Victoria Ellison	19161666	PCDA Workbook 5
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)




During my time so far as a police officer I have played significant roles with both offenders and victims. I will use ‘Driscoll’s Model of Reflection, (Driscoll Model of Reflection, 2021), to reflect and discuss one of the incidents I have dealt with recently. I will also discuss the role of the College of Policing and how the influence of the CoP has enabled me to develop into a modern professional police officer.  

What?
I was allocated a call to a school to advise that a 14-year-old female had disclosed to a teacher that she had sent indecent images to a male and that he had distributed them to many other people, including other students at the school. 
When I attended the call, I initially spoke with the teacher to ascertain the details and background information regarding the student. I discovered as well as the student being vulnerable due to her age, she was known to social services due to difficulties and incidents between her parents. 
I spoke to the young female and took details of her account of what had occurred in the form of a witness interview booklet which is used for vulnerable witnesses in line with achieving best evidence. Achieving best evidence training was covered as part of our officer training programme on the PDCA and is formed from the policy set by the Ministry of Justice, Guidance on interviewing victims and witnesses (Gov.uk, 2011). 

So What?
After empathising with the victim about what she had been through, I assessed what information I had acquired from her disclosure. There were quite a few things to consider in this case. The victim had willingly sent the indecent images herself and she was under 18 years of age, which meant she had herself committed an offence of ‘distributing indecent photographs of children’ (Sexual Offences Act, 2003). 
The victim had named several other students in her year who had received the photographs from the male and shared them around. This indicated that these students may have also committed the same offence as the victim. As these persons mentioned were all children, including the male who initially received the photograph and initiated the sharing, some form of safeguarding needed to be implemented. There was also a strong probability that there were many other children that had sent he images. 
I added all persons involved to the occurrence as witnesses to locate their addresses and set about visiting and speaking to each one in the company of their parent and guardian. This process was extremely time consuming but a very important task as well as collecting information regarding the investigation, the children had been exposed to indecent images of another child. It was my duty to ensure they were supported if effected by this and that their legal guardians were aware of the incident so that they had the option to monitor the child’s social media going forward. 
I submitted a public protection notification to social services for each of the children to advise them of the details of the incident and raise concerns regarding what the children may have seen. Multi-agency working with social services and the sharing of information regarding such incidents is important in order to protect children from harm and safeguard them further by giving additional support if required. 
Now that the children related to the incident were identified and safeguarded, I could now consider the most appropriate course of action for the male who sent the photographs. After running checks on the male, it was discovered that he was aged 14, so also a child. I used the national decision model when considering my options. It was correct that an offence had been committed and the suspect needed to be dealt with regarding that offence. After evaluating the options available to me, I decided the most appropriate option was to arrest the offender. I came to this decision due to the nature of the offence being based around technology and the power of arrest in this instance would also give the power to search and seize any equipment if required. The seizure of any phones from the suspect was important in such an investigation to preserve evidence and prove the involvement of the suspect in the offence. 
I proceeded to arrest the male and seized two phones that he was carrying. I then sent the phones off for examination by High Tech Crime Unit, who employ specially trained officers to examine devices and locate any indecent material. The only drawback to this process is that it can take a lengthy amount of time for the unit to unlock the devices if the PIN codes are not known. 

What Now?
I believe the training I have received so far as part of the PEQF has given me the confidence to deal with this incident professionally and appropriately. 
The blended learning as part of the PEQF has taught me about vulnerable persons and how to work with them by providing support and safeguarding and working with partner agencies such as social services as I did with this investigation. 
Being a modern professional police officer, I have learnt about investigations and collecting and seizing evidence which I had to do in this job after the arrest of the suspect. Due to the potential evidence being in digital format, I had to consider my powers. One of the options I considered to deal with the suspect when running through the national decision model was to invite him for a voluntary attendance interview. After consideration of this and the whole investigation I concluded that this would not be appropriate due to the evidence that I needed to preserve. 
Using the power of arrest under section 24 PACE (Police and Criminal Evidence Act, 1984), would give me a power to search the suspect and premises where he was arrested, under section 32 of PACE (Police and Criminal Evidence Act, 1984). One of my necessities for arrest was to carry out a prompt and effective investigation. As the suspect resided at two different homes and was believed to have other digital equipment capable of holding evidence that might be related to this investigation, it was necessary to obtain authorisation from an inspector for a search under section 18 of PACE (Police and Criminal Evidence Act, 1984) of the other related premises. 
This search proved necessary as a second mobile device was located at the second address. The device was switched on, but the battery was very low. I used the knowledge I had gained in my training to connect a battery charger to prevent the phone turning off and enter the phone into aeroplane mode so that no external persons could make remote changes to the device. 

On review of the whole investigation, it proved to be quite complex with the amount of young vulnerable persons involved and the amount of safeguarding and working with partnership agencies, it was necessary to talk to all persons that had received the images to ensure that they were safeguarded and if there was any additional support that could be provided. Had this have not been carried out, it could have an adverse effect on the children and my also look bad for myself as an officer with a duty of care and code of ethics to abide by. 
The police code of ethics ensures that I police with integrity and objectivity (Code of Ethics, 2014) and I believe that I acted in line with these and others for the length of this investigation in respect of doing what was right for the children involved. 
If I had not carried out my duties professionally and in line with the code of ethics in this investigation and had something gone wrong somewhere along the line, I may have been criticised for my actions and may also have given the force that I am representing a negative reputation.

