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Understanding the role of the constable/maintaining professional standards – critically evaluate the concept of professionalization of the police service.  
The Police service is regarded as a highly respected and esteemed profession. This essay will evaluate the service from its origin state and what it seeks to achieve in the future; analysing what has been done to professionalise the service and how continuous professional development of its recruits can be advanced through coaching and mentoring. 
History of Policing 
The concept of policing in the United Kingdom can be traced back to the 19th century. The Statute of Winchester 1285, also known as the Statute of Winton, was introduced during the reign of King Edward I to enforce law and order. The statute compelled all towns to create a neighbourhood watch, with Watchmen employed to keep the peace and maintain order. The role of the Watchmen was shared out equally throughout the village, with each district held responsible for unsolved crimes. In 1737, there was an act of parliament brought in to ensure a standard of watchmen. The act insisted that there be a certain number of paid constables working each night, this ensured that those carrying out the role wanted to do it and were paid for doing so. This signifies the first move towards having a paid police force. John Fielding and Henry Fielding were the men responsible for creating the ‘Bow Street Runners’, said to be the United Kingdom’s first professional police force. The better training, equipment and pay meant the Bow Street Runners were considered more effective than Watchmen. 
In Blackstones Handbook of Policing (2019) it provides a timeline of policing and in 1829, Robert Peel set up the Metropolitan Police in London and further pushed the idea of professional policing. Peel is also known for introducing the Peelian Principles, designed to create an ethical workforce. Peel’s principles were based on the idea that constables were not to be measured on the number of arrests made but the lack of crime incidents. Back then, Police training was minimal, it mainly consisted of foot and riot control, and the turnover of constables was great. (MARTIN&WILSON, 1969). With the complexity of issues dealt with by the police increasing the criminal investigation department was introduced in 1878. Signifying the development of more fundamental and complex departments needed to deal with the increasingly complexity of crimes already in the 19th century. 
After World War II, there was a significant increase in recruitment of ex-servicemen and a growing investment in police training, moving over to District Training Centres (DTC’s) in 1946. As policing became more specialised, this movement assisted to standardise police training and transfer the responsibility from local forces into regional training centres, for example, Hendon Police College for London’s Metropolitan Police. From the 1960’s onwards, the practice of a visible patrol and the ‘Bobby on the Beat’ began to decline as it was not seen to represent value for money. (BOLTON, 2005. Instead, officers retreated into vehicles, disappeared behind screens, and disengaged with the public. (IBID, 89) This resulted in a decrease in public confidence. In 1960, a Royal Commission criticised police training as having poor educational standards, lacking graduates in the police, and overall, just inadequate for complex and changing social context of police work. (REINER). 
The 1960’s saw the introduction of the Police and Higher Education working together. Essex Police began to send constables to University to do full-time Degrees from 1967 onwards. (IBID). In 1968, the first Police Graduate Scheme was launched and has continued through until today, but under slightly different names.

[bookmark: _GoBack]In more recent years, there have been several significant events in the United Kingdom that have led to enquiries into the Police service which have a prominent role in its professionalisation. The 1981 Brixton Riot, also known as the Brixton uprising, was instigated by a disproportionate amount of ‘stop and search’ amongst the African-Caribbean community residing in the Brixton District of London through Operation SWAMP 81. This discrimination caused upheaval within the community and led to rioting. The significance of the Brixton Riots led to a public inquiry; the Scarman Report was later published in November 1981 The Scarman report states that it was evident there was a disproportionate and indiscriminate use of the stop and search power against black people. BUTLER, 1988 says the Scarman report brought home the shortcomings in training and preparation both at recruitment and command level, because of Scarman’s report a new code for police behaviour was introduced in the Police and Criminal Evidence Act 1984 (PACE). The inspection of probationer training brought in a comprehensive revision of content and the introduction of race relations training, workplace training and tutor constable scheme. The Scarman report also recommended the increase of recruiting those from ethnic backgrounds. PACE 1984 led to changes into how the police could behave and act. 
