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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:

What is the strategic role of College of Policing in Professionalising policing in UK.

The College of Policing is a professional organisation for police officers in England and Wales. It is an independent organisation which sets standards for key areas of policing, assisting forces and individuals in providing consistency and a greater service to the public (College of Policing, 2022).
The creation of this new policing professional organisation was announced in December 2011 by the then-Home secretary, Theresa May. At that time, Theresa May stated that during the past 30 years, crime rates had fallen, which has resulted in increased public confidence and satisfaction in the police. She stated that this was mainly down to the police service becoming more professional over that time. 

Although this was encouraging and a positive trend, she recognised that police forces across the UK would face additional challenges in the future, due to austerity and dynamic changes within modern technology and society. She stated that due to these expected challenges, the existing policing structures and policies could not be relied upon at a national level in policing.

To combat these new challenges and maintain public confidence and reduce crime rates, representatives from different organisations, such as, the Police Federation, the Superintendents' association, ACPO, and UNISON collaborated with the Home Office to design the college, ensuring that it reflects the goals and aspirations of all 43 Police forces in England and Wales (Home Office 2021).

In its capacity as the professional organisation for police, the College of Policing developed the Code of Ethics in 2014. It establishes and specifies the exemplary standards of behaviour for all policing personnel. It is a helpful, constructive, day-to-day decision-making framework that constantly reinforces the principles and standards that police is proud of. It is meant to inspire personal accountability and the use of professional judgement, enabling everyone in police to do the right thing at all times and to ensure that there is no ambiguity when dealing with incidents, ensuring that  members of the public, always receive an excellent standard of service (College of Policing, 2014).





Fig 1. Code of Ethics (Adapted from Bryant and Bryant, 2019)

The Code of Ethics provides a broader framework that underpins the Standards of Professional Behaviour as set out in the Conduct Regulations. It sets out examples to help officers interpret the Standards of Professional Behaviour in a consistent way. They are not intended to be an exhaustive list. The Code of Ethics should inform any assessment or judgement of conduct when deciding if formal action is to be taken under the Conduct Regulations, as shown below in the National Decision model; 
[image: \\swp.police.int\data\home\swp6564\Pictures\NEW-National-decision-model1.png]
Fig 2. National Decision Model (College of Policing, 2014).


Strategic Policing Requirement

In addition to the function of the College of Policing in spreading material and instructions, various additional plans and visions have been released to aid and support police in carrying out their tasks. The ‘Strategic Policing Requirement’ (SPR) was implemented in 2012 by Theresa May. The SPR was implemented to guarantee that when faced with a national danger or harm to public safety, police presented a planned response. Terrorism, serious and organised crime, public order, civil emergencies, and cyber incidents were highlighted as five dangers that required a national response (HMICFRS, 2018).  The Strategic Policing Requirement is focused on what, in strategic terms, the police need to achieve rather than how they should achieve it. It is divided into two sections that address threats and responses, respectively (Home Office, 2012).


Policing Vision 2025

In 2015, The National Police Chief Council (NPCC) introduced what is known as the Policing Vision 2025. This Policing Vision 2025 outlines the policing strategy for the next 10 years. It will guide transformation decisions and how forces are to utilise resources to help keep people safe, whilst delivering an effective, accessible, and cost-efficient service that can be trusted. With society and communities becoming more varied and complex, service leaders, crime commissioners and police recognise that a more sophisticated response is required to combat the current and future issues. This vision is more than just cost saving or incremental reform; the NPCC want to see a dramatic change across the whole policing system. To achieve this objective, the Policing Vision 2025 identified five areas to focus on. These are:
· Local Policing
· Specialist Capabilities
· Workforce of Confident Professionals
· Digital Policing
· Joined up Business Delivery.
 This Vision is centred on the public and enhancing policing for them (NPCC, 2015). 


The Workface Transformation 2018

The College of Policing and the National Police Chiefs’ Council (NPCC) have worked together and developed an initiative called the workface transformation 2018 program. This program is designed to offer support and guidance to workforces, to ensure that they have the right tools and can adapt to policing in the 21st century. The Policing Vision 2025 emphasises that the police service ‘is critically reliant on the quality of its people’. With that in mind, it has set out a 10 year plan to ensure that the workforce is more professional and representative of the communities they serve. Employees will have the right training, skills and experience to meet challenging requirements (NPCC, 2018).

Some of the initiatives within the workface transformation include, positive recruitment, direct entry routes for detectives and inspectors, Policing Education Qualifications Framework (PEQF) programs for degree holders and non-degree holders. All of these initiatives facilitate for a more professional workforce. By implementing positive recruitment campaigns, under represented ethnic minority groups are encouraged to apply, making the workforce more representative of the community they serve, therefore building trust and legitimacy (Lentz, S. & Charles, R. 2007). Direct entry routes allows for individuals with the right skills to apply for specific roles. This ensures that the right people are fast tracked into the correct roles. The PEQF University programme is designed to give new recruits a better training experience, whereby they will acquire sufficient knowledge in relation to legislation, policies and procedures. They will also be taught what standards are expected of them. Its initiatives like these that are making the police force more professional.


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.

