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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.


Please be aware that any content that is deemed to be inappropriate, disrespectful, or abusive will not be tolerated. Following review of any content of this nature the information will be shared with the employer of the student responsible.  

Should any health and wellbeing concerns be raised because of disclosures made by the student within this workbook, the employer of the student will be informed.  



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:



The College of Policing is an organisation that was established in 2012 and took on the responsibility of the National Policing Improvement Agency. According to the College of Policing, the responsibilities of the College of Policing are:

· To connect everyone working in the police and law enforcement to understand their challenges
· To use evidence-based knowledge in everything developed
· To help police officers and staff; researchers, academics and learning providers; the international policing community; and the public.
· To give a voice to professional policing on standards.

(College of Policing 2022) 

In 2016, the Policing Vision 2025 was published by the Association of Police and Crime Commissioners in collaboration with the National Police Chiefs’ Council. This report outlined the need for consistency, accreditation and defined roles within the policing world. It also outlines that roles need specific skills and knowledge, backed by qualifications. Previously, police forces across the UK recruited differently and there were multiple different entry requirements, learning provisions and levels of support. The Policing Vision 2025 recognised the need to standardise this area as a priority. 

The Policing Education Qualifications Framework (PEQF) was introduced in response to the Policing Vision Report 2025 with the following aims:

· Address the long-held deficiency in recognising the level at which police officers operate
· Provide a framework within which the College of Policing can revise the learning provision for all officers and staff, starting with the initial entry routes, to ensure these meet the needs of the forces and the expectation of the service as set out in Policing Vision 2025
· Standardise the learning provision across all forces, in particular the initial learning for newly recruited officers
· Include processes and guidance to help existing officers and staff achieve their potential, for example by taking their prior experience and learning as a basis for further learning and achievement of transferrable and recognised qualifications

There are 2 routes in to the police as part of the PEQF. Degree holders enter via the Degree Holder Entry Programme and consists of a two year programme which gives the individual a graduate diploma in Professional Policing Practice. Non-degree holders can enter via the Police Constable Degree Apprenticeship and consists of a 3 year programme in which the course is delivered by a police force in collaboration with a higher education provider. At the end of the programme, PCDA officers graduate with a degree in Professional Policing Practice. 

One of the reasons that the programmes were introduced was due to the understanding that crime is becoming increasingly complex and that officers’ training needs were failing to fulfil this requirement. The Policing Vision 2025 report outlines that the police service is facing greater and evolving crime challenges. It states that historically, the police have continued to reduce acquisitive crimes. An acquisitive crime is defined as an offence where the offender derives material gain from the crime i.e. shoplifting, burglary, theft and robbery. (West Yorkshire Police, 2020). The report however indicated that the police were now having to deal with significant increases in cases of child sexual exploitation, safeguarding concerns and domestic abuse. The report defines these crimes as ‘high harm’ and explains that they are complex in nature, staff intensive and the officers dealing with the crimes are rightly subject to high levels of personal accountability and public scrutiny. 

I am currently in the third year of my police probation and also in the third year of the PCDA programme. Throughout my experience as a police officer, I have continued to gain experience and improved my understanding of the area of work. Upon leaving my initial training period, I undertook a 12 week tutorship phase in which I was assigned a tutor constable. During this time, I attended every call in the company of my tutor constable and I learned how to do complete day to day tasks. During this period, I completed my initial Occupational Competency Portfolio. This is set of basic competencies that I needed to evidence that I was capable of doing before being signed off for independent patrol and moving to the next phase of the process.

After completing the tutorship phase, I then continued to progress as an independent police officer during my second year of probation. During this period, I began to develop my own style of policing and my own way of dealing with incidents. I also began to take on responsibility in regards to my own workload. This required me to fully investigate a range of crimes from start to end, including the submission of files of evidence to the Crown Prosecution Service and also attending court. During this period, I also completed the Occupational Competency Portfolio a further two times as I continued to demonstrate my ability to successfully perform as a police officer.

During this time, I have come to experience what is required of a modern day police officer. As previously stated, the role of a modern police officer is changing. There is an expectation on the police to deal with more complex and serious crimes. I have now dealt with a large amount of serious ‘high harm’ crimes such as domestic abuse and incidents with safeguarding concerns. In order to adequately deal with these crimes, I have relied on the training given to me as well as the advice of colleagues both within my immediate team and also with the force as a whole, as well as external partners.

As a response officer, I regularly deal with incidents regarding domestic violence and abuse. The Government definition of domestic violence and abuse is:

Any incident or pattern of incidents of controlling, coercive or threatening behaviour, violence or abuse between those aged 16 or over who are have been intimate partners or family members regardless of gender or sexuality. This can encompass, but is not limited to, the following types of abuse: psychological, physical, sexual, financial and emotional. (Information for Local Areas on the change to the Definition of Domestic Violence and Abuse, March 2013) 

During these incidents, it is important for me to consider the overall safeguarding risk and the implications of a domestic incident on everyone involved. Upon attending at a domestic violence and abuse related incident, the first priority is always ensuring the safety of everyone present at the location. The offenders and victims are separated in order to be spoken to about the incident and establish if any offences have taken place. These offences are then dealt with appropriately by means of arrest or any other alternative options. It is important after the incident that all safeguarding measures are put in place for the victim and children in the location.

