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Workbook Guidance

Please read these notes carefully; they provide essential information.

What is the workbook for?

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

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

You may wish to use the same incidents as you’ve outlined in the Occupational Competence Portfolio. 
 
How should the workbook be presented?
 
Blank electronic copies can be found on Moodle of this workbook. You must submit this document electronically therefore it is important that you save your work regularly and upload the final typed version through Turnitin on Moodle. 
 
Word count policy can be found in chapter 7 of the Academic Quality under section 7.7 (this applies to presenting work above and under the specified word count). 
 
(https://www.uwtsd.ac.uk/media/uwtsd-website/content-assets/documents/academic-office/aqh-chapters/chapters---en/Chapter_07_Assessment_Taught_Programmes_Pages_72-79-UPDATED-05-11-2019.pdf) 
 
Reflective practice is a core aspect for your workbooks and although there is a variety of useful resources on Moodle, there is one particular book, that is specifically based on reflective practice in policing, here is a link to one chapter from Selina Copley’s Reflective Practice for Policing Students: 

https://moodle.uwtsd.ac.uk/pluginfile.php/298870/mod_resource/content/1/Reflective%20Practice%20for%20Policing%20Students%20-%20Selina%20Copley%20Chapter5.pdf

 
How is the workbook assessed?
 
Advice and support about the completion of this workbook was provided by university staff as part of your initial training day and further help and advice is available on Moodle.  

Your tutor constable and in-force training staff will not be involved in assessing or marking your workbook after it has been submitted. 
 
Dates of workbook submission will be made available and posted on Moodle.
 
Once submitted your workbook will be assessed and marked independently.
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It is important that no individual can be identified either directly or indirectly from the information in the workbook. Therefore, you must:

· adhere to guidance in the Student Handbook about unfair practice and plagiarism.
· not identify individuals including witnesses, victims or offenders by name.
· not write information that enables any individual to be identified indirectly through the description you provide. This includes references to names, colleagues, places (including hospitals, schools, town, villages, streets) specific incidents which were high profile and could be identified due to past publicity, other professionals or any other personal information including medical or other conditions;
· take personal responsibility for adhering to confidentiality rules. 
· not include any dates of any incidents or anything that specifically identifies an actual incident.

NOTE

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

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


Dyslexia and other special circumstances

If you have any condition that you feel may affect your ability to deal with any part of the programme, please see the Student Handbook for further guidance. The University has a Student Services Unit that may be able to help but it is the learner’s individual responsibility to contact them. 
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Task 1

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

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


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

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

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


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



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



ANSWER:

In 2012 Policing in England and Wales began its transformation following the strategic police requirement published by the United Kingdom’s Home Office. This plan aimed to create a clear priority strategy for Police forces to establish threat and risk in their communities, while working with national security agencies to ensure prominent threats to the public were quickly identified and the public were kept safe (Home Office, 2015).
In a bid to raise standards of Policing in England and Wales to meet these objectives, the Home Office also launched the College of Policing, also in 2012, with the ethos that this professional body would professionalise the Police and raise the standards of conduct all while providing a clear initiative to develop the knowledge of serving Police officers (House of Commons Home Affairs Committee, 2019).
With these changes implemented it is clear that the intention of the Home Office was to improve the standards and priorities of policing and created the College of Policing, who have since introduced new methods of achieving the objectives set, to ensure the Police had firm guidance to change. 
In 2014, The College published the five year strategy with the intention of understanding what approaches work in policing and to enable members of the service to obtain and share knowledge. Through this process the College established that best approach to develop oneself was evidence based policing (Fleming, et al., 2016). 
Evidence based Policing is factoring in a policy or behaviour, that has strong documented evidence that the approach will produce the best or most positive outcomes to tackle crime in our communities and is utilised to make both tactical and strategic decisions (Lum & Koper, 2015).
The College of policing then used these findings and used evidence based policing to underpin their introduction of the compulsory Policing Education Qualifications Framework (PEQF) that was brought in as it was believe to be the most beneficial way to professionalise the Police service in England and Wales in accordance with Home Office instruction (Wood, 2018). 
The Policing Vision 2025 highlighted the requirement for consistency within defined policing roles through education and professional development frameworks in order to meet community needs by keeping them safe (National Police Cheif's Council, 2016). It is believed that implementation of defined standards of education and training provide officers that can address the ever changing needs of society (Pepper & McGrath, 2020). This vision will allow forces to also adhere to the strategic policing requirements outlined above. 
The PEQF has been constructed by the College of Policing as they, along with the National Police Chiefs council (National Police Cheif's Council, 2016) and the Home office (House of Commons Home Affairs Committee, 2019) believe that police officers should be in possession of the skills and knowledge evidenced by qualification in order to be recognised as professionals (College of Policing, 2020). 
With the ethos that police professionalization can only be claimed through the process of education, officers are now required to obtain a degree or transition their existing qualifications in order for officers to be confirmed in rank (McCanney, et al., 2021). The decision that officers can only be deemed as professionals if they complete the academic courses set out by the College of Policing has been met with both compliment and criticism. 
Pepper and McGrath (2020) believe that obtaining a higher education qualification and the drive by the College to professionalise the police will ensure that individuals conducting the role are equipped to deal with the ever changing problems within society from serious organised crime to environmental matters.  McCanney (et al, 2021) shares this belief but expands on their justification of these statements by highlighting that Police Officers often undertake the role of other services such as Social Workers and Paramedics, and that by professionalising the Police service allows recognition of Police work as a whole. This in combination with the new found belief that Police officers will now be critically thinking practitioners who are able to make risk assessments and decisions regardless of rank held is believed to only provide a new positive view of Police (McCanney et.al, 2021). 
In contrast to this, Holdaway (2017) strongly disagrees with the implementation of the College’s framework, stating Police Officers are already professionals in their own right and suggests that the body are making decisions on the service without themselves having the experience of being front line Police Officers. With the police services in England and Wales never being fully autonomous from Government, despite the intention, the higher education requirement will restrict the Police in their decision making skills as it is believed that the focus is too conservative for legislations, law and discretion to be enforced efficiently and effectively (Holdaway, 2017). 
Wallace (2020) was also highly critically of the PEQF being put in to practice citing there are clear limitations on what can be taught in a classroom or academia, for example, they use good communication skills and “grit” to put themselves in dangerous situations. In addition to this, the approach is believed to narrow the pool of recruits, putting off very good candidates who may not believe themselves capable of achieving the academic status required, therefore negating the desired outcome of having a diverse police service that represent the community it serves (Wallace, 2020). This would go against the instruction by the Home Office that the efforts to professionalise the service must not lead to services being less representative (House of Commons Home Affairs Committee, 2019). 
It is evident that the intention to professionalise the police is well spirited and aims to provide a high quality of service based on knowledge, however the method of requiring officers to achieve higher education in order to do this remains to be seen as the best route. In part this is due to the infancy of the framework in action but also the lack of participant feedback, and the obstruction of diversity by eliminating opportunity for those who do not wish to obtain higher education, therefor meaning the Police services in England and Wales are less representative of the communities they serve. 
Officers in post believe that the professionalization through these means focuses more on politicised decisions and bureaucracy rather than experience to actually complete the job and as a result is centred on control of discipline, ignoring the beliefs of the very service it is meant to represent (Lumsden, 2017).  
The policing Code of Ethics, Standards of Professional Behaviour and Policing Principles are underpinned by the Peelian principles, introduced by Sir Robert Peel with the inception of the first English police force in 1829 (College of Policing, 2014). One of the Peelian principles states that “police are the public and that the public are the police” (Home Office, 2012), considering that on average only 40.5% of people in England and Wales hold a higher education (Department for Education, 2017), it can be argued that the requirement of this level of education within officers will in itself make the police less representative.
With much of the available literature suggesting that police require adequate training to adapt to societal demand, very little actually confirms that higher education is the only way to achieve this. Therefore the College of Policing’s bid to professionalise the police services in England and Wales must be applauded in its intention, however the methods set out in achieving this do hint that it is at risk of making the service far less representative, breaching the very principles it bases its own standards upon. 
Cunningham (et al 2018) explain that the workforce transformation plan intended to create a representative workforce that support performance and progression that enables positive proactive responses. With the figures of society showing that most people do not go to university (Ball, 2013) the instruction that officers must be practitioners is in itself hypocritical.
Since becoming a Police Officer in 2019, I have had to balance working full time shift work as a front line Police Officer, being a full time student on the PEQF, a mother and partner among other commitments. I was conscious that the pressure put upon me to achieve this was causing a great deal of stress and the amount of work required from both work and university left me feeling mentally exhausted. The final year of probation has been a difficult one. 
Due to the pressures I was under and the subsequent stress that pressure caused I became severely unwell with a neurological disorder that has been caused by the stress. This Neurological disorder came with symptoms of loss of speech and inadvertent eye closing which resulted in me having to take a prolonged period of time off work. As a result of this, my probationary period has been extended as my studies have been delayed, this has caused more stress but without obtaining the degree I cannot maintain a job I love. 
Prior to becoming unwell I was conscious of my stress levels and emotions and ensured that I did not allow these to be impact factors in decisions I was making ensuring that I continued to provide the high level of service I would normally provide and that the public rightfully expects of me. 

