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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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You may wish to use the same incidents as you’ve outlined in the Occupational Competence Portfolio. 
 
How should the workbook be presented?
 
Blank electronic copies can be found on Moodle of this workbook. You must submit this document electronically therefore it is important that you save your work regularly and upload the final typed version through Turnitin on Moodle. 
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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:


Introduction
Professionalism is about possessing the skills, knowledge and confidence to perform your role to the highest standard that is expected of you (Indeed Editorial Team, 2022). Being professional can mean different things depending on the industry. Within policing, the knowledge, responsibilities and expectations are very different from other vocations and businesses. To assist with this differing demand, the Code of Ethics was introduced. This is a key framework embedded in all British police forces to assist officers in delivering the highest professional standards in their service to the public (College of Policing, 2014). Within the Code of Ethics, there are ten standards of professional behaviour. These standards reflect the expectations of local forces and members of the public on those working in policing and include attributes such as honesty, integrity, authority, respect and courtesy (College of Policing, 2014). 

In today’s society, police forces are being run more like businesses. Despite the flashing lights and sirens, they adhere to the same demands as all business including operational budgets, human resource challenges, equipment and vehicle records, recruitment campaigns and making payroll (Lyons, 2014). As with any major sector or business, the police have rules and governing bodies to ensure they are accountable for their actions. Like the banking industry has the Financial Conduct Authority, the police has the College of Policing, the Independent Office for Police Conduct (IOPC), the Police and Crime Commissioners as well as the Association of Police and Crime Commissioners (APCC).

This essay will consider the role of the College of Policing in professionalising British  policing and reflect on the modern demands of policing and how policing has changed using real life examples. 

Strategic Role of the College of Policing
The College of Policing is a professional body for everyone working within policing and helps both staff and officers to understand law enforcement challenges, utilise evidence-based policing to solve local problems, deliver learning and professional development as well as set standards to ensure all forces provide a consistent service to the public (College of Policing, 2022). It professionalises policing by keeping forces accountable, publishes guidelines on everything from fitness testing to victim contact and uses research to back up information.

Their current strategic objectives set by the committee range from setting professional standards, supporting professional development and promoting good practice (College of Policing Assets, 2022). In order to keep up with the fast paced and ever evolving changes to modern policing, in 2014 the College established a five year strategy which outlined their plans, defined support for future members and summarised the and leadership required for effective twenty-first century policing (Pearce, 2014). In 2021, this evolved to a ‘business plan’ to support both crime reduction and professional development, especially in response to new and emerging crime types (College of Policing, 2021).

From reviewing the literature, the biggest strategic change within the College is the implementation of The Digital Strategy which aims to strengthen connections with forces by expanding their current websites and products, drive internal programmes such as Microsoft 365 and provide online learning and assessment which are accessible to all. This is partly in response to the Covid-19 pandemic which led to the acceleration of digital operations and digital enabled products by three to four years (Seiler, 2020). In addition, research shows that advancement in technology has led to increase in cyber enabled crimes which in turn, requires the police to keep up with these fraudsters in a variety of online crimes such as fraud, sexual harassment and cyberbullying (Perkins, 2022). Exploration of the literature shows that police forces are not keeping pace with new technology and are failing to exploit digital investigative techniques (Hill, 2017). This in turn leads to victims being failed by the police as we know that the most vulnerable people in our society are most at risk online (Action Fraud, 2019).

Another major strategy identified as a priority by the College of Policing is leadership. Leadership within policing requires a blend of management skills, communication skills, strategic focus and operational experience (Flynn and Herrington, 2016). Leadership was found to be a main failing in the 2017 PEEL Review which identified that forces need to improve their ability to spot and develop future leaders, expand their development review process and help people to understand their leadership skills and capabilities (Her Majesty’s Inspectorate of Constabulary and Fire and Rescue Services, 2018). The College aims to address this by establishing a National Police Leadership Centre, developing fast track and national development initiatives, improving the range of services offered to leaders and managers as well as offering a Senior Leaders Hub to support and encourage prospective future leaders by providing workshops, online engagement and mentoring provisions (College of Policing, 2021). 

Modern Professional Police Officer
To meet the requirements of the constantly changing operational environment, Policing Vision 2025 (NPCC, 2016) outlined the need for confident professionals who are able to operate with a high degree of autonomy and accountability which will better reflect its communities (Martin, 2019). The report goes on to say that the vision can only be delivered by the whole policing workforce working together collaboratively from chief constables to response officers like myself. 

Personally, I am working to fulfil the role of a modern professional police officer in my final year by completing my degree in professional police practice. There is still debate as to whether policing is considered a ‘profession’ as it previously lagged behind other professionals such as nurses and teachers, who require professionals to hold a college degree in fields relating to their role (Friedmann, 2019). The police has lacked this educational requirement for so long and as a result, its reputation suffered. The Policing Education Qualifications Framework (PEQF) is a new national framework that aims to professionalise the police by providing formal training and qualifications to officers which is supported by occupational competencies and work based learning (Police Federation, 2019). There has already been research into whether the PEQF professionalises the police service. Parker-McLeod (2020) found that the new framework provides a platform for changes for the police, it represents a prototype shift for police training and created a new opportunity for the police service to create a reputation as a graduate profession. However, this study also found that implementation of the programme itself remains the challenge due to the unique roles and responsibilities of police officer, shift work patterns and embedded cultural norms. 

