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

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


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

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

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


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



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



ANSWER:

The College of Policing is an independent body formed in December 2012 with the aim to enhance Policing knowledge and lay out professional standards required by Police Officers across all 43 Police services in England and Wales (Home Office, 2016). In 2014 the College introduced a five-year strategy to achieve this aim, adopting evidence-based approaches to develop educational material which assists Police Officers, researchers, and academics to best understand Policing practices and the standards required of a Police Constable (College of Policing, 2022).

The College introduced the Code of Ethics in 2014 which provided the foundations of the standards of behaviour expected of a member of the Police service. The Code was created with the focal point to encourage and promote self-awareness, ensuring that each action carried out by an individual is the right action in line with the Code’s principles (College of Policing, 2014). The Code is broken down in to two sections, those being the 10 Standards of Professional Behaviour and the 9 Policing Principles which are closely derived from Robert Peel’s 1829 Policing Principles and the 7 Principles of Public Life published in 1995.

The 9 Policing Principles outlined in the Code are a detrimental part of a Police employee’s career as they guide the way in which an individual carries out their duties and presents themselves. The 9 Policing Principles are as follows:


1. Accountability
2. Fairness
3. Honesty
4. Integrity
5. Leadership
6. Objectivity
7. Openness
8. Respect
9. Selflessness (College of Policing, 2014).

The 10 Standards of Professional Behaviour outlined in Figure 1 are heavily related to the 9 Policing Principles and in some instances, overlap in terms of Honesty and Integrity. The Standards were derived from the Police Conduct Regulations 2012 to allow Officers and Staff to understand what is required of them in terms of carrying out orders, their use of force and challenging and reporting improper behaviour (College of Policing, 2014).
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Figure 1., College of Policing (2014).

In addition to the College of Policing’s role in disseminating material and guidelines there are several other strategies and visions published to aid and assist officers to fulfil their duties. In 2012, Theresa May, Home Secretary at the time introduced the Strategic Policing Requirement (SPR). The SPR was introduced to ensure that a strategic response was delivered by Police when faced with a national threat or harm to public safety. Five threats were identified which were deemed to require a national response: Terrorism, Serious and Organised Crime, Public Order, Civil Emergencies and Cyber Incidents (College of Policing, 2019).

