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What is the workbook for?

The purpose of this workbook is to enable learners to demonstrate and provide evidence of how they meet the learning outcomes set by the College of Policing, for the BSc programme. Essentially, you are being asked to outline your experiential learning based upon your theoretical understanding in a range of operational situations.
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· Modern Professional Police Officer
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· Leadership style
· Flexibility and Leadership Strategy
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· Mentoring
· Professional and Organisational goals
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Word count policy can be found in chapter 7 of the Academic Quality under section 7.7 (this applies to presenting work above and under the specified word count). 
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https://moodle.uwtsd.ac.uk/pluginfile.php/298870/mod_resource/content/1/Reflective%20Practice%20for%20Policing%20Students%20-%20Selina%20Copley%20Chapter5.pdf
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Dates of workbook submission will be made available and posted on Moodle.
 
Once submitted your workbook will be assessed and marked independently.
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· adhere to guidance in the Student Handbook about unfair practice and plagiarism.
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· not write information that enables any individual to be identified indirectly through the description you provide. This includes references to names, colleagues, places (including hospitals, schools, town, villages, streets) specific incidents which were high profile and could be identified due to past publicity, other professionals or any other personal information including medical or other conditions;
· take personal responsibility for adhering to confidentiality rules. 
· not include any dates of any incidents or anything that specifically identifies an actual incident.


Please be aware that any content that is deemed to be inappropriate, disrespectful, or abusive will not be tolerated. Following review of any content of this nature the information will be shared with the employer of the student responsible.  

Should any health and wellbeing concerns be raised because of disclosures made by the student within this workbook, the employer of the student will be informed.  
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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:	The College of Policing was set up in 2012; it is a professional body for everyone who works for the police service in England and Wales and although independent is connected to the Home Office. The purpose of the College of Policing is to connect workers of law enforcement recognising the challenges the work brings, to share knowledge which is evidence based and to encourage the sharing of views and thoughts on policing standards, skills and abilities.

The service aims to do this through learning and development for individuals which is assessed and accredited, setting standards in professional practice which incorporate ethics and integrity and sharing knowledge of research in what works in policing in kit form such as crime reduction and innovation.
The College collaborates with other organisations such as the PSA (Police Superintendents’ Association) producing specialist tools to work in areas of Public Protection and Safeguarding. This sets the scene for police officers to work within an established multi agency approach to this difficult field of work which includes domestic abuse and hate crimes and have access to support for any potential psychological impacts.

There are many strategic objectives of professional policing set by the college of policing such as ensuring all standards of professional practice for officers and staff are met and to encourage and support the development of those working in the service. Other objectives are that best practice is promoted and best evidence is available as officer’s network with other organisations and police forces work together to protect the public and prevent crime. 
Finally, maintaining values and standards of integrity and promoting ethics are seen as valuable parts of professionalism in policing (May, 2015).
Also established in 2012 was the Strategic Policing Requirement which was drawn up to ensure serious and cross boundary threats could be managed effectively. For the first time Child Sexual Abuse was added to the already acknowledged threats of terrorism, serious and organised crime, cyber security incidents, public disorder and civil emergencies, this acted as a way of strengthening police responses in protecting children from serious harm. (Professional Committee, 2022).


	
In addition to the College of Policing and Strategic Policing Requirement, The Policing Vision 2025 report, developed by the National Police Chiefs' Council (NPCC), Association of Police and Crime Commissioners (APCC) and National Crime Agency, set out a plan for policing which highlighted the need for consistency, accreditation and defined roles within policing. It acknowledged the growing complexities of modern policing and recognised the need for specific knowledge and skills supported by relevant qualifications. The plan is to provide specialist resources, in areas such as terrorism and cybercrime, most able to swiftly help and protect but recognises that associated bodies are a part of this process, “the service must increase partnerships within the community and with other service providers, protect the rights of victims and engage community-led policing to reduce demand” (Policing Vision 2025, 2022).

The new strategic role is to ensure that all police forces work consistently so services are offered nationally as well as locally and will involve partner agencies. Learning too was recognised as needing to be standardised so that quality of police recruits was ensured and this led to the PEQF(Policing education qualifications framework) (Strong, 2022).

The PEQF is currently centred on new police recruits to ensure that recruitment methods are more consistent and that there is a framework in place to provide ongoing learning and development for service staff. My own experience of the PCDA (Police constable degree apprenticeship), a three year programme delivered by the force in conjunction with a higher education provider, has enabled me to gain valuable practical policing experience whilst having the opportunity to learn, develop and study the theory around the practice and to reflect on how my own practice is changing and developing also (Policing education qualifications framework (PEQF), 2020).

The Policing Vision also recognised the need for effective leadership and management; it acknowledged the need for improvement in its approach to difference and diversity and sought more representation from the community it served and the role of the PCC became a more accountable one giving them the responsibility to ensure the efficiency and effectiveness of their forces.
Much in line with the themes of previous planning to improve the effectiveness of modern policing, the Workforce Transformation 2018 set out the programmes, services, reforms and initiatives which support the delivery of the Policing Vision 2025 (Workforce Transformation in the Police Service, 2018).

