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Task 1

‘The push toward professionalisation of policing is an expanding discourse in western societies. Professions, as opposed to trades, crafts or occupations, have particular characteristics, some of which have eluded policing and must be considered if the police are to reach this goal. Characteristics of a profession include a professional association, cognitive base, institutionalised training, licensing, work autonomy, colleague control, a code of ethics and high standards of professional and intellectual excellence. Further, professionalisation requires the alignment of various aspects of professional practice.’ (Schneider, 2009)

The College of Policing is a professional organisation in the United Kingdom which works independent, though closely with the Home Office, to allow those working within the Police and other law enforcement agencies to better understand their role through learning and guidance.
Through supporting professional development setting standards and being a hub for knowledge and best practises, the college can prove a valuable tool in professionalising Policing on the whole across UK forces.  (College of Policing) 

When looking at Policing as an industry in the United Kingdom over the last ten years, it can be seen that many models and reform programmes have been implemented to improve and develop professionalism and practises among forces. 
Notably the Strategic Policing Requirement (SPR) which was launched in 2012 by then Home Secretary, Theresa May.  ‘I issued the Strategic Policing Requirement (SPR) in 2012 to ensure that when threats and harms to public safety assume national dimensions,
the police can deliver an appropriately robust, national response.’ (Home Secretary May 2015)
 The Home Office advises that ‘Whilst many threats can be tackled by individual police forces within their own force areas, national threats such as terrorism, civil emergencies, serious and organised crime, public order, and a national cyber security incident, require a coordinated or aggregated response in which resources are brought together from a number of police forces. Forces often need to work collaboratively, and with other partners, national agencies or national arrangements, to ensure such threats are tackled effectively.’ (The Home Office UK, 2015)

Another model created to professionalise the Police in the UK is the Policing Vision 2025. ’This Policing Vision 2025 sets out our plan for policing over the next ten years. It will shape decisions around transformation and how we use our resources to help to keep people safe and provide an effective, accessible and value for money service that can be trusted. This Vision comes from the service itself. It must inspire officers, staff and volunteers, as much as police and crime commissioners and chief constables and of course the public as a whole.’ (National Police Chief Council & Association of Police and Crime Commissioners) 

The Policing Vision 2025 has changed the way in which forces recruit new officers.  
For a long time forces have recruited differently, without standard entry requirements, learning provision and support. The service recognised the need to standardise these areas as a priority. There is increasing demand on the police to do more than just solve crime and ‘catch the bad guys’. It’s understood that learning and support for new recruits will help them to start well and stay in a job that recognises their level of expertise and values their contribution.(College of Policing) 
The Policing Education Qualifications Framework (PEQF) has seen the implementation of a variety of initial entry schemes, in order to create pathways and learning opportunities for newly appointed Police Constables to acquire a desired level of knowledge as they learn the craft of their new role. This entry route is known as the Police Constable Degree Apprenticeship (PCDA) programme.  ‘The PCDA is a professional degree apprenticeship, enabling new recruits to join the police service as an apprentice police constable, completing the degree in professional policing practice during their three-year apprenticeship programme.’ (College of Policing, 2018)

Although the College of Policing have noted that the PCDA is not seen as a barrier to entry to the service. The Police Federation of England and Wales (PFEW) argue that ‘Lessons must be learnt to improve the delivery of a new police constable entry route after some worrying feedback from student officers.’ (PEFW 2019)  Professional Development Lead Dave Bamber from the PFEW advices following feedback from the PFEW’s research team with multiple students undertaking the PCDA scheme that ‘Trying to juggle studying for a full-time degree with their job - completing all the training a probationer would have had to do in the past - is also having a negative impact on maintaining a healthy work-life balance.’ (Bamber 2019)
In evaluation of the strategic role of the College of Policing in the United Kingdom, I understand the requirement of such a body to exist and believe that the College of Policing provide a valuable tool and resource to the modern professional Police officer. With an abundance of guidance and references for up-to-date practises and procedures the College of Policing ensures the development and set a the standard required for modern Policing.  When specifically looking at how the implemented entry schemes affect new officers, I can speak from first-hand experience that there is a need for the process to be reviewed.  I agree that continual development and ‘professionalising’ the police through the current PCDA programme is a good thing. Providing new officers with the knowledge and skills required to obtain a university degree can only benefit officers with their new role going forward. However, I appreciate and understand that the balancing act of work life and home life can become incredibly difficult. New officers are expected to get to grips with learning a very stressful and challenging role, adhere to a difficult and anti-social shift pattern, while trying to maintain healthy relationships with their loved ones and friends. The implementation of studying for a university degree into that mix is of course going to tilt the balance toward a very busy work life, which may cause strain and detriment to the well-being of the officer. It could also be argued that if the new officers on the ground are struggling to maintain a healthy balance, that the overall performance professional may slip below expected and required standards.  This raises the question, could the College of Policing introduce a new way in which the PCDA programme is rolled out across UK forces?  It is a difficult question to answer. A three-year probationary period for new officers already seems like quite a long time. If the process was stretched out over a longer period, it may allow for more time to complete the university degree. However, this could prove as a potential barrier to would be recruits in even applying. 

