
[image: ]


BSc (Hons) Professional Police Practice 

LEVEL 6 - 40 Credits

Workbook title: Competency Based Workbook 5 (PCDA) 
12 elements 10000 Words - BMPF 6000D

(SOUTH WALES POLICE, GWENT POLICE AND UWTSD)


	Learner name: Michael Reid________

Learner’s University Registration Number:
1910650_______________________________







FACULTY OF BUSINESS AND MANAGEMENT
PUBLIC SERVICE PROGRAMME

Module title: Professional Police Practice 3 (PCDA) BMPF 6000D




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
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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:


As with any profession, standards have to be set for what constitutes the profession and requirements and values that members of the profession should uphold. It is only natural then, that this role should fall to the College of Policing with regards to outlining the standards required of the Police. The main issue with regards to Policing in the UK, and elsewhere in the world, is that usually, while the Police are ultimately accountable to the Government, each individual force is left to operate independently and independent of each other at that. The UK has many Police Forces each with varying responsibilities and geographic areas. For example, the Metropolitan Police have different responsibilities than South Wales Police with regards to the types of crime they encounter and the type of events that they are required to Police. Furthermore, as we’ve seen in recent history, the Metropolitan Police are often scrutinised far worse than any other force in the UK. It's this scrutiny that helps to highlight the importance of Policing becoming a profession. It’s important to reflect on the failures of the past, whether recent or historic, and understand why these failures have occurred to better enable us to implement measures to avoid these failures moving forward. 


Policing cannot be compared to any other profession with regards to setting out a concrete scope for “This is how you approach this problem” purely down to the nature of the role. Each incident is unique and must be judged on its own merits and each Officer attending may pick out different parts of the incident to focus their attention to. 



The Police have been held to a high standard historically, with the Code of Ethics underpinning the core values of the service since 2014. College of Policing state “The Code of Ethics was produced by the College of Policing in 2014 in its role as the professional body for policing. It sets and defines the exemplary standards of behaviour for everyone who works in policing.

It is a supportive, positive, everyday decision-making framework and is a constant reinforcement of the values and standards that policing is proud of. It is intended to encourage personal responsibility and the exercise of professional judgement; empowering everyone in policing to ensure they always do the right thing” (College of Policing, 2022). It’s important that the Police have a set of rules to abide by, on a national level. This helps to prevent issues where for example, officers in the Metropolitan Police are held to a much different, and potentially higher standard due to the scrutiny, than officers who serve within Dyfed Powys Police. This Code of Ethics allows us to have a set standard to abide our behaviours by, and something which is mandatory for any profession, as without it, the public, the government, and serving staff and officers would struggle to understand what is expected from them, and how they are supposed to act, which would always lead to individuals pushing the boundaries of what was allowed. 

College of Policing state that the main components of the code are the Policing Principles and the Standards of Professional Behaviour:

“Policing principles
•	 Accountability
•	 Fairness
•	 Honesty
•	 Integrity
•	 Leadership
•	 Objectivity
•	 Openness
•	 Respect
•	 Selflessness
Standards of professional behaviour
•	 Honesty and integrity
•	 Authority, respect and courtesy
•	 Equality and diversity
•	 Use of force
•	 Orders and instructions
•	 Duties and responsibilities
•	 Confidentiality
•	 Fitness for work
•	 Conduct
•	 Challenging and reporting improper conduct”
(College of Policing, 2014)

As we can see from the list above, it’s clear that Police are held to a high standard. Each standard, and each principle can be expanded and explained in more detail, which the College of Policing have done in the main code of ethics document. It’s this document, which is publicly available, that allows people to understand what to expect of the Police, and also how to challenge behaviour and on what standards this challenged behaviour will be scrutinised by. This code was introduced to define the expectations of the Police, and to bring policing in line with other professions that have their own codes of practice (College of Policing, 2014).

To this end, we can look at a document produced by the College of Paramedics, outlining their “Scope of Practice.” This is just one of the other professional documents referenced in the College of Policing own nod to bringing Policing in line with other professions. 

“To assist the Paramedic in understanding scope of practice and its implications for them in the context of the wider profession, this guidance sets out several key
concepts that aims to:

• Broadly contextualise scope of practice for Paramedics.
• Establish the principles that define an individual’s scope of practice within the
framework of the overall professional scope.
• Outline the education, training, and supervision requirements for Paramedics
across the levels of practice.
• Explore factors that may govern the current limits of practice or seek to broaden
those limits through legitimate development of extension to the scope of
practice. 

By utilising this document, the Paramedic will be able to identify and reflect upon their level of competence and understand the limits of their practice. Based on a self evaluation of their abilities against the accepted professional scope of practice, the Paramedic is then able to identify and prioritise their own learning needs and where they should aim to improve their skills and competency” (College of Paramedics, 2021). Paramedics have been a profession for longer than the Police, and as such, their documents will be far more established and set in stone. Paramedics have been required to have a university degree for much longer than the Police, and are also registered healthcare professionals. There is a requirement in this field to keep knowledge up to date, and to keep qualifications valid by attending retraining or reassessments. This is something that the Police do not have in place currently, with regards to reassessments on knowledge and procedures. The Police have an annual or biyearly Officer Safety Refresher, but no real classroom based training as ongoing professional development, and instead, there is a large emphasis on an on the job reflection approach, and on the job learning. 