I attended a recent call in the South Wales Valleys to a report of a domestic incident ongoing at the location. Upon arriving at the location, it was apparent that the female victim had suffered a serious assault by her partner, who was also the father of her child. In the incident, the male kicked the female a number of times to the body and head whilst she was on the floor, causing serious injuries to her head. The male left the location prior to police arrival, so I requested units to conduct an area search for the male. The male was subsequently arrested by other officers and the female was conveyed to hospital in an ambulance in order for her injuries to be tended to. It as noted whilst at the address, that the living conditions were exceptionally poor. The family were living in squalor and there was very little food for the children at the address. 

It was important after dealing with the initial incident that any ongoing safeguarding issues were addressed. It was clear that the incident took place in front of the female’s young children. Domestic incidents can have an exceptionally detrimental effect on children. These are known as Adverse Childhood Experiences (ACE). ACEs are potentially traumatic events that occur in childhood such as experiencing violence, abuse or neglect and witnessing violence in the home or community. ACEs are linked to chronic health problems, mental illness and substance use problems in adulthood. (CDC, nd)

With ACEs and the general safety and wellbeing of the children in mind, the decision was made to utilise Police Powers of Protection in relation to the children. Under the Children Act 1989, where are constable has reasonable cause to believe that a child would otherwise be likely to suffer significant harm, he may remove the child to a suitable accommodation and keep him there (Legislation.gov, 2022). The children were then removed from the address and Social Services found placements for the children in order to be looked after and removed from any further potential harm.

I feel that my training and knowledge of a complex and high-risk area helped tremendously in this situation. I feel that I fulfilled my role as a modern day police officer by ensuring that the immediate threat, risk and harm was addressed by arresting the perpetrator and then taking the children to a place of safety so that they do not suffer any further harm.

In order to also fulfil my role as a modern day police officer, I have undertaken attachments with other departments. During the second year of my probation, I undertook a number of mandatory attachments with other departments within the police force. These attachments included departments such as CID, the Investigation Hub, Public Protection Unit and Neighbourhood Policing Team. These attachments helped to round out my knowledge base and ensure that I had a full understanding of how my role as a response officers can impact and assist these other departments.

In order to continually improve and gain further experience, during my third year of probation, I have arranged my own attachments with other departments. I have completed an attachment with the Roads Policing Unit and gained first hand experience of traffic law related incidents. I have then put this experience in to use while dealing with traffic law related incidents whilst on patrol on response. I also undertook an attachment with the Sudden Death Response Vehicle. Due to the Covid-19 pandemic, a dedicated unit was created to respond to the increased level of mortality within the community. I undertook an attachment in order to increase my experience level when dealing with sudden deaths and the completion of the relevant paperwork afterwards. I have also arranged an attachment with the Organised Crime Unit in the near future. This is an area of work that interests me and I want to gain as much knowledge and experience as I possibly can. 

My role as a police officer has changed during my final year of probation and I will now reflect on this experience. In order to aid with my reflection of this experience, I will use Gibbs’ Reflective Cycle model (Gibbs 1988). This model offers a framework for examining experiences and assists with learning from them. There are 6 stages to the model which are as follows:
- Description – Full account of the experience in detail
- Feelings – Thoughts, feelings and emotions regarding the experience
- Evaluation – Evaluate what worked and what didn’t work in the situation
- Analysis – Making sense of the situation and why things went the way they did
- Conclusion – What was learnt from the experience and how things could have been done differently
- Action plan – How similar situations would be dealt with in future and general changes to the working strategy that would be appropriate.

In relation to the how my role has changed over my final year of probation, I feel that I have settled into the role fully and would now consider myself a competent police officer. I have now gained experience of a wide range of incidents and feel that I can now confidently deal with these incidents independently from start to finish. I am now one of the more senior officers on the team and now play an active role in assisting officers that are younger in service with any issues that they are having and offering advice.

I feel that my role has changed during the final year of probation because I now take more responsibility and accountability for what I am investigating and the level to which I ensure that investigations are completed. I feel that I now have a greater depth of knowledge when it comes to complex investigations. For example, I recently dealt with an incident whereby a person was threatened online by an unknown party. I used my knowledge of the Charter process to ascertain who the owner of the unknown social media account was and secure a positive outcome for the victim of the crime. I have also assisted with serious incidents such as rapes and sexual assaults. Using my experience and knowledge, I remained cognisant of the needs of the investigation when arresting the offender and I ensured that all relevant forensic material was recovered and preserved properly.

My thoughts and feelings about the final year are that I am now confident and feel that I am doing a good job as a police officer. There are still occasions that I feel apprehensive and nervous about a particular incident, especially if it is something that I have not dealt with before or only on a handful of occasions. However, I am now able to rely on previous experiences to successfully navigate my way through the incident and bring it to a positive conclusion. I am also now confident enough to defer to my colleagues and supervisors in order to get advice on how to proceed.

To evaluate the experience, I believe that any decisions that I have made in regards to incidents have generally gone well. Any incidents during my final year which have not gone well, I have taken learning from any put actions in place in order to improve. 

I will continue to learn and improve as a police officer as I gain more and more experience. I have already put action plans in place in order to adapt with the changing role of a police officer. I have put myself forward for multiple courses which make me a more skilled officer. I have completed the Sexual Offences First Responder course which means I have the skills and knowledge to appropriately deal with rapes and sexual offences. I have also undertaken my taser course and my method of entry course. This means that I can deal with more serious incidents where there is an aggravated threat or a serious risk to life.

Word count: 2428
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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 a widespread phenomenon across the modern world. It is estimated that as of January 2021, there are approximately 4.66 billion active internet users worldwide (Statista, 2021). In addition to this, as of 2020, there are an estimated 
3.6 billion active social media users however this number is expected to rise to almost 4.41 billion in 2025 (Statista, 2022). It is clear that social media is a vast area in terms of day-to-day life. Everyday members of the public are increasingly reliant on social media and daily use is increasing. In 2020, the average daily social media usage of internet users worldwide amounted to 145 minutes per day. This figure is up from 142 minutes in 2019 (Statista, 2022).

