
[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: _David GRIFFITHS_

Learner’s University Registration Number:
[bookmark: _GoBack]_1815837_







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

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

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

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

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






Confidentiality

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

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

NOTE

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

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


Dyslexia and other special circumstances

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




Guidance: 

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


Contents 

	Workbook 
	Area of Professional Practice 

	Word count

	Task 1 
	Understanding the Police Officer Role
	2500

	Task 2
	Communication Skills – Social Media
	2500

	Task 3 
	Leadership and Team Working
	2500

	Task 4
	Coaching, Mentoring, Assessment
	2500

	
	
	

	 
	Bibliography
	

	
	Total
	10000





Task 1

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

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


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

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

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


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



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



ANSWER:

The College of Policing is a professional body that is responsible for professionalising and developing all workers in law enforcement (College of Policing, 2021). The College of Policing is able to do this by the use of evidence based knowledge, they set the requirements and standards in key areas of policing including the code of ethics (College of Policing, 2014).
Strategically the College of Policing does have a role to play when it comes to professionalising policing in the UK. In 1999 there was a home affairs committee meeting on police training and recruitment during which Janet Foster commented that police recruitment should be a graduate entry programme. Since then partnerships have bonded and grown between the College of Policing and police services and higher education institutions. As part of the College of Policing’s Vision 2025 (2015) the Policing Education Qualifications Framework was derived. The Policing Education Qualifications Framework is a professional training programme for officers and police staff. The Vision 2025 states that professional training of officers and staff was needed for consistency and accreditation in defined roles and role specific skills and knowledge backed by qualifications. Prior to the College of Policing announcing vision 2025 Bryant et al (2013) had already argued that policing was already showing characteristics of a professions and both Bryant et al. and Foster (1999) have argued that formal accreditation and recognition for police officers is long overdue. Police officers utilise a multitude of skills at incidents and take on a number of roles such as social workers and healthcare providers as well as being police officers making decisions and interpreting and enforcing the law, as noted in Banton (1964).  
What is also noted in the Vision 2025 document is that the police will be more representative of the communities that each services serves. Silvestri et al. (2013) noted that police services were not recruiting or promoting females and ethnic minority officers proportionately, however the Crawford and Greaves (2015) have argued that a greater proportion of females and ethnic minorities attend higher education establishments. By the College of Policing strategically considering the future of policing recruitment and police services opening up recruitment to graduates as well as apprentices under the Police Education Qualification Framework, potentially attracts female and ethnic minority applicants, increasing proportionate representation of the communities. 
There have however been some noticeable criticisms to the College of Policing’s attempts to professionalise policing. Former Chief Constable of West Yorkshire Police, Norman Bettison, spoke out on a BBC documentary in 2016. Bettison stated that police degrees are not a priority to policing. Bettison is also quoted as saying that the only degree police officers need is a degree of common sense. The public want police officers who are competent and capable. 
Current Chief Constable of Lincolnshire Constabulary, Bill Skelly, was also critical of the Police Education Qualification Framework (BBC, 2019). Chief Constable Skelly began legal action against the College of Policing, wanting a judicial review of the plans. The argument from the Chief Constable was that due to the study time officers would require, 10% of Lincolnshire Constabulary’s response officer would be off the street at any one time, not only that, the cost implication would be approximately £100,000 to train recruits. Although, it is not stated in the article what the current cost of training officers is, so it is unclear how much more the training would cost. 
As Tong (2017) acknowledged the professionalization of the police by the College of Policing also needs to recognise skills from officers not going through the Police Education Qualifications Framework. The experience of officers cannot be overlooked and should be drawn on as a skill and knowledge bank for student officers and officers who are young in service. Crime appears to be evolving. The advancement of technology has meant that criminal enterprises are finding new ways to commit crime. With the professionalization of policing and embracing technology enhances officer’s investigative skill set, not only which it brings policing in line with other professions such as social work and nursing. 
Historically, the role of a police officer has been one of a law enforcer, however modern police officers are now expected to fulfil a myriad of roles including that of a social worker, nurse and mental health support worker. Where-as previously officers may have only attended for criminal matters, officers are now attending calls regarding people’s mental health and social aspects. Although officers receive a form of training when it comes to calls such as these, more often than not the police are not the most appropriate resource to be dealing. Reflecting on my first years as a probationer and even now in my final year I have attended calls that relate to housing and mental health, however have still dealt with these calls in line with the College of Policing Code of Ethics. 
As mentioned, crime is evolving and becoming largely technology based. With internet and telephone scams becoming more prevalent, police constables are having to evolve and in some cases try and remain ahead of the technological advancement in crime. The advancement of technology does not only evolve around cyber-crime but also around incidents involving organised crime groups where mobile phone downloads and mobile technology will need examining and even crimes that officers deal with on a daily basis such as domestic related offences require a knowledge and understanding of how that technology works. In 2015 the United Nations Congress on Crime Prevention and Criminal Justice acknowledged that advances in technology were being used by criminals United Nations, 2015)