Looking back to the investigation mentioned, I think I might have been able to improve my performance in similar investigations just by experience of dealing with similar circumstances. To improve myself and potential service I can provide further, I intend to put myself forward to attend ‘achieving best evidence’ training that my force offers, which will enable me to interview and obtain the best possible evidence from vulnerable people.

Due to this investigation being rather complex and myself being an inexperienced officer, it was overwhelming at times. I used the training I had received during my time in probation to use the National Decision Model, accordingly, make correct decisions, deal with vulnerable victims, witnesses, and suspects professionally and how I believe a professional, modern police officer would be expected to. 

College Of Policing
Professionalism of the police force is what the home office and College of Policing are trying to achieve by delivering the PEQF framework. It is believed that this would result in giving the public a good service and consistent training for all officers. 

Professionalising the UK police force has been discussed for a long time, notably in 2011 when a review of Police Leadership and training by Neyroud (2011), suggested that ‘the police service needs to move from being a service that acts professionally to becoming a professional service.’ Neyroud made recommendations for police to achieve this, by the creation of a professional body, developing framework of accredited qualifications across the forces and to adopt a code of ethics.
The College of Policing was established in 2012 after the Home Secretary set about to achieve this professional service by aiming to standardise recruitment and training throughout the UK police forces. The College of Policing were to be at the centre of these changes. 

The College of Policing describes itself on its website as ‘a professional body for everyone working across policing. It is an operationally independent arm’s-length body of the Home Office.’ (College of Policing – About us, 2022).
In 2014 the College of Policing created a code of ethics (Code of Ethics, 2014), which would set the standards required by a professional police force. In a speech given by Home Secretary, Theresa May at the College of Policing in 2013, May noted ‘it is astonishing that the police have not had an explicit code of ethics.’ (Home Secretary College of Policing speech, 2013).
The College of Policing have so far managed to roll out the PEQF to all forces in the UK in line with their vision to professionalise the police service. In a report titled ‘Organisational Readiness for the PEQF’ (Williams, 2019), found that there was a huge gap in communication to forces about the PEQF that was due to be implemented. Sergeants and inspectors were interviewed from different forces and none of them appeared at all knowledgeable about the PEQF or what was being imminently implemented in their force. 
If the College of Policing describe themselves as ‘a professional body for everyone working across policing’. They need to communicate more with lower-level officers regarding plans and their vision and not limit this communication to chief officers.
In a ‘Fundamental Review of the College of Policing’, (2022) by the College of Policing themselves, Nick Herbert admitted that the ambitions he had when he established the College of Policing ten years ago had still not been achieved and in some cases the challenges had increased. In this review the College of Policing admitted failings in not living up to their potential, the quality of their products and a ‘slow and bureaucratic culture’. The report also recognised that the College of Policing need to be more visible and responsive to front line officers which is similar to William’s findings in relation to communication of the PEQF role out.

The Strategic Policing Requirement (Home Office, 2015) was initiated by Teresa May when she occupied the position of Home Secretary and focused on ‘what the police need to achieve rather than how they should achieve it.’ This report refers to modernised crimes such as terrorism, cybercrimes and serious organised crimes and states that forces need to look at training and skills to enable them to deal with the threats. An issue with this report is that as states already, it suggests what it needs to achieve rather than how forces will achieve these things. Finances and cuts were not mentioned in this report and how forces will have to overcome these issues to enable them to achieve the goals. 

In 2016 the National Police Chief’s Council developed ‘The Policing Vision 2025’ (2016). This ‘vision’ highlighted a need for consistency, accreditation, and defined roles and that these roles need the knowledge and skills and should be backed by qualifications. 
The vision notes the risk of newly emerging crime and complex crimes. The vision also refers to ever improving technology creating further risks as well as opportunities by forces to invest in this technology to enable forces to assist with the fight against crime. 

In 2018 The College of Policing developed ‘Workforce Transformation in the Police Service’ (CoP, 2018) to support the delivery of the Policing Vision 2025. This report by College of Policing described how the UK police force recruitment and ongoing training would be revolutionised to help deliver the Policing Vision 2025 of a professional modern police force. The new entry routes are explained in this report as part of the Policing Education Qualifications Framework (PEQF). The introduction of this framework is to provide a consistent education level for all policing roles and an entry level qualification in order to professionalise the service and its officers. 

It was thought by implementing the changes discussed in the Policing Vision and the Workplace Transformation would create a highly skilled force and create officers with more capabilities of working independently with less supervision and enable them to carry out a more professional role while working with members of the community. 

The past two years of attending different calls and using the training I have received throughout my journey on the PEQF has allowed me to become more confident in my role as a professional modern police officer. 
I am now into my third year as an officer and have seen my skills and confidence increase dramatically just through the training and experience of dealing with numerous different situations. 
One of the negatives of my journey has been a lack of experienced officers on shift. I am one of the more experienced officers now that more recruits have been allocated. Occasionally I am the most experienced officer on a shift and so I must crew with one of the officers that has just arrived and has not yet achieved independent patrol status. This can be quite daunting considering that I am still in probation myself and I would not yet refer to myself as an ‘experienced’ officer. 
The effect of the amount of university work, coupled with a large workload on shift can be stressful the majority of the time, especially now I have entered year 3 of the PCDA. I feel it can be unfair to expect probationers to cope with the pressure of training new officers, even if it is for just one shift. 