There have been many high-profile cases of miscarriage of justice in the United Kingdom that unify the notion of un-professional policing. The ‘Birmingham Six’ case in 1975 saw six males wrongly convicted of murdering 21 people in two pub bombings in Birmingham linked to the Irish Republican Army (IRA) in 1975. The West Midlands Serious Crime Squad was accused of using violent tactics to obtain confessions from the suspects (18). One of key persons responsible for freeing the Birmingham Six does not believe such a miscarriage of justice could occur since the introduction of PACE due the requirement to have interviews recorded.
Stephen Lawrence was a black British teenager from London, murdered in a racially motivated attack while waiting for a bus in 1993. The incident caused widespread controversy and led to a public inquiry to examine the original Metropolitan Police Service investigation. The 350-page Macpherson report was later released and concluded that the investigation into the murder of Stephen Lawrence was marred by a combination of professional incompetence, institutional racism, and a failure of leadership (BBC Article, 2020). 
The miscarriage of justice is significant as it shows how a police force could be incompetent and unprofessional when investigating crime. The high profile and controversial cases of miscarriage are significant to UK policing and remain a key learning topic in the training of police constables.
Progressing towards a more educated workforce and being recognised as a profession. 
A profession is defined a disciplined group of individuals who adhere to ethical standards. The group positions itself as possessing special knowledge and skills in a widely recognised body of learning derived from research, education and training at a high level. Professionalisation is defined as the pattern of how a profession develops as well as the process of becoming a profession. Kleinig says that professionalism in policing is a dedication to doing what one does out of a commitment to it, with a determination to do it to the best of one’s ability. 
Policing has often been seen as an artisan or craftsman role. Bayley and Bittner 1984 cited in Lumsden’s essay  says officers often portray policing as a craft with learning via experience possessed by officers.  Peter Neyroud’s 2011 review of police leadership and training is an essential review when discussing the professionalisation of policing. It notes that a professional body in the right form would provide an opportunity for clearer standards, a service-owned qualification framework, greater focus on professional development across all roles and as a result a more productive relationship with further and higher education providers. 
The Neyroud review also carried out a review on professional bodies in the public and private sector and it strongly suggests that an inclusive membership from across the police service would be a critical success factor in the development of a professional body. The review also raises the question over which type of professional body would suit policing the most. Whether it is a regulatory body or a chartered body (28). The Neyroud review highlights what previous reviews have also said which is that the quantity of guidance, advice, standards, and competency frameworks has become overwhelming.
After Neyrouds recommendations in 2011, the College of Policing (CoP) was created as a professional body for policing in 2012. The purpose of the CoP was to provide those working in policing the skills and knowledge necessary to prevent crime, protect the public and secure public trust. The introduction of the College of Policing was seen as ‘The re-professionalisation of the police’. The increasing number of universities offering policing degrees has also been a serious attempt at professionalisation. The college has 3 functions: knowledge, education, and standards. The CoP develops research and infrastructure for evidence of ‘what works’ in policing. The whats work website ranks several different police programmes and initiatives and show how effective they are and the cost impact on running that programme. This is significant has it ensures that as policing continues, the focus will be on what works in society and not on custom or those stuck with the mantra ‘but we’ve always done it this way’. It also allows the police to have an ‘evidence base’ like professions such as medicine. White and Heslop state that shows that this demonstrates the police seeks to reach the gold standard that they have in medicine and nursing. The CoP supports the development of individual members of the police service. The PEQF has been introduced so that the public can be assured of the quality and consistency of policing skills and recognise members of the police service with accreditation for this. This is significant as the upskilling of policing strengthens public confidence in police and produced a minimum standard that all officers can adhere to. Drawing upon the knowledge function and what works the College can set the standards that officers are went to adhere to. Blackstones’s handbook for policing student 2019 states that the College of Policing is seeking chartered status and become independent of government and been known as the ‘The Royal College of Policing’.