To evidence my career so far, I will be using Borton’s Development Framework Model. By utilising Borton’s Development Framework I will be able to systematically think about my experiences and actively reflect on my feelings and actions that I have taken. Reflecting in this way will enhance my learning experience and allow me to look at areas where improvement may be needed for my personal and professional development.
Since becoming a police constable I have encountered many challenges, learning packages and changes in operational practices. Modern-day policing has never been so challenging, particularly for a student constable with limited experience. The role of a modern police officer has had to rapidly change to keep up with the advancement of modern technology and changes in society’s behaviours and expectations. Even at my length of service, I have noticed many changes within our digital processes.  What used to be dealt with on paper and forms, are now being dealt with digitally on our mobile phone devices or laptops. Forms such as, medical consent forms, sudden death forms, COVID fines and witness statement forms. For example, I recently attended a sudden death call with a fellow student constable, who has less experience than myself. Initially the call related to a concern for a male whereby a family member from England had contacted South Wales Police with concerns for his brother’s welfare as he had not spoken to him for the past couple of days. In the text of the call, the reporting person said that this was very unusual as he would speak to his brother every other night on the phone. He stated that his brother was not showing as active on social media and he hasn’t opened or responded to his WhatsApp messages.
My colleague and I attended at the address to conduct a welfare check. We could not get any reply. Due to the nature of the call, I forced entry under section 17 PACE to protect life or limb (College of Policing, 2020). Having gained entry into the property, we unfortunately found the male deceased on the living room floor. All golden hour principles were adhered to and a thorough search of the property was conducted to try and determine whether the deceased’s passing was as a result of any third party involvement. The property was secured with no signs of any forced entry. My response team sergeant then attended along with CID and Crimes of Scene Officers (CSI). Everyone at scene was satisfied that this death was a result of a medical episode and not as a result of any third party involvement. I therefore then started to complete the F13 Sudden Death Form in readiness to submit to the Coroner. This form was completed on my works mobile phone device by utilising the app through Niche. 

This was the first time that I had done this form digitally, as in my tutorship I completed the F13 sudden death form on paper, as demonstrated by my tutor. With the paper document I would then have to scan and send the document to my works email account, where I would have to save the document to my desktop, to then upload it to the Niche occurrence. I found the digital version more efficient to use and very simplistic. The layout out was very easy to follow as it was colour coordinated. As soon as I completed each section a tick appeared to confirm that that section had been completed.  Once all relevant sections were completed, I easily submitted the form which was then automatically uploaded to the occurrence. By introducing a digital version, it has allowed me to utilise my time better as there was no longer a requirement to physically scan on the old paperwork, which caused double handling, therefore resulting in me being less productive. My willingness to learn has enabled me to adapt to the changes and teach other team members the new process, allowing the organisation to become more productive and efficient. 

Another example which would demonstrate my flexibility and eagerness to adapt and learn a new skill was when I recently opted to attend an online learning package via Teams, presented by our Digital Service Department (DSD). Prior to the session, information was displayed on BOB, which is our force intranet (BOB, 2022), relating to an up-coming learning package to raise awareness of the new NICE investigate system called the Digital Evidence Management System (DEMS). DEMS is going to be introduced shortly to South Wales Police as it is new technology that will be used to supersede evidence.com. This session was a voluntary session and officers who wished to gain a better understanding of how DEMS works could register their interest.
[image: ]
Fig. 3 Digital Evidence Management System (Bob, 2022)

DEMS is a computer application used in police to store, organise, and distribute digital evidence assets such as call recordings, body-worn video footage, CCTV, documents, and so on. DEMS will function alongside a force's records management system and interface with a range of other digital technologies to serve as a single location for investigation management. DEMS uses a unique reference number, such as a Niche occurrence number, to identify all other digital assets relating to a specific case, but it will also allow users to identify other evidence opportunities near their investigation and for the public and partner agencies to submit digital evidence instead of an investigator physically collecting the evidence in person.

The South Wales Police Digital Service Department (DSD) has made strong recommendations to the force to use the new NICE Investigate DEMS computer application as it is recognised as the best-fit product in gathering digital evidence. The technology is currently in use by numerous UK police forces, and it will be the first approved sharing gateway with the Crown Prosecution Service (CPS) (Bob, 2022). As part of the online input where we could ask relevant question, we were provided with a user name and password so that we could have access to the DEMS training system.

Technology is evolving at such a rapid pace. It is critical that police forces across the country embrace and adapt to keep up with the ever-changing processes of the digital age. Modern-day policing is focused on digital technology, and I am confident that if I adapt to this change and show a willingness to learn, I will be able to become a modern-day police officer.

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

On reflection, during my final year of probation I have seen a significant change within my role. With the recent recruitment drive there has been an influx of new trainee constables coming onto response shifts. This has resulted in me becoming one of the most experienced officers on shift. Often on shift, I am paired with a student officer who seeks guidance from me when attending calls, whereas previously, I would follow instructions from a more experienced colleague. When attending calls, I now take the lead and I feel that this has given me great confidence within my ability as a serving police officer. I am empathetic towards the new student constables as I am aware of their needs and concerns, as I was once stood where they are and know how they are feeling. I enjoy the responsibility of mentoring other officers of similar service or less as I find that by helping them reinforces my learning. I now feel like I am making a valid contribution to my team and organisation. Also, now that I am nearing the end of my final year of probation I am feeling less stressed due to the demands of the PEQF academic work reducing. This has allowed me more time and head space to concentrate more on my day to day role by taking on more tasks, improving productivity for the organisation.

Conclusion

On conclusion, the College of Policing and other professional bodies play an important role in establishing and maintaining professional standards. It provides officers with transparency on how to conduct themselves and what is expected of them. By adhering to the standards set by various professional bodies and being able to adapt to future challenges, police officers will be able to provide the best service possible to members of the public, increasing legitimacy, confidence, and trust. Upon reflecting on my own personal development during my probation. I have seen my day to day role change significantly. I have come to realise how critical it is to learn and adapt my skills so that they can be implemented to tackle new and existing issues. As a result of me obtaining new skills over the course of my probation, I am now able to take on a new role and assist new recruits in their learning and development. From the experiences that I have encountered, I believe that I am well placed to help and assist new student officers. This is a two way road as I am also reinforcing my learning when I offer advice to them, making for a more prosperous and professional workforce.
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Task 2

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:

Task 2



What is Social Media?