Furthermore, I am adhering to modern policies imposed on officers such as the utilisation of body-worn video (BWV) in specific operational situations. The use of BWV was initially resisted by previous policing culture however, has since dramatically increased in use (National Institute of Justice, 2022). Body worn cameras are found to improve policing by deterring crime and holding forces accountable for their decisions by being open and transparent about their actions (Grimond, 2022). The modern day applications of body-worn video include a reduction in complaints against police by over 90 percent, a reduction in police use of force and a decrease in time and costs spent dealing with complaints investigations (Smith, 2019 and Ariel et al., 2015). I am also constantly adapting to changes in procedure as recently, there has been national changes to the use of body-worn video as officers have to keep cameras operating at all times when dealing with mental health patients within mental health units (Mental Health Units (Use of Force) Act 2018). I have also seen the implications of stopping recordings of first accounts of sexual assault victim’s which can be inconsistent or incomplete in the first instance (National Sexual Violence Resource Center, 2022). As per the updated College of Policing’s (2014) guidelines, as a response officer I switch my body-worn camera off when obtaining a first account of a rape of sexual assault. The victim is then entitled to a formally recorded interview process further down the line which assists with reducing any potential issues when in court ((National Sexual Violence Resource Center, 2022).



Changes in Policing
Critical reflection is the process of identifying, questioning and assessing our assumptions and the way we perceive events and issues (University of Waterloo, 2022). The next part of this essay will reflect critically on changes in modern policing using literature, media and research to identify problems. 

Covid-19
Covid-19 has affected policing dramatically. I have personally felt uncertain and anxious over the past few years of front line policing. Unlike many industries, my role required me to still attend work and respond to calls to protect victims and detect criminality. I have seen many changes in legislation over the past few years which has been confusing for myself and understandably for members of the public (Maskaly et al., 2021). I would often come to work and guidelines had been released which I not only had to follow but enforce to the public. Research shows that officers felt unsafe dealing with the public during lockdown and response officers recorded the lowest wellbeing scores out of all policing departments due to increased burdens, workload pressures and taking the brunt of demands (University of Portsmouth, 2021). I also felt let down after the Government decided not to give any vaccination priority to police officers and felt it was a bit of a kick in the teeth (Police Federation Wiltshire, 2021). 

On the other hand, results show that police forces rose tactically to the crisis and daily challenges and effected long overdue changes to technology and home working (College of Policing, 2021). However, poor communication and lack of trust between organisations can delay efforts to mitigate risks during a crisis (Waseem and Laufs, 2022). I have personally seen how Covid-19 has led to out of the box thinking and more online working with partner agencies through Skype, Microsoft Teams etc. Reviews with my Area Training Officer and queries with university lecturers are all conducted over email/over the phone rather than in person. I feel I have adapted well to this and continue to update my victims, attend meetings and still deal with suspects who are positive with covid-19 but by alternative methods than seen prior to 2020. 


Relationship with the public
‘The police are the public and the public are the police’ (Law Enforcement Action Partnership, 2022). This is an infamous quote by Sir Robert Peel, the founder of modern policing, who explained that policing comes from consent of the public and from the knowledge that officers are impartial and accountable for their actions (Police Federation, 2022). This remains the heart of British policing today. However, this has been challenged within recent times. The Metropolitan Police received a lot of bad press this year for the Sarah Everard investigation followed by the grossly offensive messages sent within the Whatsapp group involving Wayne Couzens (Dodd, 2022). This misconduct resulted in the professionalism of the police as a whole being questioned. Due to this I have had members of the public not trusting my identity and not wanting me in their house for fear of me replicating the awful events seen this year. Police legitimacy has been called into question in the past following the death of Ian Tomlinson during the G20-summit protests and following the Hillsborough disaster in 2012 (Dick et al., 2013). This is still being called into question today and news stories such as the Metropolitan Police being put under special measures over critical shortcomings, does not help with the police’s reputation (Baska, 2022).

I have had to provide a consistent approach to response policing over the past months in order to build up trust again with members of our communities and ensure a good service is delivered to them. For many victims and witnesses, it may be the first time they encounter the police so I want to ensure they are taken seriously and their expectations managed (Northumbria Police and Crime Commissioner, 2022). I ultimately reflect the force I work for and try to reflect force values by being ‘proud, professional and positive in everything we do’ (South Wales Police, 2022). 



Conclusion
British policing is having to constantly adapt to modern pressures and changes in operational demands whilst maintaining their relationship with the public. In order to facilitate this, the police service has undergone a professionalization process. The driver of this is the College of Policing who were established to provide a regulatory framework to England and Wales constabularies (Holdaway, 2022). At their core, the College of Policing reflects Neyroud’s (2011) idea that the police are akin to medicine, law and other industries as they share classic traits such as a centralised code of ethics, accredited qualifications and a notion of scientific research to solve problems. We are beginning to see professionalization of the police through the recent implementation of the PEQF as well as collaborations with academic establishments to ensure the police are evidence-based in their approach (Williams and Cockcroft, 2018). However, there is still tensions between the new higher education structure and existing culture in policing (Cockcorft and Hallenberg, 2021).

