the police have adopted is Situational leadership, when a leader changes their behaviour according to the situation they face, experience or rank (Miller et al, 2009). This ties with the theory 'path-goal' contingency which identifies leadership is divided into four over-arching behaviours: directive, participative supportive and achievement oriented; leaders adapt to the situation and act accordingly.

Devitt (2008) researched the effectiveness of situational leadership in crisis situations in the context of a United Kingdom multi agency major incident response. The study consisted of thirty-four strategic gold command team members who observed simulations of major incidents and were later interviewed. Devitt (2008) discovered three areas where training is possible: task skills, interpersonal skills and stakeholder skills including competencies which are included in each. In addition, she discovered critical personal attributes that she does not believe training is possible confidence, stress handling, moral courage and ethical values. Knowing when and where to apply these critical skills is very important as a police officer. However, Devitt's (2008) research does not disclose the ethnic origin, age or experience of the participants within the study, this could raise questions in the reliability of the research as participants could be of one origin or one ethnic group which would not give a true reflection of how situational leadership affects police officers. 

In addition to other leadership models police often use the transformational leadership model; there is evidence that police leaders rely on inspiring officers with vision and morals and meet the ethical standards of policing they become better leaders (Campbell and Kodz, 2011). There is strong evidence that this impact can positively influence low-ranking officers, improve their commitment, and make them willing to add extra effort to complete tasks and comply with orders (Campbell and Kodz, 2011). The transformational leadership model was developed by Bass in 1985 (Singer and Jonas, 1987). There has been a rise in criticism of the model in recent years, however it still dominates current evidence base research for effective police leadership (Campbell and Kodz, 2011). Densten (2003) suggests that transformational leadership belongs within the policing organisations; however, he also identifies evidence that other leadership models also fit the policing leadership requirements.

To sum up what is said in this task I conclude that I have developed a wide range of leadership styles which enables me to adapt to certain circumstances depending on the situation. During the incident I have chosen to reflect upon I have used command and control leadership, situational leadership and transformational leadership, these are commonly used within policing. Furthermore, as a new recruit I have only seen the most recent leadership models being used such as transformational leadership (Smith, 2015). Leadership models such as traditional leadership has its place within policing however as the uplift in recruitment is increasing less and less officers are applying this model in incidents (Steinheider and Wuestewald, 2008). Furthermore, officers do not use hierarchical models as new recruits often respond more effectively to other models such as transformational leadership York et al (2012). I have learnt to apply and change leadership to situations from my tutor, my tutor in my probation period often reminded me the importance of changing leadership roles to progress me in my career as I was able to take a step back and learn or provide hands on support.
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:


This task reflects on my three years of probation since joining the police service using the Gibbs (1998) Reflective Model. By using this reflective model, I will critically reflect on both the positives and negatives of my probationary period as a police constable. Additionally, I will be able to reflect upon my mentoring and coaching experiences, understanding what worked and what did not. I believe this task will help me recognise improvement areas within my professional development. Hussey and Campbell-Meier (2021) define a mentee as a new employee in their training period overseen by a senior or more experienced employee who acts as an advisor to ensure quality work is carried out efficiently. Whereas, Grant (2007) defines coaching as a results-driven challenging intervention, typically a short-term engagement which enables high standards and goals. 

At the beginning of my role as a police officer within South Wales police, I was exposed to many challenges and experiences, both positive and negative, learning and developing my resilience and skill sets. These challenges were university, work stressors, time management, understaffing and changing work colleagues; additionally , I found out I had dyslexia. I did not anticipate how challenging the PEQF university degree would be and the impact on my work and family life. Without the correct mentoring and incredible coaching, I received from my work colleagues, I do not believe I would have achieved my goal of passing out from my probationary period.

Training began with six months class based guidance. I remember feeling overwhelmed and daunted by the task ahead, I felt carrying out the role of a constable and completing a full-time degree was not going to be a easy task; however, this was complicated further as I started when lockdown measures had just been introduced;  for the whole of the United Kingdom this was now the new normal. In-addition to this our training cohort were informed due to public demand we might be deployed to assist front-line officers to inforce lockdown rules; this was extremely scary as I was brand new and did not know what to expect when deployed. However, gradually I got to know my trainers and classmates; my confidence grew with increased knowledge from the exams we sat and the many role plays we participated in. As part of my work-based learning I was required to learn legislation and policies, this helped me become more confident as I acquired the knowledge to know what I could do and could not do.