As I embark on my final year of probation, I am using the tools, skills and knowledge provided to me by my trainers to enable me to fulfil my role as a professional, modern police officer. I use reflective methods to look back at incidents and assess where I can improve in my skillset. I actively seek new opportunities and courses to learn about new methods and training. The code of ethics comes naturally to me and providing a good, professional service to victims.
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Task 2

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) 




Throughout my two years of being a police constable, I have not yet experienced using social media as a means of informing or engaging with the community or promoting policy initiatives. However, during my time in training and on response, I have experienced the way the force and other forces use social media as ways of informing and engaging with the community. I will use these experiences to discuss the forces use of social media and its positives and negatives of doing so. 

Social media is defined as ‘websites and computer programs that allow people to communicate and share information on the internet using a computer or mobile phone.’ (Cambridge Dictionary, 2022).
Research from Cybercrew (2022), reported that there were 53 million social media users in the UK, this is 77.9% of the UK population. 98% of users in the UK accessed social media from their mobile devices. This figure shows just how quick and easy it is for people to access their social media profiles from anywhere that they have a connection at any time of the day.
Popular social media sites and organisations can generate high levels of exposure, because of this, it would be ignorant for organisations including police forces to disregard the use of social media as a tool to promote their page and engage with their followers.
All police forces in the UK now have twitter and facebook accounts, while some also have Instagram accounts, and most have dedicated social media teams to be able to monitor and post on these platforms.  
Social media can be used as an advantage by forces for several purposes. Important reasons for using social media could be engaging with the public, communicate information and gather intelligence. It may also be a positive way of connecting with members of the community who might otherwise be uninterested or antagonistic towards police (Knibbs, 2013). 

Excluding the Met Police, Greater Manchester Police (GMP) have one of the largest following of all police forces on social media with 596.3k followers. In the early days of twitter in 2010, GMP held a ‘twitter day’, in which every incident over a period of 24 hours was posted on twitter. The intention of this, as explained by the Chief Constable, was to ‘raise awareness of the diverse and complex role of policing, explaining how much time officers spend with non-crime matter’ (Fisher, 2012). 
Greater Manchester Police saw a massive effect on their following as a result of their ‘twitter day’, as their twitter age saw their followers increase from 3,000 to 17,000. (Crump, 2011).

Methods of using social media
Facebook and twitter are regularly used by forces to inform the public of road traffic accidents and road closures which may delay their journeys or could involve risk to road users. This use became very useful in association with a red storm warning in February 2022, in South Wales for storm Eunice (Met Office, 2022). The storm brought widespread damage and numerous trees down, leading to blocked roads in the South Wales area. Social media was the go-to for forces to communicate to the public which roads were closed so that they could avoid the route. The nature of this communication also highlighted how dangerous the conditions could be and was able to advise people not to travel unless absolutely necessary.
 
Forces use social media to communicate to the public about the good work they have achieved, such as convictions for offences that may involve an interest to the community such as drug dealing. 
In such posts, forces post a recent custody photograph of the offender, relevant details of the offence and the sentence received in court. This in turn can enhance public confidence in the police and give the community security that police are prosecuting criminals in their area. This could also convey a warning to other criminals in that area, that people are investigated for their crimes and positive action taken against them. 

Twitter is used by traffic units who report any offences identified and positive outcomes that they have dealt with such as drink and drug drivers, anti-social driving, seizures for no insurance. Officers posting on twitter have access to the account and can post photographs of the car being recovered for effect. Officers must ensure the licence plate is not visible so that no personal information is revealed. This can have a positive effect with the public and reassure communities that traffic offences are a priority and that offences are being dealt with.

Neighbourhood teams, including neighbourhood officers and community support officers, predominantly use twitter as a way of communicating their work with their communities. While out on patrol officers will regularly post photographs of recognisable areas in the community in a post advising of the area they are patrolling and informing of any anti-social behaviour that they have dealt with and youths that have been dispersed. This interaction from neighbourhood teams will reinforce community confidence and reassure the public that officers are proactively patrolling their communities.

Social medial can be a useful tool to inform communities about a Section 35 dispersal order (Legislation.gov.uk, 2014). A power under section 35, when authorised by an inspector or higher when the ‘presence or behaviour of persons in the area is causing harassment, alarm or distress’, enables officers 48 hours in which to disperse groups of people in the specified area. If they refuse to comply, then an offence is committed. Dispersal orders can be quickly implemented after any trouble in the area and due to the dynamic nature, social media is the ideal tool to inform the public about the order in place. A social media post informing of a dispersal order can be shared by the public and be viewed by thousands of people, which is far more effective than posters or officers on foot patrol informing people in the area. 

Missing persons are another example where social media can prove extremely useful for police forces. Social media appeal for missing persons needs to be authorised and will only be implemented if the risk to a person is high and a number of outstanding enquiries have already been completed prior to the appeal. The missing persons family will also need to give authorisation for the police to post an appeal on social media. If the appeal is authorised a photograph will be posted onto social media with the name of the person, circumstances, and any links to areas they might have links. Public are encouraged to look out for the subject and contact police regarding any sightings and information. This use of social media by the police can also be very positive due to the number of people the information can reach, especially when users begin to share the information on their accounts.

