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· Modern Professional Police Officer
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· Flexibility and Leadership Strategy
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· Professional and Organisational goals
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You may wish to use the same incidents as you’ve outlined in the Occupational Competence Portfolio. 
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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). 
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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: 
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· take personal responsibility for adhering to confidentiality rules. 
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NOTE

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

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


Dyslexia and other special circumstances

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




Guidance: 

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


Contents 

	Workbook 
	Area of Professional Practice 

	Word count

	Task 1 
	Understanding the Police Officer Role
	2500

	Task 2
	Communication Skills – Social Media
	2500

	Task 3 
	Leadership and Team Working
	2500

	Task 4
	Coaching, Mentoring, Assessment
	2500

	
	
	

	 
	Bibliography
	

	
	Total
	10000





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:


This essay will critically evaluate the strategic role of the College of Policing in professionalising policing within the United Kingdom. It will evidence how I am working to fulfil the role of a modern professional police officers now that I am in my final year of probation. It will critically reflect upon how my final year of probation has seen your role as a police officer change. It will draw on experience from an incident to which I play a significant role and will reflect upon what happened. I will consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy. 

The College of Policing is a professional body for the Police within England and Wales and everyone working within policing. It was set up and assumed responsibilities previously held by the National Policing Improvement Agency. The Police Federation website states ‘The creation of a new policing professional body was announced by the Home Secretary in December 2011. Representatives from the Police Federation, the Police Superintendents' Association of England and Wales, National Police Chiefs' Council and UNISON worked with the Home Office to create the College of Policing.’ (Police Federation, n.d.). The College of Policing set the standards within policing including professional development and outlining codes of practice and operational regulations. The College of Policing outline their role on their website as:
· ‘We connect everyone working in the police and law enforcement to understand their challenges.  
· We use evidence-based knowledge in everything we develop.
· We help police officers and staff; researchers, academics and learning providers; the international policing community; and the public.
· We give a voice to professional policing on standards, skills and capabilities’ (College of Policing, N.D)

The College of Policing was considerably included within the Policing 2025 Vision as a body who would carry significant responsibility in carrying out the vision. The Policing Vision 2025 is a concept that sets out the future of Policing. ‘It has been developed by the Association of Police and Crime Commissioners (APCC) and the National Police Chiefs’ Council (NPCC) in consultation with the College of Policing, National Crime Agency, staff associations and other policing and community partners. All chief constables and PCCs have signed up to the Vision.’ (National Police Chiefs' Council (NPCC), 2016). The Policing Vision states ‘This Policing Vision 2025 sets out our plan for policing over the next ten years. It will shape decisions around transformation and how we use our resources to help to keep people safe and provide an effective, accessible and value for money service that can be trusted. This Vision comes from the service itself. It must inspire officers, staff and volunteers, as much as police and crime commissioners and chief constables and of course the public as a whole.’ (National Police Chiefs Council (NPCC), 2015). A part of the vision included standardising skills across all forces and working toward progress as a more uniform set of standards and procedures amongst the police service in England and Wales inclusive of recruitment and utilising new technologies. It also stated that ‘The police service will attract and retain a workforce of confident professionals able to operate with a high degree of autonomy and accountability and will better reflect its communities.’ (NPCC, 2015).

However, despite this, there is still criticism around the role in with College of Policing have taken since their inception. A recent review conducted by the College of Policing concluded ‘there is concern about our usefulness to all in policing, whether those on the front line or in senior roles, police staff or policy makers, those overseeing the police or those in government. At the same time, national issues in policing persist. The value of continuing professional development (CPD) is not recognised, nor is the need to develop leadership skills at all levels of the service. The evidence of what works is not fully understood or implemented, which compounds the systemic lack of consistency across the 43 regional forces and beyond.’ (College of Policing, 2022). Therefore suggesting, despite their aims and goals, they do not seem to be reaching a uniformed consistency amongst the member forces and their current usefulness is not fully understood or considered.

Additionally, one of the strategic roles of the College of Policing additionally involves the recruitment of new Police Officers and provides the framework and entry routes of recruitment and training. Therefore, the College of Policing established three entry routes under the Police Entry Qualification Framework (PEQF) into the Police Service, the “Police Constable Degree Apprenticeship (PCDA)”, “Degree-Holder Entry Programme” and “Degree in Professional Policing”. The aim of providing education entry routes into policing provides the aim that it nationalises entry routes into the Police and offers professional accreditations with academic qualifications. This ensures that nationally, recruitment is standardised amongst all forces. The College of Policing website states ‘For a long time forces have recruited differently, without standard entry requirements, learning provision and support. The service recognised the need to standardise these areas as a priority. The PEQF also supports the recruitment of 20,000 new police officers, widening the gateway to, and broadening the appeal of, joining the service’ (College of Policing, N.D), with that being said, it is my belief that the fact that policing has adopted a standardised approach to recruit will ensure that officers have uniformity in their training and academic accreditations within the role. This is echoed on their website, they state ‘We have also been able to support policing with the opportunities and challenges that have arisen during the year, through supporting the campaign to recruit an additional 20,000 officers into policing over the next three years. The College has worked with the National Police Chiefs’ Council (NPCC) and Home Office at significant pace to deliver on the Police Uplift Programme commitment. The programme has successfully recruited an additional 3,005 new recruits at the time of writing (31 March 2020) and is on target to bring 6,000 new officers into the service by March 2021’ (College of Policing, 2020). These steps the College of Policing have taken to work toward recruitment and its professional accreditation by professionalising the Police has received some positive considerations, in the article titled “The police education qualification framework: a professional agenda or building professionals?” they state ‘the participants here emphasised the benefits of their studying in relation to critical thinking and applying reflective skills in their own professional practice. These elements gained from their degree-level education related to their own sense of professionalism.’ (Williams, Norman and Rowe, 2019). Thus suggesting that equipping Police Officers with these qualifications may lead them to perform better by reaping the benefits of such in their own professional practice.