After my six month phase of initial training, I was tasked with a new team and station where I would have to complete a further twelve week tutorship period. During my tutorship period I was being coached by a tutor constable who was with me for the entire period,  he constantly reviewed my performance, provided feedback, assessed my progress and demonstrated when required to develop my skill set for the next call.

A coaching model used within policing is the well-known GROW coaching model which is known worldwide to assist in coaching in training environments (Hong et al, 2014).The GROW model was created in the 1980s by Sit John Whitmore and is one of the most popular coaching models (Whitmore, 1992). Theeboom et al (2014), do not concur with the model and suggest it is clear what is required for effective coaching, but there is little research on effectiveness of the coaching itself (Theeboom et al, 2014). 
                                  [image: ]
GROW MODEL (Hong et al, 2014).
Although unaware at the time,  I  participated in the GROW model whilst being coached during my initial training; on the first day, I  recall my goal was to pass the initial training to progress onto the tutorship process whilst out on division. The second stage of the GROW model is reality, for me although at points my goal which was to pass the intial phase of training appeared miles away I had fantastic support and coaching from my colleagues which made the reality of my goal achievable. The third part of the model is to consider options and decide how to achieve the goal, for me this meant over coming my problems with studying, to address this and make the most of my time I developed a timesheet to develop a healthy work-life balance and ensure I set aside time for my education. The final stage of this model is planning to achieve the goal which I combined with the options stage, I also had the will to succeed as I have worked hard to establish myself as a police officer.

During the twelve-week tutorship period, there was a major increase in learning; additionally, I began developing the skills I learnt in training. However, I believe the unpredictable world of policing cannot be taught solely in a classroom environment. During my tutorship the United Kingdom remained in lockdown rules which were new even for the most experienced officers,  policies changed daily. My tutor and my new team informed me that the volume of incidents they usually dealt with during their daily tasking had reduced significantly. I believe this environment hindered my development because of the reduction in incidents which meant I could not consistently work and develop my new skills. A coping strategy I developed for this was to ask questions while patrolling or in the office about what would happen in certain situations. During the tutorship period, I attended enough incidents to complete my Occupational Competency Portfolio (OCP). This demonstrated I was competent in dealing with specific incidents; additionally, this needed to be agreed by my tutor before I could reach an independent officer level. The coaching I received from my tutor assisted me in achieving my goal of being signed off as an independent officer.  

Having passed and completed the initial twelve-week tutorship and achieved independent patrol status, I can now answer incidents alone, patrol and manage my workload of crimes. I felt anxious about being alone because not only was I an independent officer, I  also moved teams due to staff shortages. As a result, I could no longer rely on my tutor for assistance. However, although I was equal in both rank and role; my new team were extremely helpful in assisting me when required, I felt mentored because often, my sergeant would review incidents I had attended and give constructive feedback. Moreover, due to this I was able to improve my skills and develop my style of policing. 

A mentoring theory created by Kram (1983) states there are four key phases to mentorship. Kram (1983) states that the four key stages of mentorship are: Initial phase, Cultivation phase, the Structural and psychological phase and the Separation phase. I experienced these phases as I grew into a competent police officer. When I joined the new team, the new team took me under their wing and assisted in my development even though I was signed off as independent. During the cultivation phase, I was learning to develop my policing style while engaging with the policies of South Wales police. The team assisted in building my confidence until I could carry out calls and the expectations required of the role. The final stage I achieved when I reached a level of competency, this is when both my team and I felt I was a competent officer I identify this as the separation stage of the Krams (1983) model. 

