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Workbook Guidance

Please read these notes carefully; they provide essential information.

What is the workbook for?

The purpose of this workbook is to enable learners to demonstrate and provide evidence of how they meet the learning outcomes set by the College of Policing, for the BSc programme. Essentially, you are being asked to outline your experiential learning based upon your theoretical understanding in a range of operational situations.

· Understanding the Police Officer role
· Modern Professional Police Officer
· Strategic Role of the College of Policing
· Communication Skills
· Social Media
· Leadership and Team Working
· Leadership style
· Flexibility and Leadership Strategy
· Coaching
· Mentoring
· Professional and Organisational goals
· Assessment

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. 
 
Word count policy can be found in chapter 7 of the Academic Quality under section 7.7 (this applies to presenting work above and under the specified word count). 
 
(https://www.uwtsd.ac.uk/media/uwtsd-website/content-assets/documents/academic-office/aqh-chapters/chapters---en/Chapter_07_Assessment_Taught_Programmes_Pages_72-79-UPDATED-05-11-2019.pdf) 
 
Reflective practice is a core aspect for your workbooks and although there is a variety of useful resources on Moodle, there is one particular book, that is specifically based on reflective practice in policing, here is a link to one chapter from Selina Copley’s Reflective Practice for Policing Students: 

https://moodle.uwtsd.ac.uk/pluginfile.php/298870/mod_resource/content/1/Reflective%20Practice%20for%20Policing%20Students%20-%20Selina%20Copley%20Chapter5.pdf
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Advice and support about the completion of this workbook was provided by university staff as part of your initial training day and further help and advice is available on Moodle.  

Your tutor constable and in-force training staff will not be involved in assessing or marking your workbook after it has been submitted. 
 
Dates of workbook submission will be made available and posted on Moodle.
 
Once submitted your workbook will be assessed and marked independently.
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· adhere to guidance in the Student Handbook about unfair practice and plagiarism.
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· not write information that enables any individual to be identified indirectly through the description you provide. This includes references to names, colleagues, places (including hospitals, schools, town, villages, streets) specific incidents which were high profile and could be identified due to past publicity, other professionals or any other personal information including medical or other conditions;
· take personal responsibility for adhering to confidentiality rules. 
· not include any dates of any incidents or anything that specifically identifies an actual incident.

NOTE

Your workbook will be submitted electronically via Turnitin on Moodle. Guidance on this is in the Student Handbook. 

Remember that the workbook is YOUR responsibility you must not rely on the assessor or anyone else to pick up any confidentiality breaches as this is your work and you must accept full responsibility for confidentiality. Meeting all the confidentiality requirements is very important. 
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Task 1

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

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


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

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

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


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



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



ANSWER:

The modern Police Service requires an equally modern approach to professionalism, hence the introduction of the ‘Policing Education Qualifications Framework’ (PEQF). PEQF is described as a new national framework for the professional training and qualification of police officers by rank from constable to chief officer (Strong, 2019). This framework is ultimately, what I and many other colleagues nationwide have been following with the hope of attaining a substantive Police Constable role. 

The College of Policing were founded in December 2012 as a professional body with the aim of developing the knowledge, standards of conduct, leadership and professionalism required by police officers and police staff in England and Wales (House of Commons Home Affairs Committee, 2016). They continue to support the professional development of police officers as evidenced by their accreditation of the PEQF schemes. 

Whilst introducing PEQF is the present goal the College of Policing are looking as far ahead as 2040 in regards to future challenges and demands facing policing operating environments. The premise of the research is to identify potential future scenarios that policing will face and provide strategies and solutions to those outcomes. Whilst initially the premises appear to be far from reality, it shows the willingness of the College of Policing to adapt to any emerging scenario. The report identifies ten trends identified as playing an important role in driving and defining policing’s operating environment over the next 20 years, four scenarios forcing policing to consider how and why things could become better, worse or broadly stay the same and five future challenges that require attention today. (College of Policing, 2020)

These range from ‘Rising inequality and social fragmentation’, ‘Technological change and convergence’ to more drastic trends such as ‘Climate change, environmental decline and competition for resources’. (College of Policing, 2020)

The aim of the research is to assist police leaders in identifying what action should be taken now to prepare current and future officers, staff and volunteers for challenges that lie ahead. I would argue this shows a drastic commitment to the continued professionalization of policing regardless of the climate or conditions we face.

Prior to the formation of the College of Policing, police training was described by Bolton as being fragmented, problematic and unnecessarily complicated. (Bolton, 2005) Reiner discusses the challenges of the late 20th Century, highlighting the rise of counter-culture, anti-war and anti-apartheid demonstrations being a contributing factor in the politicisation of policing (Reiner, 2010). He also goes on to discuss how by the mid-1960’s policing reoriented itself toward “technology, specialisation, and managerial professionalism” (Reiner, 2010) which is supported by Bolton who identifies that the practice of foot patrol began to decline as it was not seen to represent value for money (Bolton, 2005). 

Whilst these developments were noted at the time there was no professional body that could effectively analyse the given data and create effective strategies to model how British policing would look. I would argue that the ‘Forward into 2040’ plan (College of Policing, 2020) is the College of Policing’s attempt at ensuring entry routes and professionalism in policing adapts and develops as new challenges are identified. For example in a world where cybercrime and automation are key would it be effective to have police officers as we know them now or place the emphasis on educating new officers or staff into positions where they could effectively counter these new crimes in order to still maintain public confidence in the police. 