Professionalization has been the aim of many police bodies over recent years with the NPCC ‘Policing’s Vision 2025’ (2016) aiming to embed professional practice that is ethically based, whilst the College of Policing’s ‘Workforce Transformation in the Police Service’ (2018) stating that all forces will deliver a professional workforce that will be given the right skills, powers and experience to meet challenging requirements of modern day policing. This has been disseminated and can be seen in individual forces such as the ‘South Wales Police and Crime Plan 2021-2025’ promising to professionalise the role of the police to better serve and lead local communities (South Wales Police, 2021). Whilst it begins with a good plan and clear end goal, there is still of lot of work to be done on the ground to ensure the police are professional and are able to adapt to modern day policing. Good leaders, investments in technology and police legitimacy will assist forces in achieving their overall objectives in professionalising the police force. 
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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:

Introduction
Social media is an umbrella term used to describe a plethora of online platforms including blogs, forums, social gaming, and video sharing (Aichner et al., 2021). The usage of social media is developing and evolving at a rapid rate with individuals, particularly from Generation Y, sharing, searching, downloading, playing and consuming a large amount of content daily (Bolton et al., 2012). The general public like to receive information quickly, particularly during an emergency situation where they can receive up to date guidance and are able to interact directly with communicators and others from the community (Mitcham et al., 2014). 

Specifically within policing, forces use digital spaces to communicate with their citizens, shape their public image, supplement learning around legislation and allow for an open dialogue to expose and discuss perceived injustices (Walsh and Conner, 2018). Social media is a great tool to educate and interact with individuals and Ruddell and Jones (2013) found that users of social media have more confidence in the police as well as greater overall satisfaction with the service they provide. Local forces are currently using social media to promote engagement, appeal for information, inform of road closures, provide information regarding ongoing incidents and give safety advice. 

The first part of this essay will explore how social media is utilised in a live missing person investigation. The latter half of this essay will consider what platforms are used within policing, how South Wales Police use social media and the advantages and disadvantages of social media within policing. 

Personal Reflection of an Experience with Social Media 
I will use an adapted version of Jasper’s (2013) ERA cycle to reflect on a policing incident involving a missing person being reported to the police. 

Experience
The initial report stated the missing person was an elderly female who had left her home address. She was discovered missing by her grandson when he had come to visit her that afternoon, discovering his grandmother absent and the front door wide open. There was no history of her going missing previously but she did suffer with Alzheimer’s. It was also later discovered that she did not have her mobile phone or purse on her person. 

Action
I then began a missing person investigation as per my role as a response officer. I conducted some initial enquiries and attended her home address where her grandson was waiting and obtained some further details from him including a description of his grandmother along with a recent picture of her, which I could utilise for a social media campaign. I searched the house, asked for local units to start checking establishments frequented by the missing person and asked the city CCTV operator to check the local authority cameras within the area. 

Finally, I requested that the Public Service Centre (control room) officially circulate the elderly lady on the missing persons whiteboard and escalate a social media post appealing for information from members of the public. The communications team then sent out an urgent message appealing for information about the missing person and asking the public to keep a look out for her. This was distributed on the force’s Facebook and Twitter page and received many comments and shares from members of the public. A short time later, with help from the local Fire Service who had seen the Facebook post, the missing person was found dazed and confused on a busy main road near the city centre and was then conveyed back to her home address. 

Reflection
I was mindful of the family during this period and couldn’t help but make comparisons to my own grandmother and treated the family how I would want my own family to be treated by police in a similar situation.

Without my knowledge of initial investigations and the foresight to obtain a description and image of the missing person, the communications team would not have been able to compile a social media post so quickly which ultimately led to the missing person being found. Social media is so accessible to the community and to other emergency services which is why I requested the control room escalate the matter. Whilst I didn’t post the social media post myself, I had a phone call with the control room to ensure all information was accurate and up to date to allow for a factual and informative post. 

Next time, I would have requested the information be shared directly with ambulance and fire service control rooms seeing how well it worked in this situation. 

Force policy 
Many police forces allow specific users or departments to have their own social media page in order to promote information within a local neighbourhood or community. This allows for safety advice, good news stories and appeals to be sent out efficiently and to the people that need them. South Wales Police has recently revised their procedures for applying for, creating and managing social media accounts (South Wales Police, 2022). Officers have to apply for a social media account which is reviewed and discussed by the Digital Content Team in conjunction with the Public Service Centre. Once approved, the officer or staff member then has to complete mandatory training via College Learn, which includes the do’s and don’ts of using social media (College of Policing, 2013). Any posts should be impartial and refrain from personal views as well as avoid inappropriate language, violence, bullying or hate speech (South Wales Police, 2022). 

On more of a national level, officers represent British Policing and must adhere to the police Code of Ethics when posting on social media (Colle of Policing, 2014). Forces must also adhere to data protection legislation and ensure no personal information of victims or children are shared without consent (Data and Marketing Association,2019). The Association of Chief Police Officers (ACPO) state that the police must uphold the fundamental human rights of individuals and affording equal respect to all persons (Ministry of Defence Police, 2013). This means adhering to the European Convention of Human Rights by upholding article 8: the right for private and family life (European Court of Human Rights, 2021). Forces must also make clear that social media is not a viable method to report a crime and traditional methods should still be utilised (Victim Support, 2022).

Social Media Platforms Used In Policing
Many police forces, such as South Wales Police, have primary accounts on a variety of platforms including Facebook, Twitter, Instagram, TikTok, YouTube and LinkedIn in order to generate followers and content (South Wales Police, 2022). Research shows that Twitter and Facebook profiles appear to be the most widely used platforms within policing with all forces in England and Wales, including British Transport Police, possessing a Twitter account and all but two having a Facebook account (The Police Foundation, 2014). In response to The Social Media Perception Survey, findings revealed that Facebook had the most responses of any other platform with the 45-54 age bracket engaging more than any other age range (Digital Public Contact, 2018). Furthermore, the study also found that video content is important to younger age groups and the majority of people want all the relevant information contained within a post rather than having to click on a link to a website. 
Despite this evolution of social media, the literature shows us that the constraints of police culture have led to platforms such as Twitter being used very cautiously as a means of communication (Crump, 2012). Many people feel that the police need to have more ambitious aims for social media to really maximise engagement with the public. For example data reveals that platforms that are used interactively and engage directly with its followers actually leads to advancement in community policing goals (Williams et al., 2018).