The concept of professionalising the police isn’t a new one in the UK. Published in 1977, (Holdaway, 1977) states that “Two definitions of professional policing exist within the British Police Service; these are the ‘managerial professionalism’ of the work force. The professionalization of the service and the introduction of Unit Beat Policing aid the continuing separation of these two conflicting definitions of urban policing.”

Holdaway (1977) goes on to explain further: 

“The hallmark of police professionalism was founded in three inter related principles. First, the acquisition of specialist knowledge of particular aspects of policing and the restructuring of the organization into specialist units, in order to provide a framework for practice. Secondly, to a significant extent, specialist knowledge was based in the use of technology. Knowledge of vehicular policing, telecommunications and computerization became relevant the development of systems of policing. Thirdly, although discretion has always been an integral feature of policing, the development of professionalization lead to the principle of 'informed discretion'. A stress was placed on the collection of evidence prior to, rather than after, arrest.” This goes to show, that even in 1977, the Police were trying to adapt and change into a more professional ‘profession’. This was however resisted by many, including some Officers who preferred to just go out and get an arrest to conduct ‘real police work’. The shift in evidence gathering prior to arrest shows that the Police were making an effort to become more accountable, and by extension, more professional. The expansion of specialised roles and knowledge helped to show a willingness to adapt and change to the environment and the times around them. This was a time before the College of Policing, and a time where there was much less social media and informal information sharing. The above three principles are still very important in Policing today, we still have specialisms, expanding our knowledge on different types of criminality, and we still routinely conduct as much of an investigation as possible before an arrest, provided there’s no pertinent reason to expedite an arrest. 

“The scope of the Code of Ethics, however, extends beyond its statutory basis as a code of practice. The expectation of the professional body and the public is that every person working in policing will adopt the Code of Ethics. This includes all those engaged on a permanent, temporary, full-time, part-time, casual, consultancy, contracted or voluntary basis. It also includes all forces not funded by the Home Office and any other policing organisations outside the remit of the Code as a code of practice” (College of Policing, 2014). This highlights a further point when it comes to Policing in the UK. Not all forces are governed by the Home Office. We have many, non home office forces in the UK, which means that the Home Office, while it can set guidelines for most forces, it has no power over the British Transport Police, or the Ministry of Defence Police. These still contain fully warranted Police Officers, with the same powers as the Home Office forces, but with differing responsibilities. Because of these powers, it’s important that they are held to the same standards of professional behaviour as all other Police Officers. If policing is to be a profession, it needs to be uniform across the board. A paramedic based in London, still does the same role and the same job as a paramedic based in Swansea, and when they attend a call, we expect them both to conduct themselves to the same high standard. The Police should be no different in this regard. 


With regards to my own role in Policing. Becoming a professional Police Officer is a long journey, and one where we must evidence everything that we do. We must complete our Occupational Competency Portfolios, and self reflection documents. Our supervisors must sign off on us being competent and professional officers. At this stage in my career, I am carrying more experience on my team than six of my colleagues, and more experience than three of them combined. My role on the team is integral, despite still being a ‘student officer’, I am still a person that many people will approach for guidance or questions. To this end, I must be making efforts to ensure that I am meeting the expectation of the force, and the College of Policing. I always ensure that I reference back to the code of ethics and the national decision making model when attending to duties in my role, and each job that I attend, I am conscious that I am presented with an opportunity to make 1. A positive impact on members of the public, and 2. To evidence my competencies as an officer. By engaging with the programme of study, and my own forces probationary structure, I am working towards evidencing my own professional police competency. This is an important part of Policing, as I must demonstrate that I have the skills, and the knowledge behind me to allow me to function as a competent and professional police officer. To aid us in evidencing competencies, the PEQF was developed by the National Police Chief’s Council. They state that:


“There are a number of key drivers for the introduction of the
PEQF:
• Policing does not currently have consistent, national
education levels for all policing roles or ranks that reflect its
current and future challenges, or an entry level qualification
that would be considered commensurate with that of a
profession.
• There is wide-ranging, variable and inconsistent practice in
terms of the implementation, assessment and accreditation
of initial police education across the 43 forces in England and
Wales. This inconsistency undermines the professionalism of
the police force.
• For most professions, a nationally recognised system of
accreditation demonstrates that individuals have the
required knowledge and skills for their role and thereby
offers assurance both to the public and to the members of
the profession itself. The police service remains considerably
out of kilter with other professions, particularly those
who work to protect the public, with regard to its formal
education standards”
(NPCC, 2018)

Essentially, this means that the goal in policing is to make the accreditation of being a substantive Police Constable, holds the same weight regardless of which force this has been achieved in, and that each Police Constable has to work to the same standard nationally, giving the status of a profession, and giving the public more confidence in the quality of Police Officers and the work that they conduct. 

When entering my final year of probation, I had two years of service under my belt. This meant that I had a broad albeit general knowledge of how to conduct myself and in the role. This was a vast difference from starting as an officer only 6 months in, and meant for me, that I had approached the point where a few years ago, every Police Constable would be substantive. This meant that there was a lot more pressure on me, placed mostly by myself, but others, to act and perform to a level where I am independent of any support and able to handle situations by myself, and teach others what I know. I would argue that my role as a Police Officer has not changed by simply being in my final year; however, my expectations of myself have changed with regards that I expect myself to be able to conduct myself better, and to perform to a much higher standard. 