However in contrast since its inception, there have also some have been critical of the approach of considering such academia within police recruitment, research conducted and published in an article titled “A New Generation of Police Officers: Experiences of Student Officers Undertaking the Police Constable Degree Apprenticeship in One UK Police Force” concluded that ‘A key learning point here is the students felt a disconnect between policing and academic staff, communication between the two organizations and the staff delivering the PCDA should be considered for this to be avoided. Finally, it appears that police culture may influence students upon deployment, encouraging some student officers to disregard the academic learning’ (Watkinson-Miley, Cox and Deshpande, 2021) this suggesting that the both worlds, academia and policing are so far removed from one another that it is detrimental to the students undergoing the academia. Then when students go onto their respective roles becoming so far removed due to the culture of policing that the learning gets disregarded. This then follows on to further criticism amongst a recent review conducted by the College of Policing itself titled “Fundamental review of the College of Policing” they stated ‘While there was universal agreement of the need for a strong College that plays a central role in the policing landscape, the College has not yet lived up to our potential or fully delivered on the expectations that officers, staff and the public have of policing’s professional body. Many in the service, particularly those on the front line, are not fully aware of what we do or the value we can add. We are seen as too remote and as serving only policing leaders and academics. ‘(College of Policing, 2022). This suggests whilst many accept the role in which the College of Policing plays in the professionalization of the Police service, they are considered far removed from the realities of front line officers and are viewed as a more bureaucratic body serving senior leaders and academics. This echoes the research in regards to the academic introduction for police officers conducting the PEQF courses who caught up with police culture and have a disconnect to the academic elements as they become far removed, as is the College of Policing considered to serve only the senior leaders and academics. Additionally, this is contradictory of earlier statements mentioned from the NPCC in regards to the 2025 Policing Vision in which they mention the retaining of professionals within the police service when the research suggests the two do not always work together. 

The role of a police officer, as defined by the College of Policing states ‘Constables play a critical front-line role in the prevention and detection of crime and the criminal justice system. Constables work in partnership on a day-to-day basis with local communities, stakeholders and colleagues in order to promote law and order, reduce the fear of crime, provide reassurance and build confidence to improve the quality of life for citizens. The role carries legal powers to enable the maintenance of law and order and bears responsibility for making autonomous decisions  in accordance with the Nation Decision Model and Code of Ethics, exercising professional discretion, as appropriate to the role, in line with legal frameworks and policy guidelines.’ (College of Policing, 2020)

Whilst in my final year of my probation, I feel my role as a police officer has continued to progress and develop compared to my previous initial two years within the role. I believe my continued development has afforded me an increased level of responsibility and trust within my role amongst my peers. Upon reflection, my development into my final year has seen the way I conduct myself within the role change in which I feel more competent within incidents, which I feel shows when conducting myself and I feel my underpinning confidence allows me to deal with calls appropriately and efficiently. This was not the case during my first and second year where I considered myself perhaps not as confident or able to deal with some of the calls presented at the time without support. As I have progressed into my third year of probation my confidence, experience and wealth experience in dealing with incidents has increased. I have progressed from tutorship, where I have needed vast amounts of support and advice, into mentorship where I continued to need support however had achieved independent patrol status into developing into a competent police constable. Upon reflection, I believe I have taken the continued development of responsibility that the role has afforded me in my stride and believe I have dealt well with the learning curve increasing whilst assuming new responsibilities such as the completion of courses to further my career or skill set whilst on response such as Standard Response Car and Taser. Additionally, upon reflection I’d also say I’ve been consumed by “police culture” which sometimes dominates my life due to working on, working overtime and gaining new friends who are also colleagues. Additionally I feel I have become desensitised to dealing with certain incidents, such as sudden deaths to which the police attend a notified death to act on behalf of the coroner. I can only assume this to do with the frequency to which we attend them. However, with that, I feel the overall progression into my final year has afforded me more happiness within my role as I feel more at ease with work and my ability to perform within the role itself. 

To conclude, I will draw from experience in relation to an incident I attended which was a report of a domestic related incident. This occurred between a professional couple within the community of which were newly married, sharing one newly born child. Prior to attendance I conducted the relative checks via my police issued mobile device to interrogate Police systems, such as NICHE and PNC. The return of the checks came back with both parties having no previous footprint or interactions with the police. Upon attendance and in-line with South Wales Police policy, I have activated my Bodyworn Video Camera (BWV) which is activated prior to capture best evidence from my point of arrival at the scene. Inside was a male, who was holding a young child and a female who was visibly upset. There were no signs of disturbance with the property. My colleague and I in attendance have then separated the two parties, with my colleague going to speak to the female upstairs and myself remaining with the male. Both parties respectively disclosed that added pressures from the arrival of their first child had put strain on their relationship and the two had gotten into a verbal argument which had lasted the majority of the day. They both further went on to state the argument then came to head when the female attempted to grab the child from the male, to which the male had pushed the female over, causing her to fall to the ground. Due to these disclosures made by both parties and taking due consideration to South Wales Police’s policy for position action in relation to domestic incidents, the direction was to arrest the male for domestic related common assault and convey him to custody. This would ensure that the positive action has meant that the victim has been safeguarded and from there officers can progress the matter and complete any golden hour enquiries before the male was to be interviewed accordingly in relation to the offence. 