Joining the force in March 2019, I was the first intake of officers in my specific force to undertake the PCDA programme.  Initially, I felt excited to begin my new career, though I recall feeling quite nervous for the whole process. I always knew I wanted to become a Police Officer, though perhaps my perception of what the role of a ‘Police Officer’ consisted of was somewhat obscured.  I joined the organisation with an assumption that it would be a disciplined uniform environment, to which I was correct, however I had the impression that the job would include an endless amount of non-stop action, including car pursuits, foot chases, ‘drug-busts’ and crime-fighting.  Perhaps I’d watched too many Hollywood movies and TV programmes that depict the Police in a distorted light.  Although there is of course an element of action to the role, especially on the front-line of the job, I quickly realised that there is much more to Policing than catching criminals in the act.  Once I had settled into the training school environment in the first six months of my new career, I began to realise that there was much more to Policing than the ‘TV cop’ role that I initially expected. I begin to understand the main duties, roles and responsibilities of the modern-day Police Officer.  Having completed the training school period and having my first taste of operational policing through my tutorship and first few months of independent patrol, I began practising and applying my newly acquired skills and knowledge practically at live incidents.  The second year of my probationary period allowed me to continue in learning and developing within the role. Being subjected to more live incidents and emergency calls, while being allocated more complex cases and investigations to progress by my supervisor. This allowed me to explore my investigative mindset further and gain further insight to understanding into the role.
Now in the final year of my probationary period, I have seen my role as a Police Officer change.  No longer do I feel like a new recruit whose inexperience and lack of knowledge is evident. When I look back on the few months following gaining independent patrol status, I realise perhaps how far I have come in relation to my development.  Though I pride myself on having always acted professionally and can’t deny that I wasn’t a ‘professional’ during this stage of my career. I do believe my professionalism in service delivery when attending incidents and dealing with members of the public, criminals, service users and victims is now at a much higher level.  I this accredit to the continual development and education through experiences, guidance and knowledge which my organisation and the university’s delivery of the PCDA programme have provided. 

When I compare myself as an officer now, to the same individual that joined the force almost three years ago, I believe that I have matured in attitude and have a more open mind.  As a Police officer, seeing some of humanities darker sides and tragedies can easily be brushed off and labelled as ‘part of the job’. It's common knowledge that officers are faced with dangers on a daily basis and see horrific scenes when attending certain incidents. Sudden deaths, serious road traffic collisions and terrible acts of violence are just a few to mention.  Now in my third year of operational policing, I do feel that I have built a level of resilience to seeing such scenes. Whereas perhaps at the beginning of my career I may not have had such an emotional resilience to dealing with such topics and may not have performed to the best of my abilities as a result. 
I have continued to grow as an officer, who now feels confident and capable enough to take on any challenge that may arise when carrying out my duties. I feel that I now have a greater understanding in what the role consists of, and what is expected of me as a modern-day professional police officer. As my experience grows, I am now in a position that due to the number of newer officers coming through; that I am deemed to have a level of seniority on my shift. This means that some of the newer officers are seeing me as a leader on the shift. Though this is a great opportunity for me to demonstrate and exercise leadership qualities in sharing my knowledge, I remain open minded to the fact I am still a young-in-service officer myself, and every day is a learning opportunity.  
In evaluation; through a mix of the initial learning provided by the training school, the educational lectures provided by the University of Wales Trinity St David’s and my own personal experiences in putting on the uniform and conducting my daily duties as an officer, I have been able to learn, develop and grow into an officer which can make informed decisions which can be vital and critical. 

On analysis, through my experiences as an officer, I believe that there is always room to learn. Learning has remained a reoccurring feature throughout my initial joining period in March 2019. From the classroom-based learning at the very beginning of my career, to my tutorship period where I was learning from example, to achieving independent patrol and learning my own style and implementing a variety of taught skills and techniques to complete my duties effectively.  I would consider the key to a successful career in the Police is to continue to learn and develop knowledge in order to remain current and up to date as the world and its societies continues to evolve. Having bodies such as the College of Policing allows this to take place, and schemes such as the PEQF has a part to play in the continual professional development of forces across the country and its officers and staff which are employed. 

In conclusion, I consider the College of Policing and the PCDA programme to be a positive and incredible opportunity for new Police officers to attain a vast amount of knowledge, to develop key skills such as decision making, critical thinking whilst being provided ample opportunities to sharpen the practical skills required to succeed as a front-line Police officer. 
In hindsight, I would have researched the expectations of the PCDA programme prior to joining, as it was quite eye-opening how much work and study time is expected, which can prove difficult at times when coinciding with a busy shift pattern. I am thankful that I have a supportive family and a home environment which allows me to complete my studies freely. I know of others who aren’t as fortunate in this aspect which has caused a deal of stress. Therefore, I remain undecided whether I believe that the PCDA programme overall is a good thing or not, as people with incredible potential to be police officers may be put off by the amount of work needed to pass the academic requirements.  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Task 2 


In recent years, the use of Social media has become an extremely common part of the way in which we live modern life. Social media comes in many forms and its accessibility only seems to be growing. From the use of mobile phone devices with applications, computers with access to the internet, wearable technology such as smart watches, and even vehicles that provide the driver with live up-to-date social media updates. In January of 2021, it is estimated that there was approximately fifty-three million Social media users in the United Kingdom.

