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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.
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Task 1

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

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


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

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

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


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



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



ANSWER:

In this assignment I am going to discuss and critically evaluate how the College of Policing is strategically professionalising policing in the UK. I will also discuss how I, as a modern day Police officer am working to fulfil the role, now I am nearing the end of my probation. I will then critically reflect on how my final year of probation has seen my role as a Police officer change using Bortons Reflective Tool. 

In recent years, things are rapidly changing within Policing, whether that be in terms of technology and the way people communicate or the way in general people live their lives. Crimes are evolving, and are becoming broader, with an increase in violent crime, and crimes involving technology. With this in mind, it is important to understand that the Police service must also change in order to properly serve and protect the public. One of these changes in particular, is for Policing to be officially recognised as a profession in the UK. In order to understand the professionalisation of the Police, it is firstly important to understand what a profession is. As outlined by Bryant and Bryant (2019, p.48) the following are what is minimally required for an occupation to be seen as a profession; an amount of theory and knowledge underpinning the practise of the profession; controls on entry to the profession, e.g. qualifications; autonomy, discretion and a degree of self-regulation; and a code of ethics. Policing has not been classed as a profession before, but professionalisation is usually driven by demand for police reform related to crises in public confidence which lead to calls for improvements in training and recruitment (Paterson, 2011).

The main organisation implementing these changes is the College of Policing. The College of Policing is the official professional body for policing, and it is their responsibility to provide standards and training to those within the Police service, including in areas such as ethics and evidence-based policing (Bryant and Bryant, 2019, p.49). The College of Policing was introduced in 2012, after a review was conducted by Neyroud, (2011), in Police leadership and training. Within the review Neyroud, (2011) outlined the need for professionalising the police service instead of it being a service acting professionally. A year after the review was complete, the College of Policing was introduced to be responsible for the key national standards, including both individual and organisational qualification frameworks and leadership training approaches for the service. He stated by doing this it will develop a more confident, less risk averse, professional approach, which will be transparent and accountable, whilst being committed to public service (Neyroud, 2011).

There are clearly many benefits from professionalising the Police service, however some officers have outlined their doubts. This is noted in a study conducted by Fleming, (2014) where an officer stated that it could be seen as a political agenda, as it challenged their view of themselves as professionals. He also goes on to claim that some officers do not feel they can achieve professionalism (Fleming, 2014). It is therefore even more important that the College of Policing provide the appropriate training, and guidance for officers, in order for them to be officially classed as professionals of Policing. In 2018, the College of Policing introduced new entry routes for persons to join Police forces throughout the UK within their Policing Education Qualifications Framework (PEQF). These include the Police Constable Degree Apprenticeship (PCDA) and the Degree Holder Entry Programme (DHEP). It is believed that by providing these new entry routes, officers will cover a larger depth of training and education, rooted in an evidence-based approach, and most importantly reposition initial policing education within the national framework of professional education (College of Policing, 2020).

The reason that the College of Policing are making these changes is because it has been found that the previous entry programme was outdated, and was not in line with what is current. The requirement for the Police service to adapt to these changes has been outlined by the Policing Vision 2025 (Association of Police and Crime Commissioners/National Police Chief Council (NPCC), 2015). Within the Vision it is outlined that the workforce needs to be equipped with the skills and capabilities necessary for policing in the twenty first century, and the workforce model needs to support police education and professional development to ensure the Police service attracts a representative mix of people with the right skills, knowledge and potential, and behaviours and values to deliver the policing vision. Another part of the vision focuses on partnership working and adapting an evidence-based approach, therefore enabling improved data sharing and integration between agencies (Association of Police and Crime Commissioners/NPCC, 2015). One of the main focuses of the PEQF framework is to introduce and enhance certain traits within the newly trained officers, these include; evidence based policing (EBP); reflective practice; and blended learning. These are all encompassed within the National Policing Curriculum, which was developed by the College of Policing to form the basis of training for a number of different roles (Bryant and Bryant, 2019). EBP is defined by Sherman, (1998) as ‘the use of the best available research on the outcomes of police work to implement guidelines and evaluate agencies, units, and officers’. It is important that those officers who are progressing through the new entry routes have a good knowledge of EBP in order for them to identify patterns and trends within crime and victimisation and therefore implement problem solving initiatives, and for the allocation of appropriate resource levels for such problems.

Of the two entry routes introduced by the College of Policing, I am completing the PCDA route, and I am currently in the third and final year of it. Now I am in my final year of probation I am starting to feel more comfortable and confident in the role. In 1829 Sir Robert Peel introduced principles that underpinned his philosophy that the power of the Police comes from the consent of the public, and not the power of the state (The Crime Prevention Website, n.d). These principles include, the prevention of crime and disorder and the philosophy that the police are the public and the public are the Police. This means that the Police are just members of the public, who are paid to ensure full attention is made to community welfare (The Crime Prevention Website, n.d). Although the Peelian principles came in to force nearly 200 years ago, it is argued that they are still equally as suitable today, as they were then. However Loader, (2016) argues that the Peelian Principles are out dated, and are insufficient to the challenges of urban policing today. 