It is clear to see from all three documents the evidence of joined up thinking in relation to addressing the complexities of modern policing. The planning incorporates all aspects of recruitment and training of officers, ongoing training, access to specialist knowledge and services and a support network which acknowledges the demands of the role.
It can be argued, however, that there is still work to be done by the College of Policing to ensure professionalism is maintained as there are many examples from the past 18 months where breached code of ethics have resulted in dismissal for officers.
For example, one incident in Hampshire Constabulary where five officers were caught making sexist, racist and homophobic remarks and, as a result, lost their jobs as they Breaking up the boys’ club (Dodd, 2021).

Another example relates to a black former detective who had completed over a decade of service. The officer at first concealed his true feelings about being subjected to racial discrimination and homophobia by his colleagues but as he then tried to address the issues within the service , he met with even more worrying responses where his integrity and mental health were brought into question. His claims were upheld against the Metropolitan Police and they were found guilty of racial discrimination, harassment and victimisation and the officer published his shocking experiences in a book for all to read (Maxwell, n.d.).
The Metropolitan Police is nowhere near tackling its racism problems. 
Challenges to achieving the goals laid out in the planning documents focus on insufficient numbers of officers, reductions of budgets, negative representation by the press and the potential for focus on management rather than leadership. Also, there is the saturation of other partner agencies to consider; lack of resources for victims of domestic abuse, individuals with mental health issues and overstretched children’s services and schools possibly being unable to monitor and identify abuse or missing persons.

In 2020 and 2021 the policing of the Covid pandemic provided one of the biggest challenges faced by the service in recent years and at a time when the numbers of police officers and staff were among the lowest since 2010. The service faced the difficult task of enforcing new regulations and restrictions whilst maintaining the trust and approval of a public who were confused and afraid all whilst not being equipped with the necessary protective equipment themselves (State-of-policing-2019, n.d.).

The Institute for Government noted in 2019 that victims of crime were expressing more dissatisfaction and fewer offences were resulting in charges being brought and relates this to the drop in spending on the service. It examined 43 police forces in England and Wales and found that although quality of work states that with a reduction of resources, the police have had to adapt to growing demand, and are prioritising responding to more violent or easier-to-solve crimes. As fast as the service can recruit (it was looking to add 20,000 officers between 2019 and 2022) demand was also growing and with a growing population to consider. The report states that in 2018/19, £13.3 billion was spent on the police in England and Wales which was 16% less in real terms than in 2009/10 (performance-tracker-2019, n.d.).


In 2020 the College of Policing produced a report which looked even further down the road to 2040 to establish the likely resources needed to police effectively. It identified 10 trends which are likely to impact on the service particularly if combined together. The trends identified included rising inequality, a larger, older and more diverse society, manipulation of online information, reliance on technology changing and undermining relationships including the use of artificial intelligence, a fragile worldwide economy dealing with factors like global warming creating unrest.
The report claims to identify practical resources which can be used by police forces to help prepare for the potential challenges ahead (Policing2040 | What Works Centre for Crime Reduction, 2020).

Modern policing allows the access to and use of specialist fields of knowledge to undertake work in fields such as cybercrime and allows access to digital resources to encourage community participation and awareness. 
By working to fulfil the role of a modern professional police officer, I have ensured I effectively engage with victims, witnesses, suspects and vulnerable people in accordance with human rights, equality and diversity. 

When attending domestic related calls, I understand that all members of the public have a right to privacy, however if I believe and can justify the reasons to gain entry into a property to protect a vulnerable victim I will do so and even if I have need to arrest a suspect I will deal with them in a professional manner and treat all with respect and equality. By using the national decision model which goes inside the code of ethics I’m able to fully engage and use effective policing skills such as gathering the correct information, assessing, using powers and policy, looking at my options and taking actions (National Decision Model, 2022).

I have taken a leading role to problem solve and support the organisation in line with police force policy. As a police officer I maintain awareness of the potential and actual risks to the public and address safety or vulnerability problems. I have developed an ability to gather and manage information, intelligence and evidence to support investigations and criminal justice proceedings and have conducted many interviews with victims, witnesses and suspects to gather all the necessary information required to support law enforcement.

The skills I have learnt can be evidenced in working alongside other agencies to offer the best level of support, such as directing vulnerable people to our victim focus organisation which offers guidance, advice and support through the court process, or the support we offer through our domestic abuse team and IDVA (independent domestic violence advisers).  The use new technology and social media  allows officers like myself the opportunity to police greater presence in these modern times; members of the public spend a large amount of time on social media so information can be shared more easily. New technology has been vital in the modern policing world, such as Body Worn cameras which capture evidence which can then be used for investigations and prosecutions, or drones which are often used to monitor major incidents or assist with missing people enquires.
(Policing Professional Profile, 2022) , (Workforce Transformation in the Police Service, 2018).