Modern day Police Officers will follow the Code of Ethics. The purpose of the Code of Ethics is to support each member of the policing profession to deliver the highest professional standards in their service to the public. There are nine policing principles: Accountability, Integrity, Openness, Fairness, Leadership, Respect, Honesty, Objectivity and Selflessness. These principles underpin and affect all police actions and responses regardless of whether it is a police constable, police staff or a volunteer working for the police. Chief Constable Alex Marshall has said that The Code of Ethics is seen a major step towards obtaining full professional status akin to Medicine or Law. There are also ten standards of professional behaviour which include the standards of honesty and integrity, fitness to work and conduct.
In 2011, Neyroud says that it is the wide-ranging developments over the past two decades that secures policing as a profession (35). Around the 1970’s, talks about the police being a profession focused on the educational qualifications and managerial prowess of senior officers and fast track, direct entrants to officer rank (Holdaway, 1977).
Neyroud has highlighted that policing and higher education institutions do not have the same level of embedded partnership as medicine or education. In response to a question Neyroud asked about what significant change could be made to policing. An unnamed chief constable stated that making use of academic research would be substantial. The chief constable explains that he is currently studying a degree and the information that he is learning would have been significant if he had learned it at command level when he started 10 years ago. 
On the College of Policing website, the Chief Constable of Greater Manchester Police has said that recruitment of further BAME officers should be about legitimacy of the police service. He highlights that over 200 languages are spoken in Manchester and how can the police maintain legitimacy if they do not represent the communities they serve
In a report by the justiceinsepctorate  at the end of March 2019 there have been 20,564 fewer police officers and 15,185 fewer police staff than in 2010. As police numbers have fallen, the population growth has risen. The population in England and Wales is just under 60 million people. The document raises concerns over the ability for the police forces to recruit a high number of new recruits into the police. Over the next few years, there will be a significant recruitment drive for officers. This leads to a concern of having highly inexperienced police officers working in a response role. However, the document highlights that this is a positive opportunity to raise the diversity level in policing. 
A recent attempt by the College of the Police was the introduction of the Certificate of Knowledge in Police (CKP). This was stopped in December 2019 in favour of the PEQF. The CKP was a level 3 qualification and was fulfilled by higher education institutions like the University of South Wales. From 2020 onwards one of the most recent attempts to professionalise policing is the introduction of the Police Education Qualifications Framework (PEQF). It is based on a modern curriculum of dynamic operational training underpinned by theoretical education. On the college of policing website, it states that the PEQF intends to recognise the levels at which a police officer operates. Provides a framework for what is expected from officers in the Policing. The PEQF will assist in the Policing Vision for 2025 in its aim to create defined roles with consistency and accreditation. Also roles that need specific skills and knowledge backed by qualifications. The introduction of the PEQF will hopefully standardise the recruit of police officers within the UK. Frequently it has been left up to its own force to decide on the standards of police constables. 
The PEQF offers two main routes into policing. There is the police constable degree apprenticeship (PCDA). Candidates joining this route will spend 3 years gaining a qualification whilst working as a police officer. The 2nd is the degree holder entry programme (DHEP). It is for candidates who already have a degree. Then there are other routes for the police family. There is a Police Community Support Officer (PCSO) programme in which it takes 12 months to complete and can be  done as a standalone qualification or as an apprenticeship. There is also a programme for Special Constables, which is based on the PCDA but is not accredited. The help of Universities is essential in gaining a high standard related to the body of knowledge. Until recently, police remained solely in house in facilities such as HENDON. 
One issue for the professionalisation of policing is the lack of officers viewing education and research as a core part of policing. Wilkinson 2010 in a Sage Journal article and that officers would rather get back to the real business of policing. Chan & Doran 2009 have highlighted that research and academe are not known as primary motivations for joining the police. This is something that needs to consider that those undertaking the degree want to focus on policing instead.  One South Wales Police Inspector highlighted that how can we expect to represent our community when a significant proportionate of the community have not been anywhere near a university. (HAYNES, 2009).