With this mind, it is also important for the Police to utilise Social Media as a tool for engagement and communication. Social Media has become a powerful platform for businesses and organisations to reach out to their audience and engage them with their brand, products and services. Social Media engagement determines how the customers or audience interact with the organisations accounts. Social Media engagement is measured using likes, subscribers, mentions, followers, shares and retweets, among many others. Social media engagement is important to an organisation such at the police because it helps to spread awareness of particular initiatives, policies or recent good work.

One of the main facets of the police force is that it acts as a deterrent against potential offenders. The police being a visible presence within a community can help to drive down crime within that area if there are visible targeted patrols of a specific geographic area. One study found that property crime fell 31% in crime hot-spots when patrolled by marked police cars in comparison to hot-spots where ‘business as usual’ was maintained. The study also found that property crime did not fall in hot-spots patrolled by unmarked police cars, highlighting the effect that a visible presence can have on crime within a community (Ratcliffe and others, 2020).

Police run social media accounts can effectively take up part of the mantle of providing a ‘visible presence’ in the community. Police social media accounts can make mention of different areas that are being targeted and patrolled in relation to ongoing criminal activity or anti-social behaviour within the area. For example, if there is an issue with youths at the local bus stop in the town centre, a patrol strategy will be implemented by the Local Policing Inspector. This patrol strategy gives instructions to officers to pay particular attention to that location for an allotted time. This will then be highlighted on social media to indicate to members of the public and potential offenders that work is being undertaken to reduce the issues in the area. Doing this can effectively the level of ‘visibility’ in the area because numerous members of the public and potential offenders who were not at the location at the time of the patrol, now have their attention drawn towards the issue in that area.

The police social media can also be used for investigative purposes. Due to the vast reach that social media has and the capability to upload and disseminate photos and videos, there is an option for police to use this to assist in investigations. For example, in cases where there is CCTV available, the footage and screenshots can be disseminated to members of the public who may be able to assist with identification of offenders. This technique can also be used to assist with gaining valuable information and intelligence in relation to missing persons. A recent photograph of the missing person can be shared on social media, with the permission of the missing person’s family. This will help bring attention to the missing person and could potentially mean that a member of the public may be able bring forth new information which leads to them being found.

South Wales Police runs multiple social media accounts. These social media accounts are managed by the internal communications team however it is possible for officers to log in to certain accounts and use the social media themselves in order to highlight any work or communicate any necessary messages such as road closures etc. South Wales Police has accounts on the following social media platforms:

· Facebook
· Twitter
· Instagram
· YouTube
· LinkedIn

Facebook is the largest social media platform worldwide, with over 2.91 billion users, and its main features are the ability to post text, images and video to a ‘wall’ which other users can interact with. Facebook also has a feature whereby organisations and businesses can set up profile pages which are then ‘followed’ by other users. This allows the ‘followers’ to view any content that the owner of the Facebook page posts and also allows them to ‘like’ and comment on these posts. 

The main South Wales Police Facebook page has 177,000 followers and features regular posts ranging from appeals to identify offenders to ‘thank you’ posts to members of the public assisting with vulnerable people. The main Facebook page is also supplemented by ‘local’ Facebook pages which are focussed on specific geographical areas. For example, there are Facebook pages called ‘South Wales Police Cardiff and Vale of Glamorgan’ and ‘South Wales Police Rhondda Cynon Taf, Merthyr Tydfil and Bridgend’, amongst others. By splitting up the accounts geographically, this means that the police can target issues within that community which may not affect other communities that South Wales Police serve.

South Wales Police also use Twitter in order to communicate effectively with members of the public. Twitter is another incredibly popular social media platform with close to 400 million users. Twitter enables users to ‘follow’ other accounts and be ‘followed’ by other accounts. This enables those users to see and interact with each other’s posts. User send ‘Tweets’, which range from text posts to images and videos. Other users can then reply to these Tweets and also ‘retweet’ it, a way to rebroadcast that message to their own followers.

There is a similar setup for the South Wales Twitter account to the Facebook account. There is a main South Wales Police account, @swpolice. This is overall main page which communicates information as a force. This account has 149,000 followers. There are also smaller accounts such as South Wales Police Cardiff, @SWPCardiff, or South Wales Police Swansea, @SWPSwansea. Again, these regionalised accounts tweet information that is more pertinent to their own communities and areas. It is noted however that the accounts will retweet information that may not necessarily be for their area but this helps to broadcast the message and increase the amount of people that the message has been seen by. This is of particular use when dealing with high risk missing persons and high priority offenders.

Both Facebook and Twitter also allow for members of the public to raise any concerns that they have via another medium. Not every member of the public may feel that they need to call police in order to raise a concern or report a problem. However, they may feel more comfortable reporting it via the relatively anonymised method of social media. It could also be argued that some members of the public may feel that the issue isn’t severe enough to call police for however it is something that they could quickly and easily alert the police about via social media.

There are numerous benefits to the use of social media by the police. As described above, the social media accounts allow for an increased level of connectivity and interaction between the organisation and its customers, the community which South Wales Police serves. It allows for the police to highlight their good work in the community such as the apprehension of a high priority offender or the successful return of a missing person. These posts can then be interacted with by members of the public and there is a direct method of feedback and recognition from the public.