One of the most high-profile incidents in which twitter played a large role, was the Boston Marathon bombings in 2013. Police in Boston made use of twitter to keep the public informed of every stage of the search for the suspect. Boston used twitter to make the first official announcement that the suspect had been apprehended (Keller, 2013). 

2-way Communication

Social media is deemed to be a method of 2-way communication between police forces and the public. Users are encouraged by police forces to report information and non-urgent crimes to police on social media via direct messenger. The benefit to this is for police, is that it frees up use of the police 101 non-emergency line. This can also be a benefit to the user as they do not have to spend time waiting on the phone for their call to be answered, which can occasionally be a long wait when demand is high. The user will send a message with the details from their social media account and a social media officer will pick up the message and divert to the appropriate persons where more information can be gathered if necessary, or details passed on to an officer for them to make contact with the reporting person. 
The NPCC reported that a survey conducted in 2019 found that 51% of people chose social media as their preferred method of contacting police regarding non-emergency issues. In the same survey, 90% of people viewed the police as a credible and trusted source of information (NPPC, 2019).

In 2013, The Association of Chief Police Officers (ACPO), released a document titled ‘Guidelines on the safe use of the internet and social media by Police Officers and Police Staff.’ (ACPO, 2013). 
The purpose of this document was to recognise the benefits of social media as a tool for forces to use in respect of ‘effective communication with communities, local engagement and opportunity to demonstrate greater accountability and transparency.’ The document also outlined the risks associated with social media use such as personal and organisational security or reputation and the importance to act responsibly and make good decisions in line with the police code of ethics. 

Force Policy

Due to the popularity of social media and significant benefit that it would bring to forces that implement it correctly versus the potential risk created by improper use of social media, forces needed to implement their own force policies regarding the use of such tools. 
In 2020, Gwent police implemented a force policy regarding use of social media (Gwent Police, 2020). This document sets out the guidance to any officers and staff using social media for the purpose of communicating with the public. The policy lists 13 points which any users of social media for engagement purposes must follow. These points include being consistent with the Police Code of Ethics (College of Policing, 2014), does not undermine operational, investigative, or criminal justice processes and ‘is in line with the three main purposes for social media activity as identified by the NPCC guidance’. The NPCC guidance is to achieve tactical or operational objective, change or influence the behaviour of communities and build capacity and trust with communities. (NPCC, 2013).
Another of the points brings the use of social media by Gwent Police employees, in line with Welsh language standards (legislation.gov.uk, 2015). Standard 38 of this police states that ‘Any material that you display in public must be displayed in Welsh, and you must not treat any Welsh language version of the material less favourably than the English language version’.
Standard 38 would relate to use of social media by an organisation such as Gwent Police. And thus Gwent Police would need to post bilingual tweets and Facebook posts to comply.
In Gwent Polices’, Welsh Language Policy (2017), refers to social media compliance. ‘The Force’s main Twitter and Facebook accounts must provide bilingual tweets.’ A translation service is available to persons using social media. The only time the force does not need to comply with this is when posts of an urgent nature which could have some form of risk involved, such as road closures need to be posted. If this is the case a message is also posted informing the public that due to the urgent nature of the information that a translation into Welsh is not available at this time.


Negatives of Police using social media

One of the uses of police social media mentioned was to inform the public of persons caught for offences and convicted. In these posts the custody photograph of the offender is usually used. On occasions these photographs have been subject to ridicule by the public with negative comments being posted regarding the offender’s appearance. 
Trolling is a relatively new internet term to describe ‘the act of leaving an insulting message on the internet (Cambridge Dictionary, 2022). An example of this was a post from Gwent Police in 2019. This post was extremely popular and received 76,000 comments from users, mostly making fun of the offenders’ appearance. Gwent police were forced to comment on the post themselves, reminding people the ‘threatening and abusing people on social media can be against the law. Our advice is to be careful on social media as you would be in any other form of communication. If you say something about someone which is grossly offensive or is of an indecent, obscene or menacing character, then you could be investigated by police.’ (Metro, 2019).
In a post by South Yorkshire police in 2020, with a mugshot of a male wanted for questioning regarding an offence, the subject in the photograph responded in the comments. The subject taunted police by asking ‘Surely you got a better pic of me?’ (Doncasterfreepress, 2020). This comment was seen by the public as comical, and the subject received numerous likes and comments in support of him. This is an example of the police were trying to gain public support in attempting to locate a suspect and this was undermined by a comment which had the reverse effect and the public have sided with the suspect. 

In 2014, Bordsley Green WMP, twitter page posted a cartoon joke of a woman with a seatbelt over her mouth stating, ‘a seatbelt which helps to cut down on vehicle noise pollution.’ (Cannon, 2014). This post created outrage and was followed by several apologies from the force to try to minimise the damage caused and regain the trust of their followers. This story was reported in the media and as a result, damaged the forces’ reputation further. The officer responsible for the tweet was referred to the forces’ professional standards department. It is not reported what the consequence for the officer was.