It is clear that social media is a constantly evolving platform that police forces are having to manage. To help keep up with the demand, many forces are now employing dedicated social media communications officers to manage and support strategic priorities as well as come up with creative and innovative ways to engage with the public (Police Scotland, 2022).

Benefits of Social Media in Policing
South Wales Police note that social media allows forces to reach a large number of people quickly, it is cost effective with little or no budget and officers can respond to public concern and provide reassurance quickly (South Wales Police, 2022). However, studies do show that this does not apply to senior citizens over the age of 65 and that any social media campaigns will have low participation and be ineffective for this age bracket (Ruddell and Jones, 2013). As such, there is still a balancing act between visible policing in the communities and policing online.
 
An underrated use of social media is obtaining information by enlisting the public’s help (MacGillivray, 2018). For example, many forces share images, CCTV footage, sketches and descriptions of serious crimes, missing people and accidents. By sharing images and footage, the chances of someone recognising a suspect or witnesses coming forward are increased with every ‘like’ or ‘ret-tweet’. This is essentially a free resource and alleviates pressures on officers and investigators who are struggling to identify individuals or obtain further information. 

On the topic of police investigations, officers can apply for Open Source trained officers to search for suspects or witnesses using various social media platforms available in the public domain in order to reveal their identity or further policing knowledge. This is a valid and proportionate tactic used to gain information and intelligence about a person’s whereabouts and movements, which is regulated under the Regulation of Investigatory Powers Act 2000 (Housego, 2015).

It is important to seek the opinion of serving police officers when considering the benefits and risks of social media. Peters and Ojedokun (2019) completed a questionnaire on serving police officers in Nigeria and sought their opinions towards social media in policing. The results were positive with respondents generally advocating the use of social media for policing purposes, within crime prevention and for intelligence gathering. However, on the other side, participants did feel they had not received any professional training on using social media within their role. 

Risks of Social Media in Policing 
Research shows that within social media, exchanges between citizens and police forces tend to be infrequent and does not enable a deeper engagement with the public or aid in breaking down proverbial barriers (Fernandez et al., 2017). This does not adhere to Sir Robert’s Peel principles of policing who aimed to maintain a relationship with the public by offering an individualised service and friendship to all members of the community, remembering ‘the police are the public and the public are the police’ (Law Enforcement Action Partnership, 2022).

In addition, officers are still being discouraged not to use Whatsapp as a platform to communicate or share information due to risks of breaching professional standards and sharing policing tactics (Gater and Critchley, 2018). This year the Metropolitan Police revealed that three officers went on trial for sending grossly offensive messages and images within the same Whatsapp group as killer Wayne Couzens (Dearden, 2022). This highlights the dangers of using an informal and personal application to discuss policing incidents, victims or offensive topics. 

By utilising social media and being so out in the open, police forces expose themselves to public scrutiny. Studies show that social media has unprecedented capacities for individuals to expose, disseminate and rally issues of perceived injustices for example police brutality, racial profiling and various forms of indiscretion (Walsh and O’Connor, 2018). This was seen in 2020 where the death of George Floyd and actions of local police officers contributing to his death instigated a global social media campaign promoting ‘Black Lives Matter’ and protests against racial injustice (Beckman, 2020). 

Most people have access to smartphones in today’s society and will often resort to filming police whilst on duty when they are dealing with a wide variety of situations, some of which require officers to use force (Musteen, 2013). These videos are then uploaded and circulated on social media, often without any context, causing great concern amongst the general public and shock at the ‘violent’ tactics adopted by local officers. This leads to controversy and divide amongst the community. A real-life example of this was in 2020 where a South Wales Police officer tasered a pregnant woman in the street following a domestic incident. This was shared to various social media platforms with many users commenting on the brutality of the police. What the footage didn’t show was the male partner resisting arrest and the female approaching and punching him whilst he was being restrained. The officer then deployed his taser to control the situation as he was single crewed (Hawkins, 2020).

Conclusion
Police services all over the world have increased their use of social media in every day policing (O’Connor and Zaidi, 2022). Social media acts as a basis for engagement with the public and can increase public trust and confidence in the police if the right content, message and platforms are used (Crump, 2012). Social media offers opportunities within criminal investigations, intelligence gathering, crowd control as well as reporting and resolving problems within the community (Dekker et al., 2020). 

However, embedding social media into police communications is challenging and will not necessarily bring about the organisational and cultural changes needed to improve police-citizen engagement (Bullock, 2017). Any online campaigns should be planned and targeted to specific demographic groups likely to receive the intended message whilst also taking into account senior citizens and their low participation and interest in these methods (Ruddell and Jones, 2013).
The literature also shows that officers receive minimal training with regards to utilising social media. This is an area for development for the College of Policing or it should be left in the hands of dedicated social media professionals employed as police staff. 
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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:

Introduction 
A strong leadership is crucial for any organisation to function successfully (Gemeda and Lee, 2020). Leaders set the tone of the organisation and help instil its values and norms and have a major influence over individuals and workplace culture (Crawford and Lok, 2004 and Van Fleet and Griffin, 2006). These leaders, often in managerial positions, supervise employee’s behaviour and performance and can lead their staff to become more proactive and dynamic in their daily tasks, providing the right leadership style is adopted (Ali et al., 2015). Leadership styles have been the subject of extensive research and debate over the years with recent studies showing that certain leadership characteristics and qualities that are useful in one field or culture are transferrable to other environments (Khan et al., 2015). This has been evidenced within policing as British police forces opened up to allow direct entry Superintendents who have experience in leadership within a more corporate setting to hone their skills by inspiring confidence in officers, staff and the public (College of Policing, 2022).