Another benefit is the speed and range that a message can be broadcast to large numbers of the community. As officers are given access to the local police twitter accounts, this means that officers can quickly and easily share pertinent information with members of the public which can help to prevent any further issues. For example, if there is a serious road traffic collision in the area, officers at scene may take the decision to close the road to members of the public. This is done in order to potentially preserve the scene and to allow emergency workers to work in safety, as well as prevent other road users from coming to harm. An officer at scene can quickly and easily put a message up on social media informing members of the public that the road is closed and to find an alternate route. This helps to prevent any more inconvenience to other road users as necessary and also assists in reducing the amount of traffic that needs to be turned away at the road closure.

There are however multiple drawbacks to social media. These drawbacks do not necessarily only relate to the police however the public nature of the police force can somewhat exacerbate the issue. By the very nature of policing, the police force will always be subject to strong criticism by sections of the community. Policing in the 21st Century is a sensitive issue and the police are increasingly under scrutiny after high profile incidents such as the killing of George Floyd in the USA and the prominence of the Black Lives Matter movement. There have also been incidents in the UK which have attracted criticism, particularly online. The murder of Sarah Everard and the handling of the subsequent Clapham Common vigil was particularly controversial and led to widespread criticism in both traditional media and social media.

By placing themselves in a prominent online position, the police open themselves for direct feedback and potential criticism by members of the public. It is important that the police are head accountable for their actions and this is one of the most important tenets of the Policing by Consent model. Members of the public can comment whatever they feel is relevant on police social media posts and it is a relatively unchecked system whereby the administrators of the are powerless to stop the public from commenting, provided the content of their message does not break the law. Much of the criticism may be unfounded and based on personal feeling rather than fact however it does not make the public’s right to post this any less. It can be said however that the comments could then have a reputational effect on the police force.

Social media has also given rise to very prominent viral videos which can cause widespread criticism of the police, whether justified or not. In the modern age, members of the public are very likely to carry smart mobile phones which have the capability to record high-definition video footage. This means that any interaction with the police can potentially be recorded and any incident can be uploaded easily on to social media. As previously mentioned, the killing of George Floyd on  was video recorded by a passer-by and proved to be crucial in securing the conviction of Officer Derek Chauvin. The video of George Floyd’s murder was shared widely on social media and between May 25th 2020 and June 5th 2020, videos related to George Floyd and the subsequent Black Lives Matter movement were viewed over 1.4 billions times.

Viral videos and social media posts which highlight any wrongdoing by the police force serve to decrease public trust in the police and this can cause barriers within the community. If the local police force is not trusted, there may be a reduction in reporting of serious issues or crimes, particularly in relation to vulnerability such as domestic violence, rape and exploitation.

There has also been an increase in recent times of viral videos and social media accounts that ‘audit’ local police forces. The auditing accounts have the modus operandi of approaching police stations and attempting to film the station and officer’s movements. The auditors are deliberately antagonistic and attempt to uncover any perceived wrongdoing on the part of the officers that speak with them. These videos are very popular and any incidents tend to lead to widespread criticism of the police force.

In my time as a serving police officer, I have utilised social media on a number of occasions. I utilised social media whilst conducting my attachment with the Neighbourhood Policing Team. The Neighbourhood Policing Team (NPT) is made up of a Police Sergeant, a number of Constables fulfilling the role of Neighbourhood Beat Managers and a number of Police Community Support Officers. NPT are tasked with being a visible presence within the community and attempting to resolve any issues raised within the community via partnership working.

During my attachment, the Covid-19 pandemic was still ongoing and the UK was subject to strict lockdown restrictions. These restrictions prevented members of the public from meeting with others in public and reduced the movement of the public in an effort to slow the spread of the virus. As a result, the police were granted additional powers to deal with breaches of Covid-19 regulations.

During my attachment with NPT, I attended at a large party which was being held at a house. There were numerous attendees from different households and it was a clear breach of regulations. Therefore numerous fines were issued. In order to highlight that the police were taking strong action against any breaches and highlight the importance of adhering to the Covid-19 guidelines, I posted a Tweet to the local South Wales Police Twitter account explaining that a party had been disrupted and fines issued.

This Tweet was mostly well received by members of the community and it received multiple ‘likes’ and retweets. There were also a number of comments back expressing that the public was happy with the response by police and that they agreed with and welcomed offenders being fined for breaching the guidelines. There were however comments criticising the actions of police. There were comments stating that police resources would be better directed to more serious crime. Overall, I feel that it was important to share the information in ordeto advise the public to adhere to the laws and help to raise awareness of the good work that the police were doing to help lower the spread of Covid-19.

Word count: 2414


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 is an essential aspect of a modern police officer. The police force have historically been held as role models and been seen as a standard of behaviour by which the rest of the public should set themselves. The Peelian Policing Principles were a set of principles created by Sir Robert Peel, the father of the modern police force. The Peelian Principles summarize the ideas that Sir Robert Peel developed to define an ethical police force.

One of the Peelian Principles outlines the following:

‘To recognise always that the power of the police to fulfil their functions and duties is dependent on public approval of their existence, actions and behaviour, and on their ability to secure and maintain public respect.’

This principle forms the basis of the idea of ‘policing by consent’ (Gov.uk, nd). Policing by consent is one of the fundamental principles of the British approach to policing. In this model of policing, police officers are regarded as citizens in uniform. They exercise their powers to police their fellow citizens with the implicit consent of those fellow citizens. Policing by consent indicates that the legitimacy of policing in the eyes of the public is based upon a general consensus of supports that follows from transparency about their powers, their integrity in exercising those powers and their accountability for doing so.