That’s not the only technology that officers have had to adapt to in the modern era of policing. In order to support modern police constables there have been advances in the development of personal protective equipment such as the introduction and uplift of taser carrying officers in the United Kingdom. In 2019 the UK government announced a ring fenced additional funding of £10 million to increase the number of taser carries (Gov.uk, 2019). As part of my development and to come in line with modern policing I upskilled to become a specialist trained officer which enables me to carry taser as part of my personal protective equipment. Not only does this bring me in line with the latest technology available to me, but it also allows me to deal with a broader range of incidents safely. According to research conducted by the UK Government (2020) knife crime has steadily increased since 2013/2014. The latest figures from March 2020 show that there were 46,000 incidents involving a knife, in order to safely protect themselves, other officers and members of the public modern police constables should use the latest technology available to them in order to so this. 
The College of Policing’s Vision 2025 has set out how technology, in particular digital policing, will impact police constables. This has included making communication between the police and the public easier via technology. In July 2021 it was reported that were close to 4.5 billion users of social media (Brian Dean, Backlink, 2021). This makes social media a massive resource for the police to be using to reach members of the public and also for members of the public to reach the police. As a modern professional police constable I have utilised social media to highlight proactive work being undertaken by officers. Adapting to this style of police shows that not only myself as an officer, but also the police as a whole are adapting to a modern era of professional policing utilising the all available resources to reach members of the public and promote the police in a positive light. 
I will use Borton’s (1970) model of reflection to reflect upon how my role as a police constable has changed in my final year of probation. I have chosen Borton’s model as it simplifies the reflection process asking three simple questions, what? so what? now what? 
During the first 12-18 months of the probationary period there were other officers on shift who had a number of years’ service in comparison to my length of service. However more recently those officers have moved on to different roles, either within specialist departments or through the promotion process. By these officers leaving it has quickly made officers such as myself the more experienced members of the team, despite having a relatively short length of service. 
Using Borton’s model of reflection I will reflect upon an incident that I attended with an officer who had just finished tutorship. Answering the first what? element of the model the circumstances of the incident were a member of the public had reported a female for allegedly using foul and abusive language towards her daughter, who was 9 years of age. The reporting person was concerned that the child may be experiencing a form of abuse from the parent, as such officers conducted a welfare check on the child. On arrival the parent appeared to officers to be intoxicated, however as the subject was in her property and the child was 9 years of age, offences such as drunk and in charge of child (Section 2 licensing Act, 1902) were not applicable. Whilst I stayed with the subject ascertaining a fist account, I requested my colleague conduct a welfare check on the child who was upstairs in the property. The decision was made to remove the child to a relatives address in order to safeguard her due to the mother’s intoxication, the mother agreed and the child was conveyed by officers. On return to the police station my colleague informed me that there was another child in the property, however failed to mention this at the time or conduct a welfare check on that child. We both made our way back to the address and made the decision for that child to stay with relatives, again in order to safeguards the child.
Addressing the so what? element this can be reflected on in two ways. Ultimately, both children were safeguarded, the appropriate referrals were made to the relevant partner agencies and support and help was able to be put in place for the mother and the children. However the second way to reflect upon the so what? element would be to reflect upon what could have happened and the what the consequences to that could have been. Had my colleague not informed me of the second child this could have led to this child coming to risk as the subject was not in a fit state to care adequately for her children should they require medical attention or any other care, not only that it may have been this child that the reporting person was referring to when saying that that the mother was using foul and abusive language towards her child, it was not witnessed only heard. 
Reflecting on this incident in particular is important in addressing the now what? element, not only of the incident but also of the final year of probation and how my role as a police constable has changed. It was established that the other officer didn’t search the other rooms upstairs in order to establish if anybody else was present, when discussing this they stated they were unsure whether they had the power to do so as the call related to the daughter only. Following the discussion the other officer was able to see the error in her decision making, however upon my own reflection I can see how in that situation I may be seen as a lead officer due to having a longer length of service and how despite being independent, younger in service officers still need mentoring and guiding when it comes to decision making and investigations. Despite being in a probationary period myself, albeit my final year, I am now considered one of the more experienced officers on shift. In 2019 the government launched a campaign to recruit 20,000 extra police officers (gov.uk, 2019). South Wales Police are currently completing initial courses every 3 months. This means that every 9 months there are new officers being recognised as independent police constables, following 6 months initial training and 3 months tutorship. Depending on their pathway on the Police Education Qualification Framework they will have a 2 year or 3 year probationary period, during this time more officers will arrive on shift, with officers older in service potentially leaving profession through retirement or voluntary resignation, or leaving the shift as a result of promotion or specialising in a department. Very quickly officers similar to myself will find themselves as being the most experienced officer on shift and younger officers will look to them for guidance and mentoring. Reflecting on the incident I attended with the other officer has allowed me to realise that I am now in that position where I should be mentoring and guiding other officers and taking on this role when attending calls. 
