
[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: Amy Sharp

Learner’s University Registration Number:
__________1815874________







FACULTY OF BUSINESS AND MANAGEMENT
PUBLIC SERVICE PROGRAMME

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





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 concept of professionalising policing is not a new one and has been in discussion for over a century (Rojek et al, 2012). Since the introduction of modern policing in 1829, through to 2002 the majority of police training was done ‘in house’. Utilising specialist training facilities across the country, such as Hendon. Serving police officers were used to provide the majority of the training required to be an operational police officer. Although policing was seen as requiring professional behaviours, there were many scholars who did not deem policing as a profession. 

Professionalisation is ‘the transformation of an occupation into a profession’ (Green and Gates, 2014). Barber (1963) stated there were four essential attributes of a profession. These included, a high level of generalised and systematic knowledge, an aim to serve the community, a high degree of self-control and a robust code of ethics and standards. It could be argued that policing meets most of these attributes, as an in-depth knowledge of the law is required to be able to enforce it. Police serve the communities they are in; they are also highly regulated by a code of ethics and policing standards. There are also independent bodies that review policing practices, effectively, policing the police such as the Independent Officer for Police Conduct (IPOC). However, at the time of Barber’s publication this was not the case as these did not come into play until the early 90’s following a review into the Brixton Riots. 

Despite this, the police’s primary function was to serve the public and part of that is having a robust knowledge of the law, policing powers and the communities in which they serve. This requires a high degree of professionalism; however, Barber did not perceive police as a profession but rather as a ‘service’ and categorised them within the same service bracket as waiters (Gilbert, 2011). During the 1960’s there were concerns surrounding police legitimacy as a profession and as such some forces turned to higher education facilities to accomplish this (Lee and Punch, 2004). For example, in 1967 Essex Constabulary sent officers to university to do full-time degrees. In 1968 the beginnings of the police Graduate Scheme emerged and has continued through the decades in some form or another (Tong and Hallenberg, 2018).

Despite this introduction into higher education a review conducted in 1991 found that some officers who had completed the degree felt they were being cut off from front line policing and instead re-assigned to less demanding roles (Young, 1991). Despite this the links with higher education continued to grow with more and more universities delivering policing undergraduate degrees for those who aspired to join the police. The partnerships between higher education services and the police continued to develop, with relationships moving from engagement with individuals who wanted to join the police to engagement with whole organisations (Hallenberg, 2012). Since the introduction of a university education into policing, there had not been a clear agreement as to whether or not this should be a requirement to be a police officer. In 2009 a police inspector in South Wales Police argued that the police were supposed to represent the community yet the majority of the communities they served did not have a university education (Haynes, 2009). 


As a continued attempt to professionalise policing, in 2013 the College of Policing was set up to “develop the knowledge, standards of conduct, leadership and professionalism required by police officers and police staff in England and Wales (House of Commons, 2016). Following the implementation of the College of Policing, 2013 saw the introduction of Direct Entry and Fast Track programmes which meant that degree holders could be ‘fast tracked’ to high level management positions such as inspector or super intendent. This was a scheme introduced to ‘provide fresh perspectives….and bring in knowledge, skills and ways of working from previous careers’ (College of Policing, July 2020) 

In 2016 this concept of introducing external experience into policing was addressed in The Policing Vision 2025. It was produced with an aim to make policing ‘a profession with a more representative workforce’ (NPCC, 2016). Prior to this there had been several attempts to try and create ‘effective and sustainable partnerships with the higher education sector’ (Green and Gates, 2014) However these remained unsuccessful until the introduction of the Police Education Qualification Framework (PEQF) and subsequently the Police Constable Degree Apprenticeship (PCDA) programme in 2018 This was designed for prospective officers who did not have a degree to be able to join but were required to study for a degree whilst on the job. A secondary programme was also introduced for those who already held a degree and could enter under the Degree Holder Entry Programme (DHEP). Although they were degree holder’s they were still required to complete a higher education programme to successfully complete their probationary period. 

As per the programme outlined by the College of Policing, I am working to fulfil the role of a modern professional police officer by completing the Police Constable Degree Apprenticeship (PCDA) programme. To complete this, I am required to study for and successfully achieve a degree in policing. The policing degree consists of a three-year, full time course, including a dissertation in the final year. As well as working to achieve this, I am working full time as a police response officer, allowing me to gain the experience required to complete the Occupational Competency Portfolios (OCP) that are also required to successfully complete the probationary period. 

As a concept professionalising policing makes sense as it recognises the skills and expertise operational police officers already have to do their jobs. However, currently the degree does not offer any further insight into the policing role than that of a serving officer who started prior to the introduction of the Police Education Qualification Framework (PEQF). There is currently no incentive for career progression. With or without a degree serving officers are still required to prove their competencies as a police officer on an annual basis with regular performance reviews. If a police constable wanted to specialise as a detective, they are required to complete the National Investigators Exam (NIE) and occupational portfolios to qualify as a Detective Constable. If a police constable wanted to go for a promotion as a Sergeant, they would have to complete the National Police Promotion Framework (NPPF) that includes an exam and written assignments. However, neither of these require the police constable to have a degree, they just need to be a serving police officer and have the relevant experience. When students have successfully completed the programme, regardless of their overall grade they will remain in a job they have been doing for the last three years. The pay progression is also in line with other serving officers, so there is no financial incentive. This begs the question how are officers truly benefitting from completing the Police Constable Apprenticeship Programme?