Within the police service, there is a Code of Ethics to which all officers adhere to. This Code of Ethics sets and defines the exemplary standards of behaviour for everyone who works in policing. It sets out of a framework for decision making is a constant reinforcement of the values and standards that policing is proud of. If the public don’t have the confidence to trust the police to be fair, acting ethically and in their best interests, they are less likely to assist the police in upholding the law. (Code of Ethics | College of Policing, n.d.)

Within the Code of Ethics, there are a set of 9 policing principles. The principles underpin and strengthen existing procedures and regulations for ensuring standards of professional behaviour for everyone in the police. The principles give the profession and public the confidence that action can be taken if anyone believes that the expectations of the code of ethics have not been met.

Every person working for the police service must work honestly and ethically. The public expect the police to do the right thing in the right way. The policing principles reflect the personal beliefs and aspirations that in turn serve to guide behaviour and shape the policing culture. The 9 policing principles are as follows:

· Accountability – You are answerable for your decisions, actions and omissions
· Fairness – You treat people fairly
· Honesty – You are truthful and trustworthy
· Integrity – You always do the right thing
· Leadership – You lead by good example 
· Objectivity – You make choices on evidence and your best professional judgement
· Openness – You are open and transparent in your actions and decisions
· Respect – You treat everyone with respect
· Selflessness – You act in the public interest

The aspect of leadership is therefore crucial within the police force and a very important factor for the modern day police officer.

Leadership is an important skill however can be difficult for many people to perform. There are a number of different types of leadership and leaders can show themselves to fit in to different categories. There are numerous styles of leaderships and leaders will naturally tend to fall towards a particular style. These can be broadly grouped in to 5 different categories:
· Authoritarian leadership
· Participative leadership
· Delegative leadership
· Transactional leadership
· Transformational leadership

(IMD Business School, 2022)

Authoritarian leadership styles allow a leader to define outcomes and set out their expectations. In this type of leadership, the leader will be the most knowledgeable member of the team. In this situation, the leader has absolute power and control over his subordinates. This type of leadership can be very beneficial in situations where there is very little room for mistakes and the goal is very time sensitive. There are clear advantages to this method of leadership. The time spent of making crucial decisions can be reduced. The chain of command is clearly emphasized and the room for error is reduced due to there being clear objectives set out with no room for deviation. There are drawbacks to this method of leadership however. A very strict leadership style can lead to employee rebellion and the breakdown in relationships between the leader and the employee. This type of leadership also breaks down creativity and innovation. Due to the limiting set of rules and objectives, the employee cannot think outside of the box or come up with new methods to problem solve.

Participative leadership is another style of leadership however this style is rooted in the idea of democracy. The essence of the style is to involve team members in the decision making process. As a result of this, team members will feel motivated and engaged and feel as though they are contributing to the goal. Whilst the leader may have the ultimate last say in the decision reached, it allows others to get involved and can help form strong bonds within the team. It also allows members of the team to be creative and a high level of productivity can be achieved. The downside of this style of leadership is that decision making processes can become very time consuming and there is an increased risk of communication failures. There is also the risk that the employees assisting making decisions may just not be skilled enough to make the correct decision.

Delegative leadership is also known as ‘laissez-faire leadership’. This style of leadership focusses on delegating initiative to team members. This style of leadership allows the leader to take advantage of the competence and experience of their employees. This helps to create a positive work environment. One of the drawbacks to the style are that it relies heavily on the experience and competence of the employee and it also may blur the line between the leader and the employee as there is no defined command structure in place.

Transactional leadership uses ‘transactions’ between the leader and the followers. These ‘transactions’ can take the form of rewards, punishments or any other type of exchange. These ‘transactions’ are then used in order to the get the job done. A leader of this type will set the team clear goals and the team members are fully aware that they will be rewarded for completing the work successfully. The advantages of this style is that it is an easy system to implement for leaders and it is easy to follow by employees. Employees can also get a say in the rewards and this leads to increased motivation and productivity. However, in this situation innovation and creativity is minimised and this style will create more followers than leaders amongst the employees.

Transformational leadership is a style of leadership in which the leader inspires followers with a vision and then encourages and empowers them to achieve it. This style of leadership places a high value on relationship and it is not a coercive approach to leadership. Due to the emphasis being placed on the vision of the leader, it uses motivation and inspiration to gain the support of the employees. The downsides are that this style requires motivation to be kept as high as possible and feedback is constantly required. 

There have been situations during my experience as a police officer where I have had to utilise an authoritarian leadership style. The concept can be applied during a basic arrest. During an arrest, the detainee’s liberty is taken from them and complete decision making and control is given to the arresting officer. It could be argued that in this situation, the officer is the ‘leader’ and the detainee is the ‘employee’. The advantage for the officer in this situation is that there is very little room for error and there is a clear boundary of who is in charge of the situation. The disadvantage is that the detainee may rebel against this. The rebellion can take many forms such as verbal abuse, passive resistance or active resistance and even aggression.

There are also situations that I have been in where my leaders have to take on an authoritarian leadership style in order for an incident to be successfully managed. For example, during a serious incident such as a murder, stabbing or fatal road traffic collision, the senior leaders in charge of the incident will make decisions solely by themselves. They will issue directives to officers at scene and order that certain roads are closed, certain parts of the crime scene are closed to public access, members of the public detained or arrested and many other things. By being authoritarian in this situation, the leaders ensure that the investigation is run smoothly and massively reduces the likelihood of errors.