However whilst acknowledging the College of Policing’s attempts at professionalisation it must be mentioned that they face multi-layered challenges when attempting to provide consistency across the 43 police services in England and Wales. These include accrediting a range of learning, changes in police leadership, funding cutbacks, reduction in police training capacity and technological changes in policing and society (Tong, 2017). The College of Policing have shown their acknowledgement stating:

“Policing does not currently have consistent, national education levels for all policing roles or ranks which reflect its current and future challenges, or an entry level qualification that would be considered commensurate with that of a profession. There is wide-ranging, variable and inconsistent practice in terms of the implementation, assessment and accreditation of initial police education across the 43 forces. While some forces have already developed foundation or bachelor degree entry programmes, others deliver training to the appropriate level but do not require or enable officers to achieve the externally accredited Diploma qualification. Consequently, some officers have no recognised accredited qualification” (College of Policing , 2016)


The National Police Chiefs Council (NPCC) have introduced a shorter term plan named ‘The Policing Vision 2025’ it aims to shape decisions around policing transformation and how resources are used in order to keep people safe and provide an effective, accessible and value for money service that can be trusted (National Police Chiefs Council, 2016). 

This is the fundamental basis on which I model myself as a modern British Police Officer, the basic mission set out by the 2025 plan remains the same, “To make communities safer by upholding the law fairly and firmly; preventing crime and antisocial behaviour; keeping the peace; protecting and reassuring communities; investigating crime and bringing offenders to justice.” (National Police Chiefs Council, 2016) 

However, the plan also highlights the increasingly diverse and complex nature of the communities we serve, which in turn require a more sophisticated response to the challenges faced now and in the future. Whether they be domestic abuse, cybercrime or new threats from serious and organised crime like human trafficking or terrorism. 

I played a significant role in relation to an incident of domestic harassment and stalking, which upon initial officer contact had escalated to threats of arson. Immediately when an incident is domestic related it should be regarded as a “High harm” crime, the subject had now escalated the matter to one of extreme violence and the victim showed clear signs of fear and vulnerability. To ratify why domestic violence is considered a high harm crime the Office for National Statistics shows that of 274 female domestic homicide victims, the suspect was the partner or ex-partner in 222 (81%) of cases. Of the 83 male domestic homicide victims, the suspect was a partner or ex-partner in 38 (46%) of cases (Office for National Statistics, 2020). Living Without Abuse is a charity providing free and confidential support to anyone suffering from domestic abuse or sexual violence, they publish statistics stating domestic abuse:

· Will affect 1 in 4 women and 1 in 6 men in their lifetime
· Leads to, on average, two women being murdered each week and 30 men per year
· Accounts for 16% of all violent crime, however it is still the violent crime least likely to be reported to the police
· Has more repeat victims than any other crime (on average there will have been 35 assaults before a victim calls the police)
· Is the single most quoted reason for becoming homeless 
· In addition, approximately 400 people commit suicide each year who have attended hospital for domestic abuse injuries in the previous six months, 200 of these attend hospital on the day they go on to commit suicide

(Living Without Abuse, 2021)



When coupled with the above statistics there is a clear need for immediate and effective safeguarding, I removed the victim to a place of safety whereby I took a detailed and lengthy statement covering several years of coercive control leading up to a relationship breakdown, stemming from unreported domestic incidents. Shortly after the breakdown the subject went to prison for an unrelated matter, however prior to officer contact had recently been released and went straight back to reoffending using child contact as an opportunity to impose fear of violence on the victim. I ensured the statement encapsulated all the unreported offences and described each individual matter in precise detail identifying offences as the victim disclosed them to me. Public protection referrals were submitted to our MAPPA department (Multi Agency Public Protection Arrangements) so they could assess and manage the risk posed by the offender (Gov.uk, 2014)

Whilst MAPPA would review the referral it would be some time before they could implement further safeguarding and intervention and therefore for immediate safeguarding it was deemed necessary that the subject should be arrested expeditiously. I therefore requested an advance of my shift in order to stay on duty with a colleague and effect the arrest of said subject, this was due to low resourcing on the following shift. Subsequently the subject was arrested, safeguarding implemented and the investigation began. Telecommunications had been used to complete a large number of offences and therefore when arresting the subject seizure of electrical devices was carried out and submitted to a digital media investigator in order to secure best evidence. With the statement and evidence retrieved from the devices the subject was charged and remanded and currently awaits sentencing. The victim has now seen benefits from referrals and as the officer in case I have implemented further safeguarding measures for when they attend court. This assists with victim reassurance and has a positive effect on policing and the community’s relationship putting faith in individuals who may otherwise not come forward with such offences. 

Police Workforce open data tables published on the Gov.UK website breakdown wokforce numbers by force area in England and Wales. These breakdowns cover age, ethnicity, promotions, joiners/leavers and other statistics.

When viewing South Wales Police figures for 2020 to 2021 it shows 166 constables joining and 85 leaving, this includes transfers, voluntary resignations, dismissals as well as other factors. This leaves 2,438 Constables according to the data tables, these are not categorised as PC’s (Police Constable), DC’s (Detective Constable) or otherwise specialist constables I.E AFO’s (Authorised Firearms Officers) and therefore the true number of response police officers will be far lower.

 Of these 225 (9%) are under 25, 1,227 (50%) are between 26 to 40, 945 (39%) are between 41 to 55 and only 28 (1%) are over 55, with 13 (<1%) not stating their age (Gov.UK, 2016). 

This means that almost 60% of constables are under 40, again this includes all constables across all fields. My personal experience of response is that of a young workforce, lacking experience that has moved on to other departments or been promoted. This has meant for me that my final year of probation has been more trying that the initial two as I slowly become the most experienced officer on shift and find myself expected to take on more responsibility and accountability for my actions. I am now the second most senior constable on my shift, with less than three years’ service.  When regarding other shifts across my sector I see the same with the majority of officers having started after myself. The sustainability of such a cycle concerns me as experienced officers continually leave to specialised departments leaving the front line of policing to be made up of minimum service officers. Given that these officers are public facing it is the actions and experience of response constables that affect public perception of South Wales Police, which is why it is vital to have a professional and knowledgeable response department. 