Conclusion

Although I have not been in a position to use social media in my position as a police officer for the purposes I have outlined, I do have an understanding of how forces make use of different social media platforms and how they can be used as a benefit to the force in terms of public engagement and gathering intelligence. I am also aware of the negatives of social media and how a poorly though out post can have a negative impact on the reputation of the force and potentially the officer. It is imperative that officers using social media are trained and aware of this and that any officer using social media in the name of the force is able to draft a post and carefully consider the tone that is being used. 
Social Media is such a powerful tool to enable forces to reach far and wide in the community and engage with people that they otherwise would not have any sort of contact with. Officers and forces should embrace this technology and continue to develop way and uses for it to benefit the force and communities in the fight against crime and achieve its ambition of becoming a modern, professional police force. 
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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) 
 



During my time as a probationer in the police service I have had to deal with incidents that require a degree of leadership in order to manage the situation effectively. These leaders have been different people in my team and change regularly depending on the incident and who is deployed to the incident. Experienced officers within my shift have taken the lead in such incidents, as has my sergeant when more serious incidents occur, in addition to this, my sergeant also attends to oversee the operation and lead by example. During my 2.5 years as a police officer, there have been times that I have been the most experienced on shift and have taken the lead in a situation.

There are many different definitions for leadership and what constitutes a leader. John Kotter defined a leader as, ‘aligning people to the vision, that means buy-in and communication, motivation and inspiration.’ (1987). In a review of leadership in the VCSE sector, Dame Mary Marsh wrote, ‘Leadership is about change’ and ‘at a time of economic crisis and technological transformation, leadership has never been more essential.’ (2013).

Policing is an ever-changing environment and incidents are dynamic. Officers need to be quick thinking and be able to use a leadership style that reflects this. 
‘Leadership is one of the most important predictors of whether organizations are able to effectively function in dynamic environments … and as such the need for effective police leadership is greater than ever.’ (Pearson-Goff and Herrington, 2013). A recent study stated that there are seven key characteristics which define effective police leadership. ‘Ethical behaviour, trustworthiness, legitimacy, being a role model, communication, decision making and critical, creative and strategic thinking ability. (Pearson-Goff and Herrington, 2013).

Despite all the different definitions of leaders and leadership, there are several themes that remain constant throughout, including a vision and purpose, developing a common goal, leading through change, and influencing others. Leadership exists separately to rank and organisational structure and is more about behaviours and attitudes. Meaning all persons within the organisation, especially within police forces need to demonstrate leadership and become leaders. In 2015 a report titled ‘How can policing meet the leadership challenges ahead?’ (The Police Foundation, 2015), the College of Policing were criticised for the poor development of leadership and the issue that it had always been focussed on higher ranks. The recommendation was that it should include all ranks of officers. Police constables are usually the first person to incidents and are trusted by communities to do the best they can to help and work with the community. Due to this, police constables are required to take ownership of an incident or investigation and lead by example. Police Constables can use their leadership skills to motivate others on shift and also their communities to help themselves with issues.

There are many different leadership models which have been used in policing over the years. One of the oldest is authoritative/autocratic leadership, (Lewin, 1939). This leadership style is based around rules, and it dictates policies and procedures. This style can be seen in military environments and historically in police forces.  An autocratic leader has full control of the team and subjects are not expected to participate or contribute to ideas or offer feedback. 
In the ever-changing environments that we police, it can be argued that this is not the most effective method of leadership, and a much more democratic style is far more useful to officers and the force. 

Laissez-faire Leadership (Lewin, 1930) is translated in English to ‘let it be’. This is a very hands-off style of leadership in which members make their own decisions and manage their environment. It can be argued that in some ways police officers adopt this approach of leadership style, as they are trusted by supervisors to manage incidents themselves and use their discretion when doing so. 

Transactional Leadership style (Burns, 1978), compliance is promoted by reward and punishments. This style could be deemed useful in increasing team morale by encouraging good work and in turn rewarding officers for it. This model is also useful for ensuring standards are always maintained. This style of leadership is also very important for officers who drop below the standards expected. The Police Code of Ethics and standards of behaviour should always be adhered to, and officers should expect to be punished if their behaviour contradicts the standards set.

A transformational leadership style (Bass, 1985) is said to follow a long-term plan and is focused on inspiring individuals and motivating members. Leaders using this style are described as forward thinkers. 
Studies have shown that Transformational leadership has been shown to be the most effective leadership style in a workforce in terms of performance, job satisfaction, commitment, trust, and loyalty (Bass and Riggio, 2006).

Situational leadership (Hersey & Blanchard, 1969) is where leaders can modify their behaviour to suit the situation and who they are dealing with and adapt their style accordingly. Police incidents are unique so this style of leadership can be effective in a policing context. 

An Active leadership style is demonstrated by leaders who are active in the field and lead by example. This can be effective as the leader shows the subordinate how to act and in turn the subordinate knows what is expected of them. 

When reflecting on previous careers, and current times as a police officer, I can recognise that I have experienced most of these leadership styles when thinking about past leaders that I have worked with. I have also used the styles myself when dealing with situations and leading others. I can reflect on an incident when I have had to demonstrate leadership as a police officer. 