In an interim report produced by the College of Policing (COP) it was found that Police Constable Degree Apprenticeship (PCDA) students ranked the opportunity to obtain a degree as low in the list of motivating factors in joining the police (College of Policing, 2020).  It was also found that six out of the thirteen Police Constable Degree Apprenticeship students that had been interviewed as part of the report had stated they had only joined using the Police Constable Degree Apprenticeship programme because it was the only way to join the police (College of Policing, 2020). 

With rising university fees and the cost of living is the prospect of a ‘free degree’ drawing people into policing, rather than aspiring police officers? As an 18-year-old the possibility of earning £21,000 straight out of school is limited. Couple this with the ability to earn a degree and be debt free at the end of it. What are the true motives behind many of the young recruits joining the police today? As this a fairly new programme many have not completed the degree programmes so currently there is no evidence to support or dispute this. However, once the programmes start to end it will be interesting to see the attrition rates of new recruits once they have successfully completed the degree programme. This was also a subject of interest in the interim report produced by the College of Policing (2020), which highlights they may have concerns regarding new recruits’ true motives. 

One argument for professionalising policing in the form of a degree allows for officers to be able to deal with more complex crimes as they evolve, For example, fraud and cyber-crime. Are we saying then that existing police officers without degrees are not competent enough to deal with these types of crimes? In the same thought if it is a case that crime is becoming more complex, like cyber-crime, then why are police forces not recruiting potential officers that already have the qualifications for these specialist roles?

I personally feel the Police Constable Degree Apprenticeship programme has restricted my ability to be the type of officer I want to be. I feel I am letting my victims and at times my team down as the volume of work required to complete the programme is a huge undertaking, that often takes away well needed rest days, therefore leaving me exhausted both physically and mentally. 

As part of the delivery of the Police Constable Degree Apprenticeship, forces were required to provide 20% protected learning time, where a student is allowed time to study during a normal working day (College of Policing, 2020). However, the reality of that is very different. Due to operational demand over recent years these are often cancelled and cannot be re-instated. 

Another strain brought on by the Police Education Qualification Framework is the volume of officers that have been recruited under this programme, resulting in a lot of response teams consisting of probationary officers. For example, my team consists of four officers and three of those are in their probation, myself included. All of which require protected learning days at 20%, plus attachments with specialist departments. This takes officers away from their roles as response officers, therefore impacting on the efficiency and safety of the officers and communities in which they serve. 

The programme has been openly criticised by officials within the police across the UK. The earliest criticism of the programme was released by the Police Federation in July 2019, following feedback received by students on the Police Constable Degree Apprenticeship. It found that students trying to juggle a full-time degree with their job as well as having to complete all the probationer training was “having a negative impact on maintaining a healthy work-life balance”. The Police Federation of England Wales (PFEW) called for the “degree apprenticeship to be improved and more streamlined” (Police Federation, July 2019). In the PFEW review they also found that some officers felt that the degree was just a hoop they had to jump over to become a police officer (Police Federation, July 2019)

Nick Adderley Chief Constable for Northamptonshire police has stated he feels that moving to a degree only recruitment process will see an influx in young recruits who are “sadly lacking in life experience” (Police Oracle, May 2021). Due to the volume of new recruits coming into the service Northants are seeing 40% of their workforce with less than four years’ experience which is going to continue to increase. Chief Constable Adderley stated, “you’re going to have sergeants and some inspectors who are equally inexperienced” (Police Oracle, May 2012). However, it is important to note that the number of young-in-service officers are not necessarily linked to the degree programme itself but more so the timing of the recruitment drives. In 2019, the Prime Minister, Boris Johnson launched his recruitment drive to employ 20,000 new front-line officers, which saw 100,000 applications to join the police within the first year of the campaign (Home Officer, September 2020).

As a direct result of the influx in new student officers, as a student in their final year of probation, I have had to take on the role of a coach and mentor to the younger in-service officers. I have also had to take on extra responsibilities, including acting as the point of contact for Stalking and Harassment incidents, providing advice and guidance to assist officers with their investigations. This requires additional training and constant upskilling as internal and external processes, and resources change. As the only female officer on my team, I am often utilised as the initial attending officer for sexual assaults. These incidents are extremely complex and require a high level of sensitivity and a good knowledge base and awareness of the law and processes surrounding the investigation. These are all things I have had to research and develop myself on top of completing the Police Constable Degree Apprenticeship and occupational competency portfolios required to complete the probationary period. 