As outlined by (College of Policing, n.d) the role of a Police officer today is broad and covers a number of areas, such as the prevention and detection of crime; community policing to promote law and order; decision making in line with the National Decision making model (NDM) and the Code of Ethics; the use of legal powers to maintain law and order; and the maintenance of professional standards. I believe even within the time that I have been a Police Constable, I have seen the role change, particularly in relation to COVID-19. I have had to quickly adapt, and constantly refresh my knowledge on the up to date COVID legislation in order to correctly enforce it. I have quickly learnt and continue to learn about a variety of different crimes and incidents including violent crime, mental health and domestic abuse. I think one of the main areas I have thrived in is identifying risk and vulnerability. 

One of the main responsibilities of a modern day police officer is being able to identify vulnerability and risk, and putting safeguarding measures in place in order to deal with that risk. As outlined within the Policing Vision 2025 vulnerability is a core priority of policing, and in order to deal with such vulnerability policing must increase partnership working to reduce demand (Association of Police and Crime Commissioners/NPCC, 2015). I feel that I have a good understanding of what vulnerability is, and how to identify if somebody is vulnerable. Vulnerability is defined by (Cleveland Police, 2020) as “a person is vulnerable if, as a result of their situation or circumstances, they are unable to take care of or protect themselves or others from harm or exploitation”. Under this definition many people can be classed as vulnerable, ranging from a victim of domestic abuse, or an elderly person or a child. For that reason it is vitally important that all Police officers have a good understanding of the definition, and what to do if they deem somebody as vulnerable. As outlined above another core principle of modern day policing is partnership working. In order to safeguard a vulnerable person, and put measures in place to support them, Police should have a working strategy to inform partner agencies of what has happened, and appropriately risk assess their situation.

I was asked to attend an abandoned 999 call in a town centre. We had very limited information, and the call had come from a phone box, so the control room were not able to do any checks on the telephone number to see who it belonged to. On arrival at the location, I could see a male and female person stood near to the phone box. Myself and my colleague approached them, and I asked if they had contacted Police. The male answered me saying that they had not contacted the Police. I looked at the female, and she started to wink at me. I immediately recognised that she wanted to speak with us privately and was too scared to speak in front of the male. I could see that she had a visible injury to her lip, which was bleeding. I took her to one side, while my colleague stayed with the male. She told me that she had been assaulted by him, and he wouldn’t leave her alone, so she couldn’t get away from him. I returned to my colleague and informed the male that he was under arrest, he proceeded to resist arrest, and assaulted myself and my colleague. 

Once we had taken the male to custody, the female attended the Police station in order to give her statement. She was visibly upset, and I could tell that she just didn’t know what to do. This was the first reported incident between the two, but it was clear to me that she had been suffering abuse for a while. At first she was adamant that she didn’t want to make a statement of complaint against the male. She was clearly frightened of the consequences, and of him turning up at her address. I explained that there were measures that could be put in place in order to protect her. I spoke to her in an understanding manner, and tried to make her feel relaxed. Eventually she agreed to make the statement. I explained that she could apply to the court for a restraining order to be put in place. She told me on a number of occasions that she was now scared that the male would turn up at her address unannounced once he was released from Police custody. I asked her whether she had heard of Women’s aid, who are a federation who work to end domestic abuse (Women’s aid, no date). She told me that she had heard of Women’s Aid, and had previously been re-housed by them during a previous abusive relationship. I contacted Women’s Aid for her, and explained to them her fears, and asked whether they would assist her with refuge, which they did. I then completed a public protection notification report (PPN) with her, which encompasses the domestic abuse, stalking and harassment risk assessment (DASH). As outlined by (Bryant and Bryant, 2019, p.288) a risk assessment must be carried out at every domestic abuse incident in order to provide the correct level of protection for the victim. I risk assessed her as high risk. Once this risk assessment is complete I then tasked it to our public protection unit (PPU) who then conduct a secondary risk assessment. They will then decide what partner agencies the PPN will get sent to, such as health services, housing and social services. This will then allow partner agencies to contact the victim, and offer further support and guidance I also asked the victim whether she would like me to refer her to victim support and live fear free, who are both independent charities who can assist with further support for the victim. 

By building a good rapport with the victim, and explaining to her the support that is available will not only safeguard the victim, but by providing her with this level of support will also assist her through the criminal justice process. As a modern day Police officer it’s important that I understand all the support that is available to victims from partner agencies and departments within my own force to do this. During this incident I believe myself and my colleague worked well together and identified vulnerability and risk, which is a key competency in a modern day Police officer. By identifying such risk, and completing the relevant paperwork, this allowed the victim to receive the help and support she needed from partner agencies, which she accepted. I think that is I was faced with a similar incident in future, I would mimic this incident, as I feel it worked well, and the outcome was good.