In reflecting on my own practice and how this has been shaped over the duration of my training I am able to see how I have incorporated much of the knowledge and many of the tools talked about in the College of Policing and The Policing Vision plans. By using the Rolfe, G., Freshwater, D., Japer, M. (2001) what, so what, now what.
The reflection model I can refer to a domestic incident I attended which resulted in taking a young Romanian female and her baby to a women’s refuge and arresting the husband for common assault.
I received a call via my radio regarding a report of a female screaming and sobbing on the phone requesting assistance from the police in broken English. I attended and instantly could see signs of an obvious disturbance between both partners and knew I needed to first protect the young mother and child. Both were screaming and seemed very emotional and upset at the time and it was difficult to communicate easily with her so I used my mobile phone and spoke to a translator who addressed the situation and explained it clearly.
It was established that her partner had punched her on the face and spat in the child’s face,  which meant this male would now be arrested, however because of the unpredictable behaviour of the female with her child, I felt they needed immediate care and support and suggested a move to a refuge to prevent her from further harm or being influenced to change her mind about making a formal complaint. This was accepted and I decided not to immediately arrest the male but that the priority was to take the female to a safe place.  
I introduced the female to a support worker and other females who were in a similar situation to give her confidence and so she did not feel alone. This also meant that she was wanting to press charges against her husband and pursue a court hearing. I decided to arrest the male that evening, for the offence committed but also to safeguard him as I was aware he suffered with mental health conditions and recognised he needed further support as well (polgov1, 2022).


Had I been a new officer in early training I may not have been able to prioritise in the same way as I did in this situation. I may have felt the main objective was only to address the crime without recognising the vulnerabilities of all involved. Experience of policing has taught me to listen and engage service users, find solutions to problems and use local specialist services, such as translators in this situation, and resources but also to complete my responsibility in managing the criminal act. 
Another example of engaging with service users and trying to establish and resolve problems is when I attended, solo, an emergency call of a suicidal man. The male was situated on top of a bridge but by working with concerned members of the public we guided him down and eventually he opened up about his situation and reasoning behind wanting to end his life. The male was homeless and had no idea how to rebuild his life. I managed to contact the local council to organise temporary accommodation and conveyed him to hospital to have treatment. As a new officer I could have just conveyed him to hospital, however I felt it was necessary to go above and beyond to prevent it from happening again, something experience, knowledge and the good examples of others, has helped me with. 


Word count 2398
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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:
Social media was first used in 2008 by UK police forces but only frequently used by individual officers. However, since this time, all UK police forces including British transport police now have twitter accounts and nearly all forces apart from two have Facebook accounts. The Police Foundation briefing on use of social media of 2014 recognised that internet communication was able to interface every area pf policing. This briefing did not focus on the policing of social media but the benefits, and challenges of its use in police work (Police use of social media, 2014).

The police service’s use of social media is often broken down into three sections or purposes, providing information, engagement with the public and to gain intelligence for investigation. 

Social media is often more effective and responsive for engagement than traditional print medias such as newspapers for communicating with younger people as this age group tend to get their news sources via social media.

Social media can be used by the police to give and gain intelligence during “real time”  from emergencies like traffic accidents, serious crimes and risk to the public or natural crises like flooding or severe weather restrictions. 

Target groups can be given specific information by accessing social media, by putting messages and information links which can inform, protect and safeguard the public.  If an incident is classed as a serious or high profile crime often a police family liaison officer would be allocated to support and guide a family or individual as to how they should deal with the media. Some victims are referred on to other agencies like victim support where an individual would be a given a case worker or solicitor who can give advice when dealing with journalists. In the case of some crimes, such as rape and sexual assault involving children or young people, there are legal restrictions in place to control what the media can and cannot report. Some victims however can find it helps to speak to the media regarding their experiences, this may be the opportunity to openly acknowledge what has happened to them, to perhaps use the platform to warn others or to thank people who have helped and supported them (Dealing with the media - Victim Support, 2022).


 Target groups can be reached more easily due to social media; people experiencing domestic abuse can access support networks more easily and gain information about reporting the crimes. The awareness of domestic abuse is now in commonplace largely due to campaigns between police and social media outlets, such as the hand signals seen on TikTok, asking for the code word ANI  at certain stores and bars.
Furthermore, the police use social media to try and engage with local communities, to increase public confidence, by openly showing the local community plans for neighbourhood policing and inviting individuals or groups to share their views.

Facebook and Twitter are the two social media sites often used to display information, intelligence and support to the public. Greater Manchester has the highest followers for both sites. One chief constable decided over a period of 24 hours on 14th October 2010 to publish a ‘tweet’ for every incident reported. In total 3,000 incidents were reported and by sharing information the sites followers increased from 3,000 to 17,000 within 24hours, fulfilling the purpose to “raise awareness of the diverse and complex role of policing, explaining how much time officers spend with non-crime matter”. (Coleman, 2022).

A study in 2017 which analysed over a million twitter posts from corporate and non-corporate police Twitter accounts seemed to indicate that whilst social media performed well in delivering information and messages it did not necessarily mean there was a deeper engagement with the public; evidence of this was measured by incidences of retweeting. Careless or offensive posts by non-corporate means have had a negative impact on building confidence with the public and a failure to maintain sites in the same way as professional bodies and news channels by not keeping them fully updated, can lead to disconnection and disinterest.