My emotional awareness expands to that of others also, meaning I am able to communicate effectively with victims, witnesses, suspects and colleagues. With this natural skill, I am able to adapt my tone, language and behaviour towards the individual I am speaking to which allows them to understand the compassion I feel for them, this in turn helps me build rapport in order to obtain the relevant information and obtain the best available evidence when considering investigations. 

When conducting my investigations, I am conscious to value differing perspectives, values and beliefs of others, while being aware of motivations behind allegations. I am able to quickly and critically analyse provided, differentiating the information required for my investigation and information that may not be required, and often allowing this to help me understand the bigger picture. I feel that by incorporating all this allows me to see the bigger picture so that I can adapt my decisions and actions to satisfy the victims while remaining in compliance of codes of practice, legislation and procedures. I recognise that what may work for one person, will not for another. And the tried and tested outcomes may not be appropriate when balancing the risks and benefits of targeting the root cause of incidents as well as the impact the outcome may have on the individual. Balancing needs of investigation with needs of victim. 

I am able to communicate my actions in a clear and understandable manner so that all involved have a full understanding of the situation and outcomes. I feel that by being transparent throughout my conversations allows this process to flow smoothly, managing expectations while remaining understanding that on occasion I may not be providing the desired outcome of the victim due to evidential difficulties or legislative remits. This could be through gaps or inconsistencies in accounts provided, I am confident that I can challenge people in an appropriate manner when the need arises so that the investigation is conducted fairly, effectively and promptly. 

Whatever the outcome I ensure I am able to justify my rationale and actions, if I have made any mistakes I will reflect on my errors to identify what went wrong, and will regularly seek feedback in order to constantly improve. By implementing reflective practice, this allows me to continue to deliver the high level of service the public deserve. 