In conclusion, despite objections and criticisms from high profile officers the College of Police has a vital role in the professionalization of the police. The content of the lectures and the learning outcomes should be set by the College in order to ensure that officers are competent, whilst also receiving a higher education and professional recognition for the skills which are utilised whilst carrying out police duties. It is these skills that have allowed me as an officer a chance to become a modern police constable. Not only that but the skills learnt during my probationary period have allowed me to realise the need to become a mentor to officers that are younger in service, especially as more student officers join the shift and older officers move into specialist roles. 
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Relevant areas of the National Policing Curriculum:  
Communication Skills, Social Media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:
Research conducted by Ofcom in April 2021 shows that 85% of internet users in Wales have some form of social media presence (Ofcom, 2021). In June 2014 it was reported by the Police Foundation that all police forces in England and Wales, including British Transport Police were on Twitter and all but 2 forces had a Facebook page (Police Foundation, 2014). 
There are many benefits to police forces having a social media presence. It allows information to be disseminated to the masses quickly, allows appeals to be circulated quickly for wanted persons or missing persons, and perhaps most importantly it opens up another layer of transparency between the police and the public and gives the public a forum and another direct link to the police. 
When looking at how the police can use social media to disseminate information and the benefits to this, it’s clear to see the advantages. The information can be provided quickly and when in relation to incidents can be disseminated at real time. The audience of people who have signed up to see the information from police, can read it and share it within seconds. Keller (2013) argues that the most high profile use of this technique was during the Boston marathon bombings, when the public were updated via social media. Keller also noted how the first official mention of the suspect being captured was actually posted in a tweet. Crump (2011) discusses how the use of social media during the London riots was a positive move by the Metropolitan Police Service. Officers used platforms to refute rumours of disorderly behaviour in parts of London, undoubtedly providing reassurance to people living in those areas and also potentially quelling any further disorder. 
The engagement opportunities that social media present to the police are endless. It opens up a 2 way dialogue between the public and the police. Neighbourhood policing teams frequently use social media to provide a visible presence and highlight their presence in the community. Laville (2012) reported on how a sergeant in North Yorkshire uses twitter as a tool to reach his community and show visibility after he was repeatedly told by members of the public that they do not see a police officer for weeks on end. By utilising social media, officers are able to announce their locations increasing accessibility and visibility in the community. 
Social media can also assist in obtaining information and intelligence during investigations. A large number of police forces in the UK utilise their social media channels to launch appeals for witnesses, information regarding missing persons and to assist in the identification of suspects. Following the summer riots in 2011 the Metropolitan Police tweeted images of suspects and within a few hours these images had been shared 8,500 times and viewed 4.3 million times (Denef et al, 2013). Not only that, the Metropolitan police also tweeted about a missing dog from the Barnet area which was shared over 52,000 times, which subsequently led to the dog being located and returned to its owner (ITV News, 2012). It has been noted that almost all corporate police accounts, the only exceptions being Sussex police and Avon and Somerset Police, have 60% of their posts shared by readers (Fernandez et al, 2017). What these suggest is that police social media accounts do have a positive impact when it comes engagement and information and intelligence. 
There have been numerous success stories when it comes to the police use of social media. Chief Constable Gavin Stephens is the National Police Chief Councils lead on social media and in 2019 he commented on the successes of police social media noting successes such as Dyfed Powys issuing an appeal for a male wanted for murder. The male was located as a member of the public saw the social media appeal, recognised the male and contact police. The male was subsequently charged and convicted of murder. (NPCC, 2019). Chief Constable Stephens also noted the successes that social media can have on police initiatives. The Metropolitan Police Service utilised social media to celebrate 100 years of female police officers. The campaign led to a significant increase in female applicants at the next recruitment process. However it cannot be guaranteed that the social media celebration had a direct impact on female recruitment, the positive reflection on social media would have had some form of an impact. 
Another positive of the police use of social media is the relatively low cost and lack of intensive resources needed to run the social media accounts. Officers can update social media whilst out on patrol and can be incorporated into general duties when operations allow. 
It is not all positive when it comes to the police and social media, there are challenges when it comes to the information that forces disseminate. Although it is important for important information to be shared by the police there also needs to be a balance with engagement. Ruddell and Jones (2013) conducted a study which shows that open communication between the force and the community can improve trust. Briones et al (2011) show that an online presence which is interactive creates a personal connection between the force and the community, which suggests they are more likely to provide information and intelligence via social media channels. 
Denef et al show that police are most commonly using social media to inform the public about incidents such as burglaries, road traffic collisions, however a survey conducted by Accenture (2012) found that 58% of United Kingdom respondents would rather the police use social media for engagement purposes. Interestingly in contrast to Denef et al, in 2018 Surrey Police constructed a social media survey. The survey was shared with all United Kingdom police forces, with 43 choosing to take part and adapting the survey to their specific force area. One of the questions asked related to what content people most wanted to see from their force social media accounts. 75% of Facebook respondents, 73% of twitter respondents and 67% of Instagram respondents stated that they’d rather see updates about incidents be posted on social media rather than crime prevention advice, engagement opportunities and online meetings. (Surrey Police, 2018).