Kietzmann et al. (2011) defines social media as interactive technologies and digital channels that can facilitate the creation and sharing of information, ideas and interests. In today’s society, the use of social media has become a necessary daily activity.  According to Zivkovic (2022), there are 53 million people in the UK using social media, this accounts for 77.9% of the entire population, and that number is increasing year on year. On average, the UK user is spending one hour and forty two minutes per day on social media. Due to allowing users to connect with anyone, anywhere and at any time, social media is a popular choice for communication. Users no longer need to leave the house to interact with others, it can be done from the comfort of their own home. Social media is popular as it meets the basic human need for wanting to connect with people and to be part of a group (Leiter, 2014). With the insurgence of social media and modern technologies in recent years it is imperative that police forces across the UK adopt these methods to communicate with the general public as it is a valuable communication tool which is instant and reaches the majority of people, helping with communication, reassurance, accountability and transparency.



What social media platforms are there?

There are several social media platforms that are widely used, namely Facebook, Twitter, Instagram, YouTube, South Wales Police email, South Wales Police Website. These platforms represent a major shift in the way its users communicate and report incidents to police. Furthermore, these platforms also provide police forces to connect and engage with the public. This is extremely important in a consent-based policing system. Engagement, accountability and transparency are very important in gaining the public’s trust and confidence (The Police Foundation, 2014).

Consider the force policy on using social media for professional information and engagement purposes.

In a modern world, an online policing presence is just as important as traditional policing methods, such as walking the beat. If forces are going to meet the objectives set by the ‘Policing Vision 2025’ initiative then police forces will need to adapt how they engage with communities (NPCC, 2015). The police service’s use of social media can be broadly divided into three related areas:
1. Providing information - By providing information to the public using social media, allows for specifically-targeted information to be shared quickly, easily and cheaply. 
2. Engagement – provides the police with a platform to connect and build relations with local communicates and the general public.
3. Intelligence and investigation – to build evidence for investigations by monitoring social media accounts and allowing police to listen to what communities are saying (Ministry of Defence, 2013).
In 2013, the Association of Chief Police Officers (ACPO) published guidelines to ensure the safe use of internet and social media by police officers. They stated that the same standards of behaviour and conduct apply online as would be expected offline. Officers are reminded that they are to act with integrity and impartiality and afford respect to all persons. They have advised police officers to abstain from any activity that is likely to interfere with the moral duty. To not use social media whilst under the influence of alcohol, as what is said online by one officer can have a big impact on how communities engage and perceive police. Officers are to adhere to the Data Protection Act 1998 and not to disclose any personal information which could identify anyone or put them at harm or make them vulnerable (Ministry of Defence, 2013).

What are the benefits and risks of using social media?

The ministry of Defence, (2013) identified five main risks associated with police officers using social media:
1 Breach of Trust – disclosure of information obtained by police, about the police service, or about colleagues.
2. Disclosure of personal data – breaching personal data act 1998
3. Not acting in an appropriate manner – on duty of off duty
4. Disclosure of personal information – making persons open to becoming vulnerable, harassed or blackmailed.
5. Disclosing any operational information or tactics – prejudicial to investigations 

The negatives for members of the public using social media is that new crimes have been born out of the emergence of social media, which wasn’t seen before. These crimes include Sexting, revenge porn, grooming, threats to kill, and malicious communications. Due to these new crimes it is imperative that police officers and forces adapt to modern technology to combat new ‘modern’ crimes.
What are the benefits of using social media? 
In contrast to the negative elements of social media, if officers and forces adhere to the guidelines and standards set by their forces and ACPO, respectfully, then benefits from using social media will far outweigh the negative elements, allowing for better engagement and information sharing. Some of the benefits of police in using social media are:

For Public
1. Reporting - whilst also allowing the public to contact/report incidences through the numerous platforms available to them, making it easier than ever before to report a crime. 
2. Anonymous reporting of crimes – Some individuals are sometimes put off by reporting crime due to fearing repercussions. By reporting crime online using a restricted or fake profile could offer police information which would not normally be available.
3. Accessibility – The majority of people today now has access to a mobile phone, so reporting of crimes and information sharing from public has never been easier.
4. Inclusive – People who hearing is impaired and have trouble talking, or individuals who suffer with a conditions which makes communication via verbal’s difficult or impossible are able to still report crimes via social media.
5. Awareness – public will be aware of what police are doing in their area/communities just by being ‘friends’ or ‘following’ their local force on different social media platforms.


For Police
1. Providing information - Police being able to share information quickly and easily to members of the public, such as RTC’s and advise members of the public to avoid that particular route to avoid congestion. 
2. Engagement – provides police a platform to connect and build relations, improving accountability, transparency and legitimacy.
3. Intelligence and Investigations – by monitoring social media accounts, vital evidence and intelligence can be gathered.

Since starting my career with South Wales Police, I have noticed the impact that social media has had on the way we police and engage with communities. Social media plays a vital part in our everyday policing. For instance, when individuals go missing or they are at risk due to being vulnerable, posts containing photos of them can be disseminated on different social media platforms to help locate them, this is only done with the authorisation from a rank of Inspector or above. Likewise, when persons are wanted or outstanding we use social media as a means to engage with the public to identify their whereabouts. My personal experience is that this method of locating suspects is effective as sometimes they will even hand themselves in as they do not like their image shared across social media platforms for all to see. We also use social media to inform the public of Road Traffic Collison’s (RTC) in an attempt for them to avoid that area if possible to prevent congestion. We also use social media to reassure the public that we are conducting patrols in Hot Spot areas to reduce any anti-social behaviour or target criminals and criminal behaviour, helping to alleviate any concerns that they may have.