Leadership styles have evolved from the traditional autocratic approach to a more supportive leader who is open-minded about employing non-traditional approaches and is adaptive to an ever-changing population and workforce (Schafer, 2009). Insufficient leadership within policing can have detrimental effects for officers, third party agencies and members of the communities they serve (Schafer, 2009 (2)). The pace, complexity and magnitude of change experienced within policing is relentless and incomparable to other fields and as such their leaders should be proficient in keeping up with twenty-first century demands (Smith, 2019). These demands include budget restrictions, victim satisfaction, conviction rates as well as scrutiny from the media and self-governing bodies such as the Independent Office for Police Conduct (IOPC).

This essay will reflect on a policing incident involving a colleague and domestic violence suspect by identifying and analysing leadership styles adopted in an operational and dangerous setting. 

Policing Incident
Using Borton’s (1970) model of reflection, I will reflect on an incident I was involved with whilst on duty with a fellow colleague.

What? 
I was paired up with a colleague on my team who is of lower service than myself and who is currently undergoing the initial mentorship phase of his training. Following a domestic incident, I assisted this colleague with arrest enquiries for the suspect. I communicated to him in the van before attending the address that he could take the lead at the incident as he was assigned as the officer in charge of the case (OIC) and had the grounds for the arrest following disclosure from the victim. 

Upon attendance at the address, the suspect was immediately hostile and suspicious and would not allow us into his address. He looked at me and said ‘me and you should have a boxing match’ whilst holding his arms in front of him in a violent manner. Once inside the address my colleague did not get control of the situation and allowed the suspect to walk around and become verbally aggressive towards us. There was potential for the suspect to obtain a knife or weapon from one of the rooms or escape using one of the windows. 

So, What? 
I eventually took charge of the situation and gave instructions to my colleague to apply handcuffs to the suspect and explain to him the process of what was going to happen i.e. he would be arrested, taken to custody and interviewed. I then informed my colleague to search the suspect for any weapons, drugs or evidence of the offence before placing him in the rear of the police vehicle. 

Now What? 
Following the incident, I conducted a debrief with my colleague and asked him how he thought the arrest went whilst also providing my own feedback and areas of learning. I informed my Sergeant of the event and also suggested my colleague undergo an officer safety refresher course to enhance their learning on management conflict. 

Leadership Strategies

Coaching Style
I initially tried to adopt the ‘coaching’ style leadership. Having played sports from a young age and served within the British Army, I am aware that each person on a team has their own strengths and weaknesses. The coaching style of leadership recognises and nurtures each person’s skillset and focuses on creating a team that can communicate effectively with each other and embraces each other’s unique assets in order to complete tasks (Becker, 2021). I experienced this type of leadership from my own tutor and Sergeant when I first started in the police and was able to learn and reflect from incidents and recognise my personal attributes as a police officer. As someone who is now one of the most experienced officers on shift, I want everyone in my team to do well and thought I was helping my colleague by adopting this method. 

Whilst there is minimal research surrounding coaching leadership within policing, studies within sports show that this is the most preferred method of leadership with athletes favouring being given clear instructions, positive feedback and social support whilst their least preferred method was through autocratic approaches (Nazarudin et al., 2009). This reinforces the notion that coaching leaders are focused on bringing out the best in their teams by helping individuals achieve their goals and navigate them through challenging obstacles (Lee, 2020).

Advantages of coaching leaders are that they are more successful at aligning individual goals with organisational goals whilst simultaneously developing shared accountability and overall success (Eden Project, 2018). Furthermore, staff members tend to stay longer when managed using this leadership style and organisations report more long-term and sustainable performance progressions (Sutton, 2021). 

On the other hand, there are disadvantages of this type of leadership. Lee (2022) notes that this type of leadership is resource intensive and requires a lot of time and effort to implement. Additionally it is not the fastest method at obtaining successful results and neither is it the most effective choice for target driven companies such as sales and finance businesses.


Laissez-Faire
Upon reflection, I think I came across as a Laissez-Faire leader in this situation. I allowed my colleague to take the lead role at the incident by communicating with the suspect with the aim of successfully facilitating his arrest. I did not really provide any formal guidance on how to do this as I assumed he had all the tools to be able to do this from his six moths training and his tutorship period. I bided my time and afforded them the opportunity to conduct their own risk assessments and use their own judgement and discretion. Looking back now I think this was the wrong approach and one that I will either avoid or only use in situations where I know the people I’m working with a lot better. 

Laissez-Faire leadership is coined as the avoidant or ‘zero’ leadership style and studies show that it is likely to lead to negative consequences in employee’s performance and attitude (Yang, 2015). These type of leaders are often absent and lack involvement during key occasions (Eagley et al., 2003). Interesting, this last study also found that male leaders are generally more likely to manifest a laissez-faire style of leadership than their female counter-parts (Eadgley et al., 2003). This has definitely made me more aware of my approach going forward and I do not want to come across as lazy or uninterested. Further research shows that this approach positively correlates with bullying at work, conflict with co-workers and increases doubt about individual roles and responsibilities (Skogstaf et al., 2007). Thankfully, this was only one incident with this particular co-worker and if I adapt my leadership style going forward, I can avoid wider issues within the team. 