As with any social media post there is a danger that the information posted is incorrect, doesn’t contain enough detail or contains too um detail. If any of these were to happen there is a possibility it would lead to a lack of trust in the police and also a lack of effectiveness in the police to manage personal data and information. 
There are further challenges in relation to the information and intelligence forces receive via social media. Having an open forum between the public can lead to a large number of comments in relation to appeals. Each of these has to be assessed for its reliability. This is a task that has been acknowledged during a Home Affairs Select Committee (2011) in the House of Commons where they stated that due to the volume of responses and the challenging task of separating rumour from fact was a time consuming task. 
The survey conducted by Surrey Police in 2018 highlighted a risk to police forces having a presence on social media. Large numbers of respondents to the survey had tried to report crime and incidents via Twitter, Facebook, and Instagram. 1,290 people stated that they has used social media to report incidents to the police. Of these people 386 people did not receive a reply from the force they reported to. Perhaps the most important and worrying statistic in regards to the survey is that 335 did not attempt to make the report via any other means, which suggests that the reported crime then went completely unreported, and undetected. This is a worrying statistic due to the potential threat, risk, or harm that the reporting person may have been experiencing during that time and again as with other challenges social media presents to police forces it brings the efficiency and confidence in the police. 
Lastly there is the obvious challenge of social media of inappropriate behaviour by posters. In 2012 Her Majesties Inspectorate of Constabularies found 357 instances of in appropriate behaviour on police social media accounts. Again the failure of forces to monitor the social media accounts could lead to a lack of confidence in police.   
Currently there is no national guidance on social media usage by police and it is down to each individual force to impart a social media policy. The South Wales Police Social Media Policy was put into place in 2019 (South Wales Police, 2019). The policy lays out why South Wales Police use social media and describe some of the benefits as to be cost effective when delivering campaign messages, reach a large amount of people at any one time, and to foster partnerships with communities online. 
South Wales Police has 2 corporate twitter accounts, one account delivering information in English and one account delivering the exact same information but in Welsh. The force claims that their tweets reach approximately 11.3% of the adult population in South Wales, and has the greatest reach out of all of South Wales Police social media accounts. The policy gives guidance on how social media users should act when using social media on behalf of the force, and states that all users should undertake the relevant training prior to being given access to any corporate or divisional social media accounts. 
Although 11.3% may seem a relatively small percentage in terms of the population that South Wales Police provides services to, it is not clear whether that 11.3% includes posts that are shared and read by social media users who don’t follow or interact with South Wales Police social media channels. As well as using social media as a way of disseminating information to the public, South Wales Police are still using traditional methods such as Police and Communities Together meetings to reach members of the community who perhaps don’t have access to the internet or social media. South Wales Police and most police services in the United Kingdom have a presence on the major social media sites, Twitter, Facebook, and Instagram, with some also having a presence on Youtube. 
In conclusion, there is a place for police forces on social media. That presence needs to be managed effectively to ensure that that the trust and confidence in the police is not undermined by posting incorrect information or controversial information. Social media users posting on behalf of the police need to be conscious that they are representing a professional organisation, although in the 2018 Surrey Police survey a respondent described police social media as a faceless corporate tool, however officers need to be mindful that their posts will be seen by large numbers of people, and potentially shared amongst the masses. Although there does need to be some dialogue between the police and the public on social media there needs to be an element of mindfulness not to become embroiled in negative exchanges. It is inevitable that members of the public who are social media users will use police social media account to air their grievances with the police of a public forum, it is important that police users do not engage in a practice that will bring the efficiency and confidence into question. 
It is unrealistic to expect that police social media channels are monitored on a 24/7 basis, however as evidenced members of the public are still using social media to report crimes and incidents. Despite notices being placed on social media channels to report incidents via 999 and 101 there are still victims of crime that potentially require safeguarding being missed due to reports not being taken from social media. Considerations will need to be given to providing a reporting function to the forces social media page. To disable comment functions or messaging functions reduces interactions between the police and the public, potentially losing vital evidence and intelligence. 
Social media is an ever growing trend with new users registering to social media sites on a daily basis. As time progresses social media will be the at the forefront of informing people of events, incidents and as a way of delivering crime prevention and safety advice, not only that it provides a level of transparency that the public can see and interact with. 
Despite needing improvements, or adaptions as to how police use social media, it appears to be a well-used resource by police in order to disseminate information. The successes in appeals for information regarding suspects and missing persons highlight a major benefit in social media presence, it also allows the public to be involved in investigations and have an informal link with the police. Social media is a good platform for a level of informality between the police and the public, however as previously noted there is a fine line when it comes to being professional and being inappropriate. The public largely seem to enjoy the content posted by police on social media, however according to research would like to see more posts regarding current incidents. Police need to be mindful when posting information about current events as not to cause fear amongst the public of any perceived threat or risk but also not to post information that may be confidential or expose any details or easily identifiable information regarding any persons involved in the investigation. Consideration also needs to be given that any information posted regarding current investigations may lead to an investigation or judicial proceedings being prejudiced due to information being released by police.
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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:

I will use Borton’s (1970) reflective model to reflect upon my leadership styles during my 3 year probation. I have chosen Borton’s model as it is a simple reflective tool that allows the user the break down a situation into three simple questions, what? So what? Now what? Questions prompting the user into further reflection can be incorporated into the three initial questions which allows the user to deeper reflect upon an incident or situation. 
Leadership can be defined as the process of influencing the activities of an organised group toward goal achievement (Rauch and Behling, 1984). Northouse (2010) similarly defines leadership as a process where an individual influences a group of individuals to achieve a common goal. The common theme from these two similar definitions if that a leader needs to be able to effectively manage a group of people but also identify common goal to work towards. Antonakis (2004) notes leadership as being a complex and diverse place of knowledge that transforms potential into reality. 
There are five common leadership styles that can employed, authoritarian, participative, delegative, transactional, and transformational. Each style has its own strengths and benefits, however it is probably also important to note that a leader will need to gauge the reaction of their workers in order to find a style that suits their work as well as one that achieves the goal set, Murphy and Drodge (2004) found that the way police leaders treat their officers affect both the quality of their work and the service that they provide the community. 
Leadership in the police comes in many different forms. It does not only relate to the rank structure but also to leadership at individual incidents and leadership within the team. It would be expected that more experienced members of the shift would act as leaders for the younger members of the shift. Schafer (2008) argues that to be an effective leader in the police then the leader should lead by example, policing in a manner that is fair, impartial, service orientated, and meets the expectations of the community and service user. The Police Foundation (2015) also identified a need for police officers and police community support officers to be leaders in the community. Again to set an example, and to police and represent the community with impartiality and fairness. Members of the community will often look to police officers when being the victims of crime and antisocial behaviour.
The leadership styles identified all have different traits. Authoritarian leaders impose expectations and define outcomes. This style of leadership can be beneficial when making decisions in a short time frame and clearly identifies a chain of command. Particpative leaders encourage participation from the workers as part of the decision making process, it allows workers to feel part of the process and the outcome and can often achieve a high level of productivity. Delegative leaders often have a lassez-faire attitude and succeeds well in teams where the workers are highly skilled and competent in their job role. Transactional leaders will use incentives such as rewards and punishments with their workers in order to achieve goals, this often sees an increase in motivation and productivity. Lastly, transformational leadership will inspire workers with a vision and encourages the workers to achieve it. Transformational leaders tend to place a higher emphasis on a corporate vision. (IMD, 2021). 
There is no definition of what qualities a style a perfect leader should be, however when looking at police officers qualities can probably be drawn from all five. However, where someone holds a rank and direct supervision of officers, they can predominantly draw on a transactional leadership style as they are able to offer a reward and punishment incentive style. Densten (1999) acknowledges that transactional leadership has often been the norm for police managers. The National Police Improvement Agency (2011) has noted that transactional leaders in the police have a positive impact upon subordinates in the sense that they respect leaders who adopt this leadership style to deal with poor standards and performance. 
Research however has shown that officers prefer their leaders to have a transformational approach when it comes to leadership styles. A Home Office study conducted by Dobby et al. (2004) surveyed 1,066 officers. The study found that officers whose managers showed a transformational leadership style, believed that their managers act in a manner that enables them to achieve beyond their expectations. The evidence from the National Police Improvement Agency suggest transformational leadership styles may be more effective at encouraging officers to exert extra effort as oppose to transactional leadership styles. The 2004 Home Office study also asked officers to describe effective leadership in their own words. In total 53 behaviours were identified and 50 of those 53 related to transformational leadership. 
As policing is such a complex profession with a wide range of complexities it is difficult to assign one leadership style that will suit policing in general. Neyroud (2011) notes that transformational leadership styles are incompatible with transactional leadership styles, and also notes that policing will benefit greatly from leadership styles that are not based upon reward or punishment. 
Using Borton’s reflective cycle I will reflect upon the styles of leadership I have used when attending incidents. As already evidenced, policing is very dynamic and complex profession and the same leadership style will not suit every event or incident, as such it has been important to assess each incident on its own merit and adapt the leadership style to suit that situation. A change of leadership style does not only relate to incidents, but also to suit the workforce that is currently working with you. One incident in particular which stands out is a road traffic collision where a student officer and I were first in attendance. On arrival there was a vehicle on its roof, debris strewn over the carriageway and a large crowd had gathered. Traffic was unable to pass the collision site as the vehicle and debris was obstructing the carriageway. Due to the condition of the vehicle it was immediately suspected that there would be injuries to the driver and any passengers, so it was important to locate occupants of the vehicle who had exited the vehicle prior to arrival. One of the core operational duties of the police include preservation of life, which comes primary to any investigative opportunities (College of Policing, 2018). Once the driver of the vehicle had been located and it was established that there were no injuries, the focus could then turn to investigating the collision. Being the experienced officer on scene at the time it was important to act as a leader and direct the student officer, however I also had to consider their learning and development opportunities. 