An example of these behaviours can be seen through an incident I dealt with of a domestic related incident. 
The victim reported that a large sum of money had been taken from their home and they believed their partner was responsible. Despite a looming deadline of university work, I was still able to show the victim a great deal of empathy and compassion, relaying to them that I understood how upset they must feel over the situation. Through effective communication I was able to obtain a detailed statement of complaint from them, however on completion of the statement I identified a number of inconsistencies. I was able to share my findings with the victim so that I could ensure all avenues were covered and that the gaps in the account were not through misunderstanding. I explained to the victim that despite the understandable suspicion they had of their partner, evidentially, the investigation would face great difficulties. The victim thanked me for my honesty despite this information not being what they wanted to hear. 
A short time a later a second call was received from the victim stating that their partner had caused damage to property and there was CCTV evidence regarding this. 
Initially I was sceptical as I had just told this victim that essentially the large sum of money that was unaccounted for was likely not going to be found or justice served due to evidential difficulties. For context this money was cash and its existence could not be proven therefore the theft could not be proven and in regards to forensic opportunities, the defendant had been staying at the address so would be able to account for fingerprints and DNA. 
Despite my scepticism, I attended the location and communicated with the victims in the same manner as I had earlier in the day, I found that there was a very minor scratch to the window frame which had not been captured on CCTV. The victim went on to tell me information of the defendant which although may influence my view of their character, did not include any criminality. 
I obtained the relevant images and explained what actions I would look to take, the victim was satisfied with my decisions to go forward and provided them with safeguarding advice I left their home. 
What the victim did not know was that I was aware of their partner who was starting to show behaviours and actions similar to those they portrayed toward their ex-partner. I was conscious that I dealt with these incidents in their own merit, while conscious that I had a duty to safeguard this individual from the suspect. 
I relayed the events to my inspector who shared my concerns of potential escalation, I did this to ensure the victim was safeguarded and that the local policing inspector was also aware of a vulnerable person living in our area. 
Recognising that I could only do so much, I submitted a Public Protection Notification so that information could be shared with partner agencies to safeguard the victim as much as possible by proactively developing a working strategy through multi-agency partnerships to manage risk. 
It is fair to say that despite the considerable stress I was under, and the impact it was having on me mentally, did not influence my decisions and I believe that due to my character alone, I was able to fulfil the ideology of a modern professional police officer. In my experience I would confidently say that the PEQF has actually had a detrimental impact on not only my health but also has restricted me as a police officer and has taken a competent and dedicated officer off the streets through avoidable illness. Despite not currently holding a degree, I am and will always be, regardless of academic status, a professional Police Officer and will strive to uphold the standards of Policing throughout the entirety of my Policing career. 
Word count: 2483
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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:

Internet applications and websites have provided a platform, known as social media, which allows its users to socialise and share content with others and has become an integral part of society in recent years; as with the nature of society, social media is changing rapidly (Fuchs, 2021). Social media use has become a standard practice in modern day policing (Waddington, 2019) and police in England and Wales have utilised this avenue of contact to communicate with the communities they serve, providing updates, information and requests of information (Cartwright & Shaw, 2020).

One of the most recent examples of this would be the appeals and utilisation of Social media made by South Wales Police in relation to the Mayhill Riots in 2021, this police service not only used social media to reassure the communities but also to appeal for information and also gaining information through uploaded footage of the riots by member of the public (Gregory, 2021). 

Social media use by police was introduced with the intention to transform police-citizen engagement, allowing for the sharing of information in order to form trusting relationships with members of the public and the wider communities served, providing an informal point of contact for communities to share their concerns, beliefs and values with the police service of their area, in turn allowing the local force to adapt strategies, policies and targets to meet the local needs and requirements  (Cartwright & Shaw, 2020). 

South Wales Police has several social media platforms including the social media giants Facebook, Instagram and Twitter with the force describing their use of social media as with them stating the purpose of the Social media as “an additional means to engage with our communities. We want to keep you, our followers, informed of what’s happening in your area and provide you with crime prevention advice. We also know that you can be invaluable in assisting us with appeals for information” (South Wales Police, 2022).

Facebook is a social media platform whereby users can upload a ‘status’, pictures, videos and share content from other users and independent websites. With each upload or share, friends or followers of the user can then share that content or leave comments with the option to send a private message to the user. Each profile has the option to allow public access or restrict viewing of their profile to friends/followers only (Nations, 2021) As of February 2022, South Wales Police had 176,000 followers on the main account alone (South Wales Police, 2022).
Twitter is another large social media platform whereby users can communicate with one another in the form of short messages referred to as ‘tweets’ (Gil, 2021). As of February 2022, South Wales Police has over 149,000 followers which has built up since the account was created in 2009 (South Wales Police, 2022).

Instagram is the third social media platform utilised by South Wales Police, similar to Facebook and Twitter, Instagram users have a profile and can follow other users to keep in touch or updated however this platform utilises photos and videos more so than statuses or captions (Moreau, 2022). As of February 2022, South Wales Police had over 40,000 followers of their Instagram profile “@swpolice” (South Wales Police, 2022).

South Wales Police covers an area of approximately 812 square miles, and despite what could be described as a small proportion geographically this space is occupied by 42% of Wales population meaning the service supplied by South Wales Police is provided to roughly 1.3 million people not inclusive of visitors coming into these areas (South Wales Police, 2022). With a total of roughly 365,000 followers online, assuming all are individual followers using only one platform to follow South Wales Police, Compared to the population of 1.3 Million, it can be said that this mission to strengthen community engagement is actually reaching less than three quarters of the population it serves. 

Although a majority of internet users now access social media to interact online there are members of the community who do not and some users of social media will be on more than one platform (Bertot & Jaeger, 2012), due to this, the approximate figure of 365,000 is not actually representative of the number of people the communications made by South Wale Police is actually reaching.  That being said, it is clear that some members of the communities in South Wales Police area do have an interest in receiving communication from South Wales Police, regardless of their intention to interact with the posts directly. 

These finding echo those of a study conducted by Bullock (2017) whereby they discovered police communication with the public is still limited and social media use alone will not be sufficient to transform the public relationship partly due to organisational dynamic combined with individual caution limits the nature of content shared therefore not providing the communities with content of interest (Bullock, 2017).
In addition to this Crump (2011) describes the police use of social media as a political agenda to enlist the public as jointly being responsible to reduce crime before suggesting that a hierarchical organisation, as long as it is such, will never achieve this aim regardless of which platforms they use. 
It is claimed that with such limited research in to the effectiveness of social media use by Police forces, enhancement of communications will not be achieved if the topics of interest are not strongly established and provided to the public (Walsh and O’Connor, 2018).

The college of policing has introduced principles of online engagement for Police officers and staff to abide by when using Social media platforms on behalf of the police service they are attached to. The principles are Credible, Consistent, Responsive, An ambassador, inclusive, ethical, Personable (College of Policing, 2020). 