‘Social media is a method of communicating using websites that allow people to ‘post’ public information, chat with others, send messages, and share photographs or videos. It is a growing form of internet-based communication interfaces with all areas of policing. It offers the police a way of connecting and engaging with the public, it enables important information to be distributed quickly and easily, and it can assist in intelligence gathering. With its growing impact and reach, social media presents real opportunities but also poses challenges and is increasingly seen as a game changer for the police.’ (The Police Foundation, 2014) 

The relevance of social media is hard to overstate, now they have become an integral part of our communication. More people today receive their news over social media, for instance, than over traditional news outlets.’ (Akhgar, 2019) 

Like many businesses and organisations, Police forces in the United Kingdom are also utilising Social media to their advantage. 
‘A successful working relationship between the police service and the media is vital. Working with the media to communicate to the public can help solve crimes, bring offenders to justice and keep communities safe. It can also give the public insight into what the police are doing and why they are doing it.’ (College of Policing, 2017)

Gloucesteshire Constabularies rationale within their social media policy notes ‘Social & digital media is transforming the way society communicates. For us as a police force, it provides channels for more direct engagement with individuals, our communities, businesses and partner organisations. These engagement opportunities can help us to explain the diverse work we undertake on a daily basis and help to improve trust, satisfaction and confidence in us. It enables us to give advice and information, make appeals to help detect and tackle crime and to provide reassurance in times of a crisis.’ (Gloucester Constabulary)



In my experience, I have used social media as a Police officer to engage with a community which was currently subjected to an issue with youth annoyance related anti-social behaviour. Over the course of a few weeks, numerous reports were received to the Police Service Centre by members of the public and local business owners who were raising concerns over a large number of teenagers who were congregating at specific locations and being generally anti-social in their behaviour; including under-age drinking, smoking cannabis while swearing and being generally intimidating to other members of the community.  To combat this, a patrol strategy was set up whereby officers would patrol the area regularly and deal with any issues.  Through feeding back findings and posting regular updates to social media page Twitter, I was able to feedback to the community in real-time to evidence my presence in the area and publicly post that their concerns were being listened to and acted upon. 
Similarly, I have also utilised the same method of social media related community engagement following the seizure of an uninsured vehicle. Posts such as this, again, allow for members of the local community to see what we as Police Officers are up to on a daily basis. It could be raised that posts such as these may act a deterrent to would be offenders. Perhaps someone who regularly drives an uninsured vehicle may think to act appropriately and insure their vehicle to mitigate the risk of having it seized by the Police. 
Another way in which I have used social media to my advantage as an officer is to obtain information on the whereabouts of an outstanding suspect. Within a few hours, I was provided with information on the whereabouts of the suspect and the information led to an arrest.


The force in which I am employed currently utilise three social media platforms, which include Facebook, Twitter and Instagram. A variety of accounts are set-up by the force which usually cover specific topics to that page. For example, there is a twitter page for the Roads Policing Unit; which, as the name suggests, posts regularly on what’s happening on the roads. Having separate accounts to cover different types of content can be of benefit to the ‘follower’ of that particular account, who may only wish to see certain content in their respective feed. An interesting method in which forces use Social media is to push current initiatives and campaigns. Traditionally, around the festive period, there is usually a ‘Don’t Drink and Drive’ campaign which coincides with the increase in Christmas parties over the holiday season, in which people tend to consume more alcohol. The force will then tend to direct a lot of online content raising awareness in relation to the subject. 

‘Successful policing depends on engaging and communicating effectively with the communities each force serves. Developing and maintaining positive relationships is an essential part of this and should form part of everyday policing. It is not a passive process but a proactive collaboration between all the parties involved. Successful police engagement and communication with communities can help prevent crime and anti-social behaviour, reduce crime and the fear of crime, bring offenders to justice and deliver a service that the police service and those it serves can be proud of and which keeps communities safe.’ (College of Policing)



Interestingly, not only are the Police using Social media as a platform for posting content and engaging with communities, but as potential evidence against offenders. Evidence relating to internet facilitated offences such as harassment, stalking, malicious communications and fraud, is often gathered through digital media investigations. An example could include that following the arrest of an individual for the offence of harassment, their mobile phone is seized in order for a digital media investigation to take place, whereby the Police will be able to examine content on the device in search of evidence relating to the specific offence; this could be via viewing social media and message activity. 
‘Social media has introduced new ways of both committing and solving crimes into our increasingly digital world. Services like Facebook, Twitter and Instagram create opportunities for criminal activity. They also allow police services to scour publicly generated user information – posts, pictures, videos and personal information.’  (Klippenstein 2021) 