In order to control the incident and direct the student I had to employ an authoritarian leadership style. The traits shown in an authoritarian leadership style came in helpful in this incident because it allowed decisions to made immediately reducing impact on the community, and allowing the road to be reopened at the earliest opportunity. Although some may view the authoritarian leadership style as strict, I situations where workers are inexperienced or decisions need to be made quickly it can actually be the most appropriate style. 
As this was considered a serious road traffic collision I was aware that officers from the roads policing unit were also en-route, however were a considerable distance away from the location. Upon their arrival I had to consider my leadership style with these officers. These officers are specialists when it comes to collisions and also had more experience than myself. When the road policing officers arrived I had to adapt my leadership style, even though they were on scene, I still had control of this incident as I had been there since the start and knew the circumstances as to how the collision had occurred, witnesses and driver. When leading these officers I knew that I had the freedom to allow these officers to manage themselves and as such took on a delegative leadership style, allowing them their own will to make their own decisions and judgements, as ultimately they’d be able to direct me as to where I take my investigation. With this in mind I had still had to lead the student and again to do this I maintained an authoritarian leadership style for that officer. 
Looking at Borton’s so what element, as a result of my leadership the collision scene was able to be assessed and cleared promptly allowing the road to be reopened reducing impact on the community and the road network. By allowing the roads policing officer’s freedom to make decisions they were able to guide me and help me make my own decisions in regards to how best to deal with the driver who was subsequently arrested under section 4 Road Traffic Act (1988). As a result of the authoritarian leadership I displayed when working with the student officer it allowed them to see how an individual officer manages an incident and a scene, not only that it allowed them to see how working with other departments who are specialised in an area of policing can assist in the decision making at an incident. The direct attitude of an authoritarian leader can be beneficial, especially to someone who perhaps is inexperienced. 
Addressing Borton’s now what element I can reflect on the situation and reflect on whether any other leadership style would have worked during the incident. Being able to adapt and being flexible in my leadership approach certainly helped in this incident. Although at the time I was unaware that that I was taking on the role of leader and unaware of the styles I employed, having read through the research conducted I can now see the benefits to each leadership style. Upon reflection I can address how I might change my leadership style in the future, or how it has changed. I have worked with the student officer since this incident and reflecting upon working with them again I can see that my leadership style has changed. Rather than employing an authoritarian leadership style, as the student gained more experience my leadership style changed to one of delegative and transformational. This allowed the student more freedom and enhancing their development in the decision making process, however I also gave myself the flexibility to resort back to authoritarian if the need arose at an incident. By becoming a participative leader in the later stages of the student’s tutorship allowed them to become more independent and provide resolutions to calls whilst also being able to pass ideas to me to gain advice on how best to resolve an incident. 
Leadership is integral to policing not just from a supervisor and subordinate point of view within the rank structure, but also between officers on shifts together and between officers and members of the public. It allows decisions to be made to resolve an incident, and in doing so keeps in mind the wellbeing of the victim and the community. Although at incidents it may be difficult to identify a leader or to take a lead role someone will need to step in to manage the resources and the incident. Often numerous officers will show strengths in different leadership styles and this is where working as team fits into leadership. There is no definition as to what makes a good leader, but given the dynamic role of a police officer being able to embrace a number of leadership styles will greatly assist in becoming a good leader. The research shows that officers want a transformational leader. This allows officers to be part of the decision making process and form a relationship between the leader and the subordinate. Transformational leaders suit the police role as they place value in a corporate vision. In policing the vision will be the core duties such as preserving life and limb, safeguarding vulnerable people, and preventing crime and disorder. However there will be time when leaders will need to adopt other leadership styles, mainly authoritarian and transactional as these styles allow for the leader to take compete control of the decision making process, and also allow for the leader to use a reward and punishment incentive. As noted in Cockcroft (2014) transformational leadership over transactional leadership does not allow for police contexts. Police leaders need to exercise caution when it comes to adopting a delegative leadership style, delegates should be experienced officers or specialists in their field. Having a laissez-faire attitude with inexperienced officers could lead to incidents being mismanaged. It may also lead to break down in hierarchy, although this is unlikely in a police setting. However where officers are considered as specialists or experienced then their experience should be drawn upon. Their expertise and experience can assist a leader in making decisions. Scenarios such as this show that there is an overlap in leadership styles, not only that but it shows that in order to be an effective leader an overlap of leadership styles, each one utilised in the correct setting should allow for a safe resolution of incidents. The 2011 National Police Improvement Agency review concluded that the evidence from their review found that authoritarian leadership in the police had decreased and was now more transformational, however it is important that police leaders are flexible and are able adapt their leadership style to one which suits the context. As well as being able to command officer’s, police leaders need to take into consideration competencies and behaviours of officers and lead in a style which is supportive and participative. 
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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:

I will use Boton’s (1970) reflective model to reflect upon my three year probation and how as an officer the coaching and mentoring that I have received has helped me develop as an officer, meet personal and organisational goals, and also to assist me at incidents. I have chosen Borton’s model as it prompts the reflector with 3 simple questions what? so what? now what? 
Coaching and mentoring can be defined as development approaches to enhance an individual’s skills, knowledge, or work performance (CIPD, 2021). There are many scholarly articles that relate to the definition of coaching and mentoring, however the most basic can be found in MacLennan (1995) who defines coaching as a process where one individual helps another to unlock their natural ability, to perform, learn, and achieve. Parsloe (1999) supports the definition of coaching by defining it as a process that enable learning and development to occur thus improving performance.  MacLennan goes on to define mentoring as a process where by a senior individual is available to a junior to seek information from, where the senior can guide the junior through operational, vocational or professional qualifications, and where the senior can provide the junior with feedback and appraisal. Clutterbuck (2004) goes to say mentoring is when a more experienced colleague passes down his knowledge of how the task is completed. Rogers (2004) however goes on to note that a mentor is a colleague in a same or parallel organisation who is not a line management relationship with the mentee. 
The two activities of coaching and mentoring can be classed as the same, yet also different. Coaching is often seen as a role which the coach willingly takes on. However, a mentor can sometimes unwittingly take on the role, and even if not officially being a mentor can often be a source of support for younger members of the shift in the police, for example.  Coaching is seen as a short term stage in a student’s development whereas mentoring is a continuous long term activity in which the student can approach a mentor as and when needed. 
Coaching and mentoring in a policing context can be separated into the individual elements of a student constable’s probationary period. The coaching phase takes pat during the initial 6 month initial police learning and also during a student’s 12 week tutorship. The mentoring phase is a phase that takes place during the following months and years following the completion of tutorship. However, both phases can also be repeated throughout a constable’s career. The coaching phase would take place on any official courses that the constable undertakes and arguments could be made for that the mentoring phase is a continuous phase. Each officer on shift will have different strengths in the world of policing. Whereas one officer may be confident in road traffic policing but not as strong in file building, they can approach an officer who perhaps has strengths in that field for advice and guidance. 
There are a number of theories and models that can be used in the practice of coaching and mentoring. Hawkins (2006) describes the coaching process in 4 stages skills, performance, development, and transformation. The skills phase relates to specific skills the student will need to complete the job, in policing this would be the initial police learning. The performance phase relates to increasing the student’s performance, this would be done in the student’s tutorship whilst working alongside a qualified tutor. The development phase is less focussed on the student’s current role and more focussed on the long term development. In policing this stage takes place after the student’s tutorship, and when they have independent patrol status, they are able to attend courses to further develop their competence and skills. The transformation stage takes place when the student is able to function at a higher level of competence. This phase is likely to be when the student constable has completed their probationary period and becomes a mentor or coach themselves to another student officer. 
Another model that is used in coaching and mentoring is the GROW model (Fine, Alexander and Whitmore, 1992). The GROW model is proven success in coaching and mentoring (Mukherjee, 2014). The GROW coaching model involves the coach guiding the student through internal impairments to their learning. This in turn allows for long term improvements to be made by the student. The student and coach must both identify goals which can be achieved in a time frame. When viewed in a policing context these goals can be viewed either as the initial police learning phase, the tutorship phase where a student needs to complete a set list of competencies within a specified time frame. The GROW model appears to place the student at the centre of the learning and almost places the onus on the student to identify a learning model that is suitable to them to develop in the long term rather than just achieve short term gains. The role of the coach in the GROW model is to identify with the learner a technique that identifies with the student way of learning. Grant, Curtayne and Burton (2009) support this theory by stating that the individual will have the most appropriate solution to their learning problems, whilst a coach will help them to succeed by using proven coaching techniques, practices, and even instincts. 
Once the student has been coached in an official capacity they will then move on to a mentoring phase. There is no specific model that relates to mentoring or length of time that a student should be mentored for. However there are a number of skills that a mentor needs to employ in the mentoring setting. Frei et al. (2010) lists some of these skills as active listening, open questioning, honesty and empathy, and also being non-judgemental. Clutterbuck (2004) states that a good mentor speaks for less than 20% of the time in a mentor meeting. 
There are three common stages in mentoring, the beginning, middle, and end. Clutterbuck (2004 defines the beginning as having two key aims – building a rapport and setting direction. It is in this stage that the mentor and mentee will gauge their compatibility to work with each other and set realistic defined goals. Kram (1983) states that the middle stage will be more directive from the mentor with technical support for the mentee. The mentor will help the mentee to analyse their decisions and reflect upon their choices. The end of the mentoring phase should come at a time when the mentee has advanced towards their goals sufficiently that the requirement for a mentor has diminished (Kram, 1983). The end does not need to be a negative part of the mentoring experience as mentoring should never be seen as a permanent arrangement. 