This is not just regionally though as Home office statistics show  in the 43 forces in England and Wales, the number of officers with fewer than 5 years of service was 35,515, which accounted for 27% of all police officers. Of these, 35% (12,584) had less than 1 year of service effectively meaning the front line was manned by a third probationers all of whom it is undisputable are on response given their service length. Whereas those with closer to 5 could very well have specialised furthering the disparity from the above results which would suggest two thirds of officers may be outside of their probation.

This can be attributed to relatively low levels of recruitment between 2010/11 and 2012/13 meant that the number of officers with between 5 years and less than 10 years of service, as of the 31st March 2020, were relatively low (11%). Over the last few years as recruitment levels have increased, so too has the number and proportion of officers with fewer than 5 years of service.

(Home Office, 2020)


The last year of policing has seen massive changes and implementations of new policy in regard to corona virus meaning officers who are already inexperienced have had to apply themselves to learning the new legislation and effectively implementing it in order to keep the public safe. However, during my final year those same restrictions have nearly ended and with them has come an influx of 999 calls and protracted work. South Wales Police reported that in July 2021 they received their highest-ever monthly total of calls, with 999 calls totalling 24,265 contacts and 101 calls totalling 42,059 contacts. (South Wales Police, 2021)


Whilst the force are pro-actively suggesting the public use other means of reporting non-emergency calls I.e. Social media, 101, there is regardless a greater demand for response policing. The realities of policing have attempted to be conveyed to new recruits via distance learning both for their assessment centres and initial six months of training, however now that they have been met with such a great demand and lack of experience it would be no surprise to see a rapid increase in attrition whereby staff leave prior to completing their probation. Experienced officers are currently struggling under increasing workloads and are also having to take on the extra responsibilities attributed with training probationers. I have witnessed the effects having seen an entire shift decimated through stress losing all its experience in a matter of months and in turn increasing the stress on those probationers left to attend the calls.

This will undoubtedly be reflected in their university work whereupon their reflections will show a feeling of abandonment in which they have been left to run entire shifts with limited guidance, drastically affecting their perception of the role and responsibilities. 

(2317 Words)
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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:


Attempting to define social media is arguably elusive in it’s very nature (Tess, 2013) However when attempting to summarise it can be described as encompassing internet applications that support the creation and exchange of user-generated content, that require a certain degree of self-disclosure and that allow for a certain level of social presence (Kaplan & Haenlein, 2010).

Carr and Hayes attempt to present a more future-proof definition of social media summarising by saying:

“Social media are Internet-based channels that allow users to opportunistically interact and selectively self-present, either in real-time or asynchronously, with both broad and narrow audiences who derive value from user-generated content and the perception of interaction with others.” (Carr & Hayes, 2014)

Social media is now available to everyone who owns a device with access to the internet, given that budget mobile phones, tablets and laptops are available and routinely used it is no surprise that Statista shows over 3.6 Billion active users of social media worldwide in 2020. Projecting that by 2025 we can expect around 4.41 Billion users. (Statista, 2021)

With around half of the world’s population using social media to get their news it is no surprise then that South Wales Police and other services/local government all over the world have adopted the use of social media themselves. 
Clearly such a large user base provides countless opportunities for an investigative agency such as the police, currently the primary platforms in use by South Wales Police and the amount of followers are listed below:

165,775 followers on Facebook (South Wales Police - Facebook, 2021)
146,100 followers on Twitter (South Wales Police - Twitter, 2021)
40,200 followers on Instagram (South Wales Police - Instagram, 2021)

YouTube is also utilised by South Wales Police as a media platform however the amount of subscribers isn’t visible. The information available however shows that the channel has received over 1.8 million views and currently hosts over four hundred videos. (South Wales Police - Youtube, 2008)



With potentially over 350,000 followers it is apparent what the benefits of using such platforms could be. As well as the primary social media pages for South Wales Police there are also more localised pages such as SWP Rhondda Cynon Taff and Merthyr which provides information relevant to those living in the respective areas. 

South Wales Police social media policy outlines their approach to the use of digital and social media channels for public information and or engagement purposes. The guide details the correct procedure for applying for, creating and managing a social media account within south wales police. (Stevens, 2019)

The policy asks why do police forces use social media and provides the below benefits.
 Social media can:
• Reach a large number of people quickly; 
• Foster relationships with communities online and improve confidence in the services we provide; 
• Be cost effective, allowing campaign messages to be conveyed with little or no budget;
• Assist in the prevention and detection of crime. 
• Be used to promote our services and policing operations
(Stevens, 2019)


Given the number of people using social media there is a clear opportunity to foster relationships within our local communities as the policy highlights, this digital form of community policing should continue to follow the real world model. Parsons and Kremling highlight how community policing is separated from traditional policing by three distinct aspects. Firstly highlighting how community officers have a different relationship with the public, a broader mission than just crime fighting and aim to solve ongoing problems by introducing long term solutions (Parsons & Kremling, 2020) 

This is evidenced via social media accounts utilising the platform for community outreach, I have observed neighbourhood patrol teams utilising the platforms to convey their messages to a larger community. For example, having observed a pamphlet handout regarding recent commercial burglaries in a busy town centre, photos were uploaded showing the proactivity and the pamphlet. Thus expanding the reach of the message, potentially showing the offenders that target hardening had taken place and improving relations with the public who see the effort made to secure their properties with the aim of preventing further offences. 