I have also utilised a participative leadership style on many occasions during my time as a police officer. Due to the nature of the calls which the police attend, officers are often paired together in order to reduce the risk. If an officer is single crewed whilst attending a call, there is a high potential that the officer could come to harm and the nearest back up is a long time away. In situations where I am double crewed, I always try to defer to a participative leadership style. In these situations, I will come to agreements with my team mates on how best to progress the incident and bring about a positive resolution. Both my team mate and I will give our opinions on how to progress and explore any available options before coming to a decision on what to do next. 

There have been occasions when I have had to adapt and change my leadership style due to changing circumstances. I initially encountered in an incident and felt that my leadership style was the correct one to use however, after the situation progressed, I understood that I would need to change the way that I am approaching the situation. In order to reflect on the incident, I will utilise the Four F’s of active reviewing (Greenaway, nd). This is a framework designed by Dr Roger Greenaway. By working through the four levels of this model, I will critically examine the situation that I am reviewing and reflect upon it. The Four F’s in the model are:

· Facts – An objective account of what happened
· Feelings – The emotional reaction to the situation
· Findings – The concrete learning that you can take away from the situation
· Future – Structuring your learning such that you can use it in the future

(Greenaway, n.d.)

In this situation, I began to be paired up with a newly appointed officer who had recently finished their tutorship period. Despite the officer having been declared fit for independent control, it was clear that he still did not have a great deal of confidence when it came to dealing with police incidents. I noted during calls that he was very quiet and did not speak confidently with members of the public. It did not appear that he had the confidence in his own ability to fully deal with an incident from start to finish. This caused me concern as I was worried that I may not be able to rely on him if the situation became dangerous or unpredictable.

In order to assist with his development as a police officer, I utilised my leadership skills. To begin with, I made the decision that I would adopt an authoritarian leadership style. Throughout his tutorship period, he was under an authoritarian leadership style because needed to be told exactly what to do in all circumstances as he had no prior experience of any kind. He was used to this method of leadership and I felt that he would continue to gain experience this way and would eventually become a more confident police officer.

After a number of weeks of this method, it was apparent that he was not improving in his level of confidence and that he was continuing in the same way. I made the decision to change my leadership style and adopted a participative leadership style. As such, when we went to calls together, I ensure that I approached them in a democratic way and made a conscious effort to include him on every decision made. I would ask him for any available options and to rationalise the decisions that he wanted to make. After a few more weeks of this approach, I noticed that he came out of his shell more at calls and appeared to be more confident with speaking to members of the public and being confident in the decisions that he made.

My overall feelings towards the situation was that I was initially apprehensive and nervous about going to calls with the other officer. As a new officer myself, I found it nerve-wracking to be paired with someone that I could not necessarily trust if something went wrong. I also felt frustration that the method I was using to try to get the best out of him was not working. It felt for a long time as though I was going in circles trying to get him to be more confident. Once I changed my method and he began to make improvements, I felt very proud and felt that I had helped him to make the most of his ability and potential.

The learning that I took away from the situation was that what works for some people doesn’t necessarily work for every person. I personally found during my tutorship that I had to be shown directly what to do in a situation at least once, possibly more times, in order to feel confident with doing it myself. However, I learned that in order for my colleague to improve, he needed to learn how to get the best out of himself and begin to stand on his own two feet while making decisions for himself.
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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:

Over the past 3 years, I have undertaken a 3 year probation as a police officer in conjunction with completing the 3 year Police Constable Degree Apprenticeship. During these three years as a police officer, I have received support from various places. I have been supported by my colleagues, my tutor constable, my supervisors and also by my friends and family. They have supported me wholly what is a difficult experience and has a very steep learning curve.

I will now reflect on the experience of mentoring and coaching during my 3 year probation. In order to aid with my reflection of this experience, I will use Gibbs’ Reflective Cycle model (Gibbs, G, 1988). This model offers a framework for examining experiences and assists with learning from them. There are 6 stages to the model which are as follows:
- Description – Full account of the experience in detail
- Feelings – Thoughts, feelings and emotions regarding the experience
- Evaluation – Evaluate what worked and what didn’t work in the situation
- Analysis – Making sense of the situation and why things went the way they did
- Conclusion – What was learnt from the experience and how things could have been done differently
- Action plan – How similar situations would be dealt with in future and general changes to the working strategy that would be appropriate.

As part of the 3 year probation, I undertook at 12 week tutorship period after completing my initial 6 month training period. I was assigned a tutor constable, who is an experience member of the shift and has completed the relevant tutor course. During the first 12 weeks, I attended every call in the company of my tutor constable and I took complete direction from him. He assisted me in learning how to deal with incidents and what to say to members of the public whilst dealing with an incident. During this time, I also completed my Occupational Competency Portfolio. This is a set of basic competencies that I need to prove I had completed before being signed off for independent patrol. I also had an ‘incident checklist’ to ensure that I had experienced a wide range of incidents such as hate-related incident, sudden death and road traffic collision.

After completing the initial 12 week tutorship phase, I then moved on to the mentorship phase. During this time, I was independent and allowed to work freely with other members of the team and I also began to pick up my own workload. However, I would still be under the care and watch of my tutor constable who would be there to assist in any way if I required any help. This phase was important to me because it allowed me to begin to find my feet as a police officer and also allowed me to develop my own policing style and deal with incidents in my own way. However, it was always encouraging to know that there was a safety net in the form of my tutor constable who I knew I could fall back on for advice and guidance.

After the mentorship period ended, I continued to be coached and mentored by various members of the team. The dynamics of the team mean that we all continually support and learn from one another. My supervisor also ensured that I was kept on the right track and pushed me to develop as an officer by placing me on courses and sending me to incidents which he knew I would get good experience from.