Another criticism made of police use of social media is the attempt to “one size fits all” approach; despite policing covering multiple different issues such as crime prevention, traffic issues, public events and missing persons, there was arguably little change in communication style therefore missing target audiences. Fernandez, Miriam; Dickinson, Tom and Alani, Harith (2017) conclude that more work around the content and focus of more heavily retweeted items needs to be completed to see why these are the more effective and arguably more engaging articles, (2017). An analysis of UK Policing Engagement via, Social Media. In: Social Informatics. SocInfo 2017 (Ciampaglia, G.; Mashhadi, A. and Yasseri, T. eds.).

Social media is often an effective “evidence builder” for apprehending particular criminals such as paedophiles as every trace of communication these potential suspects have with either real children or “decoy” children, which displays evidence of a sexual nature, can be monitored. Online vigilante paedophile hunting groups gather thousands of followers and they aim to assist the police by exposing grooming incidents and providing evidence for prosecution. These groups often assist by being proactive using cover stories before meeting with alleged offenders and  detaining suspects prior to police arrival. In 2017 these groups managed to gather evidence to convict 150 prosecutions for grooming a child to engage in sexual activity; this rose to 250 in the following year. There is concern however that, not managed well, they can make errors and negatively impact in the lives of abuse victims and innocent people who have been wrongly suspected (The Guardian, 2022). 
One Assistant Chief Constable expressed concern that such groups could be motivated by their own interests and that by diverting attention away from themselves they were free to commit offences.
(BBC, 2019).
Social media is also used in the search for missing people; police forces across the UK, with the permission of a family, can post images and videos of individuals when they were last seen but had gone missing for various reasons. In the knowledge that every three minutes a child is reported missing within the UK and that time is often “a crucial element when locating vulnerable missing people who are at risk to themselves or the public”, social media allows swift sharing of information and gathering of responses whilst covering wide geographical areas. 

“People feel empowered to make a difference; it’s the opportunity to do something,” How Facebook and Twitter changed missing child searches (Qvist, 2022). 
Social media is used to encourage the public to assist with searches, looking in empty sheds or when walking in countryside but an analysis of over 1000 Tweets made by Greater Manchester between 2011 and 2018 in relation to missing persons found that success of engagement, measured by retweeting, relied heavily on choice of images used and wording. Tweets asking, “have you seen..” were much more effective than those simply outlaying information on the missing person. This study again recommended more research and study into the crafting of an effective tweet or post. (Reka Solymosi, Oana Petcu, Jack Wilkinson Exploring public engagement with missing person appeals on Twitter).

Always a concern in posting details about a family with a missing person is the probability of negative  comments extending up to incidents of cyber harassment or trolling which can produce negative feelings towards that person in need or their family. This in turn puts an added strain onto the communities who are trying to assist and can produce too much information or generate false sightings as has been seen in cases such as the disappearance of Madeleine McCann which resulted in over 9,000 sightings being reported. The right to be forgotten and missing persons on social media (2022).

Social media often encourages the public to come forward about certain events or incidents and gives them the confidence to report or assist, such as the coverage of the arrest of offender Carson Grimes where following the showing of the tv programme 24 hours in police custody, 9 further victims from his crimes came forward via a given social media route (BBC, 2021), (Conder, 2021).

The safe use of the Internet and social media requires an awareness of risks across five areas; a breach of trust or confidence, unauthorised disclosure of personal data which breaches  the Data Protection Act 1998,  a post bringing discredit on the police service  whether on or off duty conduct, the revealing of personal information which would increase vulnerability to harassment, corruption or blackmail, and revealing operational material or tactics which would impact on ongoing investigations.

Whilst using social media for police operations can often show the public and local communities aspects of police work and demonstrate the services’ transparency and openness, it should always be considered prior to agreeing with the use of social media as  to whether the use would help prevent or detect crime, address any matters in the public interest, prejudice a trial or reassure the public. 
Ensuring the code of ethics is in line with social media use, especially principle 7 which means officers on or off duty cannot disclose information to unauthorised recipients and ensuring forces take reasonable measures to not identify victims by name or addresses which could jeopardise an investigation which in turn could impact on vulnerable people (Element, 2012).

From my own experience, the use social media in cases of missing persons has been beneficial. I feel it can enhance the investigation or incident I’m dealing with particularly with high risk missing persons who are regarded as at serious risk of harm to themselves or the public and requires immediate deployment. I have used social media as a police officer in these circumstances to share the missing person’s information and to try and encourage members of the public to assist or share possible sightings. I have recently dealt with a high risk missing person, who had positive relationship with many members of the local community. It was a difficult situation as this young male had been taken off vital medication causing him to go missing. Posts were made on twitter and Facebook appealing for help, from the public within a couple of hours the posts had been shared over 4,000 times. The public were asked to check their doorbell cameras, CCTV and phone footage for any sightings. Comments were made on the post stating where people had already searched, which resulted in hundreds of general public covering vast areas of land. Lots of positive comments about the missing person were on social media, which gave great comfort to those friends and family members as they were awaiting anxiously for news. Positive comments were also made towards South Wales police for their proactive approach in searching for the male. This enhances the relationship between the local communities and the police as a sense of teamwork was evident. After a few days we received a call from a member of the public who had seen the posts on social media and recognised the vulnerable male while walking his dog. 