A 2014 review conducted by Her Majesty’s Inspectorate of Constabulary and Fire and Rescue Services (HMICFRS) produced findings that the number of reported Child Sexual Abuse (CSA) had drastically increased, thus making recommendations that CSA are to be added to the SPR response to which in 2015, CSA was deemed as a National Threat (HMICFRS, 2014). The SPR assists Chief Constables and the Police and Crime Commissioner (PCC) to tackle national threats by adhering to the framework. The SPR is broken down in to two categories, identification of the risks and threats posed and the response that is required to tackle these risks (Home Office, 2016).
In 2015 The National Police Chiefs Council (NPCC) introduced what is known as the ‘Policing Vision 2025’ which was created amongst Chief Constables and Police and Crime Commissioners. The NPCC (2015) state that the Vision outlines a 10-year plan for Policing with the viewpoint of shaping decisions around transformation and how Policing resources are utilised in terms of value for money. The Vision acknowledges that Modern Day Policing is faced with a continuing and growing threat relating to the six threats outlined in the SPR by Theresa May. The Mission for the Policing Vision 2025 is to ensure that communities are safer and reassured by upholding the law, preventing crime and antisocial behaviour and to bring individuals to justice (NPCC, 2015). To achieve the Vision, employees of Police Service’s must know what is required of them and be supported and encouraged in their role.
The Vision focuses on the term ‘Transformation’ which is coined by the College of Policing and NPCC as an approach adopted by the Police Service to develop design and support a workforce which can adapt to twenty-first century Policing (NPCC, 2018). In simplified terms, workforce transformation refers to shaping and modelling employees to adapt to Modern Day Policing but whilst doing so ensuring that employees are supported and feel valued in their role. 
Recruitment plays a vital role in workforce transformation as high-quality and suitable candidates need to be identified to ensure they have the skillsets that are required to achieve the Policing Vision 2025. The NPCC (2018) outline that there are developments in place to provide different entry routes for recruits i.e., Direct entry Detective to enhance attraction to the role and to obtain wide variety of candidates from different cultures, background, and skillsets. Providing a variety of entry routes for candidates will, as the NPCC noted provide candidates with varying skillsets which will be of benefit to different departments and the variety of specialised roles in the Police Service. Recruitment campaigns have entry requirements and interviews focused surrounding the Policing Principles, providing candidates with an insight into what is expected of them in terms of adhering to the Code of Ethics and Standards of Professional Behaviour, as the NPCC (2018) stated it is imperative that professional infrastructure is implemented during the recruitment process to shape Modern Day Police Officers.
In addition to recruitment processes, the key aspect of workforce transformation is wellbeing and resilience. Elliot-Davies (2021) compiled a report for The Police Federation for England and Wales detailing the responses of 12,471 Police Officers surrounding Mental Health in the workplace. The findings of the report showed a staggering 69% of officers stated that difficulties in work were the main factor of their stress. 58% of the officers stated they were suffering with mental health as a direct result of increasing workloads. Another worrying statistic outlined that only 1 in 5 officers sought help for their mental health due to the stigma surrounding it. The figures show that officers require the upmost support to fulfil their duties and role. Workforce transformation will be unable to function should officers not receive support or feel that their voice will be listened to. Police Officers in England and Wales ultimately require to be fit for work in terms of mental welling and physical aspects to ensure that they are not unmotivated or restless which in essence, has the potential to lower the overall standard of work and/or response. 
Having been a Police Constable of South Wales Police for approximately three years, I have been faced with a variety of challenges, taken part in numerous educational inputs, and have witnessed how different processes have change over time. There is no set definition for a modern-day Police Officer, however, The Policing Vision 2025 refers to what is known as ‘Modern Day Policing’. Modern Day Policing focuses on the Police developing an understanding of their communities’ needs and interests to enable policing by consent and to break down barriers between the public and the Police (NPCC, 2018). The Vision makes an additional reference to Policing in a Digital world. Technology is growing faster than ever, and it is imperative that Police employees understand and adapt to the rapidly changing society as technology is at the heart of Policing (NPCC, 2018).
To efficiently evidence my career thus far I will be utilising Gibb’s Reflective Practice Model. At the start of my career with South Wales Police I completed 6 months initial training which was delivered with the aim to prepare colleagues and I for modern day Policing. Immediately after the initial period, I entered a 12-week tutorship whereby I was mentored and shown how to deal incidents that I was presented with. Successful competition of my tutorship allowed me to become an independent officer. The first number of months were difficult due to being faced with numerous incidents that I had not dealt with before; however, I remained positive and overcame the issues presented by asking my fellow colleagues for their assistance. My team consisted of several officers who were very experienced, making my first couple of months easier.
Currently, I am now within my last year of probation and academic studies. The two previous years have been challenging in addition to a world-wide pandemic, namely Covid-19. Despite the difficulties, I have adapted strongly to the changing environment in terms of policies, processes, and implementation of digital technology. 
South Wales Police use a computer system, commonly known as NICHE. The system as of March 2022 was shut down due to an introduction of a newer, updated system. To ensure that I was prepared, I completed numerous electronic learning packages to provide myself with an insight into the changes. When the change happened, I felt at ease, and I was able to use the system with confidence. This is only one small snippet of a technological change that I have adapted to. Another prime example would be the introduction of Medical Notes through an internet-based portal. The process for obtaining medical records were previously made through paper copies. However, as of recently this process has been digitized. The digitized process was complex, and my colleagues did not understand the system. However, I was lucky in the respect that I attended an online meeting concerning the changes. My willingness to learn enabled me to adapt to the changes and to teach other members on the team the new process. Technological crime is increasing therefore, adapting to ever-changing processes in a digital world is imperative. Modern-Day Policing focuses on digital technology, and I strongly believe that I adapt to this change to become a Modern-Day Police Officer.
In addition to new processes above, I find it vital to conduct research of my own by utilising sources from the College of Policing and through South Wales Police’s intranet. The willingness to learn forms part and parcel of a career in the Police, Cooper (2014) outlines that learning helps individuals to succeed in their career role. By searching approved practice material on the College of Policing I am able identify any new processes and/or trends that have been found through their evidence-based research. This approach to learning enables me to keep up to date with Modern-Policing requirements and processes. Notably, I found through the College of Policing there is a focus on Neighbourhood Policing to promote problem solving and out of the box techniques as opposed to just dealing with a sole incident. The material I read enabled me to think differently and to adopt a problem-solving approach when faced with neighbourhood and/or community issues. One of the main factors of modern-day Policing is in fact to engage with local communities to change or enhance their perception of the Police (NPCC, 2018).
My current role as a Response Officer has drastically changed from when I started my career. As stated earlier, I am now an independent Police Constable opposed to a Student Constable. 
Police recruitment has thrived recently, meaning there has been an influx of officers. Unfortunately, the experienced officers on my team have transferred to other departments thus meaning I am now one of the most experienced officers, yet still in my probationary period. It is a challenge for me in the respect that I must lead by example for my new colleagues even though I do not hold many years of experience. I find on occasions that I am faced with incidents or processes that I have not experienced and due to the little amount of service of my colleagues, they are unaware of what to do whereas before, I had a strong support network of experienced colleagues to guide me. Despite this, I believe from the start of my career to now my confidence has greatly increased and overall, I feel competent to carry out the tasks that are required of me by my supervisors.  
Due to nearing the end of my probationary period, I have had numerous discussions with my supervisor surrounding specialising in certain departments. I have decided that I wish to pursue a career in the Roads Policing Unit as the role of a Roads Policing officer interests me. It is my ambition to pursue a career in the department and has been since initial training, however I was unable to provide that motive with any thought at the time due to the extensive probationary period and academic work. At the start of my third year, I strategically planned when I was going to complete my certain deadlines which allowed me to book several courses to aid my career path. At this moment in time, I have successfully completed my Blue Light Driving Course, Stinger Course and Station Breath Test Procedure course, all of which will assist my career path. Completion of the courses has provided me with extended knowledge, skills, and motivation to pursue a career in the Roads Policing Unit. The fact that I have now entered my third year, I feel that I have a weight off my shoulders in terms of my academic studies and probationary period allowing me to focus on my career solely.
Overall, my role as Police Constable from the initial training to the end of my probation has significantly changed, in terms of the experience I have gained, and the skills achieved through the courses I have undertaken to assist with pursuing my career path. I expect that changes in my job role in terms of technology and process will continually change due to the modern-day world we live in. I have the confidence that I will be able to adapt to such changes with ease.
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  

  
	
Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing?
What are the benefits and risks of using social media?


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




ANSWER:

Social media is form of communication that is rapidly growing, there are a wide variety of social media platforms, namely Facebook, Twitter, Instagram, and YouTube. The Statisa Research Department (2021) outline in a recent survey that 3.6 billion people use social media worldwide. 