In reflection, this answer has discussed the various bodies for establishing a professional policing practice, along with measures they are taking to help work towards that goal. Furthermore, I have touched upon a more historic article discussing professionalising the police in 1977, demonstrating that this concept of professionalising the police is not a brand new concept, and has always been something that has been a goal of the service overall. 































2328 words
1

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:



Social media is an influential part of modern life. Most people use social media in some form, and many celebrities and companies have taken to using the platform to extend their reach and directly engage with their customer base. This is no different for services such as the Police, Fire Service or Ambulance Service. Tools like Facebook, Twitter and Instagram are a daily part of many people’s lives, and help to enable people to keep in contact with friends and family. With easy access to the internet on our smart phones, we have easy access to information at all hours of the day. Anyone who has the BBC News application installed on their phone is eligible to receive a push notification when a breaking news story takes place. Most recently, we can see this being used for the Ukraine and Russian war, however this can be used for many breaking news stories. Unfortunately, as of late, many breaking news stories have been focused on developments of ongoing criminal investigations of a high profile nature, such as the Downing Street Covid Breach party, and also directed towards misconduct of various Police Officers who serve with the Metropolitan Police Service. Due to the nature of their role in Policing, and being the largest Police Service, covering the capital city, they are naturally going to be subject to more scrutiny. In recent years, especially with the Sarah Everard murder, it transpires that a lot of the negative press that the Metropolitan Police Service is receiving is down to the misconduct of a handful of individuals, and not directly indicative of an issue within the Police Service. With this said, it appears that there is a story to be made whenever a further incident occurs, as we have seen most recently with the recent coverage of the strip search of a minor in London. Because of this large media coverage, each Officer in the UK has to keep in mind that their actions could be recorded at a moments notice, especially with the prevalence of smartphones, and that anything they say or do could potentially be used against them in the form of a complaint or, if it goes viral on social media. 


As professionals, we must be aware that the communities we serve are not always aware of our procedures or how we work, and due to the fact that we handle information which is sensitive and personal to people, they are not often at liberty to know why we do certain things. With this in mind, it’s important to remember that a high level of trust is required between the public and the Police, to enable the public to trust that the Police are acting fairly, without bias and conducting themselves properly. To this aim, many forces will utilise social media to explain what has happened at certain incidents, and often briefly explain why. This can be limited however as often specific information cannot be divulged or shared without breaching the law, or without prejudicing any potential court proceedings which may arise from the incident. Lets look at the issue of confidence within Policing. 

“There is substantial evidence in the existing criminological literature to suggest that confidence in the police is driven by a broad range of individual and area-level characteristics, such as perceptions of disorder, crime, collective efficacy, policing practice and experience of and sources of information about the police. However, this body of research is based almost entirely on analyses of cross-sectional survey data. This is problematic in two major respects. First, because of its essentially static nature, cross-sectional regression can say nothing about what drives aggregate confidence in the police over time. And, second, because confidence in policing as a measure of police performance is assessed by population average, rather than individual-level preferences, the cross-sectional evidence does not speak directly to the level at which confidence in the police service is actually assessed.” (Sindall, Sturgis and Jennings, 2012)

This shows that confidence in Policing is not a simple concept, and one that is influenced by many factors. The most relevant one from the above reference would most definitely be the sources of information about the police. Social media is a large part of everyday life for many people, across many different applications and platforms. For example, in daily life, most people have a Facebook account, and a large proportion use Twitter. Instagram, Snapchat and other platforms are among others that people use, and this list is not exhaustive by any means. Social media is influential in what an individual is exposed to with regards to information, the opinions or facts they come across, and many of the casual knowledge they pick up and learn. With this in mind, it demonstrates how important social media can be to inform the public about what the role of the police is, and what the police are getting up to. It’s too easy to look at the news and see another negative news story about the Police; however, the positive stories about the Police are rarely reported. The Police are heavily criticised, and rarely praised, mainly down to the fact that they are expected to do their jobs properly, and why should we praise someone for doing what they are supposed to in the first place? 



Lets look at the role that social media plays in a modern society, and highlight how influential it can be, and how important social media is to our daily lives.
“Over the past decade, media has undergone a fundamental shift. Traditional
media such as television and radio provided content in a one-directional manner,
disseminating content created by a company or corporation to be consumed by
passive viewers. Alternatively, new media - often called social media or interactive
media - provide endless opportunities for users to act as both consumers and creators of media. Examples of interactivity on social media may include posting a new photo to Instagram, commenting on a YouTube video, or “downvoting” content on Reddit“ (Riva, Wiederhold and Cipresso, 2015).
Riva et al highlights that traditionally, media was one way. We would engage by watching the television or reading a newspaper, and then take what we saw and read and discuss it with our friends. These discussions however, would not be made available to a wider audience, to the individuals writing the initial story or report, and would not be heard. This meant that there has potentially, historically been a disconnect between public opinion, and reporting. Because social media has now shifted, we, as the audience, are able to give back to the content creators, and even create our own content, allowing for us to have a collective say in what our feelings, opinions and thoughts are, and if many of us are in agreement, this can be come to be seen as an influential opinion that is taken seriously and can have an impact on how our laws are debated, or how the traditional media reports on things. 