My attendance at this incident demonstrated my ability to fulfil the role as a modern professional police officer by acting with the knowledge and confidence in order to deal with the call efficiently. I utilised technology available to me to carry out the necessary checks prior to my attendance, I have utilised BWV in-line with force policies and paid due diligence to the collection of any golden hour evidence. The positive action at scene in arresting the male safeguarded the female and also afforded a break in the tension and pressures faced by a young family who may benefit from additional support or understand the gravity to which their actions have consequence as a result of this action.  The actions carried out were in a professional, polite but in appropriate manner with the expectations and duties required from the role of a police constable at the forefront of any actions. 

Word Count - 2503







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 essay will critically evaluate my experience with the use of social media as a means of informing and engaging with the community and promoting policy initiatives. It will consider the force policy on using social media for professional information and engagement purposes, what social media platforms are used by policing and what the benefits and risks of the use of social media. 

Social media, as defined by the website “Investopedia” ‘refers to a computer-based technology that facilitates the sharing of ideas, thoughts, and information through virtual networks and communities. Social media is internet-based and gives users quick electronic communication of content, such as personal information, documents, videos, and photos’ (Investopedia, 2021). The Police and particularly South Wales Police currently use the social media platforms Instagram, Twitter, Facebook, Youtube and LinkedIn.

As a frontline police officer I have utilised social media on occasions as a means of informing and engaging with community members and particularly through the COVID 19 pandemic as a means of promoting then appropriate policy initiatives. 
Whilst on duty I attended reports of anti-social behaviour and on-going COVID 19 restriction breaches at a local sports facility within the area to which I police. The reports were made by members of the public via Twitter after tagging South Wales Police. The media team have then subsequently replied to those Tweets to obtain more information in regards to the ongoing breaches. Additionally the onsite care taker also reported the incident after phoning the non-emergency line of 101 stating that large number of individuals were scaling the outer fence of the sports facility and climbing onto the artificial playing field to play football. However, the onsite care taker additionally reported that the gate had been forced open. These were reported at time of particularly high community tensions within the area due to frustrations arising from the ongoing COVID 19 pandemic and the subsequent restrictions and the multitude of disruptions to everyone’s lives at the time. It was to note that the online Tweets of the report had been shared by multiple people, largely due to this frustration of people gathering when rules were in currently in place not to gather in crowds. 

In accompaniment with the Police Community Support Officers (PCSO’s) I attended the area. Some of the individuals chose to depart very quickly upon our arrival, however the others that remained were duly spoken to by myself and the PCSO’s. The remaining individuals had their details obtained and the relevant checks were completed on them based on the information they provided by interrogating police systems such as NICHE and PNC.  Then based on the information obtained from the relevant checks, any repeat or persistent COVID 19 breaches from individuals who had either been warned previously or already fined were then subsequently issued COVID 19 fines and duly moved on from the area.

Following this and recognising the opportunity to engage with the community and provide reassurance that positive action had been taken following our attendance, a picture was taken of the sports centre that had been subsequently cleared with no persons using the artificial pitch. This picture was then uploaded to Twitter with a caption and a small moniker of information surrounding the gathering of crowds in the current restrictive state of the pandemic. In order to foster partnerships via social media and to increase the likelihood of it being shared or viewed, the local council were tagged within the post and who then subsequently shared it to their Twitter page thus being shared with additional demographics. 

During this incident I have taken consideration to the South Wales Police social media policy, it states that ‘this policy aims to provide officers and staff with an understanding of the behaviour expected of them when using social media in a professional capacity, the governance of all force-owned social media accounts and content, and the relevant legislative framework with which they must comply. It also touches upon expectations of officers and staff in relation to personal use of social media, though these expectations are further outlined in the PSD policy’ (South Wales Police, 2018). It aims to highlight expectations online whilst utilising South Wales Police social media accounts and offers additional guidance for what to include and what not to include when sharing via these accounts online.  

The incident largely demonstrated the positives and the negatives of which social media can be used as a means of informing and engaging with the public. The fact this incident was initially reported online, demonstrates the diverse ways in which the public can now engage with the Police when reporting new incidents. This incident in particular allowed for the reporting of the incident and the monitoring of the community impact as it unfolded with concerned and frustrated members of the public sharing the tweet on multiple occasions. Additionally, the subsequent action of the incident was then able to be conveyed back online, offering a response to the demographic that reported the incident and shared by the local council. Furthermore, it also allows for education around what we were dealing with and how it was dealt with. 
Although in this instance there was a prompt response, if I was not in a position to attend or there were no available units at the time, the call would not have been resourced which could have led to more community tensions. The power of social media in this instance garnered a lot of response from the community due to the ongoing COVID 19 breaches and the members of the public expect a prompt outcome after reporting something via social media which may not always be the case, this could then lead to follow up posts or tweets regarding the response which are then further shared, potentially effecting the public’s perception of the police response.

