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· take personal responsibility for adhering to confidentiality rules. 
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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:


Introduction:

This work critically evaluates the strategic role of the College of Policing (COP) in professionalising the police in the United Kingdom (U.K) by describing past historical events, the Brixton riots and the murder of Lynette White which led to uncovering the biggest case of police corruption in the U.K causing a public outcry, leading to reform within the police and eventually to the formation of the COP. Followed by a description of the COP, and identifying changes made to professionalise the police through the introduction of the Policing Code of Ethics. Furthermore, by embedding these ethics into every policing practice by applying sanctions to individuals who do not follow the ethical code(College of Policing 2021), additionally, value based recruitment has been implemented (College of policing 2021). 

A further effort to professionalise the force was the introduction of the Police Education Qualification Framework (PEQF). The COP standardised operational training and theoretical education across England and Wales for all police officers and staff, with the main focus on recruits who are all trained to degree level (College of Policing, 2020) in direct response to strategic Policing requirement (GOV.UK, 2012), Policing Vision 2025 (National Police Chiefs' Council, 2015), the Workforce Transformation 2018 (College of Policing, 2018)  and the College of Policing's 5 Year Strategy (College of Policing, 2014). The work next discusses two policing incidents in which the author played a significant role and reflects on his experiences now that he is in his final year of probation, where he is trying to fulfil the role of a modern professional police officer.
     
History:

The current police forces in England and Wales highly prioritise professionalising the organisation through honesty, integrity, training, and ethics, although historically, this has not always been the case (Wood, 2020). Historical events have demonstrated that the police were, for the most part, institutionally sexist, racist, and corrupt (Brain, 2010), With Sanders et al (2022) referring to the police force as the "old boys club". 

April 1981 saw three days of riots which took place in Brixton, an area that was predominantly occupied by black minorities. Numerous causes contributed to the rioting, including the high rate of unemployment and the perception of racism among the police, who were primarily white males (BBC, 2021). 

Following the Brixton riots, Lynette White was murdered on the14th February 1988 in Cardiff; eyewitnesses saw a white male covered in blood in the vicinity of the murder. South Wales Police (SWP) released a photofit image of the possible suspect but were unsuccessful in tracing the male. November 1988 SWP charged five black males for White's murder, three were convicted even though scientific evidence found at the scene could not link them to the murder (BBC, 2021). 

The convictions were declared unsafe and overturned by the Court of Appeal in December 1992 when it was determined that the police who were investigating the murder had behaved illegally (Sekar, 2017). 


The Independent Police Complaints Commission (IPCC) began a review of the polices' actions during the first investigation in 2004 (Sekar, 2017). Thirty persons were detained in connection with the inquiry, over the course of the following twelve months, nineteen of them were active-duty or retired police officers. Three prosecution witnesses who testified during the initial murder trial were found guilty of perjury and given eighteen months in jail in 2007 (Williams, 2021). In addition, eight former police officers were charged with conspiring to pervert the course of Justice in 2011. 

The trial that followed was the biggest case of police corruption in British criminal history, with a further four officers being tried for the same offences; however, the defence argued that copies of vital documents they should have seen had been destroyed.

 The court concluded that the accused could not have received a fair trial and acquitted them. The lost papers were discovered in January 2012, in the original box that the IPCC had transferred them to SWP (The Justice Gap, 2022).  

Main body:

The incidents mentioned above and many others, highlight the vast gap between what is expected and the actual behaviour of the police. Many of the public fear or despise them for their actions (Open College, 2022). This resulted in the British Government establishing a professional body in 2012, The College of Policing, to provide officers with the knowledge and skills necessary to protect and secure public trust and re-establish policing by consent (Politics Home, 2019).  

The National Police Chiefs' Council (NPCC) supported this by providing a press release on the importance of COP because it was the first national body to focus solely on strengthening and professionalising the police in England and Wales (NPCC, 2013). However, Vitale (2018) reported that many police forces in England and Wales were unhappy with the move to create the COP as they felt their organisations were already professional in their attitudes.


According to the COP, it is a key element of the modern policing environment, and has five goals, including Identifying, promoting, and developing ethics, values, and standards of integrity, identifying and promoting evidence-based practice and establishing standards of professional practice. Additionally, the COP wants the public to believe that police officers adhere to a national code of professional policing practice and receive professional development throughout their careers. It aims to achieve this by creating the Police Code of Ethics and the Police education qualification framework (PEQF).  


The term "Code of Ethics" refers to the nine policing principles and ten standards of professional behaviour taken as a whole. These ethics are the cornerstones upon which the current police force in England and Wales is founded, all officers, regardless of rank, as well as staff, are required to abide by them, violating the Code of Ethics may result in disciplinary action (College of Policing 2021).

The COP tries to reinforce the Code of Ethics through its recruiting handbook, which urges the use of values-based recruitment (VBR) (College of policing 2021). The term "VBR" refers to a recruiting procedure that evaluates a candidate's personal values in addition to their other qualifications. The purpose of the VBR is to select candidates whose moral principles coincide with those of the police. The College of Policing (2018) stated that by being transparent about police values, they seek to attract and recruit individuals who share the same ethical values. 