There are several theories in relation to the influence of social media. One of these theories is the Uses and Gratification Theory (UGT). “UGT “provides a framework for understanding when and how individual media consumers become more or less active and the consequences of that increased or decreased involvement” (West & Turner, 2007). The theory has five main assumptions:
(1) an audience is active and goal-oriented in their media consumption, (2) media
are used for gratifications, (3) media are in competition with other means of need
satisfaction, (4) people understand their personal media use, interests, and motives
enough to communicate with researchers about their choices, (5) the audience
members are the only people who can make judgments regarding the value of the
media content” (Riva, Wiederhold and Cipresso, 2015).

Looking at this theory, we can see that point 1 is focused on people being goal oriented in their media consumption. This, put simply, means that people will often seek out the type of content they wish to consume, rather than stumbling across it organically. This is in stark contrast to years gone by, where an individual would pick up a newspaper, and what was printed in that newspaper would be the content that the individual would consume. Now, when we look at this theory, we can see that a person has choice with the content they consume, therefore would only tend to seek out the type of content that they wish to consume and ignore the content that they have little to no interest in. People may also seek out controversial content in order to generate their own content by way of a reaction or an opinion, which means that largely “pro police” stories, may not be content generating stories due to the issue I mentioned before, which is people expect the Police to be doing their job, so why praise them for doing what they are there for. 

Other theories of media consumption exist, for example, “Cultivation Analysis” which (Riva, Wiederhold and Cipresso, 2015) state that it grew as a response to pervasived television culture and based around “the initial idea that mass communication cultivates certain beliefs about reality that are shared and held in common among mass communication viewers”. This is the theory that people were subject to the content put out, and the scope of further consumption of content was limited and therefore what was put out tended to have an impact and an influence on majority public opinion.

With the above in mind, it’s important that the Police are using social media. One of the original, founding Peelian principles of the Police were that “The public are the Police, and the Police are the public.” This is important to keep in mind when we consider that the Police are acting on the behalf of the public daily, and efforts need to be made to prevent an “us and them” mentality or situation from occurring from public opinion. Social media was initially slow to be taken up by the Police. Often large organisations are slow to adapt, and the Police are no exception to this.
“For example, the Metropolitan Police Service (MPS)—a force consisting of a quarter of all the UK’s serving police officers— had failed to exhibit the type of gusto displayed by (say) the Greater Manchester Police in comprehensively establishing Twitter accounts at grass roots level” (Akhgar, Bayerl and Leventakis, 2019). We do however, begin to see some of the advantages of using social media in Policing, when we look at “A similar approach to this was utilised later that same year by the UK’s Metropolitan Police Service (MPS), as part of their quest to bring miscreants involved in the so-called London riots to justice. As part of their initial attempt to identify suspects via crowd sourcing, the MPS posted CCTV and photographic images of the individuals concerned on the Flickr website, and used Twitter to raise public awareness that such a campaign was now in operation. The force backed up this approach by also appealing to members of the public to send in their own images and videos of the event (Crump 2011). Within a day of having been posted, the Flickr image had been retweeted no fewer than 8500 times and viewed on 4.3 million occasions, providing ample proof of the immense potential value of social media for police intelligence gathering (The Police Foundation 2014)” (Akhgar, Bayerl and Leventakis, 2019). This highlights that social media can be used to help rally the public towards a common cause, almost drafting in and ‘deputising’ members of the public as investigators in the Police service. The intelligence gain that can potentially be had by simply sharing things on social media is massive, and not something to be overlooked. The flip side to this however, is that if a large social media campaign is undertaken to identify key individuals in a major high profile crime, the public often expect a follow up on this investigation, further information to be provided when for example, a main suspect is identified, arrested, charged. If these things do not happen, then this might go some way to harming confidence in the Police, as they’ve seen first hand, the Police ask for assistance, and then the Police not achieving what they’ve set out to achieve by solving the crime. This could be made worse when the Police decide to discontinue a case due to lack of evidence or that it’s not in the public interest, people may begin to feel disheartened about this, and struggle to comprehend the reasons behind this, instead, viewing it as a binary issue, where the Police should be taking positive action because this crime has been committed, without having a wider knowledge about the law, court procedures or why the Police make certain decisions that they make. When keeping in mind the idea of asking the public for help, we need to be aware that the Police can utilise social media as an intelligence gathering tool, allowing them to predict and anticipate social events, and potential public order scenarios. For example, the Police can monitor Facebook or Twitter to ascertain when and where certain demonstrations or protests will take place, and can use social media to monitor how many people plan to attend, and from those planning to attend, what they intend to do. Some people may decide to make the event violent, and by anticipating this, the Police can put tactics and measures in place to mitigate the risk posed to the public, and the Police themselves. 

Modern social media is also a two way platform. This means that members of the public can voice their own opinions on the Police, and can often do this anonymously. Furthermore, crimes committed on Facebook and Twitter are often reported to the Police, and it’s important that the Police move with the times in order to effectively Police the communities that they serve, and to take full advantage of social media with both growing and expanding their own influence and portrayal through social media. To many members of the public, when they constantly see negative portrayals of the Police in traditional media, often all they need to offset this would be some positive engagement from the Police, or admissions from the Police that a mistake was made, and having the Police document how they are committing to change. 
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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:

Policing as a profession, is based around leadership. While the Government lead the country, the Police in their capacity, must lead people in certain circumstances. The Police are often seen to be the service that everyone looks to in times of need, when they need help, advice, often comfort, or to deal with the problems they have. The strains and stresses on the Police Service are wide spread and wide ranging. The Police are expected to go to mental health jobs, jobs involving crimes, general concerns for welfare, attending sudden unexplained deaths, jobs involving traffic issues, and many more.  This list is not exhaustive; so it’s important that the Police utilise leadership strategies in order to effectively lead a situation even when there may be a knowledge gap in what needs to be done. 