I recognised that in this instance, social media was prevalent in the reporting and relaying of information in the dealing of the incident but there will always be a portion of the community who do not perhaps have social media or view any of South Wales Police social media accounts, therefore would not be subject to the prompt response or outcome of such.

One of the main benefits of using social media within Policing and to engage with the public is that it allows the Police to reach a large scale number of people very quickly. The connectivity of households within the community and beyond is more prevalent than ever before due to internet connectivity and social media use. In a survey conducted by The Office of National Statistics (ONS) surveying internet access and usage within the UK titled “Internet Access – Households and individuals, Great Britain: 2020” found that ‘In January to February 2020, 96% of households in Great Britain had internet access, up from 93% in 2019 and 57% in 2006 when comparable records began’ (ONS, 2020).  Additionally this allows the police to continue to foster relationships with communities by engaging on social media platforms and offers a unique opportunity to educate and interact with the communities that the Police serve. Although this does not come without risk itself as the information that needs to be shared from Police accounts needs to be carefully thought through and appropriate for the target audience, information would need to be correct and carefully picked to be shared as any mistakes in such a domain are hard to rectify once shared online. For example, a tweet from a Police account which is proven to be incorrect could have already been screenshotted and shared multiple times by the time the issue is rectified. 

However, a risk to such heavily reliance on social media use as a domain of information and engagement from the police is that for those who do not use the Internet nor social media that they do not have the access to information and communications from social media as those who do use it, thus potentially creating a disparity between those who have access to such information via social media and those who do not. This is highlighted by further research conducted by the ONS titled “Exploring the UK’s digital divide” in which it states ‘The number of adults who have either never used the internet or have not used it in the last three months, described as “internet non-users”, has been declining over recent years. Since 2011, this number has almost halved, but in 2018 there were still 5.3 million adults in the UK, or 10.0% of the adult UK population, in this situation’ (ONS, 2019).

Therefore, it is reasonable to suggest in order to continue to engage with communities with information technology, due diligence is sometimes required of the appropriateness of its use within certain circumstances. Considerations would need to be made as to whether the individuals or portion of the community has internet connectivity at all or whether social media is appropriate for use such as communicating local issues affecting a community home of elderly people may be more appropriate in other means rather than social media. Additionally, even for those who have social media, there is still a risk when having a reliance on conducting online engagement that members of the public who are both internet and social media users may still be missed in online and social media engagement due to not perhaps following their local police service on social media platforms or being subscribed to updates from their particular police service, hence missing any posts or updates that the particular police force may then share via their accounts. 

Social media is also an invaluable tool to be used by Police during major incidents or ongoing incidents of note such as disorder or protests, the instant ability aforementioned to relay information to a vast amount of people and provide instantaneous updates regarding real time events could help to control the spread of false information and offer reassurance. This was especially prevalent in the London Riots of 2011. The London riots were a series of riots occurring between the dates of 6th – 11th August 2011 where large scale looting and arson take place. The use of social media was particularly proven to be invaluable and an essential part of policing in this instance as outlined in the article titled “What Are the Police Doing on Twitter? Social Media, the Police and the Public” in which it states ‘Police forces used Twitter in particular to make public service announcements, notably to refute ill-founded rumours of supposed incidents, and in doing so, to reassure the public. In the aftermath of the incidents, Facebook and Twitter were used by ordinary citizens to organize clear up operations and to establish a presence in order to reclaim the streets. The police appealed for photographs and videos to be sent in to complement their own material, much of it gathered from CCTV, and they crowd-sourced identification by posting images of looters on Flickr or on their own websites’ (Crump 2011). Following these event, social media took on its own within policing as it proved itself as valuable source of not only intelligence, but an opportunity to establish thoughts and views on particular events within communities, as highlighted in the titled “Taking time for Crime” by Inspecting Policing in the Public Interest, which state ‘The need for change was highlighted in August 2011 when criminals on the streets of the UK were using social media to plan serious disorder and theft at a pace faster than the service could monitor. This led to HMIC recommending the creation of an all-source hub to scan traditional and social media for warning signals. The aim was not simply to receive and monitor tweets and blogs but to analyse and predict in a more sophisticated way. Such analysis of mood and sentiment behind online activity, and detection of anomalies, is capable of providing an intelligence assessment to inform deployment decisions and optimise effectiveness. One force trialled an all-source hub in the run up to the Olympic Games. It monitored sentiment and mood across social media, to deliver intelligence and evidence for use against criminal gangs and domestic extremism.’ (HMIC, 2012). Although, in addition to the aforementioned usage of social media, another benefit of social media in a Police application is that of media appeals. Due to the ability to reach vast amounts of people within a short space of time, social media is prevalent in appealing to the public for additional information when conducting investigations, identifying persons of interests or to perhaps locate a missing person.  

The ability for the public engage with the Police by utilising social media platforms to report or engage with the police service is profound, allowing real time updates in regards to ongoing incidents such as traffic incidents. The flexibility to which the Police can have reports from the public makes the accessibility more readily available for people. Additionally, the ability for people report online also offers the ability for members of the public to provide videos and pictures instantaneously when reporting matters. 