As an investigative tool social media can play a huge part in collecting evidence during an investigation, as seen in during the Mayhill riots. In May 2021, there was a large disturbance in the Mayhill area of Swansea where a group of people set cars on fire and damaged properties, terrifying local residents. This was widely publicised across news outlets and local residents were angry with the lack of response form the police. Police officers did attend at the scene but had to withdraw in fear of antagonising the situation. The situation was dynamic and caught the force by surprise, leaving them short of specialist Public order officers to attend. Given the publicity surrounding this incident, South Wales Police wanted to ensure that a thorough investigation was conducted to bring those persons responsible to justice to demonstrate to individuals that those who wish to behave in a disorderly manner will be severally dealt with. It was extremely important that South Wales Police bring those responsible to justice to ensure that public trust, confidence and legitimacy is not lost. Over the coming year, South Wales Police conducting a thorough investigation by using footage that was filmed and shared on social media at the time of the incident by people attending and those involved. Through these footages shared online, 27 people were identified as being involved and as a result they were charges at Swansea Magistrates court on the 2nd March 2022 (Wales Online 2022). This is a good example of police using social media as evidence in an investigation.



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

For this section of the task, I will reflect on an incident that I played a part in by utilising Borton’s reflective model. Reflecting in this way will allow to systematically think about things that went well and where improvements can be made.  In November 2021, police received a call from a female to say that she had been sexually assaulted by a male in the city centre. The female victim who I will now call ‘A’ stated she had met a male, who I will refer to as ‘B’ through a dating site on social media. After a short while, they arranged to meet one another in a local bar. ‘A’ stated that they met around 10pm and sat at a table chatting. ‘A’ described ‘B’ as being too ‘full on’ and didn’t feel comfortable with his behaviour. ‘A’ stated that ‘B’ was trying to kiss her and place his hand under her dress. As a result of ‘B’s behaviour, ‘A’ has decided to end the night early and left the venue alone, leaving ‘B’ at the bar. ‘A’ stated that she walked around half a mile, before she was approached by ‘B’ from behind who had followed her. She stated that ‘B’ had picked her up and carried her down an alleyway, where she was sexually assaulted. After the assault, ‘A’ explained that ‘B’ had left immediately, leaving her in the alley upset and alone. ‘A’ has then contacted police to report the incident. At the time of this incident I was not working, but my involvement comes after a social media appeal was conducting by South Wales Police. 

A thorough investigation was conducting by CID officers. CCTV trawls and house to house enquiries were conducted and forensic swabs were also taken. The victim’s clothes were seized and a witness statement was obtained. All enquires were exhausted and no evidence was identified. As a result of having no means to identifying or linking this male through witnesses, CCTV or forensics, South Wales Police made a social media appeal displaying the photograph that ‘A’ had posted to ‘B’ on the dating site. This was in the hope that someone could identify the male. 

A couple of days after the incident I was at home waiting for my shift to start at 4pm. I remember looking through my Facebook account, when I came across this social media appeal from South Wales Police. It had a picture of a male (B), asking if anyone knows the male in the photograph to contact 101, as police like to speak to him in connection to an assault which took place at the same time, date and location that ‘A’ had reported the incident to police. I did not know this male but I noted what he looked like.
I then made my way to work were I started at 4pm and was scheduled to finish at 3am the following morning. I fulfilled my duties as a response officer as normal, answer calls from the public when at 10pm the night shift came in to start their night shift and take over answering the calls. My team and I then had a quick meal relief before heading down to the city centre to conduct high visibility foot patrols for the night time economy. My Colleague and II was walking up and down the busy street which housed all the bars and clubs when at approximately 1am in the morning I recognised a male walking towards me. This male was the same male that I saw earlier that day in the South Wales Police social Facebook media appeal. I alerted my colleague and we both approached the male to talk with him. 

As I approached the male, I immediately activated my Body Worn Video (BWV). I asked for the males name but he did not speak much English and wasn’t in a position to provide personal details to us. I then asked the male if he had any identification on him to which he produced me a passport. The male was from Albania. I conducted a person check over the air with the public service centre (PSC), however the male wasn’t known to us, possible due to him not being form the area. I then then informed PSC that I believed that I was with the male who was responsible for the sexual assault which was reported two days prior. I asked for further details of that offence as I had no involvement in it whatsoever. As I was awaiting for the PSC operator to get back to me, a CID sergeant contacted me directly via my personal radio. He continued to ask me what I had, so I explained that I viewed the social media post earlier that day and was very confident that I am now with the same male. He asked me to check his left forearm for a tattoo. I did this and the male did in fact have a tattoo on his left forearm as described by the victim of the assault.

Given that I believed that this male was involved in the reported incident and the information passed to me via the CID sergeant, I then made the decision to arrest the male on suspicion of rape. I informed the male that he was being detained and that I would take him to our marked police vehicle, where it was quieter in order to explain the reasons for me stopping him. I placed the male in the back of our marked vehicle and contacted language line, by using my works issued mobile device. Through the interpreter, I explained the full circumstances. I explained that a media appeal was launched by South Wales Police through Facebook looking for a male who they wished to speak to in relation to an allegation of Rape. I informed them that I have seen that social media appeal and believe that male in the photograph to be the same male that I had in the back of our vehicle. I checked for comprehension and once I was happy that the male was fully aware as to why he was stopped and spoken to by police, I then arrested him on suspicion of Rape. The male was then cautioned, handcuffed and conveyed to the police station.

When I booked him into custody, the CID sergeant arrived to see the male for himself and he was of the same opinion that the male that I had arrested was the male from the social media appeal. He congratulated me on an excellent find and said that he was over the moon to find him as his team had exhausted all avenues and didn’t have any further lines of enquiries. What made it even better was that, we were still within the forensic window for DNA samples to be taken. I was very pleased with myself for recognising the male and taking the action I did. In the days that followed I received numerous emails from my local inspector, my Sergeant, CID sergeant and the inspector and sergeant from the Rape and Serious Sexual Offences (RASSO) thanking me for taking note of the local intelligence and acting upon it.