As discussed above, policies, processes, and the law are constantly evolving. As a serving officer you are required to learn and adapt to these changes with often very short notice. This is a requirement by all serving officers, regardless of experience, time served or qualifications. I agree officers should have a certain level of academic skills however does not necessarily have to be evidenced in the form of degree style assignments and exams but instead a more job specific portfolio assessment. There is evidence to support professionalising policing however, it is clear the way in which this is done needs to be reviewed. The College of Policing are due to release a full report on the Police Constable Degree Apprenticeship programme in 2023, which should help to address some of the concerns raised. 
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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:

Police forces across the country have been using social media as a way to engage with the public for over a decade. The Association of Chief of Police Officers (ACPO) have encouraged the use of social media to engage with groups who otherwise may not have been involved with local policing discussions. Most police forces across England and Wales use social media as part of their communications strategy. By 2010, thirty-six police forces had corporate Twitter accounts, as did 140 neighbourhood and local policing teams (Crump, 2011). In 2017 it was estimated this had grown to forty-eight corporate and 2,450 non-corporate twitter accounts held by police (Fernandez et al, 2017) There are no figures for today but it is likely as popularity in social media increases so have the number of accounts held by policing teams. It is important to note that these figures just relate to Twitter, they do not include other accounts with other social media platforms such as Facebook, Instagram or You Tube which are popular platforms used by police forces. 

During the course of the last three years, I have used social media to assist me in my role as a police officer, in a number of different ways. From missing person campaigns, appealing for witnesses to an incident, searching for suspects, as well as general engagement with the public. Social media is a useful tool that provides ‘a new way to connect with the public’ (The Police Foundation, 2014). In a report produced by the Office of National Statistics in 2019 it was found that 93% of households in the United Kingdom had access to the internet and of those 64% were using mobile broadband to access the internet (Office of National Statistics, 2019). The introduction of smart phones and tablets combined with affordable data plans from mobile networks, has allowed more people to access the internet from the palm of their hands.

When I was searching for a missing person, social media proved to be invaluable to finding them. The male we were searching for had a neurological disorder that impacted on his memory and we had limited information on our policing systems for the male. When a person has been reported missing previously it is documented on the policing systems, including details of where they were found or if they stated where they had been or who they were with during the time they were considered to be missing. However, we did not have any of this information in this situation. The next step in the investigation was to speak to the person who reported him missing and any other family or friends he may have connections to the male. However, due to the male’s neurological disorder, his behaviour was unpredictable even to family and friends, so this did not give me any further leads to establish a search area. With the consent of the family, I was able to publish a social media appeal to help locate the male. On the day he went missing it was an extremely hot day and the male was extremely vulnerable due to his health condition, as a result it was paramount the male was found quickly. The post itself received a large response and was shared across missing persons groups until eventually the missing person was spotted by a member of the public who had seen the social media post and contacted the police with the location. The missing person was found, safe and well and returned back to their home address. This is just one example of how the police can use social media. 

Effective communication can form the service delivery towards the needs of the public (COP, January 2020). Technological advancements have created community and engagement opportunities through open data sources and social media platforms (COP, January 2020). Social Media has allowed police services to immediately share information relating to risk which could include asking members of the public to stay away from a particular area. Social media posts come with the ability to share, screenshot, tag and comment, therefore increasing the level of dissemination of the information. Police services across the world utilise social media in this way and has been proven invaluable when it has come to alerting members of the public to imminent danger. For example, the terrorist attacks in London, the mass-shootings in Florida and Las-Vegas as well as alerting the public to high risk danger areas following natural disasters (Derick et al, 2018; Proctor, Crump, Voss & Cantijoch, 2013). Having regular updates and keeping the public informed can reduce the pressures on the emergency services, particularly the contact centres, as the phone lines are not tied up with people just wanting to find out what has happened but instead are kept free for true emergencies. 

Although the use of social media by police services across the country is a great way to engage with the communities they serve, the popularity of social media usage is also useful in investigations as more and more people use social media and post ‘in the moment’ images and videos which can help with an investigation. An example of this is the London Riots in 2011 and most recently the disturbance that occurred in Mayhill, Swansea. Social media allowed for many suspects to be apprehended, that otherwise would have gone under the radar if it wasn’t for this technology and method of communication.

Another way Social Media is utilised by the police is in the form of information and intelligence gathering. People share their wholes lives on social media, this includes criminals bragging about their ill-gotten gains and even utilise it to run their illegal businesses, for example, to sell drugs and weapons. This desire to share this level of information can work in law enforcements favour. Digital information, once shared is extremely difficult to destroy or conceal (Walsh and O’Connor, 2018). As a result, more and more information shared on social media is being used to support investigations and assist with identifying potential suspects. Social media platforms and online networks tend to have a public element to them allowing for open-source searches to be conducted on certain posts, hashtags or if known individuals. This form of open-source investigation has been used to assist with investigations such as the London Riots in 2012, The terrorist attacks on London Bridge and most recently to identify offenders involved in the disturbance in Mayhill, Swansea. The images collected were then shared via the respective police forces’ social media accounts to try and obtain assistance from the public to identify the individuals. 
Social media is utilised more and more to support on-going criminal investigations. 