In policing, as well as the mentoring that is received from other officers whilst on shift, the College of Policing also offer a mentoring scheme. One of the suggestions made by the College of Policing is a scheme called reverse mentoring (College of Policing, 2021). The reverse mentoring scheme is a process where senior managers within the police are the mentees and frontline officers are the mentors. The benefits to reverse mentoring are that senior officers are visible and approachable to frontline officers, but not only that frontline officers are able demonstrate to senior officers current issues and demands that affect areas such as response policing.
An important element of coaching and mentoring as a student is feedback, not just receiving in order to improve but also giving feedback to the mentor, as this allows them to gauge a student’s level of understanding. Walsh (2010) stated that giving feedback to students is a vital aspect to support their development. Murray et al (2010) define feedback as output from an event in the past will influence the same event in the present or future. This definition highlights the development opportunities that are made from the feedback process. Duffy and Hardicre (2007) note that when giving feedback it’s always important to encourage the student to self-assess and let them have first say as this allows the student to identify faults and areas for development. Aston and Hallam (2011) state that to provide effective feedback mentors must have compassion, insight, and tact. Mentors need to be able to provide forms of feedback positive and negative, however rather than provide negative feedback it is always worth providing as constructive feedback this allows the student to learn from mistakes and experiences that didn’t necessarily go as planned. 
Hardavella et al. (2017) provide a list of skills that a mentee should employ when engaging in receiving feedback, these are listen to what the mentor is saying, seek clarification, embrace the feedback as a learning and development opportunity, and be proactive to make changes to your practice and develop. Students should take responsibility for their learning and this includes implementing any changes that need to be made in order to develop and learn from coaches and mentors. 
Coaching and mentoring has benefitted me during my three year probationary period. Not only have I received coaching and mentoring from colleagues on the response shift, but I have also received coaching from operational trainers on police related courses and from academic staff as part of the police constable degree apprenticeship programme currently being undertaken. 
Addressing the first element of Borton’s reflective model, what? As an officer reflection can be made on what coaching and mentoring has been received. Initially as an officer I received coaching as part of the initial police learning. This was a six month teaching environment where experienced teachers and coaches provide officer with a basic knowledge to go perform the role of a police constable effectively and competently. Following these initial six months, a period of twelve weeks tutorship took place with an experienced police constable tutor. Having read the extensive research on coaching and mentoring, it is in these twelve weeks that the activity changes from a coaching phase to a mentoring phase. During the tutorship there is a set list of competencies that need to be achieved prior to officers achieving independent patrol status. Initially tutors will coach students on how to achieve these competencies. The tutor will then need to change roles to become a mentor and allow the student to identify areas where they need assistance and approach the mentor for assistance. 
During my probationary period I have also received coaching and mentoring to achieve personal, professional and organisational goals. There has been overlap in relation to these goals. For example completion of the apprenticeship programme is a goal that works all three, personal, professional and organisational. Completion will be a personal achievement due to the level of work required in order to achieve the degree, professionally it is a goal as it is part of the College of Policing’s police education qualifications framework programme (College of Police, 2021). Organisational goals are achieved in this respect as it is currently a requirement that the apprenticeship is completed in order to become confirmed in ran, not only that as an organisation South Wales Police becomes a more professional organisation. 
Addressing Borton’s so what? element, I can reflect on so what has the coaching and mentoring I have received mean for me as an officer. The initial police learning and mentoring that I have received, not just during my 6 month initial learning and twelve week tutorship, but also coaching on operational courses, have made me a more competent and resourceful officer. For example, having attended operational courses such as taser operator and station intolixser operator I have received specific coaching from coaches trained to deliver those courses. On completion of these courses I have returned to division with the extra competence and skills, however I have then gone into a period of mentoring whereby I can draw on the experience of officers who have held these skills for longer than myself. These courses were personal goals as they were courses I had targeted to complete when I became a police constable, not only achieving personal goals I have achieved organisational goals by increasing my skillset and becoming a resource that can be deployed to a  wide range of incidents. 
Addressing Borton’s now what element, reflection can be made into what coaching and mentoring can be received in the future. As mentioned previously mentoring is an ongoing process where a senior more experienced officer can give advice or guidance to younger serving officers. The large number of student officers coming through the initial police learning process means that in the future it is envisioned that as well as being a mentee I will also be a mentor. As part of my professional development there are also further operational courses that I could attend, this is an ongoing coaching phase for every new course that I attend. The benefits of the ongoing coaching and mentoring that I received are twofold. I receive on going professional development that I am able to use as evidence when applying for new roles within the police, but South Wales Police also benefit as they receive an officer who is skilled in a practice who can then be used as a mentor to other officers.  
In conclusion, coaching, mentoring, and feedback are all important elements of the learning and development process. In the police there are coaching opportunities available through the professionalization the police and through operational courses available to officers. Mentoring occurs on a daily basis from all corners of policing. Officers regularly mentor each other and often become mentors unwittingly. In order for development opportunities to be identified and enhanced feedback should be given in a constructive way with the student taking responsibility for making the changes that need to be made in order to develop and rely less on the mentor. 
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