The use of social media is imperative in modern day policing to build upon the concept of Policing by Consent as social media provides the opportunity for an individual to have two-way conversation opposed to being fed information. The use of social media in a modern world Policing enables Police forces to communicate and engage with their communities (The Police Foundation, 2014). Research conducted by Wright (2006) highlights that Police forces commonly use social media as a tool to disseminate and circulate information surrounding wanted or missing persons, ongoing incidents, crime prevention advice and to encourage reporting of incidents in local communities.

Since starting my career with South Wales Police, I have increasingly noticed that social media plays a vital role in communicating with our communities. Community Policing plays a significant part in a modern-day Policing environment and with the assistance of social media, policing our communities will become less challenging. The College of Policing (2021) emphasise that Community Policing is the key to the heart of our neighbourhoods and that effective community engagement will establish and provided a two-way dialogue between the public and the Police.

The ‘Policing Vision 2025’ introduced by the National Police Chief’s Council (NPCC) in 2015 holds community policing at its heart to ensure that local community’s needs, and interests are understood so that a tailored service can be delivered. The NPCC (2015) highlight that the rapid growth of technology and social media is shaping the way in which the public wish to engage with the Policing and is changing the public’s perception and expectations of the services they receive.

In the workplace I have access to the local Policing Twitter account enabling me to post tweets concerning ongoing incidents or provide information regarding a wanted or missing person(s). Since obtaining access to the Twitter account I have posted Tweets on several occasions referring to hi-visibility patrols being conducted and to make residents aware of road closures. 

In response to numerous Tweets I have posted, I have had several members of the public reply and engage concerning issues and/or concerns in their local areas, especially when the Tweets are focused around hi-visibility patrols. On one occasion, I posted a Tweet outlining targeted patrols are being conducted for an anti-social behaviour hotspot. In response to the tweet, a member of the public engaged in conversation concerning numerous issues in the targeted area leading to the person making an official report to Police at the Station. Upon speaking with the individual in person they stated that they did not feel like the Police were doing anything regarding the anti-social behaviour but because of seeing the Tweet the individual felt reassured and had the confidence to make an official report. The official report made to Police enabled local neighbourhood officers to conduct targeted patrols on a regular basis and adopt a problem-solving approach to the issue. The individual that engaged solely through Twitter continues to make numerous reports to Police regarding anti-social behaviour issues which are being tackled by my colleagues and I. It is evident that engaging with our communities through social media is a way to break down barriers between the Public and the Police and to boost public confidence. 

In addition to assisting with dissemination of consistent tweets regarding targeted patrols and/or information concerning Road Safety Week, Knife Crime, Domestic Abuse Awareness I have attended numerous calls whereby social media has played a significant role. I attended an incident several months ago referring to a young female who had gone missing. The female was below the age of 18 and had not gone missing previously. I attended the female’s address and spoke to her parents who explained that she had left the address with her mobile phone and her whereabouts were unknown. The parents stated that this behaviour was out of the ordinary for the female and that she did not have any friends within the locality. When Police attend a report of a missing person it is imperative to ask for their social media details as the platforms in which an individual uses can provide lines of enquiry regarding their whereabouts i.e., their location or last active status. The female’s parents had the daughter’s SnapChat account logged into their mobile device which instantaneously provided me with a line of enquiry, that being her live location. SnapChat is a large social media platform which has the ability to display a user’s real-time location. As a result of the information I gathered, I informed local officers to attend the given location on the female’s snapchat to which she was in a nearby car park. The assistance of social media, namely SnapChat was highly effective in locating the female and I believe if SnapChat had not played a role in the investigation the female would not have been located as quickly as she had been. Additionally, if the parents did not have the female’s social media details, I would have considered requesting their permission for the South Wales Police social media platforms to release a photograph of the female to disseminate a missing person plea. This incident is a snapshot of the incidents I attend involving social media; however, I believe that this incident is an exemplary example as it positively shows the power of social media in terms of assisting a Police investigation and/or obtaining differing lines of enquiries. 

Social media is widely used by Police Forces in England and Wales, a survey compiled by Sussex Police in 2018 disseminated to 25,700 respondents across all 43 force areas in England and Wales focused on obtaining responses regarding the Police’s social media use. The survey found that 54% of the respondents felt an element of reassurance when the posts were focussed on crime and/or targeted patrols and 70% stated that the force’s increase in social media use enhanced their confidence in the Police (Surrey Police, 2018).  The statistics detail that social media plays a part in enhancing the public’s confidence in the Police and provide vital reassurance. 

As previously mentioned, I have access to the local Policing Twitter, Facebook too is a very popular social media platform utilised in Policing. The Social Media Guidebook for Law Enforcement Agencies (2019) state that a staggering 94% of Police services use Facebook which is closely followed by 71% at Twitter and The Police Foundation (2014) argue that Facebook and Twitter are in fact the most common forms of social media used in Modern Day Policing. Twitter is a social media platform utilised by approximately 206 million people daily (Statista Research Department, 2022) and is used to communicate and stay up to date with real time news and/or incidents (Twitter, 2022). 

The internet and digital technology are increasingly significant in our day to day lives and it is imperative that anything posted on social media sites whilst on or off duty is sensible. The Independent Office for Police Conduct (2021) strongly suggest that officers must not post any material online which has the potential to viewed in a discriminatory, abusive and/or offensive manner. For me to obtain the details for the local Twitter account it was mandatory for me to complete an electronic learning package to understand the policies focused on social media use in the workplace. In addition to the learning package, it was required of me to read the Safe Use of Social Media guidelines provided by the Association of Chief Police Officers (ACPO) which was implemented in 2013. I noted that on competition of both learning packages, the ACPO guidelines do not differentiate from the South Wales Police social media policy. 