I was allocated to an emergency call from ambulance to advise that they were dealing with two unconscious males outside a pub, and they required police assistance as there were other persons in the vicinity who were acting aggressively. On arrival there were two ambulances with injured males being attended to. There were onlookers and blood and glass in different areas on the road. The priority as a first responder was to assist with any injuries. The paramedics were dealing with the persons who were the most seriously injured. I asked if anyone else had been injured and the answer was no. My next priority was to secure the scene and any suspects. As the bystanders were encroaching the scene and could compromise evidence, I told them all that they need to get back away from the area. 
By now there were other officers on scene. I asked one of them to locate some police tape and cordon off the area so that the scene could be preserved. I then asked another to speak to bystanders and ascertain if there were any witnesses to the assaults and take accounts from them. Once the witness accounts had been collected it was apparent there may be several offenders. One of the females on scene was witnessed assaulting one of the injured males. I arrested the female on suspicion of assault. I then asked one of the other units to convey the female to custody so that I could stay and ensure all other procedures were carried out.  The paramedics indicated that one of the males’ injuries were potentially serious. This emphasised the importance of golden hour principles and preserving evidence. I relayed all information through my radio to control and advised them to inform the detective sergeant on duty. Due to the potential seriousness of the incident both my sergeant and the detective sergeant arrived at scene to investigate the incident. I briefed both sergeants what I knew and my actions on scene. 

During this incident I demonstrated different leadership styles which I believed would lead to the best outcome. On reflection on this incident, I believe I demonstrated a mixed style of leadership. On my initial arrival at scene the incident was very dynamic, and things needed to be actioned quickly. I needed to use an autocratic style and give people orders so that things were done quickly, and everyone knew their role. This type of leadership style did not come naturally to me as I see myself as a trainee officer still in probation and did not feel comfortable giving other officers orders, there was also a lot of pressure on myself to get things right and not make a mistake. Despite this, I was the first officer on scene, and I needed to take control of the situation and lead by example. During the incident I also used situational leadership and by doing so I was able to modify my behaviour depending on who I was asking to do things. There were very new officers on scene, and I was aware that I may need to give more detailed instructions to them with the tasks I allocated to them as they may not have had experience with that task before. Both styles of leadership worked well in the short term, dynamic situation that we were faced with, but I feel they would be ineffective in the long term as a constant leadership style as neither of them focus on the future and long-term requirements.  
After the incident when all officers were back at the station. I asked if everyone was alright and checked on their welfare. The investigation was still ongoing although less dynamic and other more experienced leaders had taken over control of the investigation. There was still lots to do with statements to take, writing up and booking in evidence. I asked what tasks people would prefer to do and they carried on with that task. During these tasks I would take a Laissez-Faire leadership approach as I knew the officers were extremely capable of the jobs they were carrying out. 

The investigation is still ongoing to the assaults, but the result was that myself and my shift were able to effectively manage the incident, detain offenders and help the injured and preserve all potential evidence. The investigation was then passed on to CID for further enquiries. 

During the incident I had doubts over my ability and was worried about getting something wrong, but I was able to gather the confidence to step up and take the lead in the situation. As I attend further calls like this, I believe I will gain more confidence by taking the lead and this will become expected of me by my fellow officers who may have less confidence or experience than me. 

In a report from the Home Office, ‘Getting the best leaders to take on the most demanding challenges’ (2003), it is suggested that transformational leadership style is said to be one of the most effective styles of leadership within police forces. Although Neyroud (2011), noted that transformation leadership was incompatible with the ‘transactional demands of command.’  I am aware that I was not able to use a transformational leadership style in this incident. Transformational leadership is more about a long-term solution to change and motivating officers to accept a culture. This was noted by Janet Foster, ‘Transactional leadership is a vital component in changing police cultures’ (Foster, 2003). Using an autocratic approach was convenient and effective at the time but this is not an effective leadership style for long term situations as it does not allow for creativity amongst others and may lead officers to lose motivation due to not having a voice. Emotional intelligence is ‘an ability to recognise and manage emotions’ (Gardner and Stough, 2002). Some studies have shown that a high level of emotional intelligence led to high performance as a leader (Hawkins and Dulewicz, 2007). On the flip side to this another study has shown that high levels of emotional intelligence also led to high levels of narcissism, which was a less valuable trait of leadership (Yocum, 2007). 

I see a few of the leadership styles in my sergeant and the way she operates. My sergeant appears to change her style depending on the nature of the incident and what she is doing. 
Most times she could be seen as displaying a transformational approach by motivating and inspiring officers and selling a vision of changes in culture. At times I have also seen my sergeant adopt the active leader when officers are committed with logs and emergencies have come in, she has been active in taking the call herself. This sets an example and shows her officers that she is willing to get stuck in and work side by side with them. This in turn can develop a trust between the officers and supervisors. When necessary, in a dynamic, fast paced situation, my sergeant has also showed an autocratic leadership style. This is effective when someone needed to take charge of a situation and make fast decisions which others are expected to follow. When officers are allocated logs our sergeant could also be seen to use a Laissez-Faire style of leadership, as officers are out on their own, being a leader in their own right and leading the situation, making decisions on their own and are fully independent. But if advice is needed the sergeant is always on the end of the radio for advice and guidance. 

In conclusion it seems apparent that there cannot be one size fits all leadership style which is best for policing. With the nature of the changing environment, dynamic incidents, different roles and ranks there is no single, defined leadership style which can be used for all situations and ranks. To be an effective leader as a police officer, a number of leadership styles, skills and traits should be understood and practiced to be successful. Successful leaders need to be able to adapt to these different leadership styles dependant on the situation and persons they are leading. 