On the other hand, there are some benefits to this style of leadership. Whilst laissez-faire leaders are seen as ‘hands-off’, they have trust and confidence in their employees and don’t micromanage or get involved in the finer details of things (Western Governors University, 2020). Instead they let their employees use their own experience and knowledge to help meet their goals and only give guidance where needed. Other advantages include freedom of decision making, increased productivity and improved personal growth and development (Vantage Growth, 2022). This is important in policing as police often use discretion to make their decisions and cannot always obtain to consent from their Sergeants to proceed in a certain way. 

Autocratic
In the end, I adopted an autocratic approach. I had to control the situation and ensure everyone’s safety by using the National Decision Making Model (NDM) to risk assess the situation and give instructions on how to proceed. I have gained experience over the past few years in attending many incidents as a response officer and know how quickly things can escalate if you don’t get a handle on them. I had looked at the suspects warning markers using police systems beforehand and knew that he had previously assaulted an emergency worker, assaulted his ex-girlfriend and was a medium risk domestic abuse aggressor against her as well as possessed a weapon and suffered with mental health. All of these things, combined with how the suspect presented upon our arrival, meant I was constantly assessing the situation and considering the best way to proceed. In the end, the best way to proceed was for me to step up and give instructions to my colleague about how to handle things confidently and effectively to ensure everyone’s safety. 

Essentially, autocratic leaders have all the power and decision making abilities and take little or no input from others (Malec, 2022). Autocratic or authoritarian leadership style is the subject of copious controversy. In some ways this scepticism is justified as authoritarian leadership is negatively related to employee performance, as staff are likely to have less trust in their supervisor and the organisation, suffer with lower self-esteem and have little motivation to improve (Wang et al., 2019).

Research is now questioning this belief that autocratic leadership is detrimental to employees and organisations and instead suggest that it can actually have a positive effect on employees (Guan and Wang, 2018). Studies show that employees are more willing to follow their authoritarian supervisors when they trust their leader. They trust their leaders if they are perceived to be someone who has a high level of expertise and can effect organisational change, which, in turn, can lead to greater financial reward for the employee (Du et al., 2019).


Leadership Models Commonly within Policing 
A 2016 national review conducted by Her Majesty’s Inspectorate Constabulary (HMIC, 2016) found that police forces in England and Wales have not actually set out clearly how they expect good leaders to behave, leadership development internally remains inconsistent and very few forces have a systematic process to identify and address poor leadership. To help tackle these inconsistencies, many methods have been adopted by forces which are explored in the next part of this essay. 


Democratic Leadership
This essay would not be complete without considering the democratic leadership. Democratic leadership is rife within policing and often occurs when colleagues attend calls together and make decisions collectively on how you should proceed or use police discretion effectively. I often use this, particularly during domestic calls, when I talk to one party (i.e. the victim) and my colleague talks to the other party (i.e. the suspect). We both receive disclosures from both persons and combined with the call takers summary, domestic history, observations at scene and any witnesses, we come up with a decision on how we are going to proceed e.g. arrest, separate both parties or voluntary interview etc. This style of leadership is also seen with the increase of ‘acting-up’ or ‘temporary promotions’ which sees inexperienced officers acting up to the rank above due to staff shortages and sickness. Often, the officer will still obtain advice and be guided by their colleagues when having to make important decisions and will often ask ‘what would you do?’ rather than ‘we are doing this’. A democratic police force is essential for members of the communities, the force itself and the nation as a whole as a democratic police force is well manned, have the trust of their people, provide safer environments and they live as an example to the public (Essays IO, 2022).

Strategic Leadership
Policing has evolved and is often viewed and run more like a private business than a police force. Chief constables and their deputies are expected to implement new frameworks and models and drive changes within the force (Charrier, 2010). They have teams dedicated to help them to review current systems and policies and identify areas for improvement. This is where strategic management comes in. This can be seen within policing with South Wales Police Chief Constable and Police and Crime Commissioner, two of the most senior and influential leaders in the area, creating a South Wales Police and Crime Plan 2019-2023 which balances the needs of the community by providing an effective service which is capable of responding to new demands (South Wales Police, 2022).

A strategic police leader is defined as “someone having responsibility for the delivery of strategic policing regardless of rank” (Caless and Tong, 2015). Strategic management is an on-going process and research shows that leaders can augment operational competences by recognising internal issues and external influences that encumber organisation sustainability (Charrier, 2010). Strategic leaders accept the burden of executive interests whilst ensuring working conditions remain consistent for their staff (Becker, 2021).

Due to this change in direction, universities are now offering courses in operation and strategic leader to allow senior officer to develop critical skills in leadership on both an operational and strategic level and allow reflection on individual approaches (University of Wales Trinity Saint David, 2022). 


Conclusion
With the increasing complexity of policing, financial cuts, advancements in technology and shifting demographics, it has never been a more important time for British police forces to identify and develop good leaders and leadership strategies (HMIC, 2016). From operational response officers to Chief Constables, all police offices are leaders in some capacity and must be able to identify and utilise the best leadership style to effect the best response. Leadership styles are extensive and this essay has touched on several including, coaching, laissez-faire, autocratic, democratic and strategic. It is important to note that further styles including transformational, transactional and bureaucratic are also widely researched and have a part to play in many organisations (Becker, 2021). Regular reflection and feedback will enable all officers to become role models to other colleagues as well as members of the communities they serve. 
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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:

Introduction
Coaching and mentoring can inspire employees, increase efficiency, enhance commitment, grow skills and promote overall success (Serrat, 2017). As such, they are an essential part of modern managerial practice in the workplace. Their practice is often implement in a wide variety of settings including banking, healthcare, manufacturing and even policing (Zust, 2022). 