Leadership is required in every field of business, whether that be Policing, Education, Government, Business, and can even extend to certain recreational activities. Most sports have rules, and with those rules, come people who enforce the rules, people who lead the team (Think team captains in Football and other sports), and people who help others improve their game. With leadership being required in many aspects of life, it’s important that we develop effective leadership strategies to aid us in leading properly. To this end, Faddis (2020) outlined 10 strategies for ‘successful and ethical leadership’:
“Strategy #1: Identify and Model Your Core Values
Strategy #2: Be Curiously Introspective
Strategy #3: Listen Generously
Strategy #4: Create an Inclusive School Climate
Strategy #5: Discover Your Community’s Hopes and Dreams
Strategy #6: Unify Around a Collective Vision
Strategy #7: Consider Moral and Legal Consequences of Decisions
Strategy #8: Ensure Equitable Processes and Outcomes
Strategy #9: Walk the Talk
Strategy #10: Become a Strategic Influencer.”

It’s important to note here that Faddis was a leader in an education environment, so much of their writing would be surrounding leadership in education, as this was the knowledge base that they had to work from. However, to discount this purely because it’s not directly related to our own field of work would be a mistake, as we can always borrow ideas and theories from elsewhere to apply them to our own field of work or study. Education and Policing aren’t necessary worlds apart. They are both alike for many reasons. The main reason would be that a local school educates local children which come from a diverse and wide range of backgrounds. The school has to interact with the parents, and policies that the school has in place could have an impact on different cultures and ethnicities. This is not unlike the Police where a local Policing team could interact with people from a variety of different cultures, and have to meet the expectations of these people from different cultures. What we can take away from Faddis’ work is that to become an effective leader, we need to have an end goal in mind. Leadership is much like building an adaptive road map towards achieving the goals that we set out to achieve, and much like Policing, when a Police Officer arrives at a domestic incident, some may be simple, as in person A is responsible for an assault against person B; however, we must be aware that it’s not always this simple, and an effective leadership model can help us achieve the correct result from the investigation without wasting too much time and effort in the wrong places.

Police must not only lead against the public; but also with each other. In the Police, there is a focus towards a uniform rank structure, which takes precedence. So for example, a Sergeant is a leader of a team usually, and has command and authority over the Constables that serve on that team. However, with the Constables that serve within the team, they all have varying levels of authority. One Constable will be designated an A/PS, which stands for Acting Police Sergeant. This role means that when the Sergeant is absent, they assume the role at a basic level to ensure the function of the team is maintained, without having to draft an external individual in. This has many key benefits, as it allows individuals who wish to progress their career to gain real leadership experience, and also, that person serves on the team, they know the team members, how best to treat them, they have to resume their former position as one of the team once the Sergeant returns, therefore they won’t make any outlandish or controversial decisions, and ultimately try to be fair to everyone while assuming the role. Aside from the A/PS, we also have length of service seniority in the Police. This notion, is the idea that while all Constables are of equal rank, a 3 year service Constable will take advice and follow the direction of an 8 year Constable while undertaking duties. This means that leadership in the Police does not end with members of the public, and we often lead each-other. For example, in my role, I have been crewed with many Constables who are much younger in service than myself. This means that I will assume the role of ‘Primary PC’ as we informally refer to it as, which means I make most of the large decisions in the pairing, and will often guide and advise the other party while dealing with an incident. This is especially true when crewed with members of the team who are fresh out of tutorship, and are still very much trying to learn on the job and find their own feet. 



To examine leadership, we could look through history to see how the theory of leadership has changed through the years.
“Leadership research has gone through different phases. First, leadership was examined using the ‘trait theories’, among them the ‘great man theory’, which proposed that leadership was an innate ability. Some are born to lead; others are not. If an individual has leadership traits—or the leadership gene—undoubtedly it will manifest itself no matter what the situation. ‘No one believes that any more’, John Gardner wrote in the 1990s. ‘Acts of leadership take place in an unimaginable variety of settings, and the setting does much to determine the kinds of leaders that emerge and how they play their roles.’” (Scott and Freeman, 2021) This was the notion that people were born ‘leaders’. When we look at the Police Service, we are supposed to be the public, and the public the police, so the notion that some of us are ‘born leaders’ is preposterous and not in keeping with the principles that found the Police at all. If we applied this, and only recruited officers that were ‘born to lead’ then it would lead to a major divide between the Police and the Public, ultimately culminating in an ‘us and them’ type situation. The Police are supposed to be representative of the communities, and reducing them to an ‘elite class’ of people does not achieve this goal. 