However, according to Gray (2015), adopting VBR is eroding the organisation's distinctiveness and restricting variety among candidates. Because they have confidence in the organisation, they may become mindless followers who do not challenge authority.

[bookmark: _Hlk113456598]COP also sought other ways of professionalisation within the police and looked at nursing and the medical field as the gold standard (White and Heslop, 2012) by introducing the Police Education Qualification Framework (PEQF). This framework is based on standardised operational training and theoretical education across England and Wales for all police officers and staff, focusing on all recruits who would be trained to degree level (College of Policing, 2020). It was developed in response to the Strategic Policing Requirement 2012 (GOV.UK, 2012), which identified national threats such as terrorism and public order and outlined a need for the various police forces to standardise training for them to work together effectively in the event that resources were needed to address a national threat.

[bookmark: _Hlk113456602]In support of the Strategic Policing Requirement 2012, the Policing Vision 2025 also stipulated a requirement to standardise recruitment, learning and support by using PEQF, with evidence-based policing and the code of ethics embedded in every policing practice (College of Policing, 2020, National Police chiefs' Council, 2015). This was further supported by the Workforce Transformation 2018 and the College of Policing's 5 Year Strategy who stated the inconsistency in training among the forty three forces across England and Wales undermines the professionalism of the police force as a whole (College of Policing, 2018, College of Policing, 2014) 


As previously stated, this pushed for all new recruits to be degree holders, with three entry levels. At entry one the recruit would have already completed a professional policing degree, at entry two the Degree holder entry program (DHEP) the recruit has a degree in any other subject, and would complete a diploma in professional policing practice and the third entry level the Police Constable Degree Apprentice (PCDA) which requires the recruit to complete a three-year degree in professional policing 

practice while working full time (Police Federation, 2019). Charman (2018) described PEQF and the three entry levels as a move away from traditional training and creating a new breed of police officers with higher ethical and professional standards than those previously.   

However, the PEQF has not been without controversy or criticism, in 2019 the Chief Constable of Lincolnshire constabulary, supported by the crime commissioner, took legal action against the plans for educating all new recruits to degree level, stating there would be fewer officers on the front line and higher financial implications (BBC, 2019). This was reinforced in 2021 by the Chief Constable of Northamptonshire police, who was publicly vocal in criticising the COP's degree program, where he stated Northamptonshire Police were losing an average of 100 recruits yearly with numbers on track to rise to 120 (Livadeas, 2021). Although, he has now retracted these statements and put several comments on Twitter praising the PEQF (Police Oracle, 2022) for creating the modern-day police officer.


 Most recently, the ex-Metropolitan police detective chief inspector David Spencer stated the COP had become synonymous within policing for the reduction in standards and lack of real-world relevance in crime prevention. He went on to say the COP should be replaced, and all of the COP roles in setting standards should be transferred to her Majesty's Inspectorate of Constabulary and fire and rescue services (Cooper, 2022). 

Reflection:

I am now in the final year of my probation; this section reflects on how I have developed into a modern-day police officer by looking back to the start of my probation and comparing it to my final year and how my behaviour has changed. An example of this was in 2020, whilst in the company of a more seasoned officer I attended a large-scale disturbance in a local town centre. There were multiple calls to the police about males fighting; additionally, a weapon was mentioned.

At the scene, there were a large number of people shouting and swearing in the street and looking to me for answers, the only way I could characterise myself at this point was like a deer staring into headlights, this common phrase is used to denote a person who is highly aroused mentally as a result of dread, panic, surprise, worry, or confusion making them unable to think clearly or move (Cambridge Dictionary, 2022). 



I attribute this to inexperience and a lack of knowledge, resulting in me not being able to speak to people properly, allowing them to take charge of the conversation, resulting in me not gathering the evidence needed, I was with an experienced officer who took control and directed me. 

However, as I have progressed through the PEQF, each academic step has required me to complete evidence-based workbooks and reflect on the instances mentioned. These reflections engage the thought process and allow the author to consider their experiences for a better understanding of their profession and help them to continually improve their working methods and raise their ethical and professional standard for public care (HCPC, 2019). In my final year of probation, alongside the reflective workbooks, I also had to complete a large-scale evidence-based research project focusing on a key priority of policing, which has provided me with greater knowledge. 

The reflective workbooks and research project became an essential part of my personal development, motivating me to analyse my actions and behaviour and raise ethical and professional standards to best serve the public, thus becoming a modern police officer.

The incident described above is one I previously reflected on; it provided me with an understanding of my feelings, where I had gone wrong and what aspect of myself, I needed to improve. This is demonstrated in a recent incident where a man in the street was trying to fight residents with a knife. 

Before attending the scene I knew exactly what needed to be done with the information received, I knew the male had committed an offence of affray and carrying a bladed article; however, my main concern was the welfare of the residents.

 When I entered the street as in the previous incident, many people were shouting and scrambling for my attention. Looking at my three colleagues, who had a lot less service than me, they had the similar deer in the headlight look as I had previously. I then gathered them together and reinforced that safeguarding was the top priority, the suspect needed to be identified and detained to protect others. However, he had disappeared prior to police arrival, I instructed my colleagues to separate all parties and requested the residents go back into their properties, allowing them to be spoken to individually; this was to gain the best evidential account without others interfering, conversing, or talking over each other.