Conclusion

In conclusion, the use of the internet and social media can offer significant benefits to both the police service and public, however as documented this is not without risk. If police officers can adhere to the guidelines and standards set by their respective forces and ACPO then it can be a fantastic tool in fighting crime, engaging with communities and gathering information and intelligence. The ‘modern’ world is changing at such a pace, police forces and officers need to embrace it to ensure that we have a ‘modern’ police force fit for a ‘modern’ world.  
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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:

Task 3


Leadership is defined by Cole and Kelly (2015), as the activity of leading a group of people or organisation, or the ability to do so. It is the process of persuading others to understand and agree on what needs to be done and how to do it, as well as the process of facilitating individual and collective efforts to achieve common goals.
In simple terms, leadership can be broken down as the following:

Leadership is a process of influence – without influence over others, there is no leadership
Understanding what needs to be done – effective leaders will have a clear vision of the aims and objectives.
Understanding how to do it – effective leaders will have practical solutions to suit the aims of the task.
Facilitating individual and collective efforts – A good leader will be able to lead individuals and groups as appropriate.
Accomplish shared objectives – good leaders are able to communicate their objectives effectively to individuals, groups or to the organisation ensuring that people work together to achieve them (College of Policing, 2019).

A leader is someone who is confident in themselves and can step up in a time of crisis. They are able to adapt their leadership style to reflect the circumstances in front of them. Leadership should not be mistaken for management. They are closely linked together and can be part of the same role as leaders will sometime complete management tasks but the opposite in probably less common. Leaders will predominantly focus on people in order to motivate and inspire them, whereas, management will predominantly focus on tasks, such as planning, forecasts and budgets to achieve the organisations goals.

Leadership models 

Leadership is more malleable and fluid than previously thought. There are many different types of leaders, and there is no single type of leadership. Choosing the correct leadership style would depend on your own personal traits, circumstances and objectives in which you or your organisation are trying to meet. There are many academic writers, psychologists and business consultants that have documented different models and theories over the years which relate to leadership styles. Some of these include; Kurt Lewis theory, John Adairs theory, Hersey and Blanchard theory and Tannenbaum and Schmidt theory (College of Policing, 2019). I have chosen to look at Kurt Lewin’s leadership model as I believe it is the most simplistic model to understand.



Kurt Lewin Leadership model

Kurt Lewis was an influential psychologist who was recognised as the founder of modern social psychology. Lewin was one of the first psychologists to systematically test human behaviour. He believed that there was three different leadership styles, Autocratic, Democratic and Laissez-faire (Lussier & Achua, 2015).

[image: ]
Fig 1. Lewis Leadership styles (Sidesalad, 2021).

Autocratic Leadership - This leader is a person who makes decisions independently and are convinced that they are the right ones. They do not consult with other members of their own team on any decisions that need to be made. They instead delegate tasks and orders, long with specific instructions on how to carry out those orders.
Pros of Autocratic Leadership 
· Decisions can be made quickly
· This style would work well in an inexperienced team
Cons of Autocratic Leadership
· Communication is only one way
· Members of the group would only receive feedback if they did something wrong
· Feeling of negativity towards the leader/management as members don’t feel part of the team
· Too much dependency on leaders, resulting in members not fully contributing to the team or using their own initiative.

Democratic Leadership – This leader will inform the group/members of their priorities and objectives when setting goals and welcomes any advice or suggestions from the group/members. However, the leader will still have the final say. Most often, this type of leader is appreciated more by team members as they class him/her as part of the group.
Pros of Democratic Leadership
· It’s a much more pleasant environment to work in.
· Members feel valued and part of the team.
· Less mistakes are made due to consultation takes place before decisions are made. 
· Members are encouraged to use their own initiative
Cons of Democratic Leadership
· Slow decision making as members are consulted first
· Leader could be perceived as being week due to not making forthright decisions.
· If the leader and team members were all inexperienced then this style wouldn’t work well.

Laissez-faire Leadership – This Leader allows members of their team the freedom to go about their job. They have full confidence in their team to make the right decisions based on the objectives they set.  
Pros of Laissez-faire Leadership
· Members are motivated to do well as they are given the freedom to express themselves.
· Less work for the leader as the group/members share the responsibility.
· The group/members feel more valued.
Cons of Laissez-faire Leadership
· Lack of ownership, with nobody willing to take ownership or accountability for failures or successes.
· Could contribute to members feeling highly stressed if they aren’t confident in their abilities.
· It doesn’t work well if the group or members are inexperienced.

Leadership Styles in Policing

Selecting the most appropriate leadership style in policing really depends on the situation that is presented to you. Each situation is different and consideration must be given to several factors, such as, the personnel involved, the circumstances you’re faced with and what your aims and objectives are. All of these factors can vary at each incident. Therefore, it would be beneficial to adapt a fluid leadership style approach dependant on the situation that you are faced with. 
It is fair to say that the police officers should adopt a variety of leadership styles, dependant on the rank and role of the officer, as well as the objectives. For example, when a serious crime occurs, like a Murder or Robbery. The sergeant on the shift may delegate jobs or provide specific instructions over the airwaves to officers to ensure that certain tasks are performed. This is to ensure that all golden hour principles are adhered to, securing vital evidence. This example would demonstrate an autocratic leadership style. This leadership style would be chosen due to the sergeant factoring in the circumstances and enormity and seriousness of the offence. 

However, from my experience so far, I would say that the majority of the time I would adopt the Democratic approach when dealing with incidents. When working in pairs, I would often attend calls where there has been a disturbance and both parties would be separated by my colleague and I. Accounts would be taken from both parties and then my colleague and I would then confer with each other. This would allow us both to discuss the circumstances and our knowledge of the incident. From here we would then evaluate the information gathered and make an informed decision on how the matter is going to be progressed. This leadership style is known as a democratic leadership style. I believe this style of leadership is more beneficial for a more harmonious and productive workforce. According to Cohen and Levinthal (1990), spreading knowledge and varied information among individuals boosts an organization's potential to do more than a single person can. Information sharing is crucial because it allows knowledge to flow from the individual to the organisational level, affecting the organization's competitive value (Hendriks, 1999).