These principles set the standards expected of police officers and staff when communicate through online engagement to ensure the content being shared with the public are receiving is accurate, open, fair and transparent under the principle of Credibility whilst also encouraging constructive discussions (Consistent) that must be responded to (responsive) while remembering that the publishing officer is an ambassador for the force (College of Policing, 2020).  Further to this, Ethics are encompassed within these principles ensuring no sensitive or discriminatory information is shared with the public while trying to raise interest from the public (College of Policing, 2020).
Upon reflection, I have not utilised the force’s social media pages to provide information due to concerns I have about what information I could provide ethically due to the personal nature of the majority of calls I attend. Despite strongly agreeing with the reasoning behind principles being introduced, my fear is that I inadvertently breach one and for that reason any posts I would upload would include such little detail and information it, the content itself would be of little interest to the target audience. With this said, there are a few incidents where the nature of the situation would leave me feeling more comfortable in sharing, such as seizing a vehicle for no insurance, I could include that a vehicle has been taken of the road and the process I have taken in doing so, without including details that could identify the individual involved or their car. I would feel more comfortable sharing this as opposed to incidents that would be deemed more personal in nature such as assaults or events that impact in peoples personal lives, e.g. relationships as I believe these types of posts would upset the involved parties further and breach their trust. 
Upon reflection, I utilised South Wales Police’s social media platform Twitter far more when I was employed as a Police Community Support Officer (PSCO) and I believe this is due to the nature of the tasks and duties completed within my role. As a PSCO my role within the neighbourhood team was to address issues in my assigned area and as such, these issues were ones which the community I served held an active interest in. Examples of this was to upload updates to social media documenting me and colleagues addressing speeding vehicles in the area by conducting speed checks, my update would include the amount of vehicles caught while providing the community with reassurance that their concerns were being addressed. In contrast to this, as a response officer, I tend to deal with more immediate incidents that tend to be more severe in nature and have a limited knowledge on the communities priorities compared to when I was in the neighbourhood team. 
To quote the Police and Crime commissioner of South Wales Police, Officers must be “conscious of using and viewing social media and its content. Ensuring at all times they do not take part in any activity that could undermine the vision and values of the Police and Crime Commissioner.” (Michael, 2020). With this in mind, I am conscious and overly cautious that what I may deem as appropriate content to post on a South Wales Police social media platform, others may not and any information I share that would not align with the communities expectation may be met with criticism by both the audience and my organisation, and for that reason the uncertainty sways me not to take that risk.
My feelings and concerns are mirrored in Crump’s (2011) statement that police culture meant very careful, cautious posting on social media, leading to content the public are disinterested in reading resulting in the objective of enhancing police community relations through the use of social media as ‘ambitious’. Bullock (2017) found that although social media usage by police services is believed to positively transform and strengthen the relationships that police services have with their communities organisational culture needs to change in order for the technology to deliver what they intend it to. 
In addition to the above findings, Walsh and O’Connor (2018) argue that it is not possible to quantify the effectiveness of police use of social media as not all views can be obtained and therefore measured. With organisational culture, professional constraints and the ever growing use of social media by the public to highlight criticisms, opinions and what they believe to be incorrect actions of Police services (Walsh and O’Connor, 2018), it could be argued that Police services bid to enhance communications is ambitious at best, fated to fail at worst.  
Policing has been described as a bureaucratic organisation of hierarchy and formality by recent research that also explained that combined with policing’s legal regulation, the social media content is reliant on maintaining public support to preserve its institutional legitimacy which naturally restricts what content is deemed ‘appropriate’ (Jungblunt &Jungblunt, 2021). This suggestion is backed up by the example that whilst Twitter is a platform for dialogue, much of policing’s use of this is information sharing as opposed to content that allows for conversation (Crump, 2011).
Jeffares (2021) acknowledged through research findings that social media usage is managed by internal communications departments sticking to strict guidance and content coverage and that these communications differ a great deal from face to face communications with the public; resulting in differing content uploads from public facing officers and staff compared to content posted by the communications department. Public facing officers post content on social media of hyper-local points of interest to the community, while the communications departments tend to provide more “slicker, professional” content. Interestingly, both approaches were found to be beneficial, the front line staff provided content based on community knowledge, whereby the communications provided content based on knowledge through algorithms (Jeffares, 2021).
These findings echo what I have felt and experienced when considering Police social media use. As someone who feels very confident speaking to people from all walks of life in various situations, with no concerns over my tone or language in face to face communication, however social media use feels very different to me. 
When considering Crump’s (2011) statement I would have to agree that when it comes to social media use, there is a very cautious approach to what content is shared, out of fear of potentially compromising anonymity or without approval internally and externally. By posting online I fear that I may be creating an opportunity for the other users to publicly criticise not only me and the decisions I have made but the force as a whole. This is a common occurrence and was also established as findings in Walsh and O’Connor’s (2018) work. 

When comparing the two roles I have held within South Wales Police, I can say with certainty that the fear of criticism was minimised to almost the lowest level due to the nature of my content addressing known community concerns when I was PCSO. 

I believe the neighbourhood policing can provide relevant content for the desired audience with the knowledge that the target audience is not only receiving updates on concerns they have within the area but the nature of which, as a rule tends to be lower-level crime and anti-social behaviour. This provides for the opportunity to discuss what policing action is being taken in the community with a far smaller chance of inadvertently compromising investigations, identifying victims or offenders or providing a platform for criticism whereas the nature of calls dealt with by front line response officers have a far greater chance of compromising this. 
 
As final reflection I believe that I have allowed my fear and over-cautiousness to restrict me from utilising a platform that has been found to have many benefits, and aside from public appeals for missing persons or traffic related offences I must address any irrational worries that I have. 
Whilst I maintain the belief that response policing provides far less opportunity for appropriate content to be shared, I am not completely opposed to response policing utilising social media platforms and I am open to admit that there may have been occasions or incidents whereby I perhaps could have posted relevant content but didn’t. To add to this, I would not say that this has in anyway disadvantaged any investigations I have conducted. 