I feel that during my final year in probation my confidence has grown hugely. I feel that I now have the confidence to deal with incidents efficiently and correctly. Within the incident I earlier spoke about, I feel that I offered that victim every bit of support I could have, encouraging her leave the abusive relationship and use the support offered. I feel that this is not simply what is required of me as Police Officer, but also personally as well. It is important to me that I help people as much as I possibly can, and direct them to other agencies when necessary. 
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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:

In this assignment I am going to discuss my experience of using social media as a means of informing and engaging with the community, and in order to promote policy initiatives. I will consider South Wales Police’s force policy on the use of social media for both professional information and engagement purposes throughout. I will also consider what social media platforms are utilised by the Police and what the benefits and risks are of using such social media platforms. I will refer to a policing incident throughout, whereby I played a significant role with the victim and offender and reflect on the use of social media. I will use Bortons reflective tool in order to reflect. 

Social media has become a huge part of every person’s day to day lifestyle. It is estimated by Statista Research Department, (2021) that in 2020, over 3.6 billion people were using social media worldwide, and this number is projected to increase to almost 4.41 billion in 2025. Social media is a huge part of most people’s lives and can be used for anything. Social media is a method of communicating using websites that allow people to ‘post’ public information, chat with others, send messages, and share photographs or videos Social media can be accessed from a number of different devices including, computer, smart phones, tablets and gaming devices. Most people in the 21st century have access to a mobile phone, which has internet access, therefore enabling them to log on to social media sites with the touch of a button. This can be a good thing, however, there can sometimes be negatives to, which I will discuss later on. 

Policing has had to adapt in order to cope with these changes to the world and peoples use of social media. Police forces across the UK, and the rest of the world, have had to adjust their policies and procedures to include the use of not only technology, but with the use of social media within that. South Wales Police Chief Constable Jeremy Vaughan and South Wales Police and Crime Commissioner outlined within their Police and Crime Plan, (2021-2025) that technology brings with it new threats, but it can also improve the way we Police our communities. Within Policing social media can be used in a number of ways to interact with members of the public, whether that be for general community engagement, to help prevent or detect crime or as a means of intelligence gathering, the use of it is clearly beneficial. There are many different forms of social media including social networks such as, facebook, Instagram and twitter, all of which the Police service use in order to interact and engage with members of the public. Facebook has over 2.23 billion users and is a website which allows users to connect with friends, work colleagues, organisations and people they do not know online. It allows users to share pictures, music, videos and articles, as well as their own thoughts and opinions, allowing other users to ‘like’ and ‘share’ such posts (Webwise, n.d). Instagram is owned by Facebook and had over 1 billion users. It is a social media platform for sharing photographs and videos and has become a popular way for users to connect with brands, celebrities, thought leaders, friends, family and more (Antonelli, 2020). Twitter is a service for friends, family and companies to communicate and stay connected through the exchange of quick, frequent messages called ‘Tweets’. These tweets can include photos, videos, links, and text (Twitter, n.d).

In Policing there can be many uses and benefits of social media. Police use of social media can be split in to two main functions: the first being operational function, for example gathering information from and giving information to the public; the second being a relational function to increase police legitimacy, including showing the human side of policing (Bayerl et al., 2014). One of the most important uses of social media by the Police is communication with members of the public. Community engagement is the process of enabling members of the public and communities to participate in policing at their chosen level, whether that be by providing information and assurance, or empowering them to identify and implement solutions to local problems, and influence strategic priorities and decisions (College of Policing, 2013). The Association of Chief Police Officers (ACPO), (2013), set out a number of principles which Police officers and Police staff should follow when engaging with the public via social media. These include being credible; consistent; responsive; n ambassador; inclusive; ethical; and personable. It is important for the Police to follow these principles in order for engagement to be accurate, open, fair, honest and transparent. These principles also outline that the content posted on such platforms should not be of a sensitive nature, and should be material that is open data (ACPO, 2013). Open data is information or data produced by public bodies, which is freely available to the public, this again acts as transparency to the public (College of Policing, 2013). Although social media is a way of engaging with the public, it is important to communicate these posts in a way that the public will engage with. Denef, Bayerl and Kaptein, (2013), conducted a study on tweets posted by the Metrepolitan Police (Met) and Greater Manchester Police (GMP) during the 2011 London Riots, it was found that GMP had a better expression, and were personalized and informal, which the public liked. As opposed to the Met Police who’s tweets were seen as instrumental, reporting on figures and demonstrating Police performance, as opposed to reassurance. It is therefore important to consider the way the messages are posted on social media, and are in a language which the public will appreciate, to avoid a negative response.