It is not just the situation you are dealing with that is factored in when deciding what leadership style to use. It could simply be down to inexperience. For example, when I was in my 12 week tutorship and I was paired with my tutor. I had very limited experience, therefore when I attended calls, my tutor would be making the decisions by himself/or for me. Due to my level of service, I was aware that I didn’t have the necessary skills or knowledge to make important decisions by myself. This again would be an autocratic leadership style. However, now that I am in my third year of being a police constable, my knowledge and confidence has improved vastly and I am now making a positive contribution to my organisation, team and colleagues. When I now attend calls with colleagues with similar service or more experienced service then I am treated as an equal and have an input into the decisions being made. This would be an example of a democratic leadership style.

An incident that I attended where I had to be flexible in my leadership style. 

For this section of this task, I will be utilising Borton’s development framework to analyse an incident that I have recently attended. By utilising Borton’s development framework, I will be able to reflect on my experience. Reflecting in this way will enhance my learning experience and allow me to look at areas where improvement may be needed for my personal and professional development.

Recently, I was working a nightshift and was paired with a female colleague who had slightly less service than me and who had only just come out of her tutorship. We were out patrolling our force area when at approximately 5am in the morning, I was alerted to a concern call over the airwaves. The Public Service Centre (PSC) informed me that the reporting person (RP), an elderly female, had contacted police as she had concerns for a female who was lying on the pavement outside her property. The address details were passed and I made my way there on an immediate response. As I was making my way to the location, further information was passed by the PSC operator, informing me that the RP had been sleeping in her bed when she was awoken by a female shouting outside her property. When she went to look out of her window, she could see what she described as a female lying unconscious on the pavement.

When we arrived at the location we could not see the female outside the RP’s address. We conducted an area search and could see the female laying down on a bench, a short distance down the road. Before getting out of our marked vehicle I said to my colleague that if she was happy to take the lead then she could. She had expressed to me in the vehicle during our shift together that she wanted to be take the lead at the calls and then consult with me to ensure that her decisions were the correct ones. 

My colleague stated that she was more than happy to do this. We both alighted our vehicle and made our way to the female laying on the bench. I allowed my colleague to take the lead where she tried to engage with the female. The female was clearly intoxicated through drink as I could smell it on her breath. She was also slurring her words and she had trouble keeping her eyes open. The female was visibly upset. She was shouting and swearing and kept repeating that she had just found out that her boyfriend was cheating on her.  My colleague warned her about her swearing and tried to calm her down. My colleague searched the female and found some identification. We conducted a person check and obtained her personal details. The female was not showing as wanted or missing and was not known to the police.  

My colleague and I conferred with each other whereby we talked about the options available to us. As my colleague was the lesser experienced officer, I asked her what her thought process was in dealing with this situation. My colleague offered the opinion that having considered the females, intoxication, current mood and clean history it was best if we used our discretion to convey the female home to her parents’ home address, where she would be safe. The other alternative would be to arrest the female for being drunk and disorderly in a public place. Having both discussed and assessed the situation, I agreed that this was the correct decision. This incident would demonstrate the democratic leadership style. 
However, when my colleague tried to explain that we was going to convey the female home to her parents address, she became very aggressive. She was shouting and swearing, saying that she didn’t want to go home as her parents would go mad with her. We tried to calm her down but the female just would not listen to our commands. As the situation escalated from what was a calm situation at first into a volatile one, whereby the female was trying to get away from us. I made a dynamic decision to arrest the female for being drunk and disorderly in a public place.  We had to use reasonable force to handcuff her, before conveying her to the back of our marked vehicle. Whilst conveying the female to the van she was physically resisting, whilst stating numerous times that she was going to kill herself. 

Due to what she was saying I decided to detain her under section 136 of the Mental Health Act instead of arresting her for being drunk and disorderly. Again, I decided to make this decision without consulting my colleague due to the fact that it escalated so quickly and it wasn’t appropriate or possible to consult. The female’s health is our main priority, she needed a place of safety and a mental health assessment. She wasn’t going to receive that at a custody suit. This is way I took the decision not to arrest her. Instead we conveyed the female to the local hospital where she could receive the help she required. This incident would demonstrate my flexibility in adapting my leadership styles. I started off by using the democratic approach, as circumstances allowed. However, due to the situation being dynamic, I was continually assessing the situation and adapted my leadership style to the autocratic approach to suit the situation. 

We stayed with the female at the hospital for a short while before being relieved by the morning shift. When we got back to the station, I thought that it was important to have a debrief about the incident to reassure my colleague that what she done was correct. I also wanted to explain to her where I took the decisions I did and why I didn’t consult with her first. My colleague understood my reasons and thanked me for taking the time to reflect on the incident. The debrief has allowed us both to reflect and has reinforced to my colleague that she is a valued member of our team. However, she now understands that although we are trying to work together and we value each other input, sometimes decisions need to be made immediately for the best intentions of those involved. This would demonstrate a democratic leadership approach.

Conclusion

In conclusion, leadership styles are very important within the workplace and can be extremely beneficial when used under the right circumstances. From a policing perspective, it is important that the police force and police officers remain fluid and keep an open mind. The nature of our role in society is extremely wide ranging and challenging. Due to these challenges, it is essential that we remain adaptable as policing is very complex. By being flexible in using the different leadership styles, especially the democratic style, officers and staff alike will feel more inclusive and valued. This can only improve our service to the public and make it a more harmonious and productive organisation. This will have a positive impact on public legitimacy and improve public confidence and relations, which are all important in a consent based policing world.

2617 Words 














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:

Task 4

For this task, I will be utilising Borton’s development framework (1970) to analyse and reflect on my first 3 years as a student police constable. By utilising Borton’s development framework, I will be able to reflect on my experiences during my three years of probation. Reflecting in this way will enhance my learning experience and allow me to look at areas where I performed well and where improvement may be needed for my own personal and professional development. As the PQEF training route is a new concept between South Wales Police and University of Wales, I believe that I would have gained the necessary experience to offer feedback and advice. This would further enhance the experiences of future student constables, making for a more efficient and professional workforce.