Going forward I will aim to be more open minded to the idea of utilising the force’s social media platforms to inform the community that I serve and discuss any fears or concerns I have with supervisors if I am unsure of the content instead of avoiding posting at all. I believe that following my research in to this topic, I am more informed of what the public would like from their police forces social media accounts and in a bid to enhance police-public communications and relations, I can do my part to assist by utilising this method of communication more in my role. I feel this is possible as long as I ensure that I do not create content that would expect answers I cannot provide. 
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Task 3

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


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

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




ANSWER:

Leadership, in brief, is a person’s understanding of what the organisational objectives are and their competence to achieve the desired outcomes (Winston & Patterson, 2006), but the ability to be a leader and approaches taken varies greatly. Winston and Patterson (2006) explain that a leader influences others utilising individual skills and traits while the College of Policing (2019) describe that a person’s capability to be a leader is dependent on their attitudes and behaviours whilst being inclusive of other views and desires, delegating tasks with an open mind (College of Policing, 2019). To summarise, a person who is undertaking a leadership role must be openminded to others’ views, suggestions and skills, delivering instruction in a way that influences instead of demands so that ideally, the desired outcome is met with equal effort and motivation by all.  By empowering colleagues and establishing a culture of trust and value, organisations such as the Police service, will meet objectives with ease, in turn making them far more efficient and effective (Her Majesty's Inspectorate of Constabulary and Fire & Rescue Services., 2018). 

As described briefly above, openness and adapting to suit and meet individuals needs and capabilities is a key component in effective leadership and one of many qualities of being a leader. Communications skills are equally as important as decision making and problem solving when aiming to create and deliver a shared vision, while integrity and humility underpin all of these (Beckley, 2021).  When a person understands and addresses another’s needs psychologically it, in turn, allows the other person to achieve and maintain good self-esteem and self-actualisation as described in Maslow’s hierarchy of needs (McLeod, 2018), thus in itself motivating the person further to achieve the result intended. 
Maslow’s hierarchy of needs is based on the theory that each person has five levels of need, and when thought of in a pyramid shape, a person must satisfy each level before moving on to the next, working their way to the top of the pyramid, these areas are Physiological, safety and security, Love and belonging, self-esteem and self-actualisation (Maslow, 1943). To summarise, if a person does not have sleep or food, their health suffers, maybe their employment? If these two levels are satisfied a person can then maintain good relationships creating a feeling of love and belonging which positively impacts their self-esteem and ability to reach self-actualisation where they meet and experience their full potential. This is believed to be the reason why external motivation is of great importance with Maslow (1943) stating "man is a perpetually wanting animal."
Further to this, a psychologist named Frederick Hertzberg developed what is commonly known as the two-factor Theory. The two-factor theory uses Maslow’s theory but applies it in the context of a working environment stating that job satisfaction and motivation are intertwined and without one you will not have the other (Alshmemri, et al., 2017).  Herzberg found through his research that there are multiple factors that can have an adverse effect on motivation these can be unpleasant tasks, lack of responsibility and lack of recognition, They are split in to two categories, motivations and hygiene factors, motivators encourage employees to work harder while hygiene factors, will not create motivation but will cause lack of motivation if not present but stresses that satisfaction and dissatisfaction do not cancel each other out, both must be addressed to ensure productivity. (House & Wigdor, 1967). 
This understanding is important as without understanding others’ individual needs, whether you have a natural ability or learned, if a leader cannot understand the needs of others in order to address and accommodate them, others will not have the motivation or dedication to achieve organisational values and goals.
 As with motivation, leadership has also been subject to multiple research theories and models over the years and several leadership styles have been identified. The trait theory states that leaders hold a natural ability to lead, an ability that cannot be learned but qualities, behaviours and characteristics instinctively possessed (Fleenor, 2011) whereas the Participative theory explains that leadership shares influence and decision-making responsibilities with others, this is said to provide more motivation among all team members due to their inclusion (Somech, 2006).
Haslam et al (2014) Argues that followers of a leader do so willingly, as partners, to reach a shared objective, a statement that they previously referred to as “engaged followship” (Haslam & Reicher, 2012). (Haslam, et al., 2014). However, Malakyan (2015) provides a more detailed criticism of the term’s leader and follower, describing the natural connotation linked to followers is that of being inferior in power, authority and function, naturally leading to a resistance of being attached to such term and argues that both terms should be discontinued in use as regardless of part played in task, both achieved end goal and both deserve respect (Malakyan, 2015). If one believes that the role they undertook is insignificant in any way and do not receive the recognition simply due to the fact they were not deemed the “leader” this will in turn impact job satisfaction, empowerment and motivation, confirming the findings of Hertzberg (House & Wigdor, 1967). 
With this in mind, despite various findings that some people are natural born leaders (Fleenor, 2011), it is of great importance that each person, regardless of self-identification as leader or follower, share ownership and management of tasks to achieve organisational objectives in order for productivity to remain high and the service to remain effective, for this reason, it could be said that the Participative theory is the more beneficial. This is confirmed by her Majesty’s Inspectorate of Constabulary and Fire &Rescue Services (2018) during a review into constabularies in England and Wales where they stated that when delegation of responsibilities is done right, the workforce feel more valued and motivated which is evident in service delivery while Eterno et al (2020) explains in their findings that when leaders do not do this and become embroiled in “top-down numbers crunching bureaucracy”, crime fighting missions fail (Eterno, et al., 2020).
As an understanding of leadership characteristics and approaches have been discussed, naturally it would be appropriate to now understand styles of leadership approached by said leaders, whether that by trait theory, the natural superior or the participative theory, a leader who sees followers as equal. Despite the compelling argument by Malakyan (2015) that the term follower may be deemed derogatory, for purpose of consistency these terms will continue to be used. 
Leadership can be implemented through a multitude of styles, one which is applicable to policing is said to be Situational leadership whereby the style is tailored to the situation or group influenced by the decisions made (Cherry, 2021). Situational theory consists of four different leadership approaches, telling, where the leaders simply instruct others and tells them what is going to happen, Selling, where the leader persuades the followers that their plan is the best course of action, Participation, as previously discussed and delegating where each follower is empowered to make their own decisions (Hersey, et al., 1979).
These styes can be broken down further in to two categories, Transactional leadership and transformational leadership. The telling and selling styles can be described as transactional leadership style whereby control is maintained by the leader who often uses reward or punishment to gain compliance and motivate followers (Odumeru & Ifeanyi, 2013). The transactional leadership style encompasses the participating and delegating styles of situational leadership as inspires and develops their followers based on individual need (Odumeru & Ifeanyi, 2013).
Throughout policing history, Transactional leadership has been implemented through rank structure. This has not allowed lower ranks to question or take the lead in certain scenarios with research finding that due to the nature of policing, if the service is to develop and adapt to societal needs then police forces must adopt a more transformational approach to ensure that officers of all levels feel valued, listened to but more importantly to assist in changing the bureaucracy and culture within the police (Eterno, et al., 2020). Leadership is a skill required at all levels of policing to ensure service delivery is of a high standard and the organisations effectiveness is not questioned or deemed inadequate (Her Majesty's Inspectorate of Constabulary and Fire & Rescue Services., 2018). 
“To ascribe an identity (e.g., leader or follower) to someone based on his or her organizational functions or roles, seems implausible, because there are no static roles people play in every situation.” (Malakyan, 2015).
As a front-line response officer who has five years’ experience of being in a public facing role within the police service as a whole, I would have to agree with the above statement. The reason I believe this statement by Malakyan (2015) to be true is because even if the context of the call is the same or similar to another I have dealt with, often the individuals involved are not the same or if they are, their behaviours and emotions can differ between meetings. For this reason, if I am taking the lead role in the situation, I feel that I must adapt my approach to suit the individuals involved or undertaker more of a following role while a colleague, who may be better suited to lead takes charge of the situation. 