However, lastly this new found era with a new dynamic way in which people share and the availability of content is not without risk from the Police who could fall victim to individuals within the respective police force bringing themselves or their particular service into disrepute with the content in which they share. The website for Independent Office for Police Conduct (IOPC) states ‘Following a number of investigations into police officers positing or sharing offensive, material via social media, the Independent Office for Police Conduct (IOPC) today warned that such behaviour from serving police officers in unacceptable, and that individuals could face investigation for misconduct’ (IOPC, 2021). These incidents provide a new element of the accountability that comes with Police presence on social media to which they public can hold them accountable for and be marked against the standards and values expected of the Police. Social media when used, can have numeral benefits for policing and the way in which they engage with communities, gather evidence and intelligence and communicate issues. However when not used appropriate such as highlighted again on the IOPC website which stated that ‘In August 2018, following an IOPC investigation, an independent panel concluded a South Wales police officer had a case for gross misconduct, with a sanction of a final written warning. The officer resigned prior to the hearing taking place. A member of the public reported a number of potentially offensive Facebook posts which they felt breaches the rules of SWP in relation to social media’ (IOPC, 2021) it can have a profound effect on the reputation of the particular Police face and bring the public’s confidence with the police into disrepute.
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Task 3

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


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

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




ANSWER:

This essay will critically evaluate and evidence my flexibility in leadership style. It will critically analyse leadership strategies that I have developed to manage a range of different operation situations. It will consider leadership models and how I was able to apply a change in leadership style/strategy to reflect changing circumstances. I will draw on experience from an incident I attended in order to do so.

First, in order to analyse leadership strategies I will define leadership. Leadership as defined by Harold Koontz and Cyril O’Donnell in their titled “Principles of Management; An analysis of managerial functions” states that ‘Leadership is the process of influencing people so that they will strive willingly towards the achievement of group goals.’ (Koontz and O'Donnell, 1955). The importance of leadership is paramount within any role and a vital foundation to maximise efficient and effective team work. This feat is especially prevalent within a policing application to which teamwork and efficiency is at the forefront of dealing with incidents, particularly ones of a critical nature in an effective way whilst maintaining the trust of the public. 

The first model I will consider that is commonly used in Policing was initially adapted by psychologist Kurt Lewin who set out to identify different styles of leadership, this was conducted in 1939. Lewin subsequently concluded there were three styles of leadership behaviour identified to which he then named “Authoritarian Leadership”, “Participative Leadership” and “Delegative Leadership” or “laissez fair” as it is sometimes known. 
To break down Lewin’s identified styles, firstly Authoritarian leadership is where any leadership are clear in relaying the goals or targets, any deadlines and what working methods must be used by the team in order to achieve the goals set out by the leader. The decisions are solely made only by leadership on their own with minimal to no advice from any others from within the team. It is to note that the leader does not get involved usually within the teams work in this instance as the instructions given are clear and should not be deviated from. The limitations for this approach is that it could stifle any creativity in decisions from any team members and this method of working is very decisive in leadership styles and a decisive way of working, it does not offer any deviation from team members. However, in policing, this method can be appropriate in certain instances which require high risk actions to be completed in a timely manner such as initial attendance at a high risk critical incident involving multiple casualties at a Road Traffic Collision where a leader can delegate important tasks in that high octane circumstance to ensure what’s needed to be completed is done so in a timely manner. 

The second style is Participative Leadership, to which the leader expresses their priorities and values to the team in setting goals and making decisions. However the leader within this style also participates with the groups work and considers any feedback or suggestions from the group in order to make any final decisions. However, it is the leader who makes the final decisions ultimately. It is of note that this leadership style can induce more problem solving than the authoritarian approach through creative thinking from any team members participating in the decision making process and from any feedback they may provide. This can lead to any decisions by the leader being brought into disrepute. However, within policing, this method of working works well within investigating certain incidents when identifying new lines of enquiry for example by discussing between peers and leaders on what new lines of enquiry can be identified next and deciding appropriate courses of action.  

Lastly, Lewin deduced the Delegative Leadership style which essentially means that leadership hands over any responsibility for the results over to the team, allowing them to set their own goals, their own work methods and giving them autonomy over their own work load. This style of leadership only works well with the idea and understanding of trust within the team and a collective interest amongst the teammates that everyone is working toward the appropriate goals. However, this is reliant upon trust in order for the team to work in-line with the goals. This method of working will free up the leader, which is especially pertinent within policing allowing them to progress workloads and assist others with decisions where required. Delegative policing is prevalent within policing as there is an expected level of autonomy amongst police officers to make their own decisions and act accordingly in line with expectations when dealing with incidents.

All three leadership styles identified by Kurt Lewin are appropriate in policing at certain times and when dealing with certain incidents. The incidents in which the police deal with all offer different timescales to work toward and different leadership styles would be pertinent at different times to ensure the police are working appropriately and offering a victim led focus whilst safeguarding individuals. 
Another notable model of leadership was developed by Fred Fielder’s contingency model, this first appeared in a book by Fielder published in 1967 titled “A Theory of Leadership Effectiveness”. Fielder’s theory ultimately states that a leader’s effectiveness will depend upon two forces, the leader’s leadership style and situational favourableness. Fielder referred to the two combined as “Situation Contingency”. 