Another way Police use social media, is in order to solve crimes and to bring offenders to justice. As already explained, social media sites are a way of engaging with communities. This can range from telling members of the public about what the Police are doing, and being transparent, to asking the public for help in possibly identifying a person, or identifying witnesses to certain situations. This could relate to identifying a suspect, locating a missing person or locating a person who is wanted. I, myself as a Police officer have used this tactic, in order to assist me with identifying a suspect. I attended an incident with my Sergeant, where a male was causing a disturbance in a local food outlet. On route to the incident, I as informed by the control room that a number of calls had been received from numerous members of the public, reporting an aggressive male at the location. On arrival, and on speaking to witnesses and the victims, it was clear that the male was responsible for assault on three persons, criminal damage, and racially aggravated public order. The suspect had left prior to our arrival. The witnesses provided us with a description of the male, and his direction of travel. We carried out an extensive area search of the surrounding area, however it proved negative. I made the local CCTV operator aware of the suspect’s description, so he could check his cameras throughout the evening, however this also proved negative. The following day, I collected CCTV footage of the incident. This CCTV footage was quite clear, however at no point did the suspect look directly at the camera. I managed to get two images from the footage. I sent these to South Wales Police automated facial recognition (AFR) department. AFR is software that can automatically detect faces in an image or video and compare that image with a custody database of circa 500,000 people, returning up to 200 results (South Wales Police, n.d). Unfortunately, due to the suspect not looking directly into the camera, AFR was not successful. 

I then had to consider what other options I had to identify this male. I decided to circulate the images via the South Wales Police internal identity sough bulletin, with a hope that a Police officer or member of Police staff would recognise him, and subsequently positively identify him. I also emailed our Media relations department to ask if the photograph could be share on social media. In sharing the image on social media, and proactively releasing information to aid the investigation and identifying the suspect, the Police are asking for the public’s assistance in order to maintain public confidence in policing. It was important to take in to consideration the victims feeling on doing this, and to ensure that on doing this it would not have a detrimental impact on the investigation (College of Policing, 2021). By sharing the image of the suspect on social media, this allows a larger audience of people to see it, hopefully resulting in the suspect being identified. The more people who see the image and who ‘share’ it, will give a larger prospect of identification. This is agreed by Fallik et al. (2020) who found social media to be an effective tool for acquiring intelligence by Police. It is also agreed by Beachers and Bond (2019), who found that 70% of their participants’ experience indicated that effective Police use of social media sites made a significant difference in solving crime within their communities and helped to build positive relations with that community. After a matter of hours of the post being placed on Facebook, I received information from three separate persons, who provided me with the potential suspect’s name. All three persons provided the same name, and two individuals were deemed professional, one being a probation worker, and the other being a member of Police staff. Both of them provided statements, identifying the male and from the information provided I was able to locate the suspect, interview him and he was subsequently charged and found guilty in court for the offences. 

I feel that without the use of social media in this case, I would have struggled to identify the male involved. By sharing the image on social media, this allowed me to gain information and intelligence that I might not otherwise have been privy to. By having social media, this allows officers another option in terms of widening the engagement with the community, asking for assistance from them. Following the investigation, that court result was placed on the South Wales Police facebook page, allowing members of the public to see the outcome. Those that came forward with information might feel a reward from this, as they contributed to the investigation. By the Police publishing posts such as this it reduces inaccurate information being published, and improves Police legitimacy. I think if I was faced with a similar incident in future, I would repeat this process. The use of social media assisted me with solving this case, and identifying the offender and I think it worked well.

Although there are clearly a number of positives of Police use of social media, such as reinforcing Police legitimacy, and public engagement, there are also a number of risks associated with it. It can be difficult for the Police to interact with certain groups in the community, due to barriers. Although social media is a way of breaking down these barriers, members of the public have to take it upon themselves to actually ‘like’ or ‘follow’ a Police social media account in order for them to see their content. It a study conducted by Fernandez et al., (2017), it was found that Police twitter accounts, tended to interact with other Police twitter accounts, more than accounts of the general public, therefore not being seen by those the posts are intended for. Another potential issue with Police use of social media, is one way communication from the public. A facebook page can attract thousands of ‘likes’ and a post shared by that page might have hundreds or thousands of likes/comments. Members of the public will obviously expect a reply if they write a question on such a post, however this is not always the case due to the volume of comments. It was found by Beachers and Bond, (2019), that their experience would have been improved if Police social media environments had been more open to two-way interpersonal communication. The reason that comments might not be replied to by the Police, is possibly due to lack of Police personnel monitoring such social media channels, and the comments being missed. As stated by Hu and Lovrich, (2019) this does require some Police investment in the form of the allocation of personnel time, appropriate training and associated IT hardware and software resources. 

To conclude, over the two and a half year I have been a Police constable, I personally have not used social media that often, as it is not something that is particulaly used by response Police officers that often. However, I have outlined that there are many benefits of Police’s use of social media, namely, improving Police legitimacy, community engagement and solving crime. I was not able to locate any data referring directly to South Wales Police social media force policy, however I outlined ACPO’s key principles of Police social media use. Police forces use a number of social media platforms including Facebook, twitter and Instagram in order to engage with the maximum amount of people, and widening access to those members of the community who might be more difficult to reach. Although there are many benefits of social media, there are also a number of risks posed to Police use of it. These include lack of two way communication between the public and the Police, engagement with other members of the Police service, as opposed to general public and the use of Police resources and time to run such accounts. I outlined how I used social media in order to solve a crime, and how had I not have been able to utilise social media, the offender might not have been identified. 
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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:

In this assignment I will discuss a policing incident where I played a significant role with an offender and a victim, whilst discussing leadership strategies that I used during the incident in order to manage the incident effectively, and professionally. I will use Bortons reflective tool throughout, in order to reflect on how I dealt with the incident. I will also evaluate and evidence my flexibility in the leadership style I used, depending on the incident. I will consider a number of different leadership styles, used within Policing, and make reference to the ones I utilise most frequently. 