In the workplace, there are various methods of coaching and mentoring. According to Sir John Whitmore, coaching is defined as ‘unlocking a person’s potential to maximise their own performance. It’s helping them to learn rather than teaching them’ (What is Coaching?, 2022).  The ultimate aim of coaching is to help the person progress in a certain area of life, work or to overcome any problem that the person is struggling with.

The process of coaching happens through conversation and can take place face to face, over the phone or online. One of the key aspects of coaching is that the answer to the problem is already found within the person seeking to be coached. The coach’s role is to help the person find the answers. A coach will seek to help draw the answers out via a number of techniques including active listening, questioning, observation and reflecting back. Some coaches will use a technique known as Neuro-Linguistic Programming (NLP).

NLP is the practice of understanding how people organise their thinking, feeling, language and behaviour to produce the results that they do. It is a psychological approach that involves analysing strategies used by successful individuals and applying them to reach a personal goal. Proponents of NLP state that all human action is positive. Therefore, if a plan or goal fails or the unexpected happens, the experience is neither good nor bad – it simply presents more useful information.

Another technique available for coaches is known as the GROW model. This model was developed in the 1980s by business coaches Graham Alexander, Alan Fine and Sir John Whitmore. The GROW model provides a framework to structure coaching sessions. GROW stands for:
· Goal
· Reality
· Options (or Obstacles)
· Will (or Way Forward)

(MindTools.com, 2022)

Coaches will ask the person they are coaching to set a goal with is specific, measurable, attainable, realistic and time-bound. The coach can then request that the person examine their current reality and consider their starting point. After fully exploring their current reality, coaches will then determine what is possible and assess all possible options that will help them achieve their goal or overcome their problem. This can be done by brainstorming as many options as possible and selecting the best one. The final step is to have the person commit to specific actions in order to move forward toward their goal and establish their will and boost their motivation. Coaching relies on the commitment to the process and an open, honest relationship between the coach and the person being coached.

Mentoring is another process which is related to coaching however differs in fundamental areas. Mentoring is defined as ‘supporting and encouraging people to manage their own learning in order that they may maximise their potential, develop their skills, improve their performance and become the person that they want to be’ (University of Reading, 2022). Mentoring shares many similarities with coaching and both seek to achieve goals and achieve things in the present and future. However, mentoring is when a senior colleague who is knowledgeable and worldly wise gives advice and provides a role model to the person being mentored. A mentor is someone who shares their knowledge, skills and experience to help another person develop and grow whereas a coach is someone who provides guidance to a client on their goals and helps them reach their full potential.

One of the most distinct differences between coaching and mentoring is the idea of being directive. Coaching is non-directive as it involves the coach posing questions and giving the person they are coaching the space to reflect and do most of the talking and problem solving. Mentoring is directive and it is likely that the mentor is going to be instructing, giving advice and offering suggestions. Mentors are more likely to do most of the talking in meetings between a mentor and the person that they are mentoring.

Reflecting upon my own probation to date, I would describe the initial part of my training as a mentorship phase. In the initial classroom based learning for 6 months and my tutorship/mentorship period until the end of my first probationary year, all of my knowledge and skills were given to me in a directive fashion. My trainers and tutor would tell me what to do and would explain processes which I would then learn in order to be able to do them myself.

During this period, my tutor constable served as my mentor. I would attend at a variety of call in the company of my tutor and he would show how to deal with a situation appropriately. I found that the best way that I learned from my tutor was for him to show me what to do in the initial instance and then I would make an attempt at dealing with a similar incident on the following occasion. For example, my tutor and I were on patrol in the South Wales Valley area and encountered a vehicle which had only one working light. Due to the time of night, it was clear that the lights were not working properly and my tutor made the decision to give the driver a fixed penalty notice. My tutor then went through the full process of giving a ticket to the driver and explained each step to me as he was going through it. A few weeks later, we pulled over a different vehicle with a light out. On this occasion, I then was the officer to issue the ticket, with the assistance of my tutor if needed. 

This then moved on to the second year of my probation which was more of a non-directive approach and resembled more of a coaching type process. In particular, my supervisor was assisted me in developing as a police officer by making me learn for myself and come up with solutions to my own problems. For example, I became the officer in charge for a case of domestic related fraud. It was alleged the victim of the fraud had lost over £13000 and it was believed that her ex-partner had taken this money from her account without permission.

I had never previously been officer in charge of a fraud before this point and I initially found it very daunting as I did not know where to begin. Upon speaking with my supervisor, we had a long discussion about the incident. During this discussion, he did not tell me exactly what I needed to do and how to go about it. Instead, he asked me to go through the options which I felt were available to me and what my thoughts were if I talk that course of action. He allowed me to run the investigation fully with my own decisions and offered feedback on what he felt I was doing well and what I was not doing well.

By the time the investigation was complete, I had successfully made contact with numerous colleagues in the police, such as the financial investigator. I also had a clear path through the investigation and a full idea of the goal which I wanted to achieve and the means to achieve that goal. After this investigation, I felt much more comfortable running my own investigation and I found the experience to be invaluable. I believe I still would have achieved a positive outcome if my supervisor had simply told me what to do, however I would not have grown and developed as a police officer. 

I feel that the workplace culture that I have arrived in to during my probation has also accommodated a natural shift towards mentoring and coaching. The team dynamic on my shift is very good and every officer is committed to helping one another no matter what. I believe that as officers we all learn from each other and we all have advice that we can give to one another, regardless of length of service.