Over the past three years, I have been exposed to many new challenges and learning experiences. During this time I have received huge support from various sources. These include, trainers, lecturers, tutors, colleagues, supervisors, family and friends. Without this network of support I would not have achieved what I have to date, and become the competent officer and person that I am today. To take on such a role as a police constable and to undertake a full time degree at the same time, I knew that I would need plenty of support and guidance to achieve my goal. This could only be achieved through receiving good coaching, mentoring, one to one feedback and assessments.

At the start of my first 6 months in training I remember having a feeling of trepidation as I was about to embark on a new journey, where was going to meet new people and learn new skills. At that time, I did not know anyone in the police, so making this transition was very scary and daunting. I met some wonderful trainers and friends, who together helped me to settle in and learn new things. As part of the initially training program I was taught legislation, policies and policing powers. With the knowledge that I had gained, I was then given the opportunity to put what I had learnt into practise, in the form of role play scenarios. I found these beneficial as the practical element allowed me to visually see it in a ‘real life’ situation, which reinforced my learning. This is otherwise known as Work Based Learning (WBL).

What is (WBL) Assessments/Coaching/Mentoring 

Carter and Francis, (2001) argues that the beginning a new profession can be a daunting and stressful experience and that the support that new recruits receive from the organisation is crucial to their immediate experience and central to ‘their longer-term professional learning. Boud and Garrick (1999) state that work based learning occupies an important role in maintaining and developing vocational practice.

Assessments/Work Based Learning (WBL)
Levy et al. (1989) defined work based learning as linking learning to the role. They identified three interlinking components which all provide an essential contributed to learning;  
1. Structuring learning within the workplace
2. Provide appropriate on the job training/learning opportunities
3. Identify and provide off the job learning opportunities.
This is backed up by Brennan (2005), who suggests that there are 4 main characteristics of work based learning (WBL). These are;
1. Driven by specific  and immediate workplace requirements
2. Focused on ‘learning’ over ‘teaching’
3. Responsibility for leaning is shared amongst the individual and others 
4. WBL is consistent with new learning concepts; e.g. learning networks, communities etc.
I found the WBL style of learning very good in terms transferring the academic learning into practice. My only criticism of the WBL style in training, is that it is not utilised enough. During my 6 months in training, we were only had 6 role play scenarios. I feel that I could have benefitted from taking part in more.

How did I feel going into training/tutorship/independent.

Referring to point three of Brennan’s WBL characteristics, the responsibility for learning was mine, in tandem with the police trainers and fellow students. In the first 6 months of training, I built good relationships with the trainers and fellow students which has now continued onto my response team, tutor and colleagues.    

Coaching

After completing my 6 months training, I was assigned to a new team and station, where I would complete a 12 week tutorship period. I was assigned a tutor who be with me for the entire 12 weeks when attending and updating calls. My tutor is an experienced officer who would be showing me how to complete everyday tasks, effectively, he would be coaching me.

Sir John Whitmore (2019) defines coaching as, ‘unlocking a person’s potential to maximise their own performance. In essence, it is helping them learn than rather than teaching them. There are a number of coaching theories that are available, but the best known coaching model in the world today is, The Grow model. The Grow model was developed by Sir John Whitmore and he broke coaching down into 4 separate stages, as shown in figure 1 below:
[image: ]
Fig 1. GROW model (Whitmore, 2019)

The first stage of the model is self-explanatory and requires the individual to choose a goal to achieve. Once the goal has been determined, the individual must realise what is currently happening in terms of their reality and position, examine what resources are available to them, and identify any hurdles that stand between them and their goal. The third step is concerned with the options accessible to them to assist them in overcoming any identified obstacles to achieving their goal. Committing to one of the available options to assist with accomplishing their goal is the fourth and final stage. On reflection, I have used the grow model to good effect as I have spoken to at length with my sergeant about improving my interview techniques and file building, as I have aspirations to work in in an investigative role, such as CID. I am aware of the goal and what steps I need to take to achieve that goal. Although I cannot currently apply for an investigative role due to still being in my probation, I have asked to be considered onto the new pathway scheme which will consist of me moving into the hub to gain more experience in interviewing and file building, therefore giving me the vital skills and knowledge to move into a detective role. In the meantime, I have had my attachments in the hub and CID and have a taster of what it is like. When resources are good on my team, I arranged with my supervisor for me to attend the hub to gain more experience. 

I learnt a lot during my 12 weeks tutorship, even though we were in a national lockdown due to the COVID 19 pandemic. According to my tutor, the volume of calls that we would normally receive had reduced dramatically. Due to not seeing or dealing with a variety of calls, it did have an impact on my learning initially. This was as a result of not being exposed to certain situations and not being able to observe my tutor deal with them. But, what I had lost through practical learning, I made up with questions and discussions whilst out patrolling in the police vehicle. I found that this helped me a lot as it alleviated a lot of my concerns and anxieties. I felt that I was allowed time to ease myself into my role gently, which was good because I didn’t feel overwhelmed at any point. Even though my tutorship period was quieter than expected, I did attend a variety of incidents over the course of the twelve weeks. Being with tutor gave me confidence to fulfil my role as I received proper guidance and feedback at every call. This enabled me to complete most of my Occupational Competency Portfolio (OCP) which documents what incidents I need to attend to be signed off as an independent officer. The coaching and one to one learning that I received from my tutor, laid the foundations for me in the next step of my journey, which would see me being signed off as independent officer. 
 