Even before the introduction of the PEQF, concerns were expressed regarding future access into police and appropriate representation. The cost in time and financially for officers to do the qualifications. There were also concerns that in regards to suitability for policing that skills and practical experience are more sought after than a degree. 
Criticism of the PEQF has come from Lincolnshire Police who had previously launched a legal challenge against College of Policing saying that the scheme was being rushed though and that it should be pushed back until 2023. The chief constable also criticised the College of Policing for failing to consider the resources required to do the PEQF and how it will abstract officers from front line policing. He also expresses concerns that the PEQF will not been seen as an attractive option to mature applicants who will have different time and financial constraints than someone in their early 20’s. The PCDA route may also be off-putting due to having to remain in a probationary period for 3 years instead of 2. The last criticism I’ll mention is that the chief constable believes the introduction of the PEQF will be damaging towards special constables and having special constables working alongside degree qualified police constables. 
A further criticism of professionalisation of policing is that the research behind it is often undertaken by a practitioner with no experience of policing and therefore the police will discredit the findings or be dismissed as invalid if they do not wish to engage with it. (Brown, 2020) has said that it is too early to say whether the PEQF will yield beneficial outcomes, on balance of weight and direction of existing findings suggest more positive than negative associations with higher levels of education. Finally Lambert 2016 in Brown’s essay – Do graduate police officers make a difference? Lambert is critical of the apprenticeship side of the PEQF in that only a minimum of 900 hours of learning is required compared to 3,600 hours for a full degree leading to ‘misleading’ claims for the student’s achievements.
In 2012, Tom WINDSOR was appointed to conduct a review into Police pay and working conditions. The WINDSOR report recommended over 120 different things. The hypothesis of the report was that the higher the intelligence of the average police officer, the more efficient and effective he is likely to be. The WINDSOR report also mentions the desire to turn policing into an attractive career such as Law or Medicine. Careers in which certain demographics strive to reach. WINDSOR also wanted higher academic qualifications before entering the police service. Former Met deputy commissioner was quick to come out and say that ‘Formal academic qualifications are not a good measure of suitability to be a police officer. PADDICK highlighted if these new academic standards were in place then he would not have gotten into the police service. One of WINDSOR recommendations was to reduce the starting pay for police constables but allow them steady increase over the years. This conflicts with the desire to attract and retain the best and brightest individuals. Police Community Support Officers have voiced their concerns that they have to take a significant pay cut to be a police constable. For some this just isn’t a financial possibility. Windsor also recommended skill based pay, paying those with expertise and skills to be motivate to retain and upskill their abilities and knowledge. 
(FLORIDI) talks about how we are coming into a ‘fourth industrial revolution, the police are not only contending with changes and how they need to operate but also how they will be able to police societies using rapidly changing technology. Examples of this include drones, driverless cars, retina scans for identification at police stops, the use of body worn video cameras and artificial intelligence.
It is significant that both the Neyroud report in 2011 and now the Windsor report in 2012 both seek the creation/enabling of higher education institutions into policing and having it seen as an attractive profession. 
HOLDAWAY in his essay the re-professionalisation of policing states that whilst not many researchers have defined what a profession is, the notion of the police has a profession has found broad, uncritical acceptance in academe, government, and the police.
Direct Entry roles into policing is a significant step in attract new talent into the police service. It is possible for an officer to immediately become a detective constable, inspector or superintendent. The initiative is aimed at proven leaders who can make an immediate impact on culture, efficiency and effectiveness. It was also seen as an opportunity to increase diversity within the police. 