To highlight that this was not a compatible manner to think regarding leadership:
“The focus then turned from traits to behavioural theories, which could include autocratic, democratic, and laissez-faire leadership styles. When those theories ran their course, scholars identified contingency theories of leadership, which assume that leadership varies according to situation and context, with no one specific universally effective way to be a leader. Later models drew from these three basics but turned their focus onto leadership as a change process and the leader as the primary catalyst of change.” (Scott and Freeman, 2021) This shows that leadership is more situational, and contextual in nature. We cannot say that one way of leading is simply the superior way, and we should model after that. Each method has strengths and weaknesses, and with the Police, no one leadership model applies. This is because Police work is so varied as touched upon above in this answer, different leadership styles may be more effective depending on what we are faced with. 

Scott and Freeman (2021) go on to reflect on what Plato originally wrote: “We suggested that we think about leadership and leaders the way we might think about games. There are many of them which have many different aspects, but it is impossible or at least not very useful to try and define ‘what is a game’. While Plato might have thought that there is ultimately a single definition (or ‘form’) of leadership, in the Republic he is also writing in a practical way about justice in the state, while criticizing Athenian democracy. Therefore he doesn’t make the mistake of trying to first define what leadership must be.” This is an important thing to take away. Defining what leadership is, may hamper our ability to develop effective leadership strategies, and with the Police, we need to be effective leaders. 

Kippenberger (2002) explains that we develop a sense of leadership from a young age, based on the books we read, the characters we are exposed to. He further goes on to explain that growing up we then look at history and identify leaders throughout history. He also says “It is altogether natural, therefore, that we absorb a strong sense of leadership as a mysterious yet highly individual quality that certain great people seem to reveal at portentous moments in history. ‘‘Cometh the hour, cometh the man.’’ And indeed it is true that there have been remarkable people throughout history who have made an extraordinary impact on their times. But, taking the world’s population through time, they are surprisingly few and far between.” This is important to note as in Policing, we are not few and far between, we are common and anyone can become a Police Officer. It’s important to remember that while we are expected to be leaders, we are not expected to be generation defining. We are there to get through that specific situation at that specific point in time. For example, with my own leadership, when I initially joined this role, I was not very outspoken, I was very quiet and very much would not take the lead. However, as I’ve developed as an Officer, I have begun to take a more leading role, a more involved role with members of the public. Wearing a uniform that says ‘Police’ on it, often fosters that sense of leadership without the person having to do anything to further this. People will naturally see the Police as an authority figure, and in turn, a leader. This does not mean that we don’t need to be concerned with being effective leaders, and some people will see the uniform and the authority as a potential challenge to beat. This means that we need to be robust in the way we handle situations, scenarios that we are presented with. 

Further looking at Kippenberger (2002), we see that there are certain ‘traits’ that are seen to be found in leaders. These are:
“capacity – such as intelligence and judgment;
achievement – in the form of scholarship or knowledge; 
responsibility – self-confidence and dependability;
participation – sociability and social adaptability; and 
status – both socio-economic and in terms of popularity. “
These traits in themselves do not make anyone an effective leader, and it also doesn’t mean that not having these traits make you a poor leader. These are simply traits that are commonly identified and found in leaders. Kippenberger (2002) also identifies steps to becoming an effective leader:

“know and be yourself;
listen and learn;
communicate;
adaptability, flexibility; 
no style without substance;
competencies, competencies, competencies;
 keep developing your ‘‘EQ’’;
care for people and the job;
set the example; and 
get the best out of people. “

These steps, reflect similarly to the strategies referenced earlier by Faddis. The key take-away point is that each model requires a certain level of knowing who you are, and what type of leader you are. This can be directly translated to Policing, as we need to know our own qualities before we can lead other people effectively. When we look further, setting the example, this is another trait that is expected of the Police. There’s no point a Police Officer stating that someone is committing a public order offence by swearing, if that same Police Officer then proceeds to swear in the street, whether engaged with the same incident at the time or not. Caring for people and the job is equally important. If a Police Officer doesn’t care, then they are simply falling short of the code of ethics and standards of professional practice set out by the College of Policing. It’s important that a Police Officer has a level of empathy, and makes an effort to find the solution that best appeases to those involved in the situation. Furthermore, this links up to responsibility as a trait, as it means that the individual is taking a responsibility for the circumstances, and showing themselves as a dependable figure, something which is important, and often expected of Police Officers. 

With my own experiences, I often find that at a call, it depends how the people I interact with are acting, that informs how I will see fit to deal with them. For example, I’ve found that with drunk people, it’s often far more practical to be blunt, upfront, and state the facts as they are in a definitive manner in order to achieve the desired result. I find that drunk people are far more likely to argue with your decision unless you place it down firmly, and give them clear instructions. Being decisive in your decision making is key here, and showing a good level of leadership where by your tone, you are informing them that you are the individual in charge, not them. When it comes to, for example, vulnerable individuals, I find that a softer approach is often key, and goes a lot further than trying to be decisive with them. The decisive approach, which is practical for a drunk person, may only serve to upset a vulnerable individual, making achieving the end result in that scenario a lot harder. With that said, leadership is highly dependent on the circumstances and set of facts presented in front of you, and is very much not a one size fits all answer. 
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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:


As a Police Officer, and a new Police Officer at that, we are often forced to reflect on our own achievements and experiences, often noting what we have done well, and what we need to do to improve. A key part of this reflection, is drawing on the experiences, advice and mentoring of colleagues, supervisors, and even members of the public with regards to how a specific situation was handled. No two Police Officers have the same amount of knowledge and experience behind them, therefore it’s important to utilise mentoring and coaching as a means of reflection, and improving on past experiences to provide a better level of service moving forward. 