Social media carries several benefits, however there are substantial risks to personal and force security should the ACPO guidelines not be adhered to (ACPO, 2013). ACPO’s Social Media report (2013) identified five risk areas that all personnel on or off duty must be aware of regarding the use of social media. The five risk categories refer to:

1. Breach of Trust 
2. Disclosure of Personal Data
3. Carrying out an action on social media that brings discredit on the Police Service
4. Disclosure of Personal Information
5. Disclosing operational information which has the potential to jeopardise investigations (ACPO, 2013)

In essence, ACPO emphasise that the standards of which Police Officers adhere to offline must be adhered to online to ensure that public confidence or perception of the Police is not tarnished (ACPO, 2013). Unfortunately, instances do occur when members of the Police service do not adhere to the policies and guidelines regarding social media use. The Independent Office for Police Conduct (IOPC) (2021) published an article warning officers concerning inappropriate social media use. In the published article, Lockwood (2021), the director of IOPC strongly outlined several investigations took place between 2018 and 2020 which highlighted numerous instances of officers sharing offensive material on social media, ranging from racist to sexist remarks. I believe it is highly important for colleagues and I to fully understand the policies surrounding the use of social media as even one mistake has the potential to make a detrimental impact on public confidence. 

If the guidelines and policies concerning social media are adhered to then the use of social media in a modern-day Policing world are highly beneficial. In 2012, Composite Research created a report regarding ‘Best Practice in Police Social Media’ which identified nine key benefits of using social media in a modern-day Policing environment. The nine benefits listed are as follows: 

1. Social media can provide a source of criminal information
2. Social media enables the public to voice their opinions
3. Police forces can disseminate vital information
4. Social media enables the Police to obtain information from the public
5. The Police can interact with the Public
6. The public can communicate with the Police, enhancing Community Engagement
7. Social media enables Police forces to show the human side of Policing
8. The use of social media reduces the strain on Policing IT Infrastructure i.e., Persons will visit the social media site opposed to the Force’s website.
9. Social media is overall efficient for Policing our communities (Composite Research, 2012)

Dissemination of crucial information regarding disputing misinformation or providing updates concerning ongoing incidents on social media is imperative to provide reassurance to the Public. During times of disorder and public protests social media can be utilised by Police forces to disseminate real-time updates to provide reassurance to the public. In 2011 the London Riots broke out which led to misinformation being wildly spread across social media referring to riots breaking out in other locations. Crump (2011) outlines that a notable example showing best use of social media at that current time of crisis is when Mark Payne of West-Midlands Police tweeted that there had been no reports of disturbance in a particular area despite numerous social media reports spreading misinformation. A report written by BBC Journalist Wilson (2011) into the use of social media by Mark Payne during the London Riots highlighted an interview involving Mark whereby he stated: 

“It is important when you’ve got the facts in front of you, that you are able to let people know what’s going on really quickly and social media provides an easy way of doing it”

Payne (2011) outlined in his blog that he received hundreds of messages from the public thanking him for utilising social media in a particular scary and tough crisis, Payne emphasised that his effective use of social media reassured many individuals.

Another exemplary use of social media in modern day policing refers to the Boston Marathon Bombing in 2013, the Boston Police Department Twitter posted live updates over a period of 5 days concerning their efforts to locate the suspect which provided a great deal of reassurance to the members of public in the vicinity. An interview by Swann (2013) was conducted with the Chief Officer of Boston Police Department, Cheryl Fiandaca surrounding the utilisation of social media and the bombing. Fiandaca (2013) outlined that Twitter was the go-to method to communicate with the public, over a period of 5 days 148 tweets were disseminated until the suspects Dzhokhar Tsarnaev and his brother were apprehended. The Boston Police department posted several photos of the suspects of which those tweets received an excess of 20,000 retweets (Swann, 2013).

Although not as significant, my experience and use of social media closely relates to the principle of the examples above. It is evident that the dissemination of information concerning what is happening and detailing officer’s actions increases reassurance amongst the public. However, there are notable downsides to social media use, namely: the spread of misinformation causing the public’s perception concerning an incident and/or the Police to be altered and the fact that should a social media campaign be created by a Police Force it is somewhat difficult to take control of that campaign i.e., the New York Police Department (NYPD) #MyNYPD campaign. In 2014, NYPD encouraged the public to post photographs of themselves with NYPD officers using the hashtag #MyNYPD, the aim of the campaign was to boost community engagement between the Public and the Police. Instead, the campaign was met with hostility and saw thousands of tweets concerning videos and photographs of an offensive nature ranging from details of officers being leaked to Police brutality hash tagged with #MyNYPD. This is a prime example showing that social media carries risks, to tackle those risks Police Force’s must be aware of the audiences to which they are posting tweets and/or messages to. 

Overall, social media is effective from a community engagement viewpoint to provide the public with information concerning issues regarding public safety, to deny claims of misinformation and to effectively engage with our communities. In terms of modern-day Policing, social media assists the Police with their investigation(s) and identification of lines of enquiry by disseminating vital information to the public i.e., wanted person plea, appeal for witnesses and/or CCTV. My experience with social media thus far into my career has been somewhat positive in terms of the incidents I have discussed but on other occasions, it has the potential to cause numerous issues in terms of individuals name-calling each other, cyber bullying, and offences of malicious communications.