The police would never have been able to cover the area searched by the general public in the short time frame. Following this extensive search from the public and police the male was found alive and well, and was referred to mental health. Social media was updated to inform the public that this male was found and thanked the community for their support and engagement, recognizing the hard work with the individuals involved. This is a prime example of where the use of social media can be  practice in being used as a proactive policing method. South Wales police response directly to the comments made on this post which increased its public following. It is important for the public to see the police interactive with personalised responsive to their comments as this encourages public engagement and helps the public to recognise the as the police being approachable and caring.


Another example of my experience with social media is when I have been involved in an investigation of Malicious Communications via social media, most commonly Facebook, and have to view social media conversations and gather evidence such as an IP address and mobile phone downloads which allow me to gather more evidence prior to completing the investigation. Finally, another example is when I have been tasked to assist in preventing a breach of peace as a large group of people have gathered at a particular property and allegedly gained intelligence that they believe the person who resides there is a paedophile and has been communicating with someone posing as a young child. The response from these “Paedophile hunters” has been useful at times but on this occasion was misinformed and highlighted the difficulties of using the information offered by such vigilante groups; (Purshouse, 2019).
mistakes made in these circumstances can impact on an innocent person’s life on an ongoing basis despite the fact the individual was innocent and no charge was made (Day, 2022) . 

Social media can be a useful tool to the police service when used carefully and within the police guidelines; it immediately allows the service to connect with a large audience and gives opportunities to involve the public in supporting and protecting others in the community, particularly the most vulnerable. It allows individuals who do not wish to be identified to come forward for themselves or on behalf of others and can put people in touch with the specific services they need.  However, social media can be easily manipulated and abused and in the wrong hands can cause significant issues for individuals which remain in sight for the foreseeable future, something which can be devastating when wrong information is shared so widely (BBC, 2012).

Word Count 2284.
























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:
Leadership is generally defined as a process of influence over other people (e.g. Bass 1990). The most commonly used leadership styles in policing in the UK are Transformational, Transactional, , Autocratic, Authoritarian or Bureaucratic leadership and the opposite of this, the Democratic  and the Laissez Faire approaches.
Transformational leadership is where leaders influence their followers towards a shared aim and is generated through the leaders’ charisma in a bid to inspire others. This can be particularly useful when officers need to be motivated to fulfil potential and make the most positive contribution in their work and make a lasting difference within communities. 
Transactional leadership relies more on the outcomes of reward or punishment and correcting behaviours in order to get the job done and is generally recognised as being a less positive approach in trying to get the best out of workers who may struggle to achieve some sense of job satisfaction although there will always be workers who are motivated by rewards and prefer this close monitoring of their performance (Bolden, 2004). 

Autocratic or authoritarian leadership is where the leader keeps all decision making powers and gives orders to others around expected tasks and duties; this may be necessary for large scale operations where the views of others are not able to be collected easily or quickly and the approach may be borne out of the fact the leaders have the necessary intelligence and information to make such decisions (Hales, 2015).  The autocratic style of leadership can be effective at getting services to the most in need quickly as within the police, there is a structure of rank and commands come from the top down and the respect is given for a higher ranked officer. It is often seen as useful in a crisis situation where you need to have quick decision making to prevent harm. and gives newer, less confident officers instruction to follow but this approach can create dependence, lack of confidence and generate feelings of disempowerment which in turn can affect staff turnover. Similarly, Bureaucratic leadership involves following the rules and regulations completely and again can affect the development of an officers practice but may be crucial to certain types of policing like anti-terrorism where commands are made at the highest level and information is not able to be shared freely (Campbell and Kodz, 2011).
A democratic leader is often someone who collectively gathers all information from others and make the final decision, its seems as the opposite of authoritarian as is the laissez-faire or passive style of leadership is entirely different to authoritarian styles of leadership and works on the belief that staff know their roles and will undertake them without much direction. Such an approach can be useful when team members are highly skilled, experienced or knowledgeable but the approach can be interpreted as disinterest by the leader which can pass through the group of staff (Fritisvold, n.d.).
Some leaders are able to combine styles of leaderships depending on the circumstances or events and this is recognised as being more effective than relying on the same approach for each scenario.
As policing changes and becomes more complex and it incorporates the need for specialist knowledge, there is an expectation that leadership styles would alter accordingly. For example, when fighting cybercrime, a team would be expected to follow set procedures and individual officers and staff would have their own tasks, skills and specialisms so would not require micro managing approaches. Leadership at this point becomes about summarising the evidence and recognising the gaps to revisit (The role of leadership in promoting ethical police behaviour, 2015).

Large scale serious incidents where there is threat to life almost always require an authoritative approach, transformational approaches are useful for senior staff to motivate new officers into engaging, learning and developing and can be best used in such places as team briefings, training sessions or conferences. Bureaucratic leadership can be best used in scenarios where the law is very specific such as the enforcing of Covid 19/pandemic laws; this is a situation where clear regulations outline what individuals can and cannot do and the penalties for this.
An example of where a laissez faire approach may be useful is in community policing when colleagues and members of the public are encouraged to be creative and suggest and use their own resources and experience to achieve a positive outcome. This would perhaps work well when setting up local activities for young people to prevent crime.