There a number of benefits to the police using social media, however as with anything there are also some negative aspects, some of which are potentially dangerous. Online platforms can provide a “microphone for the masses” and can be used by otherwise meek and mild individuals as a way to empower them and “talk back” (Murthy, 2011). Counter-narratives are circulated which can shape public knowledge and opinion (Turner, 2010). Individuals involved in these types of posts have been widely nicknamed the “Karens” of the world. The urban dictionary defines ‘A Karen’ as a person who complains about solutions to other people’s problems even if it does not a direct impact or inconvenience on them (Urban Dictionary,2020). The spread of false information via social media can lead to mass hysteria and can cause potentially dangerous situations that require the attendance of the police and other emergency services. 

Social media is also not regulated, as a result information and stories can get sensationalised. Videos and images are also edited to often show a censored version of the incident to fit the agenda of the person or group posting. This is seen more and more as members of the public are filming their interactions with the police and posting edited versions of the same interaction, leaving out vital information, for example, the reason why the police were involved in the first place. The ever-growing usage of social media and the constant advancement in technologies are making the world we live in smaller and smaller. As a result, incidents that happen in the United States of America between members of the public and the police can ripple over to the United Kingdom and cause animosity with our police services. An example of this is the death of George Flloyd, which was later confirmed caused by police officer. Reports of Flloyd’s death caused international uproar and subsequent Black Lives Matter Protests, with an element of anti-police agenda were seen not only in the United States but also in the United Kingdom. Another example of how social media from overseas has impacted on local policing is a series of videos and posts shared by Americans in relation to traffic stops performed by their police officers. In the USA, it is not a legal requirement to give the police your information, however in the UK it is a legal requirement under Section 165 Road Traffic Act 1988 and the driver could be fined for failing to provide this information. This mis-information can lead to potentially dangerous interactions between the UK police and members of the public. In some situations, this has lead to large scale violent disorders. 

Many police forces now have media and public relations teams in order to manage their own image. By managing their own media outlets police services can have a degree of control over the messages that were previously only published by conventional media outlets (Goldsmiths, 2015, Motschall & Cao, 2002). Police run social media can provide stricter controls over their appearance (Walsh and O’Connor, 2018). Lee and McGovern (2013) state that social media may come to represent “one of the most powerful tools” of “media and public relations” (Lee and McGovern, 2003). Police services can use social media to share operations and enforcement activities but can also be used to improve community relations, by sharing images related to charitable organisations and the police’s involvement as well as sharing human interest pieces. For example, ‘A day in the life of a response officer’, where a nominated officer is given access to the social media account, and publishes posts throughout the day, showing their activities. The officer can also interact further by running a ‘Question and Answer’ session with the public. A popular platform used to do this type of engagement is in the form of Facebook and Instagram stories. Some police services have engaged with the public by asking for them to name the puppies designated for the police dog unit. Content that humanizes police officers and bridges the gap between them and the general public, can ‘bolster and trust support’ (Schnieder, 2016). South Wales Police have previously used humour as a way to engage the public with some of the wanted campaigns. Most memorable was the posting made of a suspect that had a striking resemblance to the actor David Schwimmer. The social media team engaged with some of the commentors, which resulted in the actor himself responding to the post. This international interest in the post allowed for the actual suspect to be apprehended as everyone in the world was looking for a ‘Ross Geller’ look-a-like but it also showed South Wales Police in a positive, more human light.

Although Social Media can be used to assist police and policing activities, it is also important to remember that it can be used as a tool to track down and harm individual officers. Just as the police use social media for information and intelligence gathering, criminals will use it in much the same way to identify and target serving police officers. Security threat levels have changed considerably over the last 5 years. In 2020 a number of reports were published by forces across the UK discouraging the use of personal accounts to promote policing agendas. The police are also governed by strict rules and provided guidance regarding appropriate use of social media that have been set out by the College of Policing. These rules are designed to not only protect the officers but also to protect the reputation of the police in general and prevent any potential negative community relations incidents.  

As much as social media can be used to discredit and harm the police, it also gives the police service a platform to be able to try and repair their relationship with the public and even hold themselves accountable when things do go wrong. The level of surveillance social media provides on police interactions can help to potentially improve the way police deal with incidents, and route out poor misconduct. As police officers are subjected to “permanent visibility” (Foucault, 1977). This level of transparency can help towards building trust and rapport with the public and help to step away from “police corruption” agenda still felt by many today. Some might argue why police services need to spend so much time focusing on their image and public perception as the police are there to enforce the law and as a result make decisions that are not well liked. Although this may be true the police are public servants and rely on public support to be able to continue protecting the public and enforcing the law. Afterall ‘The public are the police, and the police are the public’. And as ‘the public’ the police should continue to stay up-to-date with the public’s preferred communication and engagement methods, such as the use of popular social media platforms. 
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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:

Effective leadership is one of the most important aspects to management, whether that be an organisation, a team or an incident (Weihrich et al, 2008). Since achieving an independent status as a police officer, I have had to take ownership at incidents and as a result consider my leadership styles when managing victims, witnesses, and offenders. Since joining the police there has also been an increase in new officers joining response, whilst more experienced officers have been moving on to more specialist departments. As a result, I have very quickly found myself having to adopt a leadership type role, as younger in-service officers look to me for guidance and assistance. In all instances I have had to consider my leadership styles, develop, and adapt them accordingly. 