Fielder broke leadership styles into two categories, “Task-Oriented Leaders” and “Relationship Oriented Leaders”. Task orientated leaders are those who have a strong will towards completing the job and the job alone, with little regard for what they are thought of or building any rapport or bond with their team mates. Whereas, relationship oriented leaders are leaders who have more emotional engagement with their team and may be friends as well as colleagues. 

Fielder then stated that there are three factors underpinning the favourableness of the situation; how much trust, respect or confidence there is between the leader and the team, how the task is defined and how much creativity the leader allows the team mates to have and how much the team mates accept the authority of the leader.
Fielder’s model stated the situation is then favourable if there is a high mutual trust amongst the leader and team mates, the task at hand is clear and controllable and the team members accept the leadership of the leader. Fielder concluded that task orientated leaders were more effective when facing situations that are either entirely favourable or entirely unfavourable and that relationship orientated leaders are most effective in less extreme circumstances. Fielder considered the leaders personality within his model and mirrored that a leader’s personality reflected their style of leadership. I believe this model has a place amongst policing and is beneficial in some respects, depending on the circumstances again. The variety of calls and the respective grading of calls that police deal with require different response times and a different level of input depending on the severity. A leader within policing can demonstrate both styles under Fielder’s model I believe based on the requirements of the incident faced by police officers. At times, the necessity for a leader within the police is that of a task orientated leader where the leader can ensure specifics are completed at an incident and in a timely manner, particularly at incidents of critical nature where the leader must be decisive and lead with conviction. Whereas, relationship oriented leaders approach by police leaders is more appropriate when incidents are of a less demanding nature.

The last model I will consider was named the “Tannenbaum and Schmidt Continuum” developed by Robert Tannenbaum and Warren Schmidt in 1958 and published in the article in the Harvard Business Review titled “How to Choose a Leadership Pattern”. In essence, the model explained that any choices that leader have in regard to their decision-making process and any subsequent repercussions arising from these options. Tannenbaum and Schmidt’s model outlined seven decision making options available to leaders when making decisions, they were outlined as;
· Manager makes decision and announces it
· Manager then sells the decision
· Manager presents ideas and invites questions
· Manager presents tentative decision subject to change
· Manager presents problem, gets suggestions and makes decision
· Manager defines limits and asks group to make decision
· Manager permits subordinates to function within predefined limitations
The model focuses heavily upon decision making and the seven suggested options allow the leader to have a myriad of options that are available to them when dealing with situations. The option or options taken by the leaders can be then dependent entirely upon the situation.

This model is especially prevalent within policing and is adopted often. This model gives leaders within policing a multitude of options to lead their team based upon a multitude of factors, which would be extremely beneficial in a policing application as the nature of the role means that incidents are dynamic, can change often and have a varying degree of nature of what the incident will entail, nothing is ever the same. Additionally the multitude of calls under this specific model that the police deal with allow the leader to choose an appropriate response based on the nature of the call. This model allows the leader to consider other factors when making their decision which again is beneficial in a policing capacity allowing the leader to consider factors such as length of service, particular skill sets of the assigned officer or experience when allocating specific tasks or making decisions in line with this model. 

Now that I have considered various models of leadership with use in a policing application, I will draw on experience from an incident I attended. The incident refers to a road traffic collision to which I was first on scene prior to any other units or other services and to which was attended by both the fire service and the ambulance service. This was a dynamic incident to which I demonstrated different leadership styles as the incident progressed based on the events unfolding and the information available to me. This incident involved multiple vehicles and other factors arising from such, such as traffic management, casualty management and golden hour enquiries. 

Upon initial attendance, my demonstrated leadership style mirrored that of an “Authoritarian Leadership” style as described by Kurt Lewin or a “Task Orientated” Leader as described by Fielder. I recognised as myself and two of my colleagues were first on scene we need to begin dealing with the incident appropriately. I instructed my colleagues to ensure they had activated their Bodyworn Video cameras to ensure they captured best evidence at arrival. I then instructed them to carry out different roles at the scene such as acquiring details from witnesses, casualty assessment and traffic management. I then utilised my personal radio to go over the airwaves to request additional units to close the road on both sides to make the circumstances manageable to increase safety to both officers and the public. This ensured that instructions were clear and concise and everyone played a role in securing the scene ready for other emergency services to arrive and to assist. I believe this was the correct style to take in the first instance as I was the most senior in service on the scene compared to my colleagues and I believe the course of actions and leadership style taken allowed for the appropriate initial actions to be correctly taken. This meant we dealt with the initial attendance professionally and appropriately. 

As the incident then progressed and I had relayed the circumstances over the airwaves and to my police sergeant. This deviated my leadership skills to more consideration to the “Tannenbaum and Schmidt Continuum” where I essentially relayed what was going on and invited instruction from any leaders on actions they wanted carried out at the scene. This invited ideas following presenting the problems and then accepting suggestions in order to materialise and progress the incident. Additionally, this style was then appropriate given the fact that following review of the circumstances to leadership beyond me, any specific request they made were tentatively seen to quickly and professional. Deviating between leadership styles as evident here allows you to pass information and allow others to consider the situation and offer insight to something you may have perhaps not considered or missed out completely. This teamwork that comes from this style of leadership can benefit both the team and the leader in a police application. 