Given the research undertaken for this work, I would confidently state that I could be described as following the Participative theory while utilising the situational leadership style. As a front-line response officer, I often have to think and act whilst in the in the midst of crisis or difficult situations and regularly have to take control of situations to stop them escalating and find resolutions. This is defined by the College of Policing (2019) as actions of a leader; however, this does not mean that a colleague I am in attendance with is not also taking the lead and I believe these ‘roles’ can be alternated throughout the duration of our attendance. 

When discussing Leadership in the context of response policing, the role of follower is not limited to colleagues, but members of the public involved to, victim’s, witnesses, perpetrators and in some cases onlookers. 

As an example of how I lead I will discuss a typical nature call that I deal with regularly, which is a domestic related incident. 

When the call comes through and I attach myself as attending officer, I will work quickly to ascertain which colleague is coming with me to the call, for safety purposes, it is preferential to attend doubled crewed to these types of calls. I would not say at this point I am acting as leader at least not consciously. 

At this point I have already started working my way through the National decision model. The national decision model (NDM) is tool utilised by police, approved by the college of policing, to safely navigate our way through all incidents reported by describing the process of decision making step-by-step (College of Policing, 2014).

Initially I ensure I am adhering to the code of ethics, this will be continuous and will not falter at any point, both on or off duty. 

The secondary NDM consideration is the information and intelligence specific to this call. 

While we are on our way to the call, if I am not driving, I will access the call on my mobile device and read aloud what the caller has reported to allow my colleague and I to have an understanding of what we are attending, I will then review each individual reported to be involved to establish if there is any intelligence linked so that I may decide what the best approach is. An example is that if a knife is mentioned in the report or there is intelligence that a person possesses a knife regularly, then a taser authorised officer would be the more appropriate person to take the lead for everyone’s safety. Further to this, if a firearm is mentioned then I will be instructing that the authorised firearms officers are deployed, again a decision I make for safety purposes. If the firearms unit attend, they would be the officers to take the lead initially due to their specific training received.

For simplicity sake, this example of a call I attended does not include the threat of any weapon. 

When I arrived at the call I started conducting a dynamic risk assessment, looking and hearing for any signs of a disturbance ongoing and I could hear a male voice shouting from inside the property, I could not hear what he was saying but I could tell by the tone of his shouting that he was irate. Due to this, my male colleague stated he would go in to the property first. As we entered the property there was a female who was visibly upset but did not appear to have any injuries and the home or its contents did not appear to have been damaged in any way. 

Continuing with my dynamic risk assessment, while my colleague was talking to the male in a bid to calm him down, I spoke with the female and asked if she was okay, she told me she was fine, he had not hit her or damaged property and this was a verbal argument only, I asked if there was any others at the address and she told me no, I then instructed her to go in to the next room as previously, I have found that separating the parties can instantly defuse the tension, she complied. For this I used the transformational style of leadership as I explained why I was asking her to go and asked if she could, I did not instruct, and this sufficed with the victim.  I explained I would be staying with my colleague but would come to her as soon as the male had calmed. 

The male continued to be irate with my colleague, so I decided that I would take the lead in attempting to calm him down, this is find does not have to be discussed with a colleague as long as you are both able to read the situation. 

In a calm manner I began utilising the five-step appeal. The five-step appeal is a model that provides officers with an approach to gain compliance from individuals who are resistant to officer requests (College of Policing, 2020). I asked the male if we could calmly talk about what had happened however this did not work so I then started my reasoned appeal and explained that I needed him to calm down so that I could fully understand his version of events, I was conscious to keep my tone calm and speech well-paced. This too did not work so I began the personal appeal and explained that if he did not calm down this would not be resolved, and escalation could have adverse effects on the decisions we as the officers would have to make. This worked and the male calmed down, apologised and began explaining his version of events. 

Force is not always necessary and should always be a last resort, often escalation can be avoided by effective communication and use of force is not required. (Jarman, 2021)”
Confident my colleague could now safely be left with the male, I went into the next room to the female, remaining by the door to hear for any re-escalation. I asked the female again, now she was alone, if any offences had taken place and she confirmed there had not, I followed the LEAPS model (College of Policing, 2020) listened carefully with empathy, asked questions to clarify fact, paraphrased to show active listening and summarised what I understood to be correct and obtained a signed pocket note-book entry to this effect I advised my colleague discretely, he informed me that their version of events matched and no offences had taken place. 