It can be evident to see that Social media is a fantastic tool for community engagement. There are of course a number of other uses and benefits. Using Social Media to provide instant updates via online posts in relation to on-going incidents, obtaining vital information in relation to investigations, and appealing for information on wanted/missing persons. 
A fantastic example on how the Police are able to keep members of the community updated, comes from the Boston Police Department, in the aftermath of the Boston Marathon Bombings in 2013. Following the terrorist attack,  Cheryl Fiandaca, the bureau chief of public information for the Boston Police Department stated that ‘twitter proved to be the quickest and most reliable way to communicate with Boston residents, marathon runners, friends and family members, the news media, BPD employees and other law enforcement agencies. The BPD posted 148 tweets during the five-day manhunt that ended with the capture of suspect Dzhokhar  Tsarnaev.’ (Fiandaca 2013) 

In 2017, Prof. Pete Burnap of Cardiff University published an article stating that ‘Social media can be an invaluable source of information for police when managing major disruptive events. An analysis of data taken from the London riots in 2011 showed that computer systems could automatically scan through Twitter and detect serious incidents, such as shops being broken in to and cars being set alight, before they were reported to the Metropolitan Police Service.’  (Burnap 2017)


 
Some may argue that the use of Social media has caused detriment to the Police. Musteen of Rogers Police Department, USA  states that ’With the speedy access to cameras and social networking sites it takes just a few seconds to record a police encounter and post it to billions of people around the world. Not only can someone post these videos, but with today’s technology they can edit and post only the portions they want seen. This can wreak havoc on a police department’s public image and the officer’s credibility.’ (Musteen, 2013) 

Musteen raises a valid point. In my experience, I have attended countless incidents where individuals have started filming my actions using their mobile phones, and posted the footage to social media. Although I am not phased by this and remain assured that I haven’t acted inappropriately or in a way which would bring discredit to myself or the organisation which I represent; there is still other obvious risks involved as a result of this kind of unwanted publicity, especially if the videos are edited or misinterpreted to cloud the full story, portraying my actions negatively. 

This of course is not the only risk involved when it comes to Social media. There are risks to any person or organisation, including the Police in relation to the use of Social media. The Association of Chief Police Officers notes that ‘the safe use of the Internet and social media requires an awareness of risks. (ACPO)
Particular areas of risk include the breach of trust or confidence, which can occur due to disclosure of information obtained by the police service or about colleagues or members of the public. 

Another area of risk would be to bring discredit on the police service through poor conduct either on or off duty which can lead to a loss in public confidence. In relation to misconduct via social media, IOPC director general Michael Lockwood stated that ‘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. Officers can face serious disciplinary or even criminal consequences if they do not uphold the standards of professional behaviour.’  (Lockwood, 2021) 
It is important to remember that as a Police officer, we are duty-bound to adhere to the Code of Ethics and standards of professional behaviour both on and off duty. ‘The aim of this Code of Ethics is to support each member of the policing profession to deliver the highest professional standards in their service to the public.’ (College of Policing, 2014) 

The use and handling of information and content can also cause a be a risk faced when using social media. Revealing personal information could lead to an increased vulnerability online, and result in harassment, fraud, corruption or even blackmail, among other dangers. When officers publicly post their identity, they can open themselves up to the risk of being targeted. This could prove a risk to the officer themselves or even their loved ones if private life is overshared online. 

 There is also risk through use of social media if information such as operational material and articles which relate to investigations is revealed publicly.  Unauthorised disclosure of personal data or information could result in a breach of the  Data Protection Act 2018 (GDPR). 


In conclusion, it is clear that there are both positives and negatives in relation to the use of social media and how the Police utilise it to engage with communities.   Having the ability and means to engage with communities online can build trust, rapport and show legitimacy within the organisation if the user does so effectively. 
 There is strength in the efficiency to pass vital real-time information to members of the public instantly. An example could include something as quick and easy as a simple tweet or Facebook post advising members of the public to avoid a certain locality due to an on-going incident, thousands of whom may see the post seconds of it going live. 
Another example could include an urgent appeal to trace a missing person. 

Of course, there are also weaknesses, it could be argued that although a large number of the population within society use social media; not everybody does. 
This may be lead to individuals within the community in being kept out of the loop in what is going on in their area. Due to this factor, I argue that there is still a strong need and requirement for traditional community engagement methods, such as face to face engagement. For this reason, perhaps the use of social media should be viewed as more of a tool in the arsenal of methods available to the officer seeking to effectively engage with their communities. 
Disadvantages also occur when the Police’s use of Social media falls beneath the standards of professional behaviour. There have been many occurrences where an individual has posted an unacceptable tweet, Facebook post or instagram photo which compromises the integrity and legitimacy of the organisation. This of course can lead to public mistrust and perhaps a lack of faith in the officers which make up the organisation. 
Overall, the strengths and weaknesses to the Police’s use of social media will continue to become apparent as technology continues to develop rapidly in new ways making Social media even more accessible to its users. 