A short time later, the additional emergency services of the Fire Service and the Ambulance then arrived. My leadership style then changed again where I adopted a more “Delegative” leadership style under the Kurt Lewin devised leadership model. I fully relayed the circumstances of the current casualties at the scene, to which there were three injured and an additional person that still remained trapped in a vehicle. After providing as much detail as I could in relation to the casualties and the circumstances to what had happened as we knew it, I handed over responsibility for the casualty management to the Ambulance and handed over responsibility for the trapped person to the Fire Service and gave autonomy to work within their specific area of expertise. This meant we took more a back seat in regards to these matters, assisting where we could when asked. 

Finally, as the incident began to draw to a close and the casualties subsequently conveyed for medical assessment at hospital. I adopted a more “Relationship Orientated Leadership” style as the incident had dialled down and the stakes had decreased slightly, making it less pressurised. This point we could work calmly together to work through any outstanding actions required at the close of this incident. 

This incident demonstrated my flexibility in leadership style as I adapted and changed it to suit the ongoing demands of a dynamic incident to which engaged multiple services. At different points the incident demonstrated that different leadership styles are more appropriate within Policing, given the flexibility of the incidents to which we deal with. A leader in police will deviate between many styles to suit the myriad of factors that will arise in the varied incidents to which we deal. 
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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 essay will critically reflect upon my three year probationary period within my role as a Police Constable at South Wales Police. It will consider how I have benefited from mentoring and coaching, how it has helped me to meet personal, professional and organisational goals and lastly consider how it has aided me to learn, develop and perform within the workplace. I will consider relevant coaching and mentoring definitions along with applicable theories and how I provide and receive feedback.
Upon commencing my role as a Police Constable within South Wales Police, I accepted that a three year probation with various milestones, a university degree alongside and managing a personal life would come with unique challenges. I knew from the offset I was trying to achieve the feat of completing my probationary period and be signed off as a fully-fledged all-round competent police constable who met the appropriate milestones and looked to progress appropriately by developing new skills. 

My position within the role initially was unique to the fact that, I had little to no experience at times dealing with the specifics of a call that I’d be dealing with. As time progressed then for the majority of the time, I’d also be more senior in service than the colleague I was in attendance with. I had perhaps at times completed tasks required once or twice under supervision during earlier stages such as tutorship or mentorship, however the expectation of  performing to the required standard to offer a victim led service and to ensure I’m fulfilling my role as Police constable correctly is still there, regardless of your experience. Upon reflection as time progressed, my position amongst the team changed. As I became more competent as my probation progressed, I became more versatile in dealing with the calls I attended and became a more relied upon member of my team. This told me I needed to display the correct attitude, behave and act appropriately and put the required will and effort into ensuring I developed appropriately and become an active contributory member to the team. I also considered that I’d need to try and maintain as much of a balance between work and personal life as healthily possible in order to maintain adequate performance within my role and perform well during my three year probation. 

I took various actions to ensure that I progressed appropriately within my probationary period. I ensured I completed the required milestones appropriately and timely, I enrolled on various courses such as Method of Entry, Taser, Station Breath Test Procedure and the Standard Car Response course to name a few and showed a willingness to learn by immersing myself in work and answering calls. To ensure I performed adequately I would always seek to understand anything I was not aware of or not sure of. This would aid with my development as I would be continually learning, gaining confidence as I progressed in order for me to have the knowledge to deal with incidents independently. Upon reflection I recognised the learning curve would not change nor would the work or call that we deal with, so I felt that a continued effort in order to progress would make my time easier during my probationary period. Additionally, I believe failure to take the actions I did would have resulted in a more difficult probationary period and increased stress. Which in turn would have potentially affected my performance in work and potentially my life outside of work too.  

I believe my approach to getting through and completing my probationary period has had positive implications for me, for my role and South Wales Police as a whole. I set out to achieve personally to become a police constable, my progression through the required milestones has ensured I have met the required standard through my probation thus far. This has meant that I have had no extra pressure for not meeting milestones or not progressing as I should at different stages which I am relieved about as the additional pressure may have been too much for me given the steep learning curve and expectations of the role. Additionally, the consequences of immersing myself benefited my role as I was able to perform appropriately which has opened more doorways to completing courses and becoming a better-rounded police constable. However upon reflection, consequences for not utilising my free time appropriately to complete university work in the earlier stages has led me to utilising other time, which had increased pressure on me during my probationary period.  
My probationary period has been a myriad of emotions. At times it has been extremely rewarding and others extremely testing. However upon reflection I realise that the more testing times were earlier on in my probationary period when perhaps my knowledge and skill set were still in the their infancy, therefore creating more stress or pressure in order to perform as I perhaps did not have the understanding in order to do so. As my probationary period has progressed however I feel I have grown into the role and I am more relaxed in the comfort of knowing what I am doing, most of the time. Furthermore, I have been fortunate in being able to develop favourable relationships with members of my team which has eased the burden at times with the ups and downs that come with being a police constable, upon reflection I do not believe I’d have been as focused or enjoyed the role as much if I did not have camaraderie within my role. My understanding of my own stress and my limitations has become better versed with me, the requirements of the job are demanding, that’s without additional academic work to go with it. 
Upon reflection my three year probationary period has been both rewarding but also challenging. Initially the learning curve within the role was steep, there was a lot of information and processes to understand and learn very quickly to ensure my competence within the role. The additional pressures of starting my career within the COVID 19 global pandemic added unique pressures of restrictive ways of life in and out of work and massive implication upon resourcing in work. This led to an increased expectation of those left in work, regardless of experience. Additionally, completing a degree alongside the role of a constable heaped additional pressure on me and it has been difficult at times to achieve an effective work life balance, especially when you have to utilise your rest days in order to meet deadlines. Upon reflection, I feel now that the pandemic has eased in terms of restrictions I can definitely say that it has eased pressure not only in work but in my personal life too. This easing of restrictions for the people we deal with in work and for myself out of work has meant that there was been less pressure and more freedom, which in turn has helped me in the latter stages of probation where I have been able to relax more. 