In this scenario I would say that both my colleague and I took on the role of leader simultaneously however despite both taking different approaches, I the transformational, my colleague the transactional, the objective of ensuring safety and defusing the situation was met. We both did what we believed was right and for the right reasons, acting with integrity, something which is essential in evidence-based policing for effective change (Neyroud, 2019).

The ideology that there can only be one leader is outdated and if police culture is to change for the better this view should be adopted as standard (Cockcroft, 2019).
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically reflect upon your three-year probation:

How have you benefited from mentoring and coaching? 
How has it helped you to meet personal, professional and organisational goals?
How has it aided you to learn, develop and perform in the workplace?

Consider relevant coaching and mentoring definitions along with current coaching and mentoring theories used in policing.

How do you provide and receive feedback?

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



ANSWER:
A student constable is a new practitioner, often, newly appointed police constables have little or no experience of the work that being a police officer entails. Due to this, mentoring and coaching is implemented to assist the new employee in gaining the relevant skills and knowledge required for the role they are undertaking, through the form of experience and interaction  (Hussey & Campbell-Meier, 2021). Coaching and mentoring is usually provided by more experienced staff than the new practitioner or student to allow for growth and achievement with a knowledgeable guide  (Kutsyuruba & Godden, 2019). To understand the roles of coaches and mentors it is essential to have a comprehensive understanding of what the two roles entail. 

Coaching is described a short term developmental role, whereby a coach will shadow the student officer to ensure that the job is done correctly, they do this by intervening where necessary but generally allowing the student to make decisions; There tends to be set goals during coaching and in the context of policing they are described as competencies (College of Policing, 2019). The terms coaching and mentoring are often used interchangeably in the context of student growth and development  (Hussey & Campbell-Meier, 2021) however the two consist of different objectives. 

While Brockbank and McGill’s (Brockbank & McGill, 2006) definition of Mentoring is “the relationship between two people with learning and development as its purpose”, it differs to coaching as mentoring is a more informal approach and tends to be on more of an ongoing basis with the student setting the objectives (College of Policing, 2019). To be concise, Coaching is short term ‘teacher’ led approach in accordance with set objectives whereas Mentoring is long term, informal with ‘student’ led objectives, while both approaches have the students development at its core. 

In my experience I would state that upon my initial time as a constable, the first six months classroom based and further three months tutorship, I undertook the role student in a coaching capacity, whereas since being signed off as competent for independent patrol I would describe myself as a student in more of a mentoring capacity, utilising colleagues of different roles and rank to assist in my development and learning. 


During my initial tutorship I feel that I definitely benefitted from having a one to one coach who not only allowed me learn the basic of the job, to hit the competencies expected of me, but also helped me gain confidence in my decision making. The way in which my coach did this was by allowing me to make the decisions and regularly providing me with feedback on not only slight errors but also things I did really well. Cote (2006) once stated that coaches can fulfil many roles such as teacher, friend, role model and manager and I feel that my coach had the right balance of these approaches which gained my trust, respect and awe. (Cote, 2006).

Coaching has been said to be a very effective approach to assist in facilitating a person’s goals and professional development in the context of organisational objectives (Hakro & Mathew, 2020) and I personally would agree that the period of time where I was being coached certainly allowed me to achieve this. 

Coaching is a subjective experience in that each coach will have their own qualities, personality traits and approaches to teaching and training student officers. Brockbank and McGill (2006) explain that there are a number of approaches coaches adopt when training others. The Functionalist coaching approach focusses on the student maintaining organisational efficiency while maintaining the balance of ensuring the learner’s values are preserved, focussing mainly on memorising fact to increase knowledge whereas the Engagement approach focuses on teaching the student to maintain the organisations status quo even if this mean reforming the learners dispositions to ensure that organisational demands and expectations are met (Brockbank & McGill, 2006).

Out of the two approaches I believe that my Coach was adopted more of a Functionalist approach, the reason I say this is because I believe I already had an understanding of organisational culture and expectation so the duty of the coach in my circumstance was to just increase me knowledge. 


A third approach that was discussed by Brockbank and McGill (2006) was the evolutionary approach. The evolutionary approach respects learners experiences and uses these to generate ownership for each area the student is deemed competent in, empowering them to meet personal goals through reflective learning and although this is typically seen outside of a workplace setting, (Brockbank & McGill, 2006). I believe my coach also exhibited qualities of this approach also.

My Police constable tutor, in this instance referred to as coach, quickly established what competencies I already possessed and allowed me to utilise these and take the lead on matters we agreed I felt capable of, this empowered me and built my confidence which in turn allowed me to feel more confident when it came to taking the lead on matters we were both aware I needed to improve on. In instances where I would take the lead on matters I was not as confident in, my coach would communicate with me throughout the matter and de-brief after every call. This benefitted me as I was able to obtain feedback, reflect on my decisions and highlight areas I was improving in or that still required more focus. 

When reflecting on my time with my coach, I believe that on the whole it was a very positive experience which allowed me to grow professionally and ultimately got me to a level of standard whereby I was signed off on independent status, meaning I no longer required a coach and was deemed competent to deal with matters alone and without guidance. 
For the purpose of a thorough reflection I will say that there were occasions where the relationship between my coach and I could have been described as somewhat strained, these usually came as a result of their tone of voice or mine, both of us were under a considerable amount of stress to ensure I was ready by a certain time frame and on occasion contrasting views or opinions did put further pressure on our relationship as coach and student. We by-passed this as we were both able to identify when we disagreed and were able to talk in a calm and productive manner to overcome these obstacles, both coach and student taking on feedback of not only the objectives but also how to be as a coach and student toward one another so that we can both meet the goals set. This is described as the problem solving cycle whereby the obstacle is identified and understood, a goal is established to move past the obstacle and a new approach is adopted to achieve this (Toll, 2018). 
Thing that can cause obstacles can be differing views and opinions, through but not limited to differences in gender, beliefs, age and experience as well as tone of voice, behaviours and politics; all of which can create unforeseen challenges which impact the coach and student relationship (Brockbank & McGill, 2006).