In the Nation Police Chief’s Council document Policing Vision 2025, it acknowledges the police service needs specialist capabilities for being better prepared to respond to existing and emergency crime patterns. The document also talks about the need for the police service to attract and retain a workforce of confident professionals. In Policing Vision 2025 – Chapter 3 - Why does policing need to change? It highlights that communities have become increasingly diverse and complex with an increasingly aging society. (3.1) This requires a sophisticated response from policing. In addition, the police service is dealing with significant increases in child sexual exploitations, safeguarding concerns and domestic abuse. These high harm crimes are complex in nature, staff intensive and officers invested are subjected to high levels of accountability and public scrutiny. Not only will this be costly to deal with, it requires a more professional and high educated workforce to be able to effectively deal with the new demand on policing. Especially the increase in serious and organised crime such as human trafficking, terrorism and cybercrime. To conclude Chapter 3, the document stresses that as the nature of crime changes so must the skills required of the workplace. We will need to compete for the best people to create a police service better equipped to deal with changing requirements which will lead to greater confidence in the police from the public. 
Chapter 4 of the Policing Vision 2025 states that the service provided is critically reliant on the quality of its people. It needs to be delivered by a professional workforce equipped with the skills and capabilities necessary for policing in the 21st century. In response to this the service has created professional development frameworks developed to ensure the police service attracts a representative mix of people with the right skills, knowledge and potential, behaviours and values to deliver the policing vision. Clear and consistent requirements for entry into policing and for accreditation to defined ranks and roles in the service.  This has led to the creation of the Police Educational Qualification Framework (PEQF). The document states the service needs to create a change in culture that values difference and diversity. For this to happen effective leadership and management is critical. Further down in the document it reiterates the need for policing to be built on its people. There is the operational necessity to add critical new skills to the service. Getting the right mix between officers and staff and be more representative of the communities we serve to achieve our vision.  
The Policing Vision 2025 document talks about the need to have a more representative and inclusive workforce. South Wales Police is the biggest police service in Wales with just under 7,000 officers. Only 128 of those officers identify as being BAME – Black, Asian or Minority Ethnic. 96.6% of South Wales Police officers identify as being white. This is coming from a BBC article in August 2020. A BBC article from 2016, highlights that no police force in England or Wales has a representative workforce that matches their local demographic. In an attempt to improve the inclusiveness of South Wales Police and try and improve its attraction and retention of BAME officers, South Wales Police have introduced BAME development champion training. From undertaking an NCALT on the topic. South Wales Police state that the aim is to promote to achieve a fully inclusive workforce to reflect the communities we serve. They aim to do this through a four strand strategy and the REFLECT mnemonic. The four strands are. Attract – South Wales Police must attract the best talent from a variety of backgrounds. Support – South Wales Police must support identified talent from Day 1 and through the application process. Employ – South Wales Police must assist the identified talent to overcome as many barriers as possible. Retention/Progression – South Wales Police continue to support and develop their staff. The REFLECT mnemonic breaks down as Reflection of the communities we serve. Expertise and skills from a more diverse workforce. Future Policing Vision 2025- promoting a more representative workforce. Legitimate in how we police communities. Engaged workforce. Complex crime will have more skills and knowledge in specific communities. Trust and confidence will increase in our communities.
The Neyroud 2011 report also mentions the importance of building professional development for an organisation or service to be considered a profession stating that it was integral. One way of ensuring continuous professional development is through coaching and mentoring. Mentoring is defined by Murray 2001 (page 4 of the SWP document on mentoring and coaching) says that mentoring is the deliberate  pairing of a more skilled or more experienced person with a less skilled or less experienced person. This is with the goal of having the less experienced participant grow/develop competencies. The College of Policing states that the agenda is set by the mentee and the mentor supports them to reach their goal, usually for the preparation of a new role within policing. Whilst mentoring is free, it can be costly for the mentor to travel to the mentee’s location. Roofe and Miller 2015 describes mentoring as a developmental tool that provides a number of organisational benefits beyond those individuals such as as professional development and career progression. They also describe one of the benefits as being ‘ a safety valve for career related frustrations’. 
There is also reverse mentoring which is aimed at harnessing the experience of frontline staff. It is about reversing the traditional role of having a senior mentor and a younger/less experienced mentee and changing it so that the senior leaders are learning from those with experience of response policing. The benefits are allowing senior leaders to appreciate issues affecting front line staff and gain and understanding of the decision they make and how they affect the frontline. 