The College of policing conducted a study on The role of leadership in promoting ethical police behaviour; they accessed 41 subjects including 3 chief officers, 5 frontline in 5 sites in England and Wales. The findings were a positive leaning from authoritarian to inclusive and open. Leaders were seen as figureheads and role models and visibility and good communication were seen as important in leadership and for that reason it found that frontline leaders were seen to have higher influence on staff than chief officers (Hales, 2015). 

In earlier days of my policing, I was in a situation of attending to an accidental death with a colleague; once it was established that a man had died the situation was declared a major incident and senior officers including an Inspector arrived on scene. This was a positive experience to see a senior officer take an authoritative role in protecting the scene so swiftly; I recall I felt this Inspector showed good, clear leadership and was an approach I felt I could adopt myself.

I was able to put my learning around leadership into practice in an incident that required an authoritarian response from myself in view of the real danger to life and the need for a swift, effective resolution. The incident involves a 999 call requesting assistance from a foreign male known to the police with warning markers for possession of knifes, violence, domestic abuse and attempted suicide. In the background of the call, it sounded like a disturbance was ongoing. I attended, with a colleague who had less policing experience than myself, the address to which the mobile phone used was registered; it fell within the area I cover therefore attended as an emergency response. En route I was planning for a domestic situation and physical conflict in a relationship, however when we arrived, a female resident stated the known male no longer lived there and that they were safe and well.
Control rooms completed a check on the mobile phone and police records and located a potential alternative address within a rundown block of flats commonly known for violence and drug taking; this was not within the team’s area but as no other officers within that area were immediately available I had to attend with my colleague. Once we arrived at the flat, there were three males who were highly intoxicated. I had dealt with two of the males present previously and was aware that they both had histories of violent offences. 

 We discovered two males were on the floor, and the male who had rang the police was shouting in another’s face asking him to leave. As the more senior officer, I took the lead and decided quickly that an authoritative approach was needed. I placed myself between the male requesting them to leave and the others and tried to gauge what had occurred, if any offences have happened, and if anyone was injured. I then saw a large kitchen knife on the table less than a meter away from one of the males and picked this up and placed it behind my back to place it out of sight and moved it into the kitchen without the males knowing. It became apparent that English was not the first language of those present and it was clear they did not want to speak to officers or acknowledge our presence and they carried on behaving in an aggressive way . With the little Polish I knew; I spoke to them and immediately got a more positive reaction which enabled me to have some control and I informed them firmly what would happen and that this one male would be removed from the property. Two other officers arrived at the property but were also very new to the role so I continued to take the lead. I took hold of the male who was refusing to leave and removed him from the address. This situation I felt needed an authoritative approach in order to keep all safe and quickly bring about an end to the potential for harm. Communication with those present was impacted by a language barrier so the safest approach was to remove the aggressor. In this situation I felt it was important to demonstrate to other, less experienced officers the importance of taking control of the situation. There was no time to take a different, more democratic, approach in this particular situation but had the risk to other not been a factor I may well have included the thoughts of the other officers involved.
Within the role as a response officer, you attend many different operational situations, from grieving families over a sudden death,  violent offenders, shoplifters, rapists, vulnerable people with mental health issues and children in need of protection.  The role is very unpredictable and approaches need to be adapted accordingly. One situation attended by myself and a different officer involved the attempted suicide of a young man. On this occasion it was possible to seek the views of others, and this included my colleague and the parents of the young man, to agree a plan of action with a view to keeping the young man safe; this demonstrated more of a Transformational approach.
As a relatively new police officer there are few situations where I would opt for a laissez faire approach but with experience comes the ability to make competent risk assessments and may result in the decision to not take action but this should always be explained to those you work with, so it is not interpreted as lack of enthusiasm for the work. 
An example of when someone would use a Laissez faire approach would be when they allow their staff or officers to complete a task without involvement and allow a team to come to a decision for themselves; this approach is based on trust and good will and being aware of your teams’ strengths and weakness (Successfactory: Developing Leaders and Teams for Today’s World, 2022).
For a Police Officer to develop and grow they need to be able to evolve, particularly where technology impacts crime and methods of investigating require different approaches and the demand changes in different roles. It is important to understand different people’s perspectives and attention to detail, as ‘ working within communities you encounter many different types of groups, leaders and members of the public who all have different agendas and goals and you need to find the right balance to ensure everyone is heard and is satisfied with the outcomes reached. Having an acute attention to detail will allow officers to perform at their best despite trying to juggle the multiple demands and responsibilities of the role; when attending any type of call it is necessary to take in all you can see to try and establish the full circumstances, this in turn will allow an officer to fully investigate it (Schumacher, 2022).

Team work is equally as important as leadership in policing, having worked along side my team I recognise that having confident and reliance within the team and other police officers in the force is vital. I recently experienced a situation where good team work prevent a life threating incident, my colleague and I were tasked to arrest a male for a domestic related incident. On arrival the male was calm and compliant and engaged well with officers, however once he knew he was going to be arrested he decided to attack both of us, firstly by punching my female colleague to the face and turning to me and attempting to strangle and gouge my eyes. It was clear he wanted to fight and enjoyed causing pain and injury We eventually got the male to the floor, and this is when he decided to bite me, and I decided to press my emergency button to request immediate support. This matter carried on for over 9 minutes and after we requested further help the team arrived shortly and we managed to detain this male by spraying him in the face with PAVA and convey him to custody for assault on two police officers. Eventually this male received 16 weeks in prison. On this occasion team work and leadership was clear when I gave commands to my fellow colleagues and received swift team work which prevented any major injuries. 