As Social media is such an accessible means of obtaining live information, and with such a large portion of society now active on its platforms, it is clear that there is a necessity and demand for the Police to continue to engage with communities in this way.  As technology continues to develop, the Police must also consider keeping their practises current, which it seems they have done so far in the usage of platforms such as Facebook, Twitter and Instagram. 
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Task 3 

One of the main draws to joining the Police force for myself, was the fact that every day is different, and that no two days at the office are the same. Since joining the organisation and working on the frontline of Policing for almost three years, I have come to realise that no two challenges or incidents are the same; let alone two days. This of course requires a need to be dynamic in the way in which officers work. 
Police work can be very difficult. Officers are expected to deal with challenging situations, often with people who are at their worst stages of personal crisis. Victims of crime, service users and members of the public all expect a high level of service from the Police; and it is for this reason, I believe that in order to manage expectations and provide a quality service effectively; officers need to have the ability to be great leaders. 
‘An essential element of good police leadership is being a role model for treating the public respectfully and making fair decisions. This is known also as procedural justice. In any organisation, it is crucial that leaders are seen to be fair in the way they treat people and are open to challenge. It is important for police leaders to show openness, accountability, and fairness’ (HMICFRS, 2017)
‘Leadership is a term often misused by those who dispute its value, or by those convinced it is a panacea for all ills. It is not the sole preserve of those in high-ranking roles, but a capability that is necessary and can be developed at every level. In policing, leadership can be described in four dimensions: individual, operational, senior, and organisational. At the individual level, everyone working in policing needs leadership attributes to be successful in their role. At the operational level, incident management and team effectiveness are critical. The task is different at a senior level, which is more strategic yet still requires elements of command. Organisational leadership involves the governance, executive and direction of a service at a systemic level.’ (College of Policing 2015) 

In my experience as a Police officer, I have had to use a variety of leadership styles depending on the challenge I have been faced with and believe there is a necessity for different approaches depending on the task at hand. 
I recall a particular incident whereby I was tasked by my sergeant to conduct arrest enquires for a wanted suspect. I was in company of three other officers, who were all relatively new to the role. The plan for the task seemed simple; enter, arrest the suspect, leave with him in our custody and deliver him to the custody unit.  
When initially tasked to complete this objective, I recall having quite a laid-back attitude to the situation. 
Knowing I was not a senior rank to the three officers who were coming with me, I didn’t assume any formal position of leadership; though if I had to describe my approach; I would consider it to be ‘Laissez-Faire’. I felt quite laid back that there was enough of us as officers going in to arrest the suspect.
‘Laissez-faire leadership, also known as delegative leadership, is a type of leadership style in which leaders are hands-off and allow group members to make the decisions.’ – (Gans, 2021)



Whilst on the journey to the suspect’s address, I was aware that I was being considered the most experienced and longest serving officer, but just assured my colleagues and myself, that we would go in and get on with the job in hand.

We gained access to the suspects property having been allowed in by the homeowner. We were informed that the suspect was upstairs in their bedroom. We proceeded to the first floor and entered the bedroom to be met with a great deal of hostility and presented with threats of violence by the suspect.  Efforts were made to engage with the suspect using tactical communications however this proved ineffective each time the tactic was used. The suspect was refusing to comply with any instructions given, and became verbally abusive and continued making threats of violence towards us as officers. 
The suspect became more violent and actively begin to resist arrest, through pulling away and trying to push his way past us in attempts to get away.
My colleagues and I used a joint effort in executing a takedown technique which proved effective in restraining the suspect; however, there was a lack of communication amongst us officers as to what direction and steps we should take from this point. Though now on the ground, the suspect continued to lash out and display a high level of aggression and violence towards us. 
As the most experienced officer in this situation, I began to take control using a ‘Commanding Leadership’ approach, to give clear instructions to my colleagues. 

‘Command and control has been the go-to leadership style for a lot of people these days and it can be effective in the short-term. When a in a true crisis and there is need for a fast turnaround, sometimes the best option is to have someone that is willing to take over and make the tough calls needed. The Commanding style also works well when there is an actual emergency, and you need a leader who can make quick decisions and deliver orders fast in order to save lives’ – (Eure Consulting 2019) 


Through adapting to this leadership approach, I was able to work with my team but make the quick and necessary decisions to effect conflict management tactics as a unit; the use of Limb restraints, Home Office approved ground-pin and the application of handcuffs were utilised to gain control.