Word Count: 2401
Relevant areas of the National Policing Curriculum:  
Leadership and Teamworking 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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




ANSWER:

Leadership is defined by Shastri (2010) as the correspondence between a person and a group of persons based on a common interest and those persons within the group behave in response to the leader’s directions. Similarly, Cole and Kelly (2015) outline that leadership is the process of the leader encouraging other individuals to understand what needs to be completed and the process to complete such tasks. Yukl (1994) highlights those persons who withhold a leadership role play an imperative role in achieving organisational goals by generating an environment that influences the employees behaviour, viewpoints, and motivation.

The definition of leadership detailed by Cole and Kelly (2015) can be broken down into simpler terms to best understand what is meant by the term ‘Leadership’:

· You are not born a leader, becoming a leader is a process – The abilities a leader carries can be understood and learnt, negating the common idea that you need to be born a leader.

· Influence is imperative – without a leader influencing his/her employees leadership would not be possible.

· Understanding the tasks to achieve goals and/or aims – An individual in a leadership role must have a sought-out vision on what to do.

· How to achieve? – A leader must certainly know how to achieve their vision to be successful.

· Focusing on individuals when required to do so – Leadership is about identifying the needs of the individuals within the team and addressing those in addition to leading the team.

· Achievement and Success – Leaders must have the ability to actively listen and communicate with others to achieve a common goal. 

Leadership can often be mistaken for a managerial role, although both roles slightly overlap in terms of their qualities, leadership focuses more on influencing persons in comparison to management being more task orientated (College of Policing, 2021). Sajuyigbe (2012) highlights that the leadership style an individual adopts is a vital decision which will shape their motivational and behavioural approach when directing individuals to achieve goals and/or aims. Following the identification of the behavioural theory, Lippitt (1939) discovered that there are three significant leadership styles, namely democratic, autocratic and a delegative (Laissez-faire). In addition, there are other styles of leadership that exist, notably Transactional Leadership, Transformational Leadership and Situational Leadership.

The College of Policing (2021) highlight that there are three noteworthy leadership models from three different thinkers which seek to discuss the different types of leadership styles:

· Kurt Lewin Model (Democratic, Autocratic and Delegative leadership)
· Tannenbaum and Schmidt Continuum of Leadership Behaviour Model (7 Leadership Styles) 
· John Adair Model – (Action-centred Leadership)

For an individual in the Police Force to decide upon their leadership style requires them to identify their skillsets and qualities and what is best suited for them and their team to achieve success. Leadership in Policing must be flexible due to the continuously changing environment, differing tasks and the needs individuals within the team thus meaning a leader must adapt to change when required to do so. The College of Policing (2021) strongly outline that the leaders who are successful are role-models and continuously seek to gain the support of their followers, those being employees or the public.

Understanding of leadership styles and models as a leader within the Police Force is the key to success. This piece of work will discuss Tannenbaum’s and Schmidt’s Continuum of Behaviour Model. The model was introduced in in 1958 which refers to 7 different leadership styles: Tell, Sell, Suggest, Consult, Joins, Delegates and Abdicates. The model provides leaders with a clear process as to how each style of leadership provides either managerial authority or freedom for their employees which is noted in Figure 1. 
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Figure 1., The 7 Leadership Styles – From Left: Tell to Abdicate., Tannenbaum and Schmidt (1958).

Adoption of the Continuum of Behaviour model enables Policing leaders to be flexible in their leadership style due to the number of leadership style approaches available. The style chosen will depend upon several factors, those being the level of experience of an officer or the knowledge of the officer(s). The leadership style chosen by the leader does not have to reflect the way in which the leader motivates the whole team. If for example, the team consists of 7 experienced officers and 1 student officer, the leader can be flexible in their style and lead the student officer with a different style. The 7 leadership styles are a prime example of Situational Leadership can be broken down and simplified so that the correct style can be adopted:


· Tell – The leader decides upon the task and expects employees to follow, commonly known as Autocratic Leadership.

· Sell – This style of leadership is holds similarities to the ‘Tell’ style in the respect that the leader makes the decision but provides a rationale for it based upon the needs of the team.

· Suggest – This style is self-explanatory; the leader derives a plan and requests feedback and questions from employees commonly known as Democratic Leadership.

· Consult – Similar to the ‘Suggest’ style but the leader requires more input, allowing the team to strongly influence the outcome.

· Join – Involves collaborative discussion amongst team members and a joint decision.

· Delegate – The leader states what the problem is, and requests employees seek solutions commonly known as Delegative Leadership. 

· Abdicated – The leader requests that employees identify the issues at hand, providing employees with more freedom.


The 7 Leadership styles denoted by the Continuum Behaviour model refer to styles of Autocratic, Democratic, Delegative and overall, Situational Leadership. The Continuum Behaviour model is not inclusive and other leadership models and theories exist; however, Tannenbaum’s and Schmidt’s model provide a fantastic understanding of how Situational Leadership can be adopted. Situational Leadership refers to the ability of a leader to adapt their behaviours to suit a particular incident or individuals based upon their role in Policing and/or experience (College of Policing, 2021). It is part and parcel that Situational Leadership plays a significant role in the qualities of a leader in a Policing world due to no day being the same. 

I have been employed by South Wales Police for approximately three years, during that time I have attended a range of incidents which the nature of them have varied from serious crime to trivial low-level matters. Given the varying circumstances of the incidents I have attended I am aware that there is no standard process to deal with the incident at hand as every incident is different, thus meaning I have adapted to the environment and been flexible in my approach in terms of leadership styles.

To enable critical reflection on a specific incident I have attended I will utilise Borton’s Development Tool (1970). Borton’s tool will enable me to describe the incident, the actions I took at the time and will allow for any learning and/or areas of professional development that need to be identified. 