Mentoring

Having completed my 12 week tutorship and gained independent status, I am now classed as an independent officer and allowed to work freely and have started to take on my own workload. I am now viewed amongst my peers, as a colleague, rather than a student. During this period, I noticed that my anxiety and stress levels had increased significantly, due to my ‘safety’ blanket (Tutor) not being there anymore. I would say that I have now moved slightly away from a coaching phase and adopted the mentoring phase. I now found myself working with other members from my team who were more experienced than myself. It was nice to receive feedback them and to see how they worked and conducted themselves.  I was now able to grow further and use the skill learnt to develop more as a person, and as an officer. This phase allowed me to learn more about myself as I now had to think for myself independently, thus developing my own particular style.

The College of Policing (2022), defines mentoring as, a relationship whereby a more experienced colleague offers their greater expertise to help and support an inexperienced member of staff to grow. It requires skills, such as questioning, listening, clarifying, and reframing. These skills are also linked to coaching. The difference between mentoring and coaching, is that mentoring partnerships are typically more long-term than coaching agreements. Mentoring can be broken down into four key components, as detailed in figure 2 below:
                       [image: ]
Fig.2 – Mentoring phases (Zachary, 2012)

The capacity to recognise the needs and requirements of the mentee and how to best attain and/or improve these is referred to as the preparation phase. Negotiating is the process of discussing what needs to be accomplished. The realisation of the goals and/or ambitions specified to accomplish future development is referred to as enabling. The closing factor refers to the mentoring coming to an end if the aims and/or goals are attained or achieved. Because the model is a cycle, each stage may be revisited or re-assessed if specific criteria are not met.


How have I benefitted from Mentoring/Coaching

I felt that I benefitted greatly from the two different phase approaches. They were the right approaches for me when joining the police. In the beginning I was very nervous, but having a coach there with me every step of the way demonstrating, advising and providing feedback was instrumental in helping me to settle in to my new role with confidence. Once I had built up my confidence, skills and knowledge, I was then in a position to start thinking more for myself.  I could then take that next step of working independently but still having that support network around me in the form of colleagues and supervisors mentoring me. As mentioned the styles gradually changed throughout my three years. During my 6 months of training, I would say I was ‘coached’ due to my inexperience.   In my 12 week tutorship with my tutor, I would say that I was initially ‘coached’, however as the weeks went on, an element of mentoring came in to play. I would say that now that I am independent, I am being mentored by my experienced colleagues and supervisors.

How it has aided me to learn and develop & perform in the workplace

The coaching, mentoring and WBL assessments have all had a positive impact on my development over the past three years. Wiggins, (1998) states that, WBL is an essential for development and performance. It allows for ‘formative assessment’ to take place. i.e. allows workers the opportunity to improve performance and to provide understanding to ‘teachers’, ‘mentors’ or ‘coaches’ to help learning processes. Even now, three years on, I am still learning so much. My progression is continual and I have been on some excellent courses, such as Blue light response course, Taser Course and Method of Entry Course (MOD). I am also having to sit refreshers each year for things like First Aid and Officer Safety Training (OST). I numerous completed many online NCALT training videos/programs. I have also completed many secondments/attachments as part of my university studies. I have benefitted from working in the Hub, Criminal Investigation Department (CID), Neighbourhood Policing Team (NPT), Priority Policing Team (PPT), Public Protection Unit (PPU), Intelligence Cell, Traffic department and Custody Suite. In addition to all of these, I am undertaking a year policing degree which entails a lot of research which is also helping my development, knowledge and performance. 

How has it aided me to meet personal goals, professional goals, Organisational goals.

Due to my learning and training during the course over the last three years, I am more self-aware of my own personal goals, behaviours and how it affects others. Being a police officer is a vocation and you must practice what you preach. This has transitioned into my professional life, whereby I now feel confident and have the tools and support network around me to achieve my professional goals. This in turn will contribute to the organisational goals whereby I will be a proud and valued member of the force, who’s doing his best for the community. 

How I received feedback & provided feedback.

Feedback plays a pivotal role in the improvement of an individual’s professional development. It is critical to recognise the function that feedback plays. It is information regarding how well someone is performing in their efforts to achieve a certain set of goals. Stone (2015) states that there are three types of feedback:

Appreciation - is the act of recognising and praising someone for their hard work. It connects and drives individuals.
Coaching -is the process of assisting someone in expanding their knowledge, skills, and capacities. Coaching also provides a chance to confront feelings, which aids in the balance and strengthening of relationships.
Evaluation - is the process of analysing someone against a set of criteria in order to match expectations and guide decision making.

Feedback was given to me on a daily basis by my tutor. We would always have a de-brief so that I was clear what was required of me. I found this very beneficial for my personal development and learning as I was aware of my strengths and weaknesses. As well as having feedback I would also receive feedback from my team sergeant. She would also offer me constructive feedback and would always be very supportive. She would even provide feedback to my Area Training Sergeant, of whom I would have meetings with every couple of months to see how I am progressing. I was never short on feedback and enjoyed the two way communication approach as everything was so transparent.

Recommendations

If I could make some recommendations to the University and training department to further enhance future student constables experiences, I would suggest that Control works (CW) is taught in training as it is where all the incidence are live. I had no prior knowledge in training and my first experience was my first day on response. More scenarios which are more realistic, to reflect the real life calls that we attend. Within the scenarios, trainee officers could see it through from start to finish. E.g. CW, attend, arrest, custody, full files including statements and exhibits etc. Review University workload. Maybe some consideration could be given to the length of time to submit work to the university given that student s are working full time and studying full time also. Sometimes it is not practicable to complete the work due to cancelled PLT days/Rest Days. Perhaps a style similar to the Open University where students have more time to complete the work. This is by no means a criticism but a suggestion to help future student constables.

Conclusion.

In conclusion, I have really enjoyed my probation, but on times, it has been challenging. Only through the support that I have received from both the University and South Wales Police has enabled me to flourish and overcome these challenges, allowing me to be the competent police officer that I am today. At times I have felt frustrated with myself for not knowing how to do certain things, but then I stop and reflect and acknowledge that I am still learning and try not to be too hard on myself. I know that with the continued help, support and teamwork I will be able to achieve my career aspirations within the police force.
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