Regardless of which leadership approach is adopted any officer would need to possess the necessary skills to lead effectively and these include effective communication, the ability to be flexible and be able to work within differing views and having attention to detail despite the complexity of an event or situation; these are skills that I believe I am building which in turn will help me to become a better leader as will accessing any relevant training offered by the service. Taking opportunities to work with other teams and parts of the service is another way of gaining experience and understanding of various leadership approaches; observing the different styles of leadership in others and how they impact on staff, recalling aspects of my  management style in my former work has given me an insight into how I feel I would wish to shape my own leadership style within my police career but I recognise this is always to flexible depending on the circumstances and should be revisited and reassessed.
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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:
Coaching and mentoring are common phases used by a trainer who is trying to develop the skills of another person. Within the first three months of policing, you are mentored by another officer who has the ability to help share their knowledge and experience.  Within that period of time, you are also mentored either by that same team member, by other team members or supervisors, advising you of right and wrong, appropriate and inappropriate, good practice and poor practice. Mentoring within the first three years of someone’s probation is with the aim of building knowledge, experience, ability and skills for that officer. Officers
 Mentoring: The Definition A mentor is someone who shares their knowledge, skills and/or experience, to help another to develop and grow. Coaching: The Definition A coach is someone who provides guidance to a client on their goals and helps them reach their full potential.
(Mentoring vs Coaching: The Key Differences and Benefits, n.d.)

Although mentoring and coaching sound very similar there are subtle differences in their use. Coaching can be argued as more centred on performance whereas mentoring looks beyond the successful completion of one task and focuses on developmental goals and longer term achievements. Coaches act as a mirror; supporting, challenging and encouraging people to identify their strengths and address areas for development.

 Mentoring is considered a softer approach to instruction which seeks to work from an established relationship, usually on an individual basis whereas coaching comes from a more structured approach and can be used to teach groups of people at the same time. Whilst a coach does not always need to understand or have experience of their students role, mentoring relies on greater experience than the learner (Mentoring Guidelines & FAQs · Push Far Mentoring Platform, n.d.).

Within policing you are set many goals and objectives from day to day working to ongoing long term development, from getting independence after the first three months to being able to reflect on your own work or mistakes. At the very start of your probation period, a new officer is trying to learn everything at once so teaching is often given in a short and direct way, such as “take a statement” or “conduct CCT enquires”. As the probationer learns and develops they will become more able to offer or suggest ideas and ask questions; they will be able to reflect on their own practice and give feedback to their tutors. Within the three years of training, a new officer should have developed from an inexperienced and cautious officer to an officer who is able to give direction and coaching guidance to those who are newer again. The attachments which are required to be completed during your probation period, such as working alongside investigational officers and detectives or traffic officers, are a key to enhance your ability and knowledge of other roles and responsibilities within the service. 

Using Gibbs’ reflective cycle,  I will reflect on my three years of practice and training with the police service. I will refer to experiences, express and evaluate my responses and use these reflections to further shape my future practice (Gibbs' Reflective Cycle, n.d.).

At the start of my training, I was placed in a team with an experienced tutor who showed me the policing model and  methods of how to investigate.  At the start I often shadowed this person and watched  how they operated with other officers, members of public and different agencies which work alongside police. Often it was just myself and this tutor who attended these emergency calls but eventually, over time, I was able to operate more independently and take on the initial investigation which helped to put the theory I had learnt into practice.  My tutorship lasted for a period of 12 weeks and  after completing  all requirements I was placed as an independent officer and was allowed freely and solely to attend calls.

During this period of time, I experienced many different emotions and feelings from my policing role. There were understandable nerves and apprehension prior to starting and on meeting the team and my tutor then the work experiences raised other emotions such as the impact felt when attending a death or unpredictable and risky situations. On my first day, and within my first hour of being a new probation officer, I had to inform a next of kin that their husband had sadly died in a car crash. Within minutes of completing that role, I had to attend the cardiac arrest of a 21 year old male at home with his family and, despite the attempt of paramedics treating him, he sadly died. In comparison to others, I felt I had started my police career the correct way for me by being ‘thrown in at the deep end’, realising that some new officers did not face such challenges until alter in their careers. 

During the 12 week period, I slowly started to build tolerance and resilience to effectively manage the different types of situations I had to deal with and to keep my own emotions in check  because I had to stay professional and ensure the vulnerable or victims were kept safe and took priority. An example of this is when I attended a domestic call where a member of the public rang the police requesting they attended immediately because a female was unconscious and barely breathing and a child aged 5yrs had been thrown down the stairs and broken both his legs. Having secured medical attention for both involved and later that evening after the female and child were escorted to hospital I managed to locate and arrest the male suspect. The female injured was later found to have life threating injuries. I felt a level of anger towards this male due to the extent level of injury and trauma he had caused and that his aggression had expended to a child. However, I knew I had to stay professional at all times and keep my thoughts and emotions to myself. I was proud of how I managed the incident and this was reflected in the praise I received from senior management. Another example is when I attended a property and had to force my way through the front door due to concern for the resident inside and I discovered a female who had sadly passed away. On this occasion my resilience was tested because a lot of the family were present or had arrived whilst I was at the scene and the female’s body had decomposed as it had been undiscovered for over two weeks prior to police finding. 