(Word count, 2314)


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) 
 




I have experienced lots of different methods of training during my three-year probation as a student officer, of which I have benefitted from both coaching and mentoring. I will discuss what both coaching and mentoring are and use Driscoll’s Model of reflection (Driscoll Model of reflection, 2021), to reflect and discuss these methods as part of my three-year probation and how it has helped me achieve goals and improve my performance. 

Coaching V Mentoring
Coaching and mentoring are similar in aims and objectives and there are overlaps between the two. Coaching is more of a short-term arrangement with the coach poising questions for the subject to reflect on and has a more structured approach. In comparison mentoring is more a long-term arrangement and is more directive with the mentor sharing knowledge and experience directly with the mentee, mentoring is usually more informal that coaching. Mentoring focuses on career and personal development unlike coaching where the emphasis is on work performance. 

Coaching
Coaching is defined as ‘Developing a person’s skills and knowledge so that their job performance improves, leading to the achievement of organisational objectives.’ (CIPD, 2019). Whitmore (1992) suggested that coaching referred to unlocking a person’s potential to maximise their own performance. The purpose of coaching is to develop an individual’s self-awareness by encouraging them to be insightful of their personal learning and behaviour. This can be achieved through reflective practice. Within the police force coaching is used for officers after their initial classroom training, when the time comes for the officer to put the theory learnt into practice. Student officers are issued a tutor. This tutor is the same rank as the officer but generally have more experience that they can pass on to the student. Tutors will then use different methods to coach the student officers to meet the training goals set by the College of Policing as part of the Policing Education Qualifications Framework (PEQF). One of the models commonly used for coaching in a police setting is the ACHIEVE model (Dembkowski, S., Eldridge, F. and Hunter, I., 2003)
The ACHIEVE Coaching Model uses the following seven different steps within the coaching process. 
Assess the current situation – The starting point, looking at what you want to achieve and what barriers may exist. 
Creative brainstorming – Thinking about potential alternatives and keeping an open mind to the bigger picture. 
Hone goals – Objectives are created, and SMART (Specific, Measurable, Achievable, Realistic and Time-bound) goals are set. 
Initiate option generation – Looking at different options to be able to achieve the goals set. 
Evaluate options – Evaluating the options chosen in the previous stage, looking at both positives and negatives. 
Valid Action Programme Design – Putting the options into practice and setting an action plan. 
Encourage Momentum – The final stage of the model. Continuous motivation from the coach towards the goals set. 

Mentoring
Mentoring is defined as ‘The act or process of helping and guiding another person to support their personal development’ (Guider, 2022). In policing mentoring describes a relationship in which a more experienced colleague acts as a trusted advisor and guide and uses their greater knowledge and understanding of the work to support the development of a member of staff (CIPD, 2019). Mentoring in the workplace takes place when a more experienced colleague, of a higher rank when used in the police force, used their knowledge and experience to support the development of officer of a lesser rank. Mentors do require certain skills but don’t usually undergo formal training to participate. Mentors should be able to display active listening, build trust, determine goals and building capacity and encourage and inspire individuals. 
Mentoring is a longer-term arrangement compared to coaching and can be formal or informal. Mentoring is an important tool within the police force to encourage the transfer of knowledge. As Nonaka and Nishiguchi (2001) suggested that workplace relationships such as mentoring should be fostered to encourage the transfer of implied knowledge. Mentoring is a tool which remained very significant in improving management skills and staff development. (Gasner, 2006). Scandura, Gavin & Williams (2009) claimed that mentoring relationships can significantly affect individuals career development and advancement with both the mentor and the mentee benefitting from the relationship. According to Egan and Song (2008), studies indicated that two-thirds of employees have engaged in some type of mentoring with positive results. Cooper, Davidson & Robinson (1982), identified policing as one of the most demanding professions. Due to this, stress and anxiety in police officers has been widely explored. A study by Brough and Frame (2004), showed that supervisor and colleague interactions had a positive impact on police officers’ well-being. A study conducted by Gill, Roulet & Kerridge (2018), identified several benefits showed a positive impact on the mentor’s levels of anxiety. 
With this knowledge showing how powerful mentoring can be in the police force, it should be implemented as much as possible, perhaps in the form of more formal mentoring programmes. 

Coaching Reflection
What?
During my probation so far, I have had the benefit of both coaching and mentoring. After finishing the initial 6 months of classroom training, I was given an area where I would be posted and a tutor to act as a coach and help coach me for 12 weeks or until I was competent enough to achieve independent patrol status. This coaching would be conducted in a work-based learning environment. The benefit of this would be to provide me with real-life experiences where I could apply what I had learnt from my initial training period. 
My tutor was of the same rank as me but had been in the force for over 10 years so held a wide range of experience and knowledge about policing. Upon learning who my tutor was we arranged an initial meeting between us as an introduction. There were different areas of knowledge that I would need to cover during my tutor phase, and this would be done by attending different police calls. During my time with my tutor, she would choose open police logs that would enable me to gain experience with different types of calls and how to deal with them. The method my tutor used was to select a log, we would read the log and discuss the information in the log. We would use the Police National Decision Model (College of Policing, 2014), to gather information and intelligence by asking the control room for additional information. We would then assess any threat and risk; we would do this with the information obtained from force control and in the log itself. There is always a risk that a situation would turn bad, and it was important to always ensure correct PPE is worn and that we adhere to operational safety standards and training that we had received. We would then discuss any possible powers and policies that would help us with our decision making. After attending the incident, we would use the information to identify options and take appropriate action. My tutor would always expect me to take the lead in an incident, she felt this was the best way for me to learn and that she would always be there to offer advice and guidance or correct me if I had done something wrong. After the incident had been dealt with, we would have a discussion on the way back to the station or at the stations and reflect on the incident. I would reflect on what went well, what I could have done better, how I felt, what I would do next time to improve my performance. I felt that this was a good method of me learning as I was actively attending calls and putting my training into practice by using the national Decision Model. I was then able to use reflective learning to analyse the incidents and develop myself further. 