The terms coaching and mentoring are often used interchangeably however, they do have key differences operationally. A coach is someone who provides guidance to an individual, whether that be an athlete, employee or client, and helps them achieve their goals and reach their full potential (Sheridan and Johnson, 2021). Whereas a mentor is a more experienced member of staff that supports, provides feedback and shares knowledge and experience to help an individual overcome personal challenges and develop their skill set (Sword, 2021). The key elements that differ are mentors are a normally a long term agreement whereas coaching is normally shorter and objective driven (Cronin, 2022). Also, as opposed to mentors advising and guiding, coaches normally focus on training, up-skilling and goal setting.

Fagan and Ayres 1985 found that there is a positive relationship between job satisfaction and having a mentor within the police. Research also shows us that older and more experienced police officers are invaluable in teaching new student officers ‘tacit on-the-job skills’ within the Metropolitan Police Service (Flynn, 2010). Australian police officers also report a sincere belief in the mentoring process (Tyler and McKenzie, 2011). As a result of the benefits of coaching and mentoring, the College of Policing now offers a mentoring scheme for senior leaders, ‘buddy’ schemes for student officers and a Women’s Chief Officer Network to assist with career and personal development (College of Policing, 2022). 

This essay will reflect on coaching and mentoring experiences within an officers three year probation period and explore how feedback is provided and received within policing. 


Reflection
Critical reflection is the process of analysing, considering and questioning an experience within a broad context of issues that develops critical thinking skills (Jacoby, 2010). The next part of the essay will reflect on three key areas: benefits of coaching/mentoring, achieving goals and work placed learning. Using the Gibbs’ Reflective Cycle, I will reflect on each of these topics (Gibbs, 1988). Gibbs’ cycle covers six stages: description, feelings, evaluation, analysis, conclusion and action plan. I will incorporate each of these stages into my answers in order to gain a wider reflection rather than a simple answer. 

Benefits of coaching and mentoring
Reflecting on the last three years, I definitely benefited from a short term ‘coach’ in the form of my tutor. A tutor constable, according to the College of Policing (2022), provides instruction, guidance, facilitates work-based learning and overall development. I undertook a steep learning curve over the course of the three months with the aim of becoming an independent officer capable of attending calls and patrolling self-sufficiently. I was able to learn from this more experienced team member and was able to reflect after each call with small ‘debriefs’ in the police van afterwards. I built up a good rapport with my tutor and consider him a friend now, despite him moving roles. Overall, there is not much I would change about my tutorship as I increased my confidence, I was able to hit each skill within the Occupational Competency Portfolio (OCP) and I was able to gain skills in communication and conflict management. In future, I would like to see more tutors become mentors to their students instead of some students having to move teams and essentially start all over again in a new area. 

As part of the Police Education Qualifications Framework (PEQF), mentors are assigned following the tutorship period and are allocated providing they are knowledgeable, skilled, experienced and have the right attitude to support and develop new recruits (Belur et al., 2021). In my opinion, I have not benefited from a constant mentor within my team. I am now the second most experienced officer on shift and often have to take out colleague who are younger in service than I am and have to take the lead at calls. This makes me feel like I am not progressing as I should as I am constantly having to second guess myself and essentially have another person I am responsible for. Whilst this is good for my overall development and improves my decision making skills, I would like someone other than my Sergeant to assist me in my personal development and job prospects. I think going forward I will seek out a mentor from someone perhaps on another team or department that I am able to get advice and support from as my time within the police continues. 


Achieving goals
A personal and professional goal of mine was to complete a case file independently in line with national policy. I completed my two week Hub attachment as part of the PEQF. The Hub within South Wales Police is a centralised team that processes and interview prisoners, with particular emphasis on domestic violence cases and low level assaults. I was assigned a ‘mentor’ which I felt excited about as I had a dedicated few weeks with someone to improve my own skills. Upon evaluation and analysis, the experience was good on the whole as I was able to shadow during interviews and be ‘second jocky’, I learnt the gold standard model to complete paperwork and I was able to liaise with the Crown Prosecution Service on several ‘red remand’ files both on the full code test and evidential threshold (Miller, 2022). I was then able to apply these new skills to my own case files and occurrences that I manage on shift. Next time, I would be more confident in asking for help. For example, another Hub officer had a case involving juveniles, interpreters and Class A drugs. I would have liked to have been involved in the interview process as I have only interviewed one suspect who needed an interpreter and I am interested in the drug and organised crime world. 


Workplace learning 
It is well documented that a large proportion of professional learning takes place in the workplace rather than during training and through informal learning methods by those more experienced (Sjoberg and Holmgren, 2021). Personally, my initial coaching (tutorship) and mentoring period gave me confidence to attend calls, take control of a situation and develop my own decision making skills by utilising the National Decision Making Model (NDM) and officers discretion. I feel I have become more confident in knowing who to contact in certain situations and the value of networking. Upon evaluation, it helped me identify what is important to me for my own personal development and as such I have signed up for and completed my Police Support Unit trainer to enable me to be deployed in riot situations as well as my Taser course, standard driving course and method of entry course. Next time, I would ask for help and advice sooner as it has taken me nearly three years to become accredited in these courses and there is a lot more I wish to achieve.