The next step in the process was to safely extract the suspect from his property and into our Police vehicle; this was completed once again using clear and concise directives, which all of my colleagues followed without question.
In doing so, we were able to successfully effect the arrest of the non-compliant suspect who was clearly agitated and aggressive. The suspect was escorted to the rear of the Police vehicle and conveyed to the custody unit. The task was complete and was achieved successfully; with no injuries caused to any party and the wanted male now in Police custody. 
For this incident, I believe the approach of a ‘Commanding Leadership’ style was used effectively. The approach led to all four of us officers working together as a team, with one leader. Each member of this four-person team worked seamlessly towards the desired goal; and completed the objective efficiently and safely. 
Additionally, I would also consider I demonstrated the ability to dynamically change my style of leadership when the circumstances called for it.
Although on this occasion, the ‘Commanding’ leadership approach worked well, I would be wary in continuing to demonstrate this particular style of leadership. As described, I consider the approach worked well in this high-risk situation when my team and I arrested the violent suspect; but do not believe there is a place for this leadership unless similar circumstances or emergencies present themselves.
I make this consideration due to the possible strain and tensions which could arise among the team if this type of leadership approach was used more frequently. 
Fortunately, in the scenario which I have described, the team worked well together; however, I argue the point that things may have worked out differently if there had been any challenges to my directive and the team not following through with the commands. This may have led to a breakdown in communication and function and members of the team, and the suspect may have gotten hurt as a result. 
In reflection to this scenario, I believe I acted appropriately in using the commanding leadership style but would perhaps think twice before using the same approach next time, due to not wishing to cause any strain or tension among the team. 

‘In leadership, people and relationships are more important than tasks. Tasks do matter, but the main role of a good leader is to motivate and inspire other people to do the tasks well. You need to know how to delegate and be the leader of other leaders. The leader is the conductor of the orchestra, not the first violin. But you also need to know when to step in and take responsibility. Don’t be afraid to say ‘stop’ or ‘no’ if you think things are going wrong. And don’t let other people push you into a decision which you are not comfortable with.’ (Fraser 2014)
Sir Frasers point is interesting, as it focuses on the importance of people and relationships over tasks and it can be interpreted that through investment and focus on individuals, they can be motivated to perform tasks and achieve goals set.

Perhaps the most effective model for leadership and team management comes from Adair.
Adair’s ‘Three Circle Model’ advises an effective team can be developed by a leader implementing three key principles. Which include Achieving the task, building, and maintaining the team and developing the individual.
The ‘Three Circle Model’ by Adair is both practical and simple approach in what leaders must do to achieve an effective team. By having a concise understanding on the task set, maintaining the needs of the team and developing the individuals within, the team will be able to function effectively and perform to a high standard. 


An interesting take on leadership from retired US Navy SEAL Commander, Jocko Willink, notes that- ‘Leaders should never be satisfied. They must always strive to improve, and they must build that mind-set into the team. They must face the facts through a realistic, brutally honest assessment of themselves and their performance. Identifying weaknesses, good leaders seek to strengthen them and come up with a plan to overcome challenges.’ (Willink 2017)
Willink illustrates that a transformational leadership style by creating a mind-set, and by reflecting upon the self, individuals within the team can constantly strive to improve on their performances.
I would consider Willink’s take on transformational leadership to quite prevalent in the Police from my own experiences. As a Police officer, I believe that I work in an organisation that is constantly striving for improvement, and there is always a need for reflection in to how we can perform to a higher standard. Fortunately, I have been surrounded by good leaders who have utilised their own skills in improving not only my performance, but my team also. 

Interestingly, I have seen leadership implemented within my own operational policing team, when we were informed that we were having a new duty sergeant take on the role. In hindsight, when I reflect on the stages of team dynamics, I can now see that we experienced all stages of Tuckman’s model of Team Formation (1965). 
Tuckman’s model provides the stages in which a team may form and progress. The model is intriguing as it has potential for application across different types of teams, covering a vast spectrum. The model can apply to businesses, sports teams and that of the Policing organisation.
The stages of Tuckman’s theory begin with a ‘Formation’ stage, whereby a new team is formed collective of individuals that will begin to work together, following guidelines from a leader.
Following the ‘Formation’ stage, Tuckman introduces the ‘Storming’ phase, in which the team will deal with confusion and perhaps deal with conflict over roles and decision making. It would be down to the leader to take control of this situation and to ensure common understanding amongst the members.
From the ‘Storming’ phase, Tuckman illustrates the ‘Norming’ phase, in which the team will accept goals, roles and rules and can begin to work positively. It would be the leader’s role to encourage and support the team at this stage to continue work positively. 
Tuckman then introduces the ‘Performing’ phase, in which the team will focus on achieving goals and individuals growth for team members. At this stage, any conflicts would be handled positively and the leader can continue to encourage high performance and perhaps reward in celebrating success.
Finally, Tuckman introduces the ‘Adjourning’ phase,  whereby the team has achieved the task and is disassembled,  leaving members with a feelings of loss; causing a decrease in motivation. 

In conclusion, it is evident that there is an abundance of leadership styles and approaches required in the role of Policing, in all aspects of the job. Whether it be managing a team of officers during a high-risk situation, being a leader in the community and leading by example to others or leading as a supervisor to ensure that all members of the team are focused on achieving tasks and self-development while also being on the right track in relation to their well-being and morale.
I do not believe there is any one particular leadership style which suits all situations, and the need to be able to dynamically shift from one approach to the other is likely to be the most effective in the business of Policing.
It is also important to note that everybody has the potential to be a leader. Just because a Police Constable is the lowest in the general chain of command in the Policing structure, isn’t to say he or she can not be a leader. Constables can be professional leaders amongst themselves as part of the wider team and also take on the role of a leader in the communities which they serve. 
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Task 4 




Almost three years have passed since I attested as a Police Constable in March 2019. I am now nearing the end of my three year probationary period, and would describe my career so far as an unforgettable experience. In my career so far, I have had experienced challenges that I never thought I would. There have been high points and low points, though due to positive coaching and mentorship, I am now only a few steps away from becoming confirmed in rank as a Police Constable. 