The shift I work on consists of numerous officers, I being one of the most experienced, despite having only started my career with South Wales Police three years ago. Several of the officers on our shift are student constables, who have completed their initial tutorship phase. However, most of the student officers remain unsure as to how to deal with specific incidents and do not portray that they are confident when attending certain incidents. I for one, was in their position and I feel strongly about helping other officers feel confident in their duties and having the confidence to ask for help.

Recently, a student officer and I were directed by our Sergeant to attend a report of an assault which was graded as a non-immediate response therefore the student and I had time to discuss the context of the call prior to attendance. 

Initially, I adopted a ‘Sell and Suggest’ style, commonly known as a Delegative leadership style to enable the student constable to read the call presented to us and to discuss the matter with myself and ask any questions should they not understand anything. I adopted this style of leadership with the aim of providing the student constable with the confidence to produce their own viewpoints and solutions surrounding the information provided regarding the assault. 

The suggestions provided by the student constable focused on solely utilising the Restorative Approach involving the person responsible, however at this moment in time we had not attended the call therefore the victim’s wishes in terms of Police involvement were unknown. Taking a step back and allowing the student constable formulate ideas enabled me to then adopt a ‘Sell’ approach, commonly known as Democratic Leadership. 

During adoption of this leadership style, I discussed the wide range of possibilities we could be faced with when attending the call, those being that the victim wishes for little to no Police involvement or is supportive of prosecution. I made the decision that we would attend the call with an open mind, and I rationalised my reasoning for this to the student constable explaining that as Police officers, we should not attend a call with a narrow-minded approach and focus on the wishes of the victim as we, are by nature victim lead.

En-route to the call, I explained to the student constable that I will take a step back when at the incident, allowing them to take the lead at the call. I reassured the student constable that should there be contingencies I will step in to assist them. The student constable was happy with this scenario, I strongly believe that it was right for me to adopt this approach to enable the student constable to feel more confident in their duties. 

On arrival to the call, the student constable spoke with the victim, and it transpired that the assault was, in fact a domestic assault which in essence, changes how the matter is dealt with. South Wales Police have a strict policy concerning domestic assaults whereby they must be dealt with via Positive Action, notably that involves effecting the arrest of a suspect. 

Once the domestic element of the assault was disclosed, it was quickly established that the suspect resided at the home address, located upstairs. The student constable continued to discuss the matter with the victim which led to me instantaneously intervening and adopting an Autocratic Leadership role as decisions involving domestic related assault are imperative. I told the student constable that because of the disclosure, we need to locate the suspect upstairs and effect an arrest immediately. The student constable and I made our way upstairs and located the suspect who was, at first verbally resistant to my colleague. Again, I intervened and explained to the suspect the process which would follow and advised him to listen to my colleague, whereby the student constable effected the arrest of the suspect.

The suspect was conveyed to custody, the student constable was nervous about presenting the circumstances to the custody Sergeant, but I provided the upmost reassurance and discussed the circumstances to ensure that they fully understood. I provided the student constable with the freedom to present their arrest to the custody Sergeant, which at first, I noticed that they were nervous. However, I had to remain with the suspect in the holding cell. I started to notice that after a few minutes of discussing the matter with the Custody Sergeant the student constable’s confidence grew. 

After the suspect had been booked into Custody, the student constable and I had a de-brief regarding the incident. I highlighted to the student the importance of showing that you are confident as that will, in effect boost your overall personal confidence. The student explained that they lack confidence but through discussion and understanding of what to do and how to do it in this incident provided them with heightened confidence. I fully explained to the student why I, at times made decisions without prior discussion and that was because I made those decisions from experience and the decisions made were time critical i.e., locate and arrest the suspect. The student fully understood why I made the decisions without consultation and stated that they too, have identified learning points from this incident,

Looking back at the incident, I feel that I dealt with it efficiently in terms of allowing the student the freedom to understand and ask questions concerning the incident. Providing the student with freedom enabled me to understand their knowledge of the call and their thought process. At times, during the call I intervened and made decisions without consultation as previously explained. This incident highlights that I can adapt my leadership styles to suit the circumstances of the incident and the individual themselves which is predominantly known as Situational Leadership. 

Should I be involved in an incident of a similar nature, I cannot solely predict what leadership style I will adopt as every incident is different and due to the fact, I do not work with the same colleague every time. However, reflection of this incident has enabled me to become mindful of my leadership styles and how different adaptation to different leadership styles will be of benefit in the future. Peretomode (2012) highlights that an effective leader is one that can adapt their style in accordance with the changing situation. This incident clearly evidences my ability to be flexible in my leadership and policing styles.

To conclude, leadership styles in Policing are vital to increase success, motivate individuals and make team members feel valued in their duties. It is highly important for not only leaders, but Police officers to approach individuals and incidents with an open mind as any challenges can arise instantaneously. Police Officers must ensure that the most efficient leadership style and model are chosen to suit the individual, scenario and/or circumstances. Notably, leadership is extremely tough and challenging in Policing due to the unpredictable environment (College of Policing, 2021).
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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?
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ANSWER:


The following piece of work will utilise Gibbs Reflective Cycle (1988) to efficiently allow me to reflect on my three-year probation as a Police Constable. The cycle will enable me to break down my experience into different stages, namely:

· My description of the experience.
· My feelings regarding the experience.
· Evaluation of what worked and what did not.
· Effective analysis to understand what happened and why it happened.
· Conclusion as to what was learnt and if anything could have been done differently.
· Discussion surrounding how a similar situation should be dealt with in the future.

I have been employed by South Wales Police as a Police Constable for approximately three years which have been overall challenging. I have been faced with new experiences, process and pressures in a work based and academic environment. Despite the challenges, I have received the upmost support from my colleagues, supervisor, and friends which I am grateful for. The role of Police Constable is like no other career, and I feel valued and honoured to serve as Police Constable in South Wales Police.