Leadership is something which is used on a day-to-day basis within Policing. Even the newest recruit, must be able to lead due to the nature of the role of being a Police officer. Within policing there is a rank structure, and those at the top of that structure, are obvious leaders. However, every Police officer that puts on the uniform, is seen by the public as being a leader, therefore it is very important that every Police officer is able to lead, when they are needed to. Before going into more detail about leadership, it is firstly important to understand what leadership is. Yukl (2010, p.8) defined leadership as “the process of influencing others to understand and agree about what needs to be done and how to do it, and the process of facilitating individual and collective efforts to accomplish shared efforts”. From this definition it is clearly established that when a person becomes a leader, they are doing it in not only to meet their personal goals, but also to meet those of the organisation in which they work for. A leader can be defined as a person who delegates work, or influences others to act in order to carry out specified objectives (Mullins, 2007). Within the Police force, it is especially important to work together with colleagues and members of the public in order to prevent and detect crime, and to deal with any other incident effectively. 

Within leadership, there are several different types of leaders. These different types of leaders can be known as leadership approaches or styles. A leadership style refers to a leader’s characteristic behaviors when directing, motivating, guiding, and managing groups of people (Cherry, n.d). I will discuss some of the leadership approaches, which I believe I have adopted at one point or another during my two and a half years as a Police Constable. It is vital for me to be able to adopt such styles, in order to correctly manage any situation I am faced with. In the late 1930’s a psychologist Kurt Lewin, identified different leadership styles, including Authoritarian Leadership (Autocratic), Participative Leadership (Democratic), and Delegative Leadership (Laissez-Faire). Each of these styles are different and most leaders will adopt one of these styles. Autocratic leaders are often known as the leaders who know exactly what they want, and how they want it done by the workers. They do not often take into consideration the thoughts and feelings of the rest of the group and make decisions of their own accord, utilising little or no input from the rest of the group. There is often a clear divide between the leader and the workers (Cherry, n.d). Within Lewin et al. (1939) study, it was found that decision-making was less creative during authoritarian leadership and the abuse of this style is usually viewed as controlling, bossy and dictatorial. This is because the leader makes the decisions, with little or no contribution of the group. This could be due to several reasons, including the leader having the most knowledge on a specific subject within the group, and no time for group-decision making. 

The second style of leadership Lewin et al. (1939) identified was democratic leadership. Democratic is arguably the most successful of the three styles of leadership. This is because democratic leaders offer guidance to group members, whilst also participating within the group and allowing input from other members (Cherry, n.d). Lewin et al. (1939) also believed that this was the most effective style due to it promoting collaboration in meeting both organizational and individual goals, however the leader still has the final say on the decision-making process. The definition of Laissez-Faire is “the unwillingness to get involved in or influence other people’s activities” (Cambridge Dictionary, n.d). As described in the definition laissez-faire leadership is when leaders offer little or no support to group members and leave decision-making up to those within the group. As outlined by Cherry (n.d), while this can be effective in situations where there are group members who are highly qualified in the areas where decisions need to be made, it can open lead to lack of motivation and lack of work. This could be due to role confusion between group embers and laziness.
[bookmark: _GoBack]Since Lewin et al., (1939) introduced these three styles of leadership, namely autocratic, democratic and laissez-faire, a number of other theorists, have since emerged with other leadership theories, and will continue to emerge. Most if not all the styles have at least one of Lewin et al. (1939) three categories embedded in them (Gandolfi and Stone, 2017). Tannenbaum and Schmidt, (1986, p. 3) describe the fact that modern leaders often find themselves in a predicament, whereby they are torn between exerting “strong” leadership and “permissive” leadership, which can be seen within previously mentioned leadership styles, such as autocratic. In basic terms they state that modern leaders cannot ascertain whether making a group decision is appropriate or when holding a group meeting is used merely as a tool for avoiding making the decision themselves. Tannenbaum and Schmidt, (1986), explained a new leadership style, called the delegation continuum of responsibility and employee freedom. This covers a range of possible leadership behaviours available to leaders, depending on the amount of authority used and the amount of freedom given to members of the group to make decisions. Tannenbaum and Schmidt (2009) stated that decisions will be made within the group, however the manager should have an active part in the decision-making process and will ultimately be held responsible for the decision that is made. They do however outline some negatives of this style of leadership, particularly that the freedom given to those within the group can cause anxiety and therefore can inhibit the desired objective. 