Whilst there are obvious benefits this must also be balanced on the understanding that there are risks to this outlet of information. When South Wales Police brand a web page with their title then the standards of professional behaviour is expected to be upheld. South Wales Police Policy advised staff not to make any comment or post any images of behaviour which are, or could reasonably be perceived to be, contrary to the expectations of behaviour outlined in the standards of professional behaviour. Maintaining that the same standards of behaviour and conduct apply online as would be expected off-line – even if the information is intended to be private. (Stevens, 2019)

 The Policy goes on to describe how individuals should show caution when referring to their employment within south wales police especially when posting photographs or information concerning their employment. (Stevens, 2019)

The risks of disrepute on South Wales Police by an individual member of staff is very real, the Independent Office for Police Conduct (IOPC) conducted a number of investigations into police officers posting or sharing offensive material via social media. The IOPC warned that such behaviour from serving police officers is unacceptable and stipulated that individuals could face investigation or misconduct proceedings. (IOPC, 2021)

All serving police officer should be aware of the Code of Ethics, produced by the College of Policing in 2014 It sets and defines the exemplary standards of behaviour for everyone who works in policing.

It is described as a supportive, positive, everyday decision-making framework and a constant reinforcement of the values and standards that policing is proud of. It is intended to encourage personal responsibility and the exercise of professional judgement; empowering everyone in policing to ensure they always do the right thing.
(College of Policing, 2021)

The Code of Ethics provides guidance on use of social media and sets out that officers must:

· Use social media responsibly and safely;
· Ensure that nothing you publish online can reasonably be perceived by the public or your policing colleagues to be discriminatory, abusive, oppressive, harassing, bullying, victimising, offensive or otherwise incompatible with policing principle;
· Not publish online or elsewhere, or offer for publication, any material that might undermine your own reputation or that of the policing profession or might run the risk of damaging public confidence in the police service.
(College of Policing, 2021)

Despite this clear guidance during the IOPC’s investigation they found evidence of “Racist, sexist and other discriminatory comments, photographing crime scenes and using social media to contact victims of crime for sexual activity… In the most serious examples, we have seen grossly offensive images and messages which the public would be appalled by. Making discriminatory remarks and the sharing of graphic and offensive memes and images, is unacceptable under any circumstances.” (IOPC, 2021)

Whilst accepting that the above risks have been identified by the IOPC and respective forces, it is fair to say there are also numerous benefits regarding the continued use of social media by police and emergency services. 

Bullock suggests social media may also be regarded as a means of promoting greater levels of trust and co-operation between the police and civilian population (Bullock, 2018)which I would argue is seen when utilising the large online population to increase the scope for investigations, specifically in regard to missing persons appeals or public appeals to locate wanted persons. 


Social media has the advantage of allowing a force to facilitate openness, transparency and public participation in police decision-making. This creates opportunities to smooth ruptures between the public and the police (Scarman, 1981). Historically the Police-community meeting has been the dominating factor in regards to public contact and feedback. However Bullock suggests that the omnipresent Police-community meetings have done little to transform police communications (Bullock, 2018). Bullock goes on to discuss how Police-community meetings have suffered from low participation from the public and those who did participate were typically white, middle-class and already embedded in the political establishment. Meetings such as these are said to generally provide a forum for officers to broadcast information and to rubber stamp decisions that had already been made by forces rather than to simulate debate and dialogue between officers and members of the public. (Bullock, 2018) Generally these examples show traditional forms of community engagement have done little to promote the desired outcome of increased participation, transparency and accountability. 

Taking these physical elements and transferring them to a virtual environment such as a social media platform has been argued as a way of circumnavigating the aforementioned problems. (Stephan & Zerfass, 2010) This is because it affords the force a mechanism through which it may engage with the public, their local community and allows the force to present themselves as open, participative and democratic (Avery & Graham, 2013).

Community policing greatly benefits from the direct use of social media, according to Matt Ashby; an associate editor of Crime Science specifically observing statistics; half of all official police twitter accounts operating in the UK belong to a community policing team (Ashby, n.d.) The reinvigoration of community policing throughout the UK contributes to this statistic, the practices of community policing seek to facilitate interaction between police officers and citizens (Greene & Mastrofski, 1988). In doing so promoting legitimacy and proactively controlling crime the aim of community policing is to encourage members of the public to take individual and collective responsibility for crime control at the local level and to marry policing and community volume priorities (Barlow & Barlow, 1999) I would argue that the valuable information provided through social media allows community policing teams to engage in debate and listen to the communities they serve in order to facilitate the required service. This online format also allows those who may not be able to travel to list their concerns and provide feedback providing a larger response to topics in any given community. For example, should this format of community engagement not be possible via social media then it would have all but disappeared during the covid pandemic. 


Whilst a collaborative two-way form of communication between the public and the police is an optimistic ideal use of social media Brainard and Mcnutt have demonstrated that police communication on social media is primarily one-way (Brainard & McNutt, 2010) They elaborate that social media is primarily used by forces to make requests for assistance, to circulate police-relevant crime and incident information and to give crime prevention tips rather than to facilitate interaction, debate and collaborative problem-solving.

Bullock discusses the use of social media by individual officers rather than the force as a whole, she describes how officers use of social media is influenced by the attitude and approach of police leaders (Bullock, 2018). Bullock states “Where chief officers are supportive of officer use of social media as a communicative tool, and, pertinently, where they are proactively exploiting and promoting social media themselves, application by the rank and file was thought to be stimulated”. Whilst South Wales Police do allow the use of social media my knowledge suggests the use is limited to authorised accounts and not those designated to an individual officer. Whilst roads policing divisions and neighbourhood teams share team accounts there is no such privilege extended to response policing. Therefore my knowledge of social media usage is limited, primarily to requests to the control room to put out social media appeals for missing persons or in relation to avoiding road closures. 

For example, whilst attending a road traffic collision, in which a lorry had overturned blocking a two-lane road a request was made to post the information to relevant social media pages. The idea being that this would inform the public to take alternate routes and thus avoiding unnecessary congestion. This in turn meant the incident could be managed more effectively and reduced the demand put on resources by extra traffic management. 