Coaching is defined by GALLWEY 1975 in a SWP coaching document says that coaching is unlocking a person’s potential to maximise their own performance. Helping them to learn rather than teaching them. Gerard Donovan (page 4) states that a coach is someone who can challenge, stimulate and guide you. Coaching is usually carried out over a shorter time than mentoring. It is set for a specific period with aims to work a specific goal or aim. Often using the SMART method for setting goals. Jones and Spooner 2006 (UWTSD notes on Coaching) says is central to the work of coaching is the creation of an effective working relationship between the coach and coachee. 
Coaching is seen as being hugely beneficial to both the police service and the person themselves. In a 2005 studying called ‘Does Coaching Work?’. It found that in relation to work performance. There were less human errors and therefore less time spent correcting errors. An increase in visible performance noted by managers. In relation to confidence, employees receiving coaching were more confident and proactive in their roles. There have been noted changes in behaviour and re-engagement with the role that they are working in. In relation to work culture, it has improved two-way communication and improved employee engagement scores. 
South Wales Police have their own mentoring scheme called ‘The Scheme’. The aim is to accelerate professional development and enhance performance. South Wales Police hope that by adopting the scheme force wide that it will lead to a culture in which staff feel supported. When seeking new coaches and mentors, South Wales Police looks for certain behavioural qualities. Three of the main competencies are respecting diversity, effective communication and personal responsibility. 
Coaching is a very effective method of improving the professionalism of all officers within the police not just constables. It applies to those in detective roles, sergeants, inspectors and superintendents. However there are barriers to coaching which can dampen its effectiveness. Ehrich and Hansford 1999 in ACCAPIO website for leadership have identified a few barriers such as lack of top-down support, the incorrect matching or coach and learner. Also the creation of false promotional expectations. Further barriers may be the organisational culture, not seen as a priority for the business and just mentioned for good PR. Low level of skills and experience in the organisation or a lack of time and resources. 
So, with a considerable number of factors that can act as barriers for coaching. How can an organisation like South Wales Police overcome these barriers to improve the quality of officers within the organisation? Early engagement and having officers interact at an early stages may increase participation. Clarifying the difference between mentoring and coaching, ensuring that officers know which option they should seek to use. Anticipating barrier conversations, so they can be overcome easily. 
It can be viewed that mentoring and coaching are very similar to each other. However when you compare them you can identify a few differences. One of the differences is outcome focus. Coaching is more performance focused and mentoring is more career focused. 
In conclusion, the police service has been seeking to be viewed as a profession and not an art for decades. The police service wants to move away from being seen as a career for working class men and be seen as a respected profession in which people of all social classes, race and gender seek to join. Following recommendations in Neyroud’s 2011 report and the Windsor reports desire for policing to become as desirable as medicine or law, the College of Policing was set up as a professional body and has produced the police educational qualification framework as a way of having a standardised framework for police officers throughout the UK whilst the Chief constable had some criticism regarding the PEQF, it has pushed forward and seeks to have constables have a degree whilst undertaking police work. Equally a more highly qualified workforce capable of dealing with what Floridi called the ‘fourth industrial revolution’ in which society has rapidly changed and so has the way crime has been committed. The push for professionalism also has meant continuous professional development for police officers. Coaching and mentoring is an important tool in ensuring the appropriate training of officers of all ranks and ensure that they have achievable goals and have experienced mentors that provide appropriate guidance.
It is fair to say with the College of Policing as a national body and the PEQF having multiple degree routes into policing, policing has taken a significant step towards being recognised as a profession. In regards to the aims set out in the Policing Vision 2025, all police forces have to do more to increase the ethnic diversity of their workforces and actually seek to make the police service representative and inclusive of the communities they serve. 
The NPCC’s Policing Vision 2025 also acknowledges the changing complexity of policing and its need for a better educated police force capable of handling the changing nature of crime. It clearly sets out that if the police service isn’t seen as a profession yet, it will be by 2025, although it is too earlier to say if the College of Policing will achieve chartered status and be known as ‘The Royal College of Policing.  
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