Leadership within a Police officer is an attribute which is necessary in order to successfully perform the role. The College of Policing, (2016) have outlined within their competency and value framework (CVF), the nationally recognised values and behaviours which clearly define the expectations of everyone working within Policing, which in turn will lead to standards being raised for the safety and benefit of the public that they serve. Within those competencies and values outlined, leadership plays an important role. The CVF details the need for Police to work together independently and “to recognise the need to act as leaders, whether in a formal line management capacity or when engaging and motivating colleagues and the public to get involved or have their voices heard” (College of Policing, 2016). Within my role as a response Police officer, I am not necessarily a leader to anyone, however there can be times where my role can change, and the need for me to lead can arise. This could be to lead members of the public or a colleague. Prior to attending an incident, the colleague who I am teamed up with and I, might have a conversation about who is going to take the lead. This basically means, who is going to speak with those present at the incident, in the most authoritative manner, and who will be the key decision maker. The leader can however change during the course of an incident, dependent on what we are faced with when we arrive. 

Myself and two colleagues, one of whom was a student officer, still within their tutorship period, were asked to attend a road traffic collision. The call to Police had been received from the ambulance service, as a paramedic had witnessed the collision, and had suspicions that the female driver was under the influence of alcohol or drugs. The female driver of the vehicle was being held at the scene by paramedics. On arrival at the location, I immediately exited the Police vehicle. I looked around and I could see two vehicles which had been involved in the collision, one of these vehicles had substantial damage to it. I knew immediately that one of the three of us Police officers, needed to take charge of the situation, as it was likely that a criminal offence had occurred. There were a number of members of the public starting to gather at the location, and I had to ensure that no one was put in any unnecessary danger, whilst also identifying any witnesses and any evidence. Myself and my colleagues were all of the same rank, so I decided to take the lead during this incident. We discussed between us what we were going to do, and I asked the student officer if he could obtain details from any members of the public present, who witnessed the incident. I asked my other colleague to obtain details and an account from the paramedic who witnessed the incident. I took photographs of the scene and ensured that the vehicles were placed in a safe and secure location. I was then notified by the paramedic that his colleagues were with the female driver a few streets away, as she had left the location. I was aware that this was a time critical incident, as the female was suspected to be under the influence of alcohol, and for evidential purposes it was vital that I conducted a roadside breath test on her as quickly as possible in order to be provided with an accurate reading of the amount of alcohol within her breath. The paramedic then informed me that the female was trying to walk off from his colleagues. Without having time to discuss with my colleagues, I quickly made the decision to leave one of my colleagues at the scene, while I attended the location where the female driver was to speak with her, with my second colleague. On arriving at the location and speaking with her, it was clear to me that she was under the influence of drugs or alcohol. She was unsteady on her feet and was slurring her words. I immediately conducted a roadside breath test on her, which resulted in a positive reading. I therefore arrested the female. 

Reflecting on the incident, and now having an understanding of different leadership styles it appears that I automatically utilised the democratic leadership approach, when I initially attended the incident. I worked alongside my colleagues in order to respond to the incident, however I took on the leadership role. It was vitally important that either myself or my colleagues took a lead during this incident due to the difficulty of it. There were a number of different persons at the location, including witnesses and gathering members of the public. In order to gather best evidence, I took the lead using a democratic approach, while considering my colleagues views and opinions. However, when the incident changed, and became more time critical, I believe I then adopted a more autocratic approach as I quickly made decisions, not taking in to account any input from my colleagues. It is important for any leader to be flexible in the leadership style they use, including myself. Despite Lewin et al.’s (1939) initial suggestions regarding leadership, along with other studies including Foels et al. (2000) finding that democratic leadership results in more satisfied group members than autocratic leadership, it was important during this particular incident that I dynamically changed my leadership style to autocratic, as the incident was unfolding. This is known as being flexible in changing leadership styles. As defined by Yukl and Mahsud (2010) flexible and adaptive leadership involves changing your behaviour in an adaptive way, as the situation changes. Campbell and Kodz, (2011) agree with the concept of flexible leadership and conducted a study for National Policing Improvement Agency (NPIA) on Police leadership, which outlined the importance of the leader being able to adapt leadership style to suit context, including being able to provide directive, active leadership. Campbell and Kodz, (2011) also identify that policing requires an approach to leadership that may differ to other organisations, but as well as being able to ‘command and control’ in an autocratic style, effective Police leaders also need to cultivate participative and supportive styles, competencies and behaviours, such as in other leadership styles like democratic and laissez-faire. 

To conclude, I feel that over the last couple of years, since being appointed as a Police Constable, I have had to adopt a number of different leadership styles, to suit a number of different situations. I believe mostly I use the democratic leadership approach, as generally I work with colleagues to make a decision, however there are times I have utilised autocratic, laissez-faire and the delegation continuum of responsibility and employee freedom. I have described how during one incident I was able to flexibly change my leadership style within one incident, in order for that incident to run smoothly, and to gather best evidence, which ultimately is the goal. I did this by dynamically assessing the situation, and considered how it was changing. I have outlined that not only am I required to be a leader to colleagues, but also to members of the public. A Police officer is naturally seen by the public as a leader, and members of the public expect Police officers to deal with an incident robustly and with clear communication between them and the officer. I think if I was faced with a similar situation in future, I would not do anything differently, as I feel the incident ran smoothly, and my change in leadership style on this occasion was necessary, and worked well.
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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:


In this assignment I am going to discuss coaching and mentoring and how I have benefited from it. I will also discuss how coaching and mentoring has assisted me in meeting personal, professional and organisational goals, whilst also helping me to learn and develop in my current role. I will also talk about how I provide feedback to others and how I receive it from others.