Reducing demand is a priority for all forces in the UK, an example of how social media reduces demand is the capability for members of the public to report incidents via social media. This takes the strain off call handlers and allows them to focus on emergency calls or calls of a more serious nature. Currently there is the option to contact South Wales Police online about a crime that has already been reported, a matter involving driving, contacting a member of staff or a team, saying thanks or making a complaint as well as an option for something else. (South Wales Police, 2021) I would argue that this type of engagement allows for a two-way communication between the public and the police and appears to be how the force want lower level offences to be reported. This is supported by the volume in which they are now advertising the service via social media with three adverts in as many days. The advert states,

 “You’re reading this post, so you’re already online.
If you’re here, and need to get in touch (when it’s not an emergency), why not send us a private message? This will be answered by the same control room staff who take 101 calls. If it’s not 999, report it online.” (South Wales Police - Facebook, 2021)

It appears as though police forces have taken social media into their stride, in a world evolving with technology it would ultimately be a poor decision to ignore it. I would argue with the continued usage will come greater understanding of the technology by the force which ultimately should lead to greater application increasing the opportunities for the police and the public to engage. 


(2266 Words)







Task 3

Relevant areas of the National Policing Curriculum:  
Leadership and Teamworking 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2500 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

Leadership can be interpreted and defined differently depending on the perspective of those in question. Gardner defines leadership as “the process of persuasion or example by which an individual or team induces a group to act” (Gardner, 1990). Even regarding this definition, it may still be too broad when applied to leadership across all fronts. Therefore, I would argue Bennis and Nanus provide a simpler yet more applicable summary of leadership stating “Leadership is doing the right thing, management is doing things right” (Bennis & Nanus, 1985) this says to me that whilst managers make decisions around policy and procedure, leaders are expected to make decisions in the moment and with the information available to them, making the decisions for the betterment of those they lead rather than a company or conglomerates benefit. 

Baker et al authored a book regarding the management of the public health enterprise in which they offered insight into the actions of exemplary leaders listed below:

· Leaders ask good questions.
· Leaders impact the way others feel—usually, people will remember how you make them feel long after they forget what you say.
· Leaders emphasize vision, values, and motivation.
· Leaders are system thinkers.
· Leaders have political skills, focusing on external relationships and trends.
· Leaders think in terms of renewal of the organization and of self.

(Baker, et al., 2010)

I would argue these actions can be applied to all levels of leadership, for example political skills are not necessarily for application in a professional political setting. Rather they can be used to build relationships with colleagues, service users or other potential leaders. 

Senge, author of The Fifth Discipline discusses the importance of creating a shared vison and providing useful perspective on how to accomplish this, he elaborates that leaders must also lead the process for identifying and communicating the broader strategies needed to bring the vision into reality. Essentially turning the how and the why into the what (Senge, 1990)

Baker and Orton discuss 4 elements of the leadership and management continuum, vision, strategy, operations and tactics abbreviating to VSOT. They argue that leaders will become successful as they become skilled in practicing the core elements of VSOT but should also blend their leadership style with the attributes of gratitude, humility and caring. (Baker & Orton, 2010)

Baker and Orton describe the use of VSOT via a story led by a congressman, they detail how many officials when asked a question will focus on providing “the right sound bite” which would be regarded as a tactical approach. Others utilise operations by employing a good press office to provide press releases for them, whereas some develop a strategy in order to answer questions in a way that supports the message said official is attempting to deliver. VSOT comes from the idea that the vision would drive strategy, which would shape operations who would implement tactics thus creating an entire process from the vision. (Baker & Orton, 2010)

A leader must equally be able to function as part of a cohesive team in order to effectively achieve the wanted results. Scarnati defines teamwork “as a cooperative process that allows ordinary people to achieve extraordinary results” (Scarnati, 2001) Teamwork relies on individuals working cooperatively in order to achieve common goals through the sharing of knowledge and skills. Harris & Harris support this stating a team has a common goal or purpose where team members can develop effective, mutual relationships to achieve team goals (Harris & Harris, 1996).

Organisations rely entirely on teams as a foundation, whilst for example South Wales Police is headed by a Chief Constable his vision cannot be carried out unless understood and supported by the staff under his employ. Without synergy amongst the various teams and organisations involved in the legal system then it fundamentally would not work, leaders need to be defined and followed however those following them must also be able to utilise their own leadership skills when called upon in order to effectively deal with any given situation. Specifically in the role of a constable whereby your decisions directly effect members of the public who are not directly part of the organisation. As a constable you must be able to rely on the other constables on your shift and deployed at calls with you, Luca and Tarricone argue that team members must be flexible enough to adapt to cooperative working environments where goals are achieved through collaboration and social interdependence rather than individualised, competitive goals (Luca & Tarricone, 2001).

Luca and Tarricone through research established numerous attributes required for successful teamwork as follows:

Commitment to team success and shared goals - team members are committed to the success of the team and their shared goals for the project. Successful teams are motivated, engaged and aim to achieve at the highest level; 

·  Interdependence - team members need to create an environment where together they can contribute far more than as individuals. Individuals promote and encourage their fellow team members to achieve, contribute, and learn; 

· Interpersonal Skills includes the ability to discuss issues openly with team members, be honest, trustworthy, supportive and show respect and commitment to the team and to its individuals. Fostering a caring work environment is important including the ability to work effectively with other team members. 

·  Open Communication and positive feedback - actively listening to the concerns and needs of team members and valuing their contribution and expressing this helps to create an effective work environment. Team members should be willing to give and receive constructive criticism and provide authentic feedback. 

· Appropriate team composition is essential in the creation of a successful team. Team members need to be fully aware of their specific team role and understand what is expected of them in terms of their contribution to the team and the project.

· Commitment to team processes, leadership & accountability - team members need to be accountable for their contribution to the team and the project. They need to be aware of team processes, best practice and new ideas. Effective leadership is essential for team success including shared decision-making and problem solving.
 