An example of when I have had to do this was when, I attended an incident where there had been report of an aggravated burglary. The reporting person had called 999 stating persons had entered his property and had assaulted him with a bottle and taken a number of his personal items. I was one of the first officers on scene and was greeted by the victim in the property who had significant injuries to his face. Due to the serious nature of the incident it was important the ‘Golden Hour principles’ were completed in order to obtain the best evidence (College of Policing, 2019). I attended the incident with a student officer who was still in their tutorship period and had not been given an independent patrol status. This meant they were looking to me to manage the incident and guidance on what to do next. I had to utilise and adapt various leadership styles in order to ensure medical attention was given to the victim, suspects were secured, the scene was preserved and gain a first account from the victim and witnesses. 

Leadership is “the process of influencing others to understand and agree what needs to be done and how to do it, and the process of facilitating individual and collective efforts to accomplish shared objectives” (Yukl, 2010). There are a number of leadership styles that have been developed over the years but the most popular styles that are commonly used, are Authoritarian Leadership, Participative Leadership, Transactional Leadership and Transformational Leadership. All of these styles can be found in everyday policing and each style has its pros and cons.

Authoritarian style leadership is where the leader’s behaviour exerts absolute authority and control over individuals and demands ‘unconditional obedience’ (Wang et al, 2019). Authoritarian leaders expect their ‘subordinates’ to obey their requests without any disagreement or challenge and to respect a strict hierarchy (Redding, 1990). This can be reflective in some aspects of policing, with the military style ranking system seen in police forces across the world (Police officers report to Sergeants, who then report to Inspectors, who then report to Chief Inspector etc). Authoritarian leadership operates on a punishment and reward system. For example, in the case of a suspect and police interaction this could be as simple as breaking the law results in a police officer arresting that individual. 

Early studies from the later 1970’s and early 1980’s suggest that the authoritarian leadership style was preferred by police officers (Jermier and Berkes, 1979; Brief et al, 1981; Kukyendall and Unsinger, 1982) It was essential to ‘maintain centralised control whilst officers are allowed considerable discretion on the ground; to ensure rapid mobilisation in crisis and emergency situations and to give public confidence in the legitimacy and accountability of police activities’ (Campbell and Kodz, 2011).

An authoritarian leader is disinclined to have an open dialogue with its subordinates but rather limit any exchanges to providing direction or maintaining control. In some aspects of policing the strict directional approach can be beneficial, as it can allow for quick decisions to be made in a short space of time. This was particularly important when I attended this incident. It was important to ascertain what had happened very quickly, secure any suspects and preserve any evidence. To achieve this at the time, I needed to provide clear direction to the victim, witness and student officer. In those first few moments at the incident the authoritarian approach was beneficial to accomplish all of this, however it was not a sustainable approach. The authoritarian leadership approach is often seen as restrictive, as participation from the subordinates is generally not encouraged or allowed. This can be effective where the leader is more knowledgeable and experienced than its subordinates. However, when the team is highly experienced and competent this approach can lead to rebellion from the team members (Muenjohn et el, 2018). Although the approach allowed for quick management of the scene, as a student officer myself, I knew my knowledge and expertise was limited. I needed to obtain further guidance from more senior officers and more specialist departments. In this instance it was my sergeant and detectives within CID (Criminal Investigation Department). When they arrived on scene, I moved away from the authoritarian approach and took the role of a subordinate as I followed their direction and leadership. 

Participative Leadership or Democratic Leadership is defined as joint decision making by a superior and their employees (Koopman and Wierdsma, 1998). All members within the team or organisation work collaboratively to resolve any issues or problems and work towards common goals. Team members feel included, engaged, and motivated to contribute. This approach was first introduced in the 1930’s following the Hawthorne Experiments. The experiment was conducted to try and improve productivity in factories (Gillespie, 1993). This was then explored further in the 1950’s by Henry Landsberger. It was found that when the participants felt they were being supported by observation or participation they were more satisfied, and productivity increased (Muldoon, 2017).

When dealing with incidents I have found a participative leadership style effective when speaking to victims and witnesses. Victims and witnesses can sometimes feel powerless following an incident, especially if it was particularly traumatic and/or out of their control. In a report produced in April 2017 for Victim Support, it stated that victims of crime can “feel a state of uncertainty and disempowerment” following an incident (Dinisman and Moroz, 2017). As a result, by utilising the participation approach and having an open discussion with them about what was going to happen next and providing options, I believe it can help to give them some feeling of power back. However, this approach is not always effective, as victims and witnesses may also be in a state of shock and become overwhelmed by the amount of information given to them. Therefore, they may benefit from a more direct approach. When I attended the aggravated burglary, I tried to utilise participative leadership approach when speaking to one of the witnesses, however this did not work. The witness was extremely upset and in a state of shock as a result it was difficult to speak to them and I could only obtain limited information. If I had pursued the participative leadership style in that instance, the volume of information and questioning could have been overwhelming to them which could have potentially hindered any future investigation. 