This problem solving model is very similar the GROW model, with GROW being an acronym for goal, reality, options, way forward (Drake, 2021), whether consciously or subconsciously implemented, this has allowed me to meet professional, personal and organisational goals. I have achieved these by discussing my progress with colleagues and supervisors understanding my aspirations and ensuring, through discussion that they are achievable and in-line with organisational expectations and goals. By conversing with others I have been able to establish my strengths and weaknesses, some of which I was not previously aware of and used this information to improve weaknesses and overcome barriers, utilising learned techniques to achieve the desired outcomes.


Upon my achievement of independent officer status, I began what can be described as the mentoring phase of my career. Mentoring is between two people, with no time limitations, with development of the student officer at its heart to ensure the learning understands technical skills, knowledge culture, policies and procedures in all aspects of the job role (Brockbank & McGill, 2006). 

Mentoring, although described as a relationship between two people, I would confidently state that I have had and will continue to have many different mentors. The reason I say this is that something as simple as asking a colleague of the same level where to find a certain form is or what is required to complete a certain task happens daily, amongst people of all ranks and experience in the police and is often thought of by myself as just asking for help, not truly understanding that when I ask a question we are then undertaking the role of mentor and mentee. Despite this, other scenario’s like attachments to other departments provide a more apparent mentor relationship as the very nature of my presence there is to learn. 

The experience with my coach assisted me in identifying the way in which I learn and communicate well with others which I have been able to utilise in my mentoring relationships. Even though there are not always set objectives, mentoring has allowed me to broaden my knowledge, understanding and confidence throughout the last three years and will undoubtedly continue throughout the remainder of my career in the Police service. 

On reflection, I would say that I am a very open person who is not afraid to ask questions or highlight my errors or incompetence’s and this has allowed me to progress, although at times, my lack of self-confidence on certain topics has held me back and perhaps I have not utilised the skills and knowledge of others as much as I could have. 

When considering my role as a female police officer, I believe that there is an unconscious fear of not being good enough in such a male dominated line of work, this is something which has limited research in to but the little research that has been conducted has concluded that mentoring provides the best opportunity to change this perception and allow women working in the police force to break through the ‘glass ceiling (Jones, 2017).

It could be said that mentoring helps progression on not only a personal level but also assists in changing organisational culture and reforming ways that are inclusive to women creating equality in the workplace, especially in areas where female employees are the minority, thus empowering them to reach their full potential. 

I believe that I learn best by getting actively involved and reflecting on actions I have taken, this is also known as reflective learning. Reflective learning is a experiential learning process of identifying issues and strengths from past experiences and using those to adapt or implement in future situations to achieve more positive outcomes  (Boyd & Fales, 1983).

Actively implementing reflective learning encompasses social context and experiences I have been involved in and how I have handled them personally, allowing for a person centred reflection. Person centred approach was a term initially introduced by Carl Rogers (1959), a psychologist, who believed that personal growth and development was most beneficial with the person and their qualities at the core of reflection and goal setting to allow congruence and empathy built on a foundation of positive regard (Rogers, 1959). This has been a method more utilised within the counselling community however when implemented in a mentoring relationship, based on the belief of the approach, can allow for positive outcomes and learning resulting in competence and empowerment (Brockbank & McGill, 2006).

Reflective learning, focussing on my own strengths, combined with mentoring from other has allowed me to develop my knowledge and gain confidence and competence in dealing with a variety of situations ranging from calls I attend to paperwork I must complete all in line with policies and procedures. The benefits of this development mean that I can confidently provide the level of service and a quality of work expected of me by the public and my employer. 
Having a mentor in the form of a supervisor is proven to help a less-experienced person to flourish in the working environment  (Hopkins-Thompson, 2000) and I would confidently state that having supervisor mentoring has allowed me to develop in my career, and ensure that I meet the standards of behaviour while maintaining the code of ethics knowing that my good work is recognised through feedback provided, in turn allowing for my self-confidence to grow which is evident in my performance. 


The importance of feedback I would say is paramount in all coaching and mentoring approaches whether the feedback be positive or negative. Communicating feedback constructively, if the  evaluation of performance has views that could be perceived as negative, is crucial as the very reason for feedback is to assist in developing another, not knocking their confidence and abilities (Evans, N.D). Evans (N.D) explains that asking the individual if they would like the feedback empowers them, once it is established that they will be receptive, it is critical to communicate your recognition of their efforts and when highlighting the flaws established, communicate them in a constructive manner by providing ways of improvement, this will be seen as assistance rather than criticism. This, both implemented by me and towards me has been of great help to ensure my professional performance remains acceptable and effective, I have used this to provide others with feedback and as well as providing examples of ways to improve, I have also delegated work, thus providing them with opportunities required to improve. 


In all I believe that I have benefitted greatly from coaching and mentoring. The initial period of tutorship, allowed me to have a coach nearby that developed my knowledge and confidence in the key areas required for frontline policing, such as dealing with a certain nature of calls in line with force policy and ensuring a habit is formed of providing individuals with the required information during arrest such as time of arrest, nature of arrest, the police caution and necessity. Following on from coaching, unbeknown to me I have become a student in multiple mentoring relationships, the reason I say this is that I have asked work-related questions of my colleagues and supervisors to assist me in developing my knowledge in policing without consciously knowing it to be mentoring. I have also gained such knowledge through coaching and mentoring that on occasions I have had student officers with me who are in their coaching phase of tutorship and I have been able to confidently coach them in the absence of their tutor, allowing them to gain new competencies. 

Coaching and mentoring has been a big part of my probation and has provided me with opportunities and knowledge that I could not have gained through other means, making me a competent, confident and professional police officer. 
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