(Tarricone & Luca, 2002)


To fully understand the processes behind leadership and teamwork it is important to understand the models which they are based upon. One of the most commonly referred to teamwork models is Tuckman’s stages of Forming, Storming, Norming, Performing and Adjourning (Jones, 2019). 

	
The model was created in 1965 and later modified in 1977 becoming the Tuckman and Jensen model. Originally there were only four stages, forming through to performing and only in the revised model was adjourning introduced. The model specifically focusses on two dimensions, interpersonal relationships and task activity (Bonebright, 2010).

Tuckman’s model is broken down into 5 stages, the first stage is forming. Essentially this is the beginning of a new team. This introductory point is an important part of the model, simply because it can lead to create a success and harmony among team members if negotiated correctly. This is that stage in which participants should be able to socialise, it should be emphasised that they will enjoy learning something new and will gain a great deal of dependence through experiencing a task that has a value to their learning process. This ultimately assists with the development of interpersonal skills, measurement of behaviours and enable individual’s leadership skills (Jones, 2019).

Storming is the second stage in which members of a team will experience the agent of change of experiencing something new. Storming is fundamentally associated with emotions and behaviour and conflict might arise as a result, this is because individuals are trying to familiarise themselves with one another and attempt to work with each other. This stage will likely introduce agreements/disagreements which may lead to team members resisting one another (Jones, 2019). 

Following this the team will enter the Norming stage and find a harmony amongst each other, they will begin to accept one another’s opinions and suggestions. Leaders may have been defined at this point and they will tend to settle any issues happening between other members of the team, focussing them on finding solutions to the problems at hand. Ultimately the aim is for cohesion and harmony to prevail (Jones, 2019). 

Performing is the next stage in which a team enters, there tends to be a lot more support between members and interactions are infused with positivity. The roles become less defined to the benefit of all as members begin to channel their focus to achieving the desired goal. Whilst the whole team may begin to act as problem solvers, ultimately there will still be a spokesperson or persons backed by the support of the other members. This stage is regarded as being functional, flexible and performance led (Jones, 2019).

All teams come to an end or a new beginning, this is where the 5th stage Adjourning fits in. Teams might not necessarily adjourn in the sense that they fall apart, however may find themselves faced with a new task or a restructure. Teams should focus on their previous success and perseverance which makes them feel motivated and confident in their continued work. Teams should consider a transitional plan to reduce the sense of ambiguity that may arise. (Jones, 2019)


A more recent take on models regarding teams and leadership is Lencioni’s model “The Five Dysfunctions of a Team” (Lencioni, 2010). Lencioni argues that all teams are effectively dysfunctional but by understanding the type and level of dysfunction are able to improve their teamwork. The five dysfunctions are an absence of trust, fear of conflict, lack of commitment, avoidance of accountability and inattention to results. He argues that by identifying the team specific dysfunctions you will be able to understand the issues, conflict, intrigues and other conditions your team will face. In doing so hopefully addressing the dysfunctions head on. (Lencioni, 2010) 

For example, should there be an absence of trust then there is a risk that teams won’t engage in open, constructive and ideological conflict. Instead attempting to preserve a sens of artificial harmony. Lencioni reasons that rather than treating the five dysfunctions as addressable in isolation you should treat them as an interrelated model. Meaning that susceptibility to even one of them is potentially lethal for the success of a team (Lencioni, 2010). 


Both of these models effectively apply to modern policing, Tuckman’s Model (Jones, 2019) specifically to the initial training of a constable and the subsequent posting to a response team. Whilst not as defined as say a business structure response policing sees a constant cycle of new officers joining and experienced officers leaving, whether through retirement, promotion or departmental moves. 

Initially a constable has to adapt to their new role, in line with Tuckman’s this is the forming stage. The difference being Tuckman assumes all persons involved are going through each stage cohesively rather than on an individual basis. Given some time you will establish trust amongst your colleagues and in line with Lencioni’s model (Lencioni, 2010) you will feel comfortable challenging people you earlier saw as your seniors solely based on experience. This then brings you to a stage where you are storming with the other officers, relationships improve, you commit to the aims of your shift and take accountability for your actions in order to give proper attention to the targeted results. 

Currently a rapid decline of front-line constables has led to shift shortages across the entire force, shifts are generally operating well below minimum numbers and constables are being expected to take on responsibilities that previously would have been taken on by more senior constables. Officers barely out of their tutorship are expected to work with other probationers and give guidance to new officers in their respective tutorship. 

I have come to a point where the team I began with has effectively adjourned, my sergeant and several constables have left and with them approximately 46 years of combined service. Now without a Sergeant and as the second most senior constable on my shift with only two years on response I am expected to take on more and more responsibilities. 

With the reduction in experience and staff comes the extra stressors of growing workloads and for myself and other constables in my position the impending confirmation in rank following our degree process. This coupled with the expectation to support new constables in their early career and help develop them into officers means I have had to adapt and take on leadership roles. 

Ultimately leadership is going to have to work more effectively to ensure a high standard of policing is met. Campbell and Kodz discuss several leadership styles used in policing of which several may apply to the current situation (Campbell & Kodz, 2011). 

Transformational leadership is a process by which leaders seek to inspire, offering a vision and intellectual stimulation, appealing to followers’ moral values and desire to fulfil potential. Evidence suggest this leadership style can have a positive impact on subordinates’ organisational commitment and their willingness to exert extra effort and comply with directives. (Campbell & Kodz, 2011) this may directly apply to the type of leadership newer constable need, having lost the experienced constables that could have proffered this, it may be down to the supervisors themselves. 