Another style of leadership favoured in policing, is transformational leadership. This was first defined by James Macgregor Burns as a process where “leaders and their followers raise one another to higher levels of morality and motivation” (Macgregor Burns, 1978). To be a transformational leader there are four main things to consider. The first is to help followers see their short-term goals and the relevance they have to the wider team and organisation. The second is to use challenging goals to help develop the followers’ skills and abilities. Thirdly, transformational leaders will challenge how things are done, encouraging their followers to be more creative and effective. For example, a new sergeant starts on a new team and may identify an outdated process that has been in place for years but highlights and implements a more efficient way of doing the same process. Lastly, the fourth key aspect to transformational leadership is to encourage their followers to achieve their goals without compromising any ethical standards (Humphrey, 2014). In a study conducted by the National Policing Improvement Agency (NPIA) it was found that transformational leadership can “have a more positive impact on subordinate’s organisational commitment and their willingness to exert extra effort and comply with directives” (Campbell and Kodz, 2011). Further studies conducted into transformational leadership have also found that employee work outcomes such as, low attrition rates, higher levels of productivity, employee satisfaction and well-being were also greatly improved (Eisenbeiß and Boerner, 2013; Garcı´a-Morales et al, 2008; Piccolo and Colquitt, 2006; Keller, 1992). 

The transformational leadership style is something I have found myself utilising when I have been partnered up with student officers. By encouraging and promoting their own learning and development journey, this can help them in the future when they become independent or may even find themselves in a similar position to me; being young in service and mentoring student officers in tutorship.  Whilst I was in attendance at the incident of the aggravated burglary, although I had to initially take an authoritarian style leadership approach in order to manage the scene, secure any suspects, preserve any evidence and provide clear direction to the victim, witness and student officer. As previously discussed, this approach was not sustainable and as a result I had to adapt to a different leadership style. As I was paired up with a student officer in their tutorship, I was aware this was all part of their learning and development. As a result, I switched to a more transformational leadership style, in that I engaged with the officer and asked them questions on what they thought should be done next. I chose this particular style rather than a participative leadership style, as I still needed to maintain a level of control due to the complex nature of the incident. However, I felt it was important for the officer’s own development to try and make decisions for themselves. I switched to more of a coaching and mentoring role in order to facilitate this and provided guidance and assistance when needed. 

Although a favoured approach by police forces, transformational leadership is not without its flaws. Yukl (1999) identified seven major weaknesses with the approach, the main one being that the theory assumes a ‘heroic leadership stereotype’ (Odumeru & Ifeanyi, 2013). An effective performance by an individual or group is due to the skills of the leader and their ability to motivate, rather than the individual’s own motivations, knowledge and expertise (Yukl, 1999).

Transactional leadership is similar to that of authoritarian leadership as ‘it promotes compliance of his followers through both reward and punishments (Odumeru & Ifeanyi, 2013). Where transformational leadership looks to make changes and improve things for the future, this approach keeps things the way they are. These types of leaders are more inside the box thinkers rather than outside the box thinkers. By sticking to strict processes and protocols already in place and not deviating from them.  This type of leadership is more appropriate in a crisis. In policing this could be in the form or a critical or major incident, where an individual has to take charge of the situation and manage the incident as well the as the individuals involved. 

As mentioned above transactional leadership operates on a reward and punishment system. In a study conducted by the National Policing Improvement Agency (NPIA) it was found that despite this type of management, the transactional leadership style can have positive impacts in certain circumstances. For example, subordinates may respect supervisors who use transactional leadership to address poor standards and performance (Campbell and Kodz, 2011).

After taking the time to reflect on my leadership style, as my career progresses the transformational leadership style is something I would likely favour and bring to any future teams.  Mary Poole states “Leadership should be more participative than directive, more enabling than performing”. Although Poole was referring to participative style leadership, I feel is also applicable to transformational leadership. By working with the team and acknowledging individuals’ strengths and weaknesses and assisting with their development, this can lead to a more effective and motivational working environment.  A study conducted in 2004 for the Home Office looked at survey responses from 1,066 (across all ranks) from thirty-six police forces across England and Wales. It was found that leaders who were scored highly on the transformational behaviours could have positive psychological impacts on their subordinates.  Subordinates were more likely to have a higher commitment to do their job, self-confidence and self-esteem, a sense of job satisfaction and motivation to exceed expectations (Dobby et al, 2004). “A transformational leader motivates us to do more than we originally expected to do” (Bass, 1985).

Throughout my three-year probation I have been trialling and developing different leadership styles and I will continue to do so throughout my career as I take on new roles and responsibilities. I am aware that this will not be without issues it is all part of the learning experience. As with any leadership style there are negatives as well as positives to each approach. This means I will have to consider that different leadership styles may have to be adopted and adapted. I will need to consider different factors that may influence the leadership style I adopt or utilise as it will depend on the type of incident I attend or even the dynamic and experience of the team I am working with. 
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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:

Throughout my three-year probation coaching and mentoring have been imperative to my development and to successfully complete my probationary period. Coaching and mentoring can be used “to enhance the skills, knowledge and performance of their people around specific skills and goals (CIPD, 2021). To successfully complete my probation, I am required to complete the Police Constable Degree Apprenticeship (PCDA) as well as completing occupational competency portfolios, that consist of a series of work-based learning activities.