I believe that over the past three years I have been able to develop my skills and enhance my ability to be a better police officer and now I can spend time with newer police officers and encourage and mentor them in the methods and skills I have learnt.
During  the past three years  there has been many memorable and positive incidents which have occurred. I was recommended for a bravery award after saving a lady who had fallen 30ft down a cliff edge with her husband who sadly died in the incident. I was praised by members of the public for the help I contributed and being mentioned in newspaper articles for the quality of my work and getting thanked for the depth and level of my investigations by senior management . A method learnt within the policing is Smart Goal Setting to try and encourage and delivery ccture coaching methods, Specific, measurable, accurate, realistic and timely is the template used (SMART Goals Template.pdf - SMART Goal Setting Template What’s the initial goal you have in mind? Expand on this goal using the SMART | Course Hero, 2022).

There have been some less positive aspects to my training; as a student with severe dyslexia, I struggled with aspects of the academic element of training over the past 2 and half and on reflection, I  do not believe the university course contains the right balance of academic writing whilst working a job which already exceeds the UK average working hours per month. However, with hard work and perseverance, I believe I have developed writing and reading skills which I had not possessed prior to becoming a police officer. 
I have learnt about the ways in which I learn best; I believe I am a visual and Kinaesthetic type of learner as I prefer seeing pictures or remembering things by sight and prefer to see and learn by watching and doing for myself (University, 2022).
Where I know I can often struggle is to stay focussed on one task at a time as I can be distracted so I find a hands-on approach fits well with my disabilities. I have often found good mentoring is a key to success and key to great training, such as the mentor understanding your needs, strengths and weakness and being able to adapt the requirements to fit in with your level of ability. A good mentor is someone who recognises where you are and enhances your ability and helps you to reach your potential. An example of when I have received less helpful mentoring is when the mentor is lacking in self-confidence or is a poor communicator and they try and “micromanage” without the knowledge or ability to complete the task themselves (Roell, 2018).

It is important within policing to challenge others on poor practice and is part of our code of ethics, to ensure we always challenge and report improper conduct. 
“I will report, challenge or take action against the conduct of colleagues which has fallen below the standards of professional behaviour”  As a new starter it is often difficult to challenge others as you can be marginalised for your lack of experience and some senior managers will not recognise or listen and take a more longstanding officer’s point of view (Code of Ethics, 2014).

Receiving criticism is a key part to development within the police force and becoming a better officer, however it depends on how this criticism is given. In the police service it is recognised that you inform the student officer and try and educate to the ‘golden standard’ approach. Constructive criticism is useful in wanting to enhance ability without negatively impacting on confidence, however if the same error keeps repeating itself then possibly, the individual may need further education and training in that matter.  

I believe my development has gone well over the past few years because I am able to self-motivate  and  am eager to challenge myself further. I believe I have the ability to watch and learn from others to help me make good decisions and make a positive effect to the members of public. I often have more energy than others and this allows me to always keep on top of my workload and casefiles and still leaves me wanting to do more. I have always been a team player through sports and school and I think I have carried this value into my working life and be able to adapt well and work well as a team to meet the certain goals and targets the police have. If I had to do the same tutorship again I would  recognise my dyslexia affects my ability to prioritise written work and would focus more on my organisational skills and not allow my academic work to fall behind, I would manage my time better and dedicate  more time to self-reflection rather than focussing only on actions. 

Apart from helping me to achieve personal and professional goals, mentoring has also played a part in my being able to contribute to organisational goals by being aware of practices and values and hopefully being able to be a good role model to other officers but also to the communities I serve. By observing and learning about partner agencies such as mental health services, children’s services and services provided to help victims, I have been able to establish positive links with these services which help me to understand the context of my work but also contributed to the services goals in working in partnership to support and protect the public (n.d.).
In line with the College of Policing’s guidance around supporting the organisation I feel I do take on the more challenging tasks and am supportive of my colleagues, I take training opportunities to keep up to date with changes in laws, policies and procedures and make use of experience in differing departments of the organisation, I speak up when I see obstacles to good policing and I seek to promote to others the vision of today’s police service whether this is to my colleagues, other professionals or the general public (We Deliver, Support and Inspire - College of Policing, 2022).

Policing can be hard and complex so there are many reasons why the police service ensures new officers have mentoring and coaching during their first 12 weeks and over the 3 year probation. The benefits of good mentoring are improved confidence,   growing insight by reflecting and learning, new ways of working and thinking, improved performance, more skilled networking and support from colleagues and a great opportunity to develop communication, responsibility and options to change.
I believe I had a good understanding of the role of a police officer before starting my career due to my voluntary work as a special constable. I would recommend to others to pursue a career as a police officer. There appears to be many roles within South Wales police to further career progression while setting achievable goals, attending additional training and have many opportunities to reflect and develop personally and professionally.
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