Throughout my probationary period and my subsequent development through I have benefitted from both mentoring and coaching. Mentoring, as defined by Eric Parsloe in the titled “Coaching and Mentoring: Practical Techniques for Development Learning and Performance” states that ‘Mentoring is to support and encourage people to manage their own learning in order that they may maximise their potential, develop their skills, improve their performance and become the person they want to be’ (Parsloe et al, 2009). Coaching then, as defined by the website CIPD states ‘coaching aims to product optimal performance and improvement at work. It focuses on specific skills and goals, although it may also have an impact on an individual’s personal attributes such as social interaction or confidence. The process typically lasts foe a defined period of time or forms the basis of an ongoing management style’ (CIPD, 2021). 

Mentoring, as explained above has benefitted my development throughout my probationary period as I have been able to interact with a police constable, who was already proficient, established and was in a position of knowledge within the role. This police constable became a teacher for me essentially, who provided help and advice during the infancy of my probationary period. Further to that, beside knowledge of the role and how to deal with aspects of calls and incidents to which we attended, the mentor also provided guidance and support to understand the culture of the role and provided experience to which I could draw and learn from. David Clutterbuck conducted research in regards to the matter and suggested that developmental relationships through mentoring progression through five phases; “rapport building, direction setting, progress making, winding down and moving on”. The first phase, characterised by building rapport occurred between myself and my tutor, we spoke and were able to understand if we were able to work together throughout the period of mentorship. I accept at this stage, I did not have much room for opinion or thought on my tutor as I was there to complete mentorship and move on with my probation, it was almost transactional and I would have been courteous and professional regardless. But we established a degree of mutual respect and he learnt to understand what I expected and my style of learning in order for me to succeed in learning the required prerequisites for the role.  
This then led on to the second stage that Clutterbuck referred, the setting direction stage. This was conducted early on in my mentorship phase with my tutor to which we understood the goals I needed to achieve and what I must work toward. Such as my incident checklist to which I had to attend specific calls and deal with them, this provided my tutorship with a sense of purpose as we both we aware of the requirements in order for me to progress and this was adhered to.

Next was the progression stage, this is the stage to which learning is the most intense and where I would have developed the most in the initial stages of my probationary period. It would have explored any issues, built my confidence and set targets in order me to continue progressing. This stage was the most difficult as I was conducting my initial probationary period in the midst of the first COVID 19 lockdown so at times meant I was limited in the variety of calls to which I could attend, thus making it difficult sometimes to achieve the initial targets or develop my confidence in areas that lacked due to the lack of call volume. My mentor was able to speak hypothetically by drawing on experiences at times, however this lacked real life practicality as it did not account for factors that would occur when the incident was actually dealt with itself. 

The fourth stage Clutterbuck refers to is the winding down stage. This where myself and my mentor reviewed what was done and achieved. During my probation this looked like having reviews with the mentor and my training constable to understand my progress and be signed off to progress to the next stage. This meant I met my personal goals, my professional goals and progressed accordingly which benefited the organisation of South Wales Police who had a police constable out of mentorship and able to progress appropriately without any additional support at that time. 
The final stage referred to by Clutterbuck is the moving on stage, which simply is meant to be a stage of the relationship that transitions from mentor and mentee to a colleague or even friend. Upon reflection, I say this stage fell down between myself and my mentor. Following my tutorship and as I gained the ability to go out with other constable, I found that my mentors style of working did not match that of others and I found I fared better with other constables. Although I met the required standard from my initial mentor, which helped me achieve my initial personal, professional and organisational requirements, I developed far more when I had more saturation from others and my initial mentor relationship had ended. 

Coaching within my probationary period I found has been an ongoing element. I am fortunate that I am in a position where I am surrounded by supporting colleagues who are able to offer their expertise at particular times or even the same from hierarchy. Additionally, I have benefited from conducting attachments throughout my second year of my probationary period to which I visited specific departments within South Wales Police, each of which have a specific remit to which they deal with. At each department I liaised with a subject matter expert who acted as a coach, I ultimately shadowed them in each and it helped me progress my own skills by learning and developing based on what they were doing, during these attachments I would then progress to completing tasks myself to add to my skill set and knowledge. This benefitted my progression as a Police constable and allowed me to benefit the organisation and my team whilst also achieving my personal goals. 
Throughout my probationary period, I have benefited from feedback. This feedback has taken many forms, to regular formal reviews, incident check lists or in the moment feedback following attendance at certain calls or the way in which I have dealt with certain incidents. This feedback has come from hierarchy, peers or at set intervals from initial probationary tutor. Then, as I have developed throughout my probationary period, I have gained confidence and a more well-rounded skill set that has allowed me the confidence to give feedback too, whether it be a less experienced colleague or providing some feedback to more experienced colleagues in the way in which they dealt with certain things. 
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