Policing is predominantly reliant on experiential learning or ‘learning on the job’ approaches. This is because of the unpredictable nature of the job and the requirement to think outside the box rather than focus on theory and process. Conventional learning methodologies tend to be a lot more theory-based classroom experience that relies on specific knowledge and subject matter. The downside to operating on a classroom basis is this can risk inexperienced students thinking when they are operational and in the field any problems that arise can fit into a neat little box (Raelin, 1997). However, this is not always the case and as a result requires real life application which can be done in the form of work-based learning. 

Work based learning is a term used to describe a form of university programmes that combine both university style learning and work organisations to create new learning opportunities within the workplace (Boud and Soloman, 2001). This is the method the College of Policing have adopted as part of the Police Education Qualification Framework (PEQF). Typical characteristics that apply to work-based learning include, being driven by immediate and specific workplace requirements, a focus on ‘learning’ over ‘teaching’. The responsibility for learning is shared amongst several people within the workplace. In policing, this can be via specialised training officers, tutor constables and even the learners themselves (Brennan, 2005).
Work-based learning has predominantly only been seen in professions such as nursing, teaching and social work (Fowler, 1988). These professions have used work placements and sandwich courses in order to introduce practical application of the learning into the course. Students will often undertake a work placement of up to a year as part of their undergraduate degree. This is similar to that of the Police Constable Degree Apprenticeship (PCDA) programme; however the work placement element is much longer. Students undergo a period of 26 weeks of classroom learning and are then integrated into the workplace where they apply their classroom learning in a practical setting and continue to complete an undergraduate degree over a period of three years. 

In order for a work-based learning programme to be successful the university and the workplace (in this instance the police) need to work together to ensure they are not sending contradictory messages. The Police Constable Degree Apprenticeship (PCDA) was first introduced in 2018. As it was such a new programme when it was launched it was still in its infancy stages and as a result there were a number of teething problems. This was reflective in an early review conducted by the Police Federation in 2019 where it was found that many student officers felt they were only being ‘drip-fed’ information in the beginning which caused uncertainty over several aspects including the structure of the training (POLFED, July 2019). As the course develops and progresses, these issues may start to disappear and the programme will become much more streamline and beneficial for the new recruits. 

As mentioned above, coaching and mentoring have played an important part in my development during my probationary period. Coaching is defined as “the art of facilitating the performance, learning and development of another” (Whitmore, 2002). A coach is defined as ‘someone who is equipped to aid individuals, groups and organisations to maximise their performance in pursuit of their desired goals’ (Dexter et al, 2011). 

When coaching is implemented within an organisation the following characteristics are generally present within the coaching model. The first being that coaching takes a non-directive form of development, in that the coach will allow the recipient/student, to formulate their own solutions and actions. Coaching tends to focus on improving and developing an individual however there is more of an emphasis on performance at work. For example, a student officer joining the police under the Police Constable Degree Apprenticeship (PCDA) programme, has to complete an initial training period of 26 weeks, if they fail this then they cannot proceed any further. Coaching within an organisation often involves activities that have both organisational and individual goals. It will also provide people with the opportunity to assess their strengths and weaknesses. For a student officer this could be done in the form of reviews and incident reflection documents. Coaching is generally provided by supervisors or by specially training individuals. A student officer is initial coached by qualified training officers during their 26-week initial training period and are then given one on one coaching by a tutor constable for a period of 12 weeks (CIPD, 2021).

To be an effective coach, the coach will not tell the recipient what to think or what to do but will allow them to think for themselves.  They will refrain from providing overwhelming negative feedback but instead offer constructive criticism and ask the recipient to reflect and find their own solutions to problems (Unboxed, 2021). In a study completed by the Chartered Institute of Professional Development (CIPD) it was found that coaching was one of the most effective approaches to development (CIPD, 2021). However, if the individual is resistant to coaching or lacks self-reflection, this approach may not be the most appropriate for their development. 




Mentoring is a way to “support and encourage people to manage their own learning so that they can maximize ‘their potential, develop skills, improve performance and become the person they want to be” (Parsloe, 2016). Mentoring differs to coaching in a number of ways. A mentor is generally more experienced and qualified than the mentee. For example, if a police constable wanted to pursue a promotion they may request a mentor who was at inspector rank or above as they are likely to have the skills, knowledge and expertise to be an effective mentor. Mentoring also tends to be more long term and takes a broader view of the person, compared with coaching, that generally has an end date and a specific development or organisational goal to reach (Gravells and Wallace, 2007).