Active leadership and role-modelling is exactly what it says, leaders that are active and out in the field will inevitably set a good example and employ role-modelling strategies that may be more effective at influencing subordinates’ behaviour. Including having a direct impact on integrity and the ethical culture of their force (Campbell & Kodz, 2011). Having this direct example will be valuable to new constables and offer them a directive with which to guide their own work. 

Situational leadership revolves directly around adaptability to the situation. The suggestion is that leaders are able to modify their behaviour to suit the context, including the years of experience, rank and role of their subordinates (Campbell & Kodz, 2011). This adaptability will invariably be critical at such a time and allow leaders to use their officers to the best of their capabilities whilst building confidence and experience amongst new constables. 

Inevitably it is clear that leaders are expected to do more now than they have over the last decade or two, the expectations of leaders have greatly increased with continuous and growing intakes of new constables who ultimately need to be made ready and fostered into effective constables, directly reflecting their capabilities onto the members of public they serve. Which will directly affect the public perception of South Wales Police as a force and is why the investment should be spent in procuring the best leaders for the role. 
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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:

Nearing the end of my three-year probation I intend to critically reflect upon my mentoring and coaching throughout the entire period. Given the PCDA programme (Police Constable Degree Apprenticeship) is namely for apprentices it would stand to reason that mentoring would be expected. Not only in regard to the role of a police constable but also in regard to the academic expectations required of each student. 

When regarding the available literature it suggests that the benefits of mentoring may act as a cushion against the challenges experienced by employees facing organisational change (Viator, 2001). I would argue that directly mentoring each individual student provides them with a sense of appreciation from the organisation and a sense of security regarding the investment in their future. Disregarding new staff, I have also seen the direct benefits of mentoring staff that have returned to a front-line department and need revitalising in their role. I would argue it has assisted my learning and others by allowing an environment to safely express career-related frustrations through the correct channels, providing me with a direct point of contact to discuss incidents that may have impacted on my professional life. Viator highlights the psychosocial assistance that mentees experience, allowing them to deal more effectively with role ambiguity, role conflict and perceived environmental uncertainty (Viator, 2001)

Mentoring appears to have benefitted me as a developmental tool, providing me with organisational benefits in my role and highlighting routes for potential development and career progression. For example, my skills and strengths have been identified by my mentor, namely my initial tutor and my response sergeant who have highlighted suitable opportunities for future progression in regard to pro-active policing. It is quite clear that without mentoring or coaching the professional policing environment would struggle to identify potential opportunities for development. Daloz states that mentoring is an important developmental activity that can have a positive influence on the growth and professional development of those involved in a mentoring relationship but more so the person being mentored (Daloz, 1986). I would agree with this statement, finding that whilst I have benefited from the mentoring I have experienced under my supervisor and tutor in some regard they have also benefitted in regard to their own development. My tutor is able to evidence his work in order to assist with career progression and self-development and my supervisor is able to portfolio his experiences of having a PCDA student on his shift. 

Inevitably there is every opportunity for me to become a tutor in time and therefore I have considered the direct benefits of mentoring, literature shows that mentoring has been linked directly to career advancement (Burke & McKeen, 1997) a direct increase in self-confidence (De Vries, 2005) as well as personal satisfaction and growth (Ehrich, et al., 2004). Personally, I have observed the opportunities of career advancement and would argue that the more knowledgeable you become on a subject the more confident you are at dealing with that particular subject. This then inevitably leads on to satisfaction as you regard yourself as having done your job to a high standard, from this I believe there is opportunity for self-reflection and growth in order to identify further points for improvement. 

Coaching is distinguished in literature as being split between two different styles, performance based coaching and in-depth coaching. Performance based focuses on specific practices and/or the attainment of a benchmark whereas in-depth coaching focuses on a client’s deeper cognitive or psychoanalysis issues (Roofe & Miller, 2015). Huff et al. presents a model across five phases representing the key paths a client (constable) will follow with their coach (Tutor/Lecturer) to understand and make meaningful changes in their professional roles (Huff, et al., 2013).

The five principles are ‘groundwork’, ‘assessment and feedback’, ‘goal setting’, ‘action planning’ and ‘ongoing assessment and support’ (Huff, et al., 2013).

 Essentially the process is set upon building an effective working relationship between the constable (constable utilised in order to reflect policing environment) and their respective coach. This is fostered through active listening and asking questions rather than prescribing actions. Following initial feedback, the second phase suggests that coaches should ask questions to ensure the constable fully understands their feedback in order to attain a clear perspective of their current development. The responses garnered will allow the coach to assess what the constable has learnt and explore the meaning and implications in order to pinpoint areas the constable may be oblivious require development. The third phase regards the coach’s ability to help set meaningful targets to the constable in order to attain a goal or set of goals that are achievable, realistic and timebound. Following this the fourth phase stipulates the coach should facilitate designing a specific path in order for the constable to realistically attain the previous goal whilst accepting accountability for their responsibilities as a coach. Finally the coach should address any challenges that arise and provide relevant encouragement and motivation as required. Hopefully the aim is to assist the constable with maintaining changes following the coaching coming to an end (Huff, et al., 2013). 

When relating to the current model used in policing it correlates with the above, initially there is a focus on creating an effective working relationship with your tutor and those on your shift who may also assist with your coaching. Initially you are expected to observe and actively listen to the actions of your colleagues in order to develop yourself, you are expected to ask questions to improve your knowledge and take your own initiative. Reviews conducted by tutors are in place to challenge student officers understanding and ensure there is a clear development relating to their work. This in turn allows the tutor scope to establish any further areas for development based on the student officers understanding of their progression. Action plans are potentially able to be utilised to highlight a course of improvement if necessary and utilised to such effect where students have maybe not developed all areas appropriately, penultimately it is the tutor’s decision as to whether progression to independent patrol status is appropriate and their continued encouragement and motivation aims to assist with this. 