Informal workplace learning has become a prominent reality in today’s society (Janssens, 2016). As such, developing appropriate learning conditions to improve and streamline workplace learning should be a top priority. At present, the current PEQF model does not facilitate this and is highly concentrated on achieving grades and competencies in ‘tick-in-the-box’ exercises rather than facilitating true job learning. This is seen within the literature and a study by Hoel and Christensen (2020) found that workplace learning leads to student officers aspiring to demonstrate their capability of being a police officer, rather than focusing on actually learning to be a competent police officer. Police students often find themselves stuck between formal guidelines set by training and cultural norms and practice in the ‘field’. I can attest to this as I feel like I am more conscious of hitting my competency portfolios and necessary criteria rather than actually learning the ‘art’ of policing. I think more needs to be done to highlight the importance of work based learning. 



Coaching and mentoring theories/models in policing
The GROW Model
The GROW Model was developed by Sir John Whitmore (1992) and represents a coaching method whereby coaches ask their staff members what they’d like to achieve and help them make their goals happen (Channell, 2021). It is also a leadership tool that works across all disciplines and cultures and is applicable to individuals and those who are part of a team (Performance Consultants, 2017).

The acronym stands for: 
Goal – What do you want?
Reality – Where are you now?
Options – What could you do?
Will – What will you do?

The first stage is pretty self-explanatory and is about goal setting. This includes both pinpointing the overall target as well as setting small milestones along the way to help the individual manage the changes. Individuals are encouraged to use the SMART pneumonic to help goals as the criteria says that any objective should be specific, measurable, attainable, realise and time-based (Netex, 2021).

The reality stage is where coaches question, challenge, reframe and reflect on the current situation whilst also looking at values, habits, priorities and actions taken or not taken previously (Elsey, 2022).

Coaches will naturally move towards the options stage once their reality becomes clearer and hypothesise what options are available, what steps need to be taken, who else can assist in the process and where can you find out more information (Wilson, 2020).

The last stage of the model is arguably the most important as it deals with making a decision and taking the appropriate action to achieve a goal. This can be facilitated by selecting an option previously discussed, breaking down a current goal into smaller steps as well as identifying challenges and obstacles along the way and being able to deal with them effectively (Belyh, 2020).

Researchers say that the current GROW model is limited and should be extended to consider ‘engage’ and ‘routinize’ to create GROWER (Bishop, 2015). However, the general consensus is that the model is a beneficial one as it allows the coachee’s to take responsibility, it promotes engagement across teams and organisations and it can be used in a variety of different situations (Upskill, 2022).

Providing and receiving feedback
Upon reflection, I find the most useful method of giving and receiving feedback is through ‘debriefs’ after attending a call. This could be either with the colleague you attended the call with or with the wider team as a whole. I find it best when these debriefs are held in informal settings such as in the van after clearing from an incident or back in the station when everyone has returned. I find within the relaxed environment I am able to speak more honestly and there is scope for questions and answers between colleagues. This style of post incident learning is taking from the fire service where they have a ‘hot debrief’ following an incident to ensure feedback is given, relevant lessons are learnt and good practice is identified (National Operational Learning, 2017). 

However, I am not really a visual learner and feel I do not benefit from the quarterly check-ins with my Area Training Officer. Quarterly check-ins are structured discussions between employees and leaders that are designed to support, problem solve and provide constructive feedback to employees as well as identyfing successes and establishing new goals (University of Florida, 2022). I find the document we have to fill and the telephone meetings do not truly reflect my own personal development or the pressures officers face such as resource levels on shift resulting in delays for courses, assaults on duty effecting my own mental health and wellbeing as well as increasing workloads with limited time to complete enquiries due to operational demand and cancelled rest days. As such, I think this process needs to be had closer to home maybe with your Sergeant or Inspector as they know you better and understand your career aspirations and current demands.  

Communication skills are key when giving and receiving feedback during performance reviews (Indeed Editorial Team, 2022). Within the police, there is no standardised model to assist with this and conversations are often had off-the-cuff or for documentation purposes in which the pre-prepared questions are rigid and not reflective of a true dialogue. Supervisors need to have the skills to provide the correct feedback to their staff in the correct way (McDermott and Hulse, 2012). There are many ways the public can give feedback to the police, but when it comes to giving feedback to each other, there is still a long way to go. 

Conclusion
Mentoring is a useful tool to support and develop novices within an organisation and is acknowledged as a successful method within policing all over the world (Tyler and McKenzie, 2011). The research has been listened to by the experts and mentoring programmes have been implemented within many British forces and is most recently seen within the new PEQF framework (Wright, 2022). Whilst the process is being adhered to in theory, practically this method is failing as more and more experienced officers leave response for specialist departments, leaving recruits to train other recruits. 

Despite this, communication is key between officers and their supervisors and peers in order to provide critical feedback following incident and to ensure personal development is constantly occurring.  Supervisor feedback and organisation support have a strong influence on increasing organisational commitment, which is essential for policing (Johnson, 2012). Supervisors and coaches can use The ‘GROW’ Model to help achieve both long term and short term goals within the workplace (Sir John Whitmore, 1992).

Analysis of data shows that police officers frequently learn from their peers and together (Doornbos et al., 2008). This type of workplace learning, whilst informal, stimulates organisational performance. Workplace learning and on the job training is unrivalled and cannot be taught in the classroom (Belur et al., 2021). Further research is needed to ascertain its importance within policing as a vocation. 
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