Feedback is a fundamental component of all aspects of both mentoring and coaching and it is very important to acknowledge the role that feedback plays. is information about how someone is doing in their effort to reach a particular set of goals. Feedback comes in three formats:

· Appreciation - recognising and rewarding someone for great work. This connects and motivates people and it vital as motivation is critical for high performance
· Coaching – helping someone expand their knowledge, skills and capabilities. Coaching is also an opportunity to address feelings, which helps balance and strengthen relationships.
· Evaluation – assessing someone against a set of standards, aligning expectations and informing decision making.
(CTO Craft, nd)

During my probation, I was given feedback by my tutor constable day to day as I was progressing through my work. This feedback would be given instantly when it was needed and it was important whilst I was first learning how to complete even the most basic aspects of the job. As time progressed, feedback was given in regular meetings with my Area Training Officer. As part of the meetings, I was required to get comments about my performance from my supervisor and this would be fed back to me and the Area Training Officer. Upon leaving my probation, I will then be expected to through a yearly performance review with my supervisor where they can flag up any issues and set new goals and targets for the coming year.

I always felt that this feedback was exceptionally beneficial to me as it helped me to understand where my strengths and weaknesses were. If there was a particular area which I was not doing a good job at, I would receive feedback in regards to the this and the I could go to my mentor, be that my tutor constable, colleagues or supervisor, and get suitable advice and guidance on how to improve in that area or be signposted to someone else who would be able to help.

I would also provide feedback to my supervisor and my tutor constable. At certain points, if I was being asked to complete something that I did not feel comfortable with, I had a good enough relationship with my team to flag this up and ask that the style of teaching be changed or more guidance given to me.

Word count: 2291











[bookmark: TITUS2HeaderFirstPage] 


[bookmark: TITUS2HeaderEvenPages] 


[bookmark: TITUS2HeaderPrimary] 


[bookmark: TITUS2FooterFirstPage] 

12


[bookmark: TITUS2FooterEvenPages] 

14


[bookmark: TITUS2FooterPrimary] 

13




Bibliography
The bibliography should only include sources referenced within the workbook using the Harvard referencing system. Information about referencing in written assignments and how to avoid plagiarism can be found on Moodle. It is important that you are aware of the importance of ensuring that the work submitted is your original work.

2013. Information for Local Areas on the change to the Definition of Domestic Violence and Abuse. [ebook] Home Office. Available at: <https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/142701/guide-on-definition-of-dv.pdf> 

2022. Policing Vision 2025. [ebook] Association of Police and Crime Commissioners. Available at: <https://www.npcc.police.uk/documents/Policing%20Vision.pdf> 

CDC n.d. [online] Preventing Adverse Childhood Experiences. Available at: <https://www.cdc.gov/violenceprevention/aces/fastfact.html> 

College of Policing. 2022. About Us | College of Policing. [online] Available at: <https://www.college.police.uk/about> 

CTO Craft. n.d. The three forms of feedback: appreciation, coaching and evaluation | CTO Craft. [online] Available at: <https://ctocraft.com/blog/the-three-forms-of-feedback-appreciation-coaching-and-evaluation/> 

Gibbs G (1988). Learning by Doing: A guide to teaching and learning methods.

GOV.UK. n.d. Definition of policing by consent. [online] Available at: https://www.gov.uk/government/publications/policing-by-consent/definition-of-policing-by-consent

Greenaway, R., n.d. The four F's of active reviewing. [online] The University of Edinburgh. Available at: https://www.ed.ac.uk/reflection/reflectors-toolkit/reflecting-on-experience/four-f

IMD business school. 2022. The 5 Leadership Styles you can use & How to implement each in 2022. [online] Available at: <https://www.imd.org/imd-reflections/reflection-page/leadership-styles/> 

Legislation.gov.uk. n.d. Children Act 1989. [online] Available at: <https://www.legislation.gov.uk/ukpga/1989/41/section/46> 

Mindtools.com. 2022. The GROW Model of Coaching and Mentoring: A Simple Process for Developing Your People. [online] Available at: https://www.mindtools.com/pages/article/newLDR_89.htm

Performance Consultants. 2022. What is coaching?. [online] Available at: https://www.performanceconsultants.com/what-is-coaching
 
Reading.ac.uk. n.d. Mentoring: definitions and principles - University of Reading. [online] Available at: <https://www.reading.ac.uk/engageinmentoring/what-is-mentoring/eim-definitions.aspx> 

Statista. 2022. Daily social media usage worldwide | Statista. [online] Available at: <https://www.statista.com/statistics/433871/daily-social-media-usage-worldwide/>

Statista. 2022. Internet users in the world 2021 | Statista. [online] Available at: <https://www.statista.com/statistics/617136/digital-population-worldwide/> 

Statista. 2022. Number of social media users 2025 | Statista. [online] Available at: <https://www.statista.com/statistics/278414/number-of-worldwide-social-network-users/> 
























 CONFIDENTIALITY and PLAGIARISM 

This is automatically checked via Turnitin submission of your workbook.


[bookmark: TITUS3HeaderFirstPage] 


[bookmark: TITUS3HeaderEvenPages] 


[bookmark: TITUS3HeaderPrimary] 


[bookmark: TITUS3FooterFirstPage] 

27


[bookmark: TITUS3FooterEvenPages] 

28


[bookmark: TITUS3FooterPrimary] 

29






[bookmark: TITUS4FooterFirstPage] 

30


[bookmark: TITUS4FooterEvenPages] 

8


[bookmark: TITUS4FooterPrimary] 

7

image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%