At the start of my career, I undertook a 6-month training programme which consisted of learning about Policing powers, policies, and legislation. Several times throughout the 6-month training I had opportunities to put what I had learnt into practice in role-play scenarios. The scenarios were limited in the respect of the amount of them which I strongly believe was not beneficial because the role of a Police Officer is a hands-on, practical job role. However, despite the limited scenarios the legislation was just as important to ensure my competence and knowledge. Within the training environment, my class consisted of twenty-two students and three members of staff who were, effectively our tutors for that period.

After completion of my 6-month training I was assigned to a local Response Shift whereby I was assigned a tutor constable who mentored me for 12 weeks. During my tutorship, I attended countless incidents with my tutor who provided me with the correct guidance and direction regarding how to deal with specific incidents. My tutor provided me with the utmost confidence and reassurance regarding my current performance at incidents which enabled me to complete what is known as an Occupational Competency Portfolio (OCP) which detailed incidents and process which I needed to attend to become an independent officer. During my 12-week tutorship I felt nervous at times as I was continuously being met with different scenarios and individuals, however, I strongly believe that I promoted a strong work ethic and willingness which successfully saw me pass the tutorship period and assigned to a new team.

The new team I had been assigned to, at the time had numerous highly experienced officers which was of a benefit to me. My independent status saw me beginning to obtain a workload of my own and having to deal with incidents on my own accord opposed to my tutorship period where I did not carry a workload. However, just because I was now an independent officer did not mean that I was left to my own devices. Members within my team had a lot more experience than myself which meant that on occasions, I would be paired with certain colleagues who acted as mentors in the initial period when required to do so. Having colleagues with a large amount of experience enabled me to raise any concerns I may have had and allowed me to learn from their decisions and actions. This was of a huge benefit to me, and I found that by working with certain individuals it boosted my personal confidence and developed me into a more competent Police Officer. 

The College of Policing (2021) describes the process of mentoring as the relationship between a highly experienced officer and a less experienced officer. Mentors are within the Police service to help those of less experience focus on their career and development (College of Policing, 2021). Mentoring is classed as an efficient and vital tool in enhancing management skills and development of the mentee (Gasner, 2006). The process of mentoring can be broken down into four key components as detailed in Figure 1 by Zachary (2012):

[image: Diagram

Description automatically generated]
Figure 1., The Four Mentoring Phases (Zachary, 2012)


The preparing phase refers to the ability to recognise the needs and requirements of the mentee and how to best achieve and/or develop these. Negotiating refers to thorough discussion of what needs to be achieved and enabling is the implementation of the goals and/or aims set to achieve further development. Eventually, the closing element refers to closing the mentorship should the aims and/or goals have been achieved and met. The model is a cycle; therefore, each stage can be re-assessed should certain criteria not be met. The model is of significance as it closely relates to the process of the 12-week tutorship period, for example should a student constable not meet a certain criterion, discussions take place to identify why that criterion was not met and what should be done to meet that criterion in the OCP.

Two years into my career the most experienced colleagues on my team started to move to different departments thus meaning that I was not able to ask or raise any questions should I need to like I had done previously. However, despite the changes I feel that I greatly benefited from their knowledge and skills whilst they were on the team which I strongly believe contributed to my professional development and personal confidence. As I started to progress through my second year, I found that the newer members on the team started to ask me questions concerning incidents and process and most of the time, I was able to assist them with their requests. I believe that the fact I was able to help others, greatly showed how far I had come in terms of development, knowledge, and skills. In addition to personal and professional goals, becoming a competent Police Officer enabled me to focus on organisational goals, those being providing outstanding service delivery to our communities and making South Wales Police Safe. 

During the two-year period, I had several one-to-one reviews with my Sergeant and the learning and development Police Officer to discuss my progress. I found the reviews to be of benefit to me, providing my Sergeant with the opportunity to honestly outline how I was progressing as a Police Officer and provide me with any feedback should I require it. There was one occasion where I was provided feedback concerning a submission of a crown court file. The guidance provided to me was surrounding disclosure. I feel that my Sergeant greatly supported me throughout my review process and because of the feedback provided in that instance, I was able to learn from my mistake and better develop as a Police Officer. 

In addition to identifying learning outcomes, the reviews provided me with an opportunity to voice my wishes in terms of departments that I want to specialise in. A discussion with my Sergeant and Learning Officer identified that I wish to pursue a career in the Roads Policing Unit after successful completion of a Roads Policing attachment. Based upon this information, my Sergeant started to coach and develop me into an officer that is suited for the role of a Roads Policing Officer by allowing me to book on to the relevant courses which I was more than happy with, those courses being the Station Breath Test Procedure, Blue Light Driving, TASER, and Stinger.

The coaching phase differs from mentoring and is often referred to as the process of finding a person’s potential to maximise their performance and development (Whitmore, 1992). 
 
There are several theories and models that underpin coaching, notably the GROW and CLEAR Transformational Coaching Model.

The GROW model, coined by Sir John Whitmore in his 25th Edition of ‘Coaching for Performance’ (2019) is a worldwide known coaching model for achieving goals, improving performance, and solving problems. The model is broken down in to 4 simple steps as detailed in Figure 2.
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Figure 2., 4 Steps of The GROW Model (Whitmore, 2019)

The first step of the model is self-explanatory and requests that the individual identifies a goal and/or aim to obtain. Once decided upon a goal, the individual must observe their current situation either personal or work-related and identify the barriers which exist between reality and the goal set out. Should any barriers be identified, it is required that several options are explored so the goal can be achieved and lastly, the chosen options must now be turned into actions to achieve the goal. 