In the two years that I have been in the Police service, I feel that I have learnt so much. Not just from my own experiences, but also through the advice and guidance of others. From the moment I started in Police training to the current day, I have met and worked with some influential officers who have both coached and mentored me, in order for me to develop the skills and abilities required to be a competent Police officer. Within the Police service, particularly South Wales Police, which is the force I currently work for, there is a Learning Development Unit, where training is provided in order to develop officers. Not only is this department used for new recruits for initial training, but it also used as a department for increasing knowledge and skills on certain areas of Policing for officers with longer service. Within initial training, I was placed in to a class of 14 people, and we were allocated three trainers, who taught us laws, legislation as well as general Police culture, and what to expect when we left the initial Police training phase. Having the initial training phase allows officers the opportunity to apply learning in a controlled environment (Bryant and Bryant, 2019 p.154). By having this controlled environment, it allows student officers to experience tasks which mimic real world situations, in order to prepare student officers for when they leave initial training. This can include the use of scenario situations which allows officers to learn through simulations so that they are not plunged in to a world of reactive Policing.

Coaching is not precisely defined, however there are some characteristics that have been generally agreed between practitioners. These are that coaching is; a non-directive form of development; it focuses on improving performance and developing an individual; personal factors may be included but is applied mainly within the work place; activities have both organisational and personal goals; allows individuals to better assess their strengths and developmental areas; and it’s a skilled activity which should be delivered by people who are trained to do so, namely managers (CIPD, 2021). From these characteristics, it is shown that coaching is used in order to develop a person, particularly using skills and techniques from other employees such as managers or tutors, in order to develop a person to fulfil both organisational and personal goals. Coaching can be used as a one-to-one learning and development intervention, which uses a collaborative, reflective, goal focused relationship to achieve professional outcomes that are valued by the coachee (Smither, 2011). 

Coaching and mentoring are similar, and both fall under the training umbrella, however there are some differences. Like coaching, mentoring is the act or process of helping and giving advice to a younger or less experienced person, especially within a job role (Cambridge Dictionary, n.d). Tyler and Mckenzie, (2011) defined mentoring as ‘a process for the informal transmission of knowledge, social capital, and psychosocial support perceived by the recipient as relevant to work, career, or professional development; mentoring entails informal communication, usually face-to-face and during a sustained period of time, between a person who is perceived to have greater relevant knowledge, wisdom, or experience and a person who is perceived to have less’. This can be related to a tutor constable and a student constable. 

When I first left classroom training, I was in my tutorship period. During this time I had a tutor who offered me guidance and help with anything that I required from him. Having a tutor allowed me to experience that one-to-one learning technique which allowed me to have time and the adequate mentoring, in order for me to learn the new skills required of me. Prior to leaving initial training and starting my tutorship period, I contacted my tutor, and arranged to meet him and the rest of my team. This allowed me to build a rapport with them before starting, to allow me to feel a bit more at ease on my first day. Once I started on my new shift as a student Police officer, I attended a number of incidents with my tutor, in order to learn how to deal with such incidents in the correct way. My tutor would discuss the incident with me prior to attending the incident, with what information was provided to us by the call handler. Within that discussion, my tutor would ask me what I was thinking, and how I was planning on dealing with the incident. We would discuss from the initial text of the incident, whether it appeared that any offences had been committed, and if so what means of disposal I was considering. By my tutor asking me these questions, it allowed him to check my understanding of a topic, whilst also developing my confidence and improving my overall learning.

Coaching and mentoring are clearly an important part of an individual’s learning process, which can result in the achievement of not only personal goals, but overall organisational goals. There are many different coaching and mentoring theories used within organisations in order to offer the appropriate support and guidance to new recruits. This is also relevant within Policing, where specific coaching and mentoring theories are used in order to give student officers such guidance. The style of learning which is the most commonly used within the Police is often referred to as the cognitive apprenticeship model, as described by Collins (1991). A cognitive apprenticeship includes the transferring of skills and knowledge from a subject expert, to a new recruit, via specific processes, which include, task or problem modelling or demonstration; the provision for performance feedback; scaffolding via a decreasing level of assistance as the learner progresses, allowing the learning to become more confident; and mentoring by monitoring progress, evaluating performance and helping the learner to overcome any weaknesses (Collins, Brown and Holum, 1991). 