The first challenge of my role as a student Police Constable was to complete the initial six months training school. 
This initial period required a great deal of focus to learn the laws I would be expected to uphold and which legal powers would allow me to do so. Other classroom learning would include a scope of subjects such as vulnerability, mental health and domestic violence; all subjects which I now know I encounter on a daily basis within my role as a frontline response officer. 
I would then go on to sit a number of written exams covering a range of Policing topics such as legislation, policies and procedures within the organisation in order to demonstrate my newly acquired knowledge of the subjects taught in the classroom.
Training school also provided me with a range of assessed scenarios to gain a basic experience in applying the knowledge in a practical means. 

In my experience, I found the classroom based learning taught at the training school had its pro’s and con’s in preparing me for the ‘real world’ I would soon be faced with upon completion of the initial training period. 
 A negative point I raise in relation to the training school experience is not down to the organisation itself, but to the amount of time it had been since I had any experience with academia. Almost ten-years had passed since I had left school and gained qualifications through writing essays and studying for exams. This was a factor which made me feel quite intimidated when presented with the amount of academic work which would be required over the coming three years.  

The teachers at the training school were officers themselves, many of whom had years of experience in the organisation, both on the front-lines of policing and in specialist departments. At times, we would have subject matter experts attend to provide a lesson in a specialist subject. 
Having being taught by officers who’d been there and done it allowed me to feel assured that I was being taught by persons who had first hand practical experience in the subject matter. 

Grasping an understanding in the topics taught in the classroom would prove extremely valuable at real world incidents.

However, some may argue that classroom based learning perhaps isn’t effective in areas key for policing.  Birzer, Bradford and Pynes note that ‘The majority of students graduating from police academies have been taught using teacher-centred approaches. Under this philosophy, students are passive recipients of information presented to them by subject matter experts or more experienced officers, an approach that is ineffective in building the decision-making, problem-solving, and interpersonal skills needed by police officers today.’ - (Birzer, 1999; Bradford & Pynes, 1999).


Though I understand the point raised by Birzer, Bradfors & Pynes, in my experience, I felt that I learned sufficient decision-making, problem-solving and interpersonal skills through the methods which the organisation have in place to train, teach and develop new officers. 



Following my completion at training school, I would move forward to the next step of my career, which was the tutorship period. The tutorship period would provide me with my first real experience in applying the knowledge taught at the training school at live incidents, under the supervision and guidance of an experienced officer deemed capable by the organisation of mentoring new recruits in learning the craft of the role. This phase would last for around twelve weeks.



‘A Tutor Constable provides mentoring, instruction and guidance as well as facilitating work-based learning, development and assessment on a 1:1 or small group basis.  This may be on a full-time basis or in addition to other workplace roles.  Tutors are able to plan for, and enable work-based learning opportunities in a structured way, most typically by using coaching, feedback and assessment skills.’ - (College of Policing, 2021)

The tutorship period may also be referred to as a mentoring stage. Sprafka, Harvey, Kranda + April H note that ‘Mentoring is a mutually beneficial relationship in which a knowledgeable and skilled veteran officer provides insight, guidance, and developmental opportunities to a lesser-skilled and experienced colleague. There are three primary goals of a mentoring relationship: to promote professional growth, to inspire personal motivation, and to enhance effectiveness of police service.’  (Sprafka, Harvey, Kranda, April H - Police Chief 2020)


I recall showing up for my first tour of duty at my allocated Police Station, which was at the heart of a busy sector, covering the city’s higher crime rate areas. I felt nervous suiting up in my uniform and personal protective equipment knowing I would be in for a busy night shift. 
Around two minutes after placing a battery in my police radio and being introduced to my new team, my tutor constable and I were immediately called to an on-going break-in, whereby the subject was reported to be wielding a sledge hammer, and using it to force entry into someone else’s property.  
We rushed out to our marked police vehicle. My tutor illuminated the blue lights, sped us through traffic all while receiving further information and updates through the radio.  At this moment I felt like a rabbit in the headlights; never before had I been presented with the possible threat of dealing with someone wielding a potential weapon.
We arrived at the location a short time later, only for the call to be a false report.  I will never forget how adrenalised I felt from that first call. It was at this moment I seemingly realised that I was now in the ‘real world’ and not just another training scenario. The risk of danger, violence and threat was now to be very much expected. 

The beginning of my tutorship period was a daunting experience. I recall second-guessing and questioning myself that I hadn’t learnt anything during my time at the training school, and had some underlying doubts that perhaps I wasn’t good enough for the role. 
 Due to these feelings, I remember having a discussion with my tutor where I voiced some of my concerns. We mutually set some expectations, goals and achievable learning points in order to build on my progression as an officer. We spoke about having confidence in my training and my ability. He advised me to trust the process and that in no time I would be able to do the job with no issues at all. 