On reflection, during discussions with my Sergeant I have utilised the GROW model to clearly outline my career aspirations as previously mentioned. My Sergeant has responded to my aspirations by coaching me with the viewpoint of modelling me into a suited candidate for the Roads Policing Unit through the booking of courses and directing Traffic related matters to me. I am motivated more than ever to fulfil my career aspirations due to having a supportive Sergeant who is understanding of my needs.

The CLEAR Model was developed by Peter Hawkins in the early 1980’s and has similarities to the GROW Model in terms of determining a goal and setting out objectives to achieve such goal. However, the CLEAR Model outlines 6 stages opposed to 4 which enables a deeper examination and understanding of elements. The 6 stages of the CLEAR Model are outlined by Hawkins (2008):

1. Contracting
2. Actively Listening
3. Exploring Options
4. Taking Action
5. Review 

The CLEAR Model seeks to focus more on the individual and their feelings opposed to solely on the goal. Each stage of the CLEAR model involves a thorough discussion between the coacher and coachee so that the coachee’s needs can be identified. The CLEAR Model is a fantastic addition to the GROW Model in the respect that it provides a more in-depth process of identifying and tackling goals. Just because a Model exists does not mean that, that specific model needs to be used strictly, a mixed-method approach can be adopted to obtain the full potential of a coachee. 

Efficient mentoring and continuous coaching from my Sergeant have enabled me to become a confident and competent Police Officer. A significant example of how the process of mentoring and coaching has aided me in my role refers to an investigation whereby I was Officer in Case. Prior to my second year as a Police Constable, I attended a serious incident relating to an assault amounting to Grievous Bodily Harm. As a result of my attendance, I became the Officer in the Case thus meaning I was responsible for that investigation. At that moment in time, I had not been Officer in Case for any case of serious crime meaning that I was apprehensive and unsure as to what process to follow. I sought advice and guidance from my experienced colleagues who pointed me in the right direction, providing me with a printout to follow. 

The investigation was intense and challenging which lead to me obtaining approximately seven witness statements, multiple copies of CCTV and compiling an evidential file for the Crown Prosecution Service. Throughout the investigation I remained in close contact with my Sergeant who would often review the level and quality of work submitted on to the evidential file. My Sergeant provided me with feedback throughout the investigation which was highly beneficial to me. I used my own initiative throughout the investigation and completed the work to the highest standard which, the result was successful in terms of sentencing the defendant. I believe that although I was nervous, my strong work ethic enabled me to ask for help when required and to make my own decisions with confidence. This experience alone allowed me to achieve a lot of personal goals, those being the confidence to complete an evidential file and to deal with an incident from the start to end point. I do not think that I could have completed the investigation to such a standard without the feedback and guidance of my colleagues and Sergeant. 

Feedback plays a significant role in the improvement of an individual’s professional development. The term ‘Feedback’ is defined by Askew and Lodge (2001) as dialogue which is supportive of learning in an informal or formal manner. Stone (2015) notes that there are three forms of feedback: Appreciative, Coaching and Evaluation. Appreciative is self-explanatory, Coaching refers to providing an individual with feedback with the viewpoint of improving their abilities, skills, and knowledge. Lastly, Evaluation feedback is based upon making an assessment of an individual against a set criterion. Throughout my career at South Wales Police, I have received all three types of feedback. Notably, I have received appreciation for my work and coaching feedback regarding the incident of Grievous Bodily Harm. Whilst in my tutorship, I on a regular basis received feedback based upon the criteria of the OCP. The feedback I have received throughout my career has benefited my entirely, I always welcome feedback because I want to do the best I can to achieve my career aspirations, personal goals, and organisational goals. 
Overall, my probation has been a challenging three years but the support I have received from the organisation in terms of mentoring and coaching has made me succeed and become the competent Police Officer I am today. I believe that at times, I have become frustrated due to not knowing what to do but I have recognised that those feelings and moments are temporary through establishing sufficient emotional intelligence. I am thoroughly enjoying the role of a Police Constable in South Wales Police and with the right support and guidance I will achieve my career aspirations that I have set out.
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Standards of professional behaviour

1. Honesty and integrity
1will be honest and act with integrity at all times,
and will not compromise or abuse my position.

2. Authority, respect and courtesy
1 will act with self-control and tolerance,
treating members of the public and
colleagues with respect and courtesy.

1 will use my powers and authority lawfully

and proportionately, and will respect the
rights of all individuals.

3. Equality and diversity
1 will act with faimess and impartiality.
1 will not discriminate unlawfully or unfairly.

4. Use of force

1wil only use force as part of my role and
responsibilities, and only to the extent that
itis necessary, proportionate and reasonable
inall the circumstances.

5. Orders and instructions

1 will, as a police officer, give and carry
out lawful orders only, and will abide by
Police Regulations.

1 will give reasonable instructions only, and
will follow all reasonable instructions.

6. Duties and responsibilities
1 will be diligent in the exercise of my duties
and responsibilities.

7. Confidentiality

1 will treat information with respect, and
access or disclose it only in the proper course
of my duties.

8. Fitness for work

1 will ensure, when on duty or at work,
that | am fit to carry out my responsibilities.

9. Conduct

1 will behave in a manner, whether on or off
duty, which does not bring discredit on the
police service or undermine public confidence
in policing

10. Challenging and reporting
improper behaviour

1 will report, challenge or take action against

the conduct of colleagues which has fallen

below the standards of professional behaviour.
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