Brockbank and McGill (2006) identified a set of skills for mentors to be able to engage the mentee ‘in reflective learning leading to change’ (Kochan et al, 2017). This included having what is known as ‘mentor presence’. A good mentor is aware of non-verbal cues from their mentee such as body language or facial expressions. This is particularly good when trying to recognise when a mentee might be struggling or stressed, and they are not willing to admit to it. This is particularly important for students in the new Police Constable Degree Apprenticship scheme as they undertake a fulltime degree, whilst managing a demanding full-time job. Throughout my three-year probation I have found there have been times where things have got overwhelming, but I have continued to come to work and perform my role as a police officer. Even though I thought I was hiding it well, my mentor recognised that something was not right and spoke to me about it. I was able to talk about how I was feeling at the time and we worked together to come to a solution to help alleviate some of the pressure. 

Another way in which mentors can be effective is by listening to their mentees, in particular ‘active listening’. Active listening involves not just listening to what a person has to say but also paying attention to the non-verbal cues that an individual may be giving off (MTD Training, 2012). There are five key ways in which a person can be an active listener, these include, paying close attention to the mentee, demonstrating that you are listening, checking for understanding, not interrupting the mentee when they are speaking, and responding appropriately. Active listening can be demonstrated by summarising or by asking further questions to clarify what has just been said (Fanning et al, 2018). As a police officer this is a skill that is used on a regular basis when speaking to victims, witnesses, and suspects. For example, a victim of domestic abuse may be using their words to give an account of what has happened, but their body language and facial expressions (no matter how subtle) could be telling a different story. 

Another way in which I have been able to develop and meet my professional and organisational goals is through feedback. Feedback is one of the most important things in personal development as it is ‘the prime information to achieve development by confirming or rejecting a performance or behaviour (Kaymasz, 2011). Ashford and Cummings characterised feedback as an individual making an effort to develop correct and appropriate behaviour in order to achieve results (Ashford, 1986). There a many different forms of feedback. There is informal feedback which can occur spontaneously and in the moment. I received this type of feedback in the early stages of my tutorship when attending incidents, as my tutor at times was required to give me on the spot notes as to avoid making any mistakes that could have serious consequences. During my probation I also received formal feedback in the form of reviews assessing my performance against competencies and formal marking criteria. However, the best type of feedback is Constructive feedback. Studies have shown that people want ‘more constructive feedback’ (Thach, 2002). This type of feedback is designed to highlight areas where development and improvement are required, however in the same instance offer solutions and possible corrections to consider for the future. This method gives individuals a better chance at being able to take ownership of their own learning and development. Following each university assignment submission, I have received feedback in the form of written commentary. I have varying types of feedback this way, however the feedback that I have felt most useful has been where the marker has not just pointed out the positive and negative points but has also offered guidance and how to improve and develop for future submissions. Feedback that is meaningful and constructive yields exceedingly effective results (London, 2003)

Overall coaching and mentoring have their differences however they go hand in hand with most development and training situations. As a result, the role of a ‘coach-mentor’ can arise as the two roles are merged (Bruce-Foulds et al, 2016). In a coaching scenario, the coach may be more direct with their knowledge and experience, whereas a mentor may be less inclined to offer advice but rather facilitate reflective practices in the mentee. This is done by asking questions rather than offering information. The individual will switch from coach to mentor depending on the situation that is presented (Bruce-Foulds et al, 2016).

The role of a coach-mentor can be seen in police tutor constables. In the first few weeks with their students, they are expected to perform the role of a coach, telling them what needs to be done for each incident. As the tutor period progresses and the student draws closer to independent status, the tutor will adopt a mentor style role by using more facilitative questioning. For example, when attending a domestic violence incident, the tutor may turn to the student and ask them what needs to be done rather than tell the student what to do. 

Throughout my three-year probation I have benefited from coaching and mentoring by experienced officers. They have allowed me to develop my ability to self-reflect and consider ways to improve things for the next time. Over the last three years my confidence as a police officer has grown, particularly in this final year as resources have been impacted by the Coronavirus Pandemic which has led me to take on complex incidents and investigations on my own. As a result, I have had to research and locate information to assist me as well as self-reflect on the incident. During this final year I have also become a specialist point of contact for Stalking and Harassment incidents; providing assistance to fellow officers dealing with these types of investigations. 

The coaching and mentoring I have received in my short time as a police officer has also assisted me when I have found myself in a position where I have had to coach and mentor other officers. Due to the volume of new officers coming in to the police service and older in service officers moving on to specialist departments, I have found myself very quickly being classed as one of the most experienced on shift, As a result, I have found myself having to take on the role of a coach and mentor to the new students, including those in tutorship, who at times would not have a tutor due to annual leave, courses or even sickness. This was a daunting task to take on as I am still learning myself, however it has helped with my own learning and development. Having students ask questions about policies and processes has allowed me to reinforce my own learning. Providing feedback has also helped me to develop my ability to self-reflect on incidents. 

As my probation comes to an end, I recognise how I have developed during this time as a police officer. From my first day in tutorship, fresh out of classroom training, where I would describe myself as’ a deer caught in the head lights’ to now where I feel confident at most incidents and I am now being given the responsibility to coach the new students coming through. I am looking forward to the next chapter and being able to progress my learning further through continued professional development (CPD). 
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