So What?
After 6 months of classroom training, I was deployed to the tutor hub for on-the-job learning. I was nervous about this next stage of my development and I did not know what to expec. The initial meeting helped break the ice and using the ACHIVE model acted as a starting point looking at what I wanted to achieve and how we were going to do that. During my time in the tutor phase I developed trust in my tutor. This trust was important in this coaching setting for my progression as we were able to be honest with each other. If I wasn’t performing how I should, my tutor would raise this, and we would discuss how I would do this better and improve on my performance. This openness worked both ways and I was able to ask her questions and raise issues if I wasn’t sure about something or needed more direction and support. I was initially very uneasy attending calls straight away and having to lead. I think this was due to me being a visual learner and preferring to observe before I can do something myself. Looking back, I feel this was the only negative part of the experience as I would have preferred to observe how things were done to get a feel of the situation and I did get anxious about dealing with an incident myself, mostly in case I did something wrong.  Other tutors were using different coaching methods with different students, and I feel that they should take into account students’ different learning styles rather than using the same approach for every student. 

What Now?
The coaching methods used by my tutor helped to get me out of my comfort zone and transition from a training environment in a classroom to putting it into practice in the field. Reflecting back, I feel I should have used my trust with my tutor to explain how anxious I was initially attending the incident and she may have incorporated a different coaching method for me. The end result was a positive one, as I was able to improve my confidence levels and achieve all the goals required to progress to independent patrol status in the 12-week period. 

Mentoring Reflection
What?
After finishing my coaching period with my tutor, I was allocated to a shift in a station. After my first shift at the station, I discovered that the current sergeant was on long term sick, so I was partnered up with one of the other more experienced officers for the first two sets. After around two months our shift were allocated a permanent sergeant and she became an informal mentor to me. This mentor relationship with my sergeant developed naturally due to me being a student officer and her being an experienced higher-ranking officer who I was to report to. This mentoring relationship was informal where I would approach her for advice if I needed direction with anything I wasn’t sure of. I felt comfortable enough to do this from the start as she was very approachable and supportive.

So What?
After gaining confidence after the tutor period, it was again quite daunting going onto shift without my tutor there for support. I didn’t know any of the other officers on my shift and didn’t know what to expect. When I was crewed with another officer, I was grateful for this as I gave me time to adapt to my new environment and way of working. I was anxious about not having a sergeant for support and advice initially and it was only when we were allocated a permanent sergeant that I became more comfortable and felt I had that support there to guide me. Feedback would be given to me as and when I wanted or needed it and I would use this feedback for my own development. If I didn’t know something or needed to find the best way of doing something, she was able to provide this for me. 

Now What?
On reflection of this time of my probation I feel like had I not had a sergeant come in and act as a mentor when she did, I would have felt quite lonely and isolated. The other officers on shift were quite helpful initially. This support got less over time, and I quickly realised that other officers had their own workload to manage and were less interested in offering help and advice to me. If this situation with no supervisor had continued for a longer period, it may have forced me to rethink about my career choice and I was not getting the support I needed. I am now close to completing my 3-year probation and I have the same sergeant who has continued to act as an informal mentor to me. I could only hope that if my sergeant ever did move on and another sergeant was to come in that they would still offer me and other officers the same level of support. It seems easy to assume that sergeants will naturally take on the role of mentor to their shift but with the high level of turnover of sergeants on some shifts it is impossible for this to be consistent. After what I initially experienced, it is difficult to see that they are getting the level of support that they require when coming out onto shift.

There appears to be no formal mentoring programme or mentoring policy in my force, well nothing I have been made aware of or by searching on the intranet. Other forces such as Gloucestershire Police Force have a Mentoring and Coaching Policy in place since 2011. This policy outlines that a formal process is in place and that all officers can request this. The policy outlines the benefits to participants, mentors and the force as discussed in previous research. I don’t know the reasons for my force not having a policy but feel it is a low-cost method that would be extremely beneficial to be introduced. Mentors would require minimal training as they rely on their experience and knowledge to pass onto others. Newer, less experienced officers would then benefit from having a mentor to be able to access support immediately and leading to happier, more confident officers and potentially improved retention numbers of officers. 

Conclusion
I have experienced coaching and mentoring and both have positively helped me to achieve both personal and professional goals. I have required both coaching and mentoring to help with these goals and to aid me to learn, develop and perform at work. I feel without either coaching or mentoring and the support I received through these methods, that I would not have been able to reach my goals. I feel that all officers regardless of experience would benefit from different levels of coaching and mentoring and that this would overall be beneficial to the force. 
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