Within my time in tutorship, the cognitive apprenticeship model was used by my tutor. Within my first week of tutorship, my tutor did most of the work and talking when we attended calls. I mainly observed and listened, which allowed me to develop an understanding of what to do. Policing can be a daunting experience for a new recruit due to the powers that are given to you, and having the ability to take somebody’s liberty away by arresting them. By the tutor demonstrating what to do, this allowed me to understand what would be required of me, if I was to face a similar scenario in the future. Once I felt confident enough to take the lead during an incident, my tutor stood back, and only assisted me if I asked him to. This allowed me to gain confidence. By being the subject of this coaching technique it allowed me to apply the knowledge and skills learnt from my tutor in order to deal with a task effectively. My tutor providing me with additional feedback, hints and tips, allowed me to learn from any mistakes I might have made, and to tell me what I did well, in order for that to be repeated in future. For me, I believe I’m an activist learner, meaning that I learn best from being actively involved in a task, such as dealing with an incident, or watching what my tutor does in order to learn from him (Bryant and Bryant, 2019, p.160). This means that the cognitive apprenticeship model suits the way I learn well, and I feel that it gave me a positive experience with my tutor. 

My initial classroom training consisted of six months of lectures, and a small amount of role plays. Brown, Iszler and hall (2012) indicate that 60-80% of learning takes place outside of formal contexts. This means that although my classroom training was six months long, and my tutorship period only three months, it is likely that I would learn more in my tutorship period. Especially for me as an individual, being an activist learner and with my tutor utilising the cognitive apprenticeship model. This is concluded by Shipley, (2017) who outlines that if most learning is occurring informally ‘in the field’ and not at the formal police training institution, then policing needs to pursue a more evidence-based approach. Although there are clearly a number of benefits from the cognitive apprenticeship model, there are also some issues, which could result in challenges being faced by the coach and the trainee. One of the main issues is that every Policing incident can vary considerably, even if it involves the same crime. Therefore, Policing cannot be taught in a mechanical way, as every incident can be very different. The cognitive method of learning can be seen as a very orderly, pre-planned, linear way of learning which may cause the learner problems when they start independent patrol, as they may be uncertain on how to deal with a situation (Birzer and Tannehill, 2001).

Since leaving classroom training two years ago, I have been attending regular meetings with my area training officer (ATO), and area training Sergeant (ATS). Both my ATO and ATS have responsibility for me, and ensure that I am hitting deadlines in relation to my occupation competency portfolio (OCP). As part of my degree apprenticeship I must evidence full occupational competence by the end of year three, in order to pass my probationary period (College of Policing, n.d). Both my ATO and ATS could be deemed as my coaches. They have responsibility for me, and during our regular meetings I can discuss with them any issues I have, and vice versa. The main aim of coaching is to produce optimal performance and the improvement of work, whilst focusing on specific skills and goals (CIPD, 2021).

Garvey et al., (2009) suggest that both mentors and coaches adopt a similar set of skills and adapt them according to their particular focus. The focus within Policing is to ensure new recruits receive the relevant help support, and guidance in order to meet the high demands of the job and the high standards which are expected of you. The role of the coach is predicted on professional expertise in the field of coaching, whilst mentors have experience in the mentee’s area of work. For example my mentor, my tutor, is a colleague who has 20 years’ service, and a vast knowledge of the role having worked in a number of different departments. Whereas my coaches are my ATO and ATS who are professionals in coaching, and ensuring that student constables pass their probationary period, by ensuring we hit deadlines. By having both my tutor and my ATO and ATS, I found that they have helped me a considerable amount in the two years that I have been ‘on the beat’. I remain on the same team as my tutor, and have found that even to this day, I still feel I can ask him a question on something, if I am unsure what to do. This is also applicable to all the other, longer serving officers on my shift. I have found that everyone is willing to help and assist when they can. I am no longer the youngest serving officer on my shift, and I have also found myself adopting mentoring techniques that were used by my tutor, when paired with a younger serving officer than myself. Having received this support myself, it has allowed me to develop as an officer, and allowed me to now pass my knowledge on to those officers who are of younger service than myself. 

Within year two of my degree and role, I was seconded to a number of different departments, including neighbourhood policing, the criminal investigation department (CID), the public protection unit (PPU), the priority policing team (PPT), the intelligence cell, and the roads policing unit (RPU). Within each department I was shown by the subject matter experts what they do on a day to day basis. Both during my role as a response police officer and while seconded to these departments, this allowed me to carry out work based learning. Work based learning refers to all and any learning that is situated in the workplace or arises directly out of workplace concerns (Lester and Costley, 2010). This learning assists with the completion of my apprenticeship, in order for me to feel confident, when I leave my probationary period, after receiving both classroom based learning, and putting that learning into context within the workplace. This is agreed by QAA, (2018) who describe how this can be achieved by providing the opportunity for learners to apply and incorporate both professional and subject specific knowledge, along with the skills and expected behaviours in to everyday workplace professional practice. 

To conclude I feel that I have benefited from mentoring and coaching immensely in the two and a half years I have been a Police constable. Not only at the beginning of my career, but to this present day I am still learning, and being coached and mentored by colleagues. I feel that this coaching and mentoring has allowed me to meet not only personal goals, but also those of the organisation. My main goal I feel I have achieved is increased confidence both within the workplace and in my personal life. This allows me to be a better Police officer, and to be confident in the decisions I am making. Coaching and mentoring has allowed me to learn from fellow officers, and to not be afraid to ask for advice and guidance when needed. 
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