Within the final year I have benefitted from by listening to feedback from both coaching and mentoring, and I have found both these routes are correct for any officer joining the police force. At the start of my journey of becoming a police officer I was very nervous and lacked confidence about how to carry out my role efficiently and correctly. However, being coached helped me gain a huge amount of confidence in my ability and courage for the role, when attending incidents I now take the lead and make critical decisions instantly. I have also gained the confidence to progress my career; my goal is to become a surveillance officer within the counter-terrorism unit. Furthermore, I have completed courses such as; taser, stinger and method of entry to make myself more appealing for the application process in the future. I do not believe without the correct coaching and mentoring, I would have the confidence in my work to aim for this role. 

In addition to this as part of the degree entry level program I have had to carry out placements in other departments within policing such as; policing priority team, CID, the investigative hub and traffic, this allowed me to review my options further in my career, and also gave me the confidence to contact people in the future should I need assistance within a specialist role. Furthermore, being mentored and coached has helped outside the world of policing as I have more confidence to speak to people and solve problems efficiently, I have also improved my time keeping allowing me to achieve goals outside the workplace, for example, going to the gym to improve my physical health. Finally, being coached and mentored in the workplace has aided my ability to risk assess situations instantly; although police incidents are constantly changing, I have developed the skills to carry out dynamic risk assessments during highly stressful incidents.

In addition to starting a new role as a police constable and learning about the role, the practical element is essential to deliver the best service to the victims of crime and also keeping myself and my colleagues safe especially since assaults on police are rising in a frightening manner I believe this should be at the forefront of the college of policing mind-set when structuring training programs. However, I do believe that the knowledge based education that comes along with the PEQF program is required for all aspects, I believe that the program could be tailored more to assist officers in learning about their actual role and not the role of officers of a higher rank, although it has assisted me in understanding more should I decide to climb the rankings within policing environment. In addition, I believe that the program could include more legislation context, since the degree was created to allow officers to become more professional, it could be argued that some officers cannot deal with modern day policing challenges such as auditors who aim to discredit officer’s reputations. 

These views have been echoed by the Police Federation (2021) who feel there is a concerning lack of support for both tutor constables and students, with many students going sick due to stress or quitting the role. Furthermore, there are concerns about the training and education of tutor constables, many reporting that the training they receive is inadequate to assist student officers , with many feeling stressed and fatigued within their role, it has been noted that some forces do not provide tutor constables with certificated training programs leaving the tutoring phase of a student’s coaching inconsistent throughout the United Kingdom (Police Federation, 2021).

Furthermore, as I am coming close to the end of my probation, I am taking on more responsibility such as on occasions I am being asked to mentor new officers as their designated tutor is off duty. As I am aware that it was not long ago I was in the position where the new recruit was in I am mindful of their feelings and constantly reassure them and am very mindful when giving feedback not to make them disheartened but provide constructive feedback, I do this by ensuring I not only provide negative feedback but also positive feedback, I am also cautious of my tone of voice and body language as I am aware that this could affect how my feedback is received. Moreover, from my mentor I learnt to relax at incidents and just make sure that the officers are safe and the public still receive the professional standard of service, I adopted this well in my method of mentoring and it appears from the students feedback to be beneficial. 


In conclusion, it is clear that I have benefited in confidence, skill and knowledge by being mentored and coached efficiently and correctly. Moreover, by having the correct supporting during my tutorship and probation I have grown in confidence to fulfil my role as a police officer enabling me to carry out correct decisions at incidents and risk assessments. Furthermore, correct mentoring and coaching has helped me in meeting my goals both inside and outside of the policing environment, I have achieved my goal of passing my initial phase of training and soon to be my probation, I also have a goal after probation to carry out a specialist role within policing, I have already began preparing for this by upskilling such as attending courses.

 For future coaching and development I will be using the GROW model Hong et al, (2014), since using this model I have succeeded in reaching my goals both inside and outside of the working environment, I will also teach this to my students as I believe it is very effective coaching method. However, Theeboom et al (2014), does not share the same view point within this model and argues that it is clear what effective coaching consists of. As I was mentored and coached in a relax and calm environment I now try to reflect this on my student when I have one, I do this as I believe this is the best method to both give and receive feedback for everyone involved as I understand I am continually learning within my role as a constable however currently have more knowledge than my student which I hope to pass on. 
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