Whilst this 5 phase model is utilised in policing I would argue that due to the current decline in frontline officers there is a level of attrition which may make it unfeasible. During my early probationary period I found myself met with experienced shifts, there were those of a similar level of service to me I.e 2 years but they were supported by officers of 5-10 years’ experience and supervisors of 20+ years. I cannot say whether my whole cohort was met with a similar experience however I would attribute this learning environment to have been extremely valuable to my early development in the role of police constable. 

[bookmark: _GoBack]This level of experience was maintained throughout the entire second year period of my probation and whilst there was staff attrition we were still supervised with a Sergeant of 25 year’s experience, the shift continues to be the highest performing in our sector however our Sergeant has now also moved on. Currently with 4 officers on shift there is only 11 and a half years’ experience between officers. My concern is that whilst recruitment continues and officers begin to find their way onto shifts across the force area this lack of experience will be reflected and have a detrimental effect on their development.

As well as this many tutors have also been lost due to this attrition and new tutors will need to be source from my intake of officers, whilst I believe I am capable of tutoring an initial constable there is an element of me that believes an officer of my service should not be placed in that position. My tutorship helped me meet professional goals that new constables may not have the opportunity to achieve given the circumstance of their tutorship. I was able to find developmental opportunities on specialist departments which gave me the opportunity to learn new skills and techniques for dealing with protracted and investigative matters.

Losing these opportunities may have an adverse effect on policing. Given that over the last few decades and more specifically the last few years policing has come under increased scrutiny. The expectation placed on police organisations and the employees, driven by goals that pursue optimal effectiveness and efficiency have shifted along with demands for significant programmatic, technological, administrative and strategic innovation (Braga & Weisburd, 2006). Modern police organisations are also expected to embrace contemporary standards of organisational functioning, leadership and performance management. In essence policing organisations are expected to operate according to accountability and governance frameworks, similar to other complex organisations (Casey & Mitchell, 2007)

Henry argues that the quality and determination of police leadership is reflected in the extent to which police executives and operational police officers create beneficial changes within their organisations and penultimately will contribute to the ultimate success or failure of policing as an institution (Henry, 2003) it therefore correlates that the standard of an initial constable’s training and early progression will ultimately reflect onto the constabulary as a whole. My tutorship period saw me motivated to work to a high standard, I believe this was partly contributed to by specific goals and feedback received from my supervisor and tutor. Research conducted by Demirkol and Nalla suggests that specific goals, self-efficacy and feedback increase police officers’ job motivation, which leads to rewards and subsequently, job satisfaction among police officers (Demikrol & Nalla, 2018). Further research by the two suggests job motivation has a direct and indirect  effect on job satisfaction (Demikrol & Nalla, 2018).

Demikrol and Nalla’s research was based on the High Performance Cycle Model (HPC) originally developed by Locke and Latham (Latham, et al., 2002) defined as  a metatheory based on principles and empirical findings supporting goal setting theory, that predicts, explains and influences an employee’s job performance and satisfaction. Latham et al. describe how HPC shows job performance leads to both intrinsic and extrinsic rewards and ultimately to job satisfaction. Job satisfaction in turn is related to organisational commitment, that leads to the setting of and commitment to high goals hence the repeating nature of this theory (Latham, et al., 2002). 


Unlike many police constable before my intake, I am currently studying a full-time degree whilst learning an operational role. Guile and Young describe how learning in many educational settings, including the workplace has traditionally been conceived as being individualistic, dependent on transmission pedagogies and associated with the transfer of decontextualised knowledge separated from the activities of life (Guile & Young, 1998). As such collaboration is discouraged and assessment of learning focuses upon the achievement of the individual in examinations removed from context. Fuller et al contest this notion with the belief that such a view of learning ignores the complexities of human interactions and fails to consider learning as a social process with its meaning being in the ‘lived-world’ (Fuller, et al., 2005).

I would argue that prior life experience directly affects how you take the PCDA (Police Constable Degree Apprenticeship) on board, having worked in a custodial environment prior to joining the police assisted in my learning and development. I was familiar with the need for communication skills and expectation of confrontation to carry out the role. In regards to my academic background the PCDA is my first experience of higher educational work whereas many of my cohort were degree holders and utilised the DHEP (Degree holder entry programme) as their entry route into the police. Whilst there is nothing to say DHEP candidates don’t have life experience there is something to be said for academics leaving university directly into a lifelong career, should you perceive policing this way. 

Fortunately, there is a rigorous process to select suitable candidates and this must be trusted in order for officers to confidently work alongside their colleagues. Having been part of a cohort of 75 of whom were divided across the force area I rarely encounter more than a handful of my initial peers. It is clear that there is a process of amalgamation with PCDA / DHEP students being merged into classic response teams in order to provide them with the necessary knowledge and experience. This collaboration between the new university candidates and current serving officers is what makes the process functional and suitable. However as cohorts increase it will be down to my intake to assist the future cohorts in their learning, both academically and practically. I would argue that eventually we will be more suitable for this role having carried out the degree programmes first hand, this will provide an element of empathy and understanding for new candidates. 

The opportunity has been available to feedback our thoughts and feelings on the new PCDA/DHEP programmes as well as direct feedback in regards to our policing progress. Truthfully I believe feedback should be received post-graduate having experienced the entire process, when in a position to reflect upon the course and my first three years I would be more likely to view the benefits despite the enormous sacrifices to home and family life that each constable has had to make to complete this course. I would argue that the detrimental effects each of us have experienced over these three years will be alleviated upon completion of our probrationary period which is extended beyond that of a normal constable prior to our intake. Having been the first cohort our feedback has been provided via online forums and I have witnessed receptiveness with some immediate changes to the OCP (occupational competency portfolio) I can only hope that as new cohorts progress the feedback of each will go towards improving the overall content of the course in such a way that it doesn’t require total sacrifice for three years. 

(2291 Words)
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