Firstly, lets have a look at the definitions for what coaching and mentoring are. 
“‘Mentor’ was the name of a character from Greek mythology who was a wise and trusted adviser or counsellor. Until recently, the word kept that meaning: it is a word that is regularly used by politicians, sports people, actors and other performers to describe the person whom they chose as a role model or someone who had a significant early influence on their professional careers. ‘Coaching’, on the other hand, only became widely used over the last two to three hundred years. It was initially used to describe the activity of helping transport a person’s knowledge and skills towards a higher level, mainly by a form of teaching or tutoring. In the 20th century, however, it became most widely applied in the context of sport and performance” (Parsloe and Leedham, 2009).

To look at mentoring and coaching in the Police, we must first look at how my own experience of probation has been so far. When I started my role as a Police Constable, I spent six months in a classroom based teaching environment. This was necessary to help me build a knowledge base of the law, my powers, what is expected of me, to learn tools such as the National Decision Making Model, and how to apply them to critical thought and utilise them operationally. I was also taught the basics of how to become a Police Officer in terms of personal safety, effecting an arrest safely, and lawfully. When this concluded, I was posted to an operational response team in a city. This was then followed by three months of what is labelled tutorship. This means that I was placed with a tutor constable who was experienced in the role, who would guide me, coach me and try to teach me how to properly conduct myself, how to make the correct decisions, and how to deal with incidents that I was presented with. 

With the above in mind, it would appear that the main phase of “tutorship” could be described as most similar to the ‘coaching’ definition that Parsloe and Leedham made reference to. It could be argued that the concept of tutoring is to help raise an individuals knowledge and experiences to a more proficient, or experienced level. When a Police Officer becomes operational they have limited to no experience to draw from in terms of applying what they’ve learned in the real world. Some Police Officers have an advantage in this respect in that they were a PCSO or a Special Constable before becoming a Police Constable, however, these experiences may not directly relate. While they may have an advantage initially compared to someone with no experience whatsoever, they may also find that their experience can make them a little arrogant, which could lead to mistakes in their decision making abilities, or an overconfidence in their own abilities. This in turn, could lead to damaging confidence with the Police, as while an individual wears the uniform of a Police Officer and acts in the capacity of a Police Officer, their actions could be taken to be representative of all Police Officers, when we know it probably shouldn’t be. This helps to illustrate why this ‘coaching’ or ‘tutorship’ period is so important in Policing, as it helps to guide a new Officer towards the appropriate way to act, make decisions, and also on what previous experiences may aid the decision making process, and also highlight what might impede this process. 

On the topic of coaching, (Parsloe and Leedham, 2009) write about “The Generic Coach-Mentoring Process”, and they say:
“The four stages of the generic coach-mentoring process are: 1. Analysing for awareness of need, desire and self. 2. Planning for self-responsibility. 3. Implementing using styles, techniques and skills. 4. Evaluating for success and learning.”

They then go on to explain that “Coach-mentoring can only start when learners develop an awareness of the need and desire to improve their performance or change the way they have been doing things at work, as well as in life generally. Without a genuine recognition of need and desire, it is almost impossible to change behaviour” (Parsloe and Leedham, 2009). This is important, especially in the Police. There must be a desire to improve. Each student officer needs to show this willingness to adapt and change, and improve their methods. This circles back to the notion that a former PCSO or Special Constable may draw too heavily on their past experience, believing themselves to be above a certain standard they should be at in this specific moment of their career, and therefore diminishing their drive for self-improvement, prohibiting them from improving as a Police Officer, even with full support from their peers on offer. This is why it’s so important that the force, as a service, evaluates people on their self-improvement. For example, in the Police, with myself, I have reviews that check up on my progress. In these reviews, with a training officer, I am expected to speak about ways in which I am improving, my areas for further development to target my learning moving forward, and to set out a plan for how these goals are to be achieved. This is also the opportunity to raise any issues, and if further support is needed, then this can be arranged moving forward. 

This notion of a ‘tutorship’ phase in Policing is not a concept unique to the discipline of Policing, and is widely used in business applications. “Better understanding of how protégé and mentor personality characteristics influence mentoring relationship success can help organizations better utilize formal mentoring relationships. Many organizations have attempted to harness the potential benefits of mentoring relationships by introducing formal mentoring programs in which members of the mentoring dyad are ‘assigned’ to one another” (Turban and Lee, 2008). This helps to demonstrate the importance of mentoring. Mentoring has many benefits, which are largely focused around improving new employees and company efficiency. 
It’s important to note however that there is a difference in people who willingly go through a form of mentorship, and people who are essentially selected for it. There could be many issues to overcome in the situation of having a mentorship arranged, which could boil down to personality differences in the mentor and the ‘protogé’. Turban and Lee (2008), hypothesise “There is some evidence that individuals who are, or have been, protégés differ in terms of personality characteristics from individuals who have not been protégés. However, these studies are somewhat limited because it is not clear how the relationship developed (i.e., whether the protégé initiated the relationship, whether the mentor sought out the protégé, or both). For example, protégés who initiate mentoring relationships may have different personality characteristics than protégés who are selected by mentors, although research is needed to investigate this proposition.”
This helps to highlight that personality traits can have an impact on the effectiveness of the methodology used, and as previously mentioned by Parsloe and Leedham, the learner needs to have an awareness of their own needs and desires to improve. With arranged mentorship, this may not be present, and especially in Policing, where this phase is pre-arranged and not based on individual needs, it’s important to institutionally devise a methodology which helps to identify areas for improvement, and embed this in the learning culture of the Police, emphasising that as a professional service, we must be focused on improving at every opportunity. Not only should there be a focus on what we need to improve upon, but there needs to be a focus on giving us the tools to act on these theories for improvement, and a framework in place to ensure that the improvements we embark on, are the correct ones. This could link back to the standards for professional practice set out by the College of Policing, which focuses that the standard an officer should be held to is that would another officer, of the same length of service, presented with the same information, reach the same conclusions or decisions than I did in that specific set of circumstances, or that would my decision have been a reasonable one to reach for another competent and capable officer of a similar experience level. 