Having constructive feedback and completing reflective practise with my tutor gave me the insight on how to work on areas of weakness while maintaining confidence in areas of strength. My tutor already had commented that he was impressed with my ability to communicate with people, advising me that I had a calming nature and would treat everyone respectfully, no matter if they were a victim of crime, member of the public, service user or criminal.  
I quickly realised that the more incidents that I attended in company of my tutor, the more my confidence and capabilities grew. I became more competent as the twelve-week period passed and believe that this experience proved vital in achieving ‘independent patrol status’. As time went on, the nerves of attending calls seemed to settle. I was still quite apprehensive of the prospect of going out alone in a matter of weeks, without having a coach or mentor to guide me in my practises. 


Learning by doing is the process whereby people make sense of their experiences, especially those experiences in which they actively engage in making things and exploring the world. It is both a conceptual designation applied to a wide variety of learning situations (in fact, as some would argue, to all learning), and a pedagogical approach in which teachers seek to engage learners in more hands-on, creative modes of learning. (Encyclopaedia of Sciences of Learning) 

Having successfully completed my tutorship period and achieving ‘independent patrol status’, I was deemed competent enough conduct my duties solo. Having the luxury of attending incidents in the company of an officer holding almost twenty years service at every incident taken away was daunting at first. However, it was a step away from what I felt was becoming ‘comfort zone’. I believe it was a necessary step in my development as an officer, although I was quite nervous at the time.  My first experiences of solo-crewing were positive. I had faith in my ability and I was confident that I was capable of managing the challenges ahead effectively. The rest of my team and Sargent were fully aware that I was a new officer and remained approachable and patient with my inexperience.  I was given numerous opportunities over the following months of achieving independent patrol to keep practising the skills learned during initial training and tutorship periods. 







My second year of the probationary period saw a continuation of needing to demonstrate competency in fulfilling my role and responsibilities as a front-line Police Officer. 
During this time, I was deployed to a variety of departments within the force in order to gain experience and understanding. These deployments provided an extremely helpful insight and allowed me to reflect on how I could improve my own performance on the front line. Whilst on the deployments, I would be allocated a mentor who would be an expert in the subject matter covered by a specific department.  I recall attending my roads policing unit deployment and being successfully coached in how to effectively deal with road traffic collisions and policing minor road traffic offences. Although I had been taught the knowledge at initial training, and had some experience within my first year as an officer. I consider myself to have benefitted greatly from seeing a specialist officer perform these duties. Another deployment which I felt of great benefit was that of the investigative hub, who take on a majority of the cases when the suspect is in custody. Due to the existence of the investigative hub, I had not had much experience in file building and suspect interviewing, therefore when I attended my four week deployment, I was able to exercise my skills and work on becoming a better rounded officer in this regard. 

Although I deem these deployments highly effective in sharpening my skills as an ‘all round’ officer. I argue that certain departments existence can cause de-skilling in certain areas for response officers who are expected to ‘hand-on’ their work.   As described, while deployed to the investigative hub, I was able to regularly interview and work on case files of evidence over a four week period. However, since returning to regular duties, dealing with files and interviewing suspects seems to be an infrequent occurrence. Because of this factor, I feel that I have not had sufficient experiences to continue practising this area of my work and have de-skilled as a result. 




I consider my three year probationary period in the Police has proved to be a positive experience. I feel that over the period on the whole, I have been coached and mentored effectively through all stages.  The staff at training school provided me with the knowledge on legislation, powers, policies and procedures with an understanding of the role of constable. Which I deem to be valuable; however in reflection, I do not believe that I was prepared for the ‘real world’ policing I would be faced with following my attendance for six months.  Although I understand the need and requirement for the classroom learning, and do not doubt the knowledge I have been taught; I do not personally feel that anything can prepare the self for what the role consists of on the frontline, other than the experience of live frontline duty itself.  Which is why in my perception, the most crucial time of my probationary period was the twelve weeks in which I was tutored by an experienced officer. The time spent with my tutor allowed me to gain insight into how to apply the knowledge effectively at live incidents, which over time led me to achieve independent patrol status.
In going forward from my probationary period, I will seek to continue in my development as an officer. I aim to do this by completing relevant courses which will see me become qualified in certain areas. I have recently completed my initial taser course, which allowed me to gain insight and a greater understanding on tactical awareness and an improvement in conflict management. I am now looking to complete a method of entry course, which will allow me to force entry into premises when there is a requirement to do so. Soon, I have got a course which will train me in the skill response driving, which will allow me to get to emergency calls and policing incidents quicker, providing a better response times and ultimately a faster service to those in need. 
A benefit of the Policing organisation is the many diverse career paths within the organisation. For now, I am happy on the frontline of response, and believe that due to a great deal of support, coaching and mentoring, I am now capable to fulfil the role and perform my duties to the standard expected of a proud and professional Police officer. 
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