Parsloe and Leedham (2009), go on to explain about stage 2 of their coach mentoring process “It has long been argued that effective learning and development only really occur when the individual takes personal responsibility for the outcome. The planning stage of the coach-mentoring process is the opportunity for the learner to begin to exercise responsibility. There is a temptation to ignore this stage, particularly if the coach-mentor or learner has an activist learning style preference and is impatient to ‘get on with it’. Busy managers are also inclined to ignore this stage and often prefer the informal ‘Let’s do it on the run’ approach.” They then go on to explain that missing this stage can lead to the mentorship and coaching to become unstructured and ‘ad-hoc’, which will lead to the process failing to tackle the issues that it needs to face. In the Police, this phase is fairly structured. We have an Occupancy Competency Portfolio (OCP), which guides our learning towards demonstrating we can tackle certain scenarios and types of calls without too much outside help. We use this to focus our learning, focus our coaching and to direct what types of issues we may need to focus on. For example, a Police Officer would not pass the OCP if they could not demonstrate that they knew when it was appropriate to arrest, or when it was lawful and proportionate to deploy stop and search powers. This is the initial framework which goes towards demonstrating that each and every Police Officer is professional, and competent, minimising the risks for encountering abuse of positions and powers down the line. It also helps student officers such as myself, to demonstrate self improvement. For example, in my own OCP write up’s, I need to demonstrate a reflection of strengths and weaknesses in what I have achieved. For myself, I will often ask my colleagues how to improve areas of my development, still to this day, utilising my OCP’s as a framework for focusing my efforts. With the above in mind, Parsloe and Leedham (2009) further go on to state that a ‘Personal Learning Plan’ should be developed in this context, with goals to work towards.
“However, experience suggests that, in the work context, agreeing a Personal Learning Plan (PLP) of some kind with the learner’s manager ensures that the necessary time and space in the working day will be made more readily available. A successful PLP for any context needs to answer these key questions:
What is to be achieved?
How will it be done?
Where will it be done?
When will it start and end?
How will it be measured?
Who will be involved?
Who needs to agree the plan?”

These are all elements which the Police, through their structured tutorship phase, tackle, and each learner understands their personal responsibilities and what support is in place to achieve these goals. Each tutor constable is also aware of this as they themselves had to experience this process when they initially joined, which means they can use their own experience of the process as a student, to try and tailor and improve for their own students they will inevitably end up teaching. 


A possible pitfall to the coaching and mentoring process could be an incompatibility of the mentee and the mentor. “The few empirical studies conducted on personal learning provide preliminary evidence that mentoring relationships can contribute to short-term, context-specific personal learning for both protégés and mentors. We now have a measure of personal learning that captures relational job learning and personal skill development, and initial evidence that personal learning matters for employees and organizations. We also know that mentor and protégé characteristics, such as perceived similarity and motivational orientation, affect the extent of personal learning experienced from the relationship” (Lankau and Scandura, 2008). It’s important then, that in any situation where student officers are mentored, that personality traits be taken into account. For example, from my own experience, when I started in my role, I was not as socially adept as I am now, which led to some difficult situations. My tutor at the time, his personality was not one that fully supported my own issues and pitfalls, and they were unable to effectively offer the support required to help me develop in the areas that I needed to. Because of this, my initial phase of tutorship was a difficult one, and I feel that I could have gained much more from the experience had I been placed with a tutor whose personality traits were more closely matched to my own. 


With coaching in the Police, we need to be aware of certain things. Staller and Körner (2020) conducted a study into Police Use of Force Coaching and concluded the following:
“In order to further professionalize PUOF coaches both on a developmental and
organizational level, key differences in expertise have to be taken into account. First,
expert practice in the subject matter does not automatically warrant for expertise in
effective coaching within that subject matter. Second, according to latest research,
expertise in PUOF coaching is conceptualized as dynamic, adaptive, context-related, and recursive in nature, rather than the single dimension of an entity or the achievement of a final state of competence. Furthermore, the role of communication for the (re)development of domain-specific expertise is a key factor for an appropriate understanding of the intertwined relationship between performance-based and reputation-based expertise.”

This helps illustrate the very real prospect that while a Police Officer may possess good knowledge, they are not necessarily best placed to transfer that knowledge onto someone else, especially not someone new in service. It’s important to keep this in mind with regards to Policing, as we are always striving to improve as Police Officers both individually, and as an organisation. It’s important to keep utilising reflective practices and relying on the knowledge of others to further our own knowledge; but however, being aware that there are limits to coaching and mentoring, especially with our own attitudes to it. 
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