Once the incident was over my colleagues and I had a debrief where we reflected on the incident. I explained about the similar incident at the start of my career and how I too was overwhelmed with the whole experience. I provide them with positive feedback about what went well and what could be improved, but my main advice was self-reflection because no one truly knows what you are feeling and how you think you coped in the situation. 




Looking back at this incident, I feel the previous reflection helped me immensely, the constant learning and adapting has benefited me greatly and allowed me to stay calm and take charge of others who needed my help. It has also provided me with a strong ethical and professional base to continue my career in South Wales police as a modern professional police officer.

Conclusion:

In conclusion, this work has critically evaluated the strategic role of the COP in professionalising the police in England and Wales. It provided historical events that contributed to the creation of the COP and the methods used to create a professional police force. The policing code of ethics was discussed and how deviating from these may result in disciplinary action, it considered the COP use of VBR to try and gain like-minded recruits, the pitfalls of VBR proposed by Gray (2015), who stated that all recruits would become mindless followers. 

Also discussed was the introduction of the PEQF in response to the strategic policing requirement 2012, which was later supported by Policing Vision 2025, The Workforce Transformation 2018 and the COP five-year strategy, which all aimed to standardise operational training across England and Wales for police officers. Finally, this work provided two examples where the author played a significant role. The first was at the start of the author's career, which was reflected on considerably, and the second was a similar incident during the final year of probation, demonstrating learning. 

At the beginning of the author's career, he was very dubious about the policing degree and the need for self-reflection. However, as time has passed and he is nearing the end of his probation, the author can see that self-reflection is crucial for enhancing personal growth and professionalism and is needed to become a modern professional police officer. 


(Word count 2552).
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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:


Introduction:

This piece of work considers and reflects on my personal experiences as a serving member of South Wales Police (SWP) and the use of social media as a means of informing and engaging with the community and promoting policy initiatives by reflecting on two policing incidents where I played a significant role in dealing with a family of a missing person and my involvement in engaging with a community after the 2021 Mayhill riot. To enhance the understanding of social media, a definition of what social media is presented before discussing the reasons South Wales police have adopted social media and its benefits and pitfalls. It will finally describe two policing incidents where social media played a relevant part. A reflection on using social media within police practice is also provided.  
 
Social media are interactive technologies that facilitate the creation and dissemination of material across virtual networks and communities, including information, ideas, and other forms of expression on the internet using a mobile phone or computer (Cambridge Dictionary, 2022), and is a widely used phenomenon in modern day society. Hall (2021, p.162) suggests that if asked about social media twenty years ago, most people would have a blank expression as to what it was and what use it would have in both positive and negative ways on individuals, communities, and society as a whole.

Policing has been particularly slow to embrace the benefits of social media, continuing to use tried and tested methods of engagement with the public, which are TV, radio and the written press to request information concerning serious crime matters, spread positive news of arrests or to allay fears in a community where they may be a particular ongoing incident (Police Foundation, 2014, Bullock, 2017, p. 6).

[bookmark: _Hlk111140816]Using only traditional methods SWP and policing in general in the United Kingdom (UK) were not accessing the younger people in society (Dunleavy et al. 2018, p.24). The younger generation has moved away from watching traditional television schedules and subsequently local news bulletins and spend a large amount of their leisure time either watching things on the internet or communicating via email/social media platforms or through various messaging arenas such as Snap Chat, WhatsApp, and Facebook messenger (Karpasitis and Varda, 2020, p. 127). 



The reach that social media has with the younger generation is considerable, film stars and influencers have tens of millions of followers hanging on their every word (Croes and Bartels, 2021, p. 156). A survey conducted by Statista (2022) found as of February 2022, there were 57.6 million active social media users in the UK; this amounted to an 84.3 percent penetration rate for social media. Due to this connectivity with people policing in the UK decided to move into the world of social media.

The use of social media within policing is still in its infancy SWP began using Tik Tok in May 2022 to try and engage with the younger generation (Tic Tok, 2022), which is a forward step and positive progress in trying to engage with the younger demographic by using multiple social media platforms to engage with the public including Tik Tok, Twitter and Facebook. Twitter and Facebook have become well established over the last few years as part of the face of SWP, with neighbourhood policing teams posting daily on Twitter. In addition, SWP provides help and advice through social media, allowing the public to report crimes through Facebook (Facebook, 2022). SWP Facebook has over 180000 followers on this platform (Facebook, 2022). Likewise, the Twitter platform is split into localised areas to allow a more localised news feed with 43,600 followers on the SWP Twitter feed (Twitter, 2022). 

Like any form of communication between the police and the public, social media needs to be carefully monitored and controlled; hence the use of social media is restricted to specific users who must complete a specific training course, to ensure the right corporate message is relayed and there is no confusion (College of Policing, 2022).


 Should the wrong or misinformation be released to the public, there is huge potential for a negative portrayal of SWP, which could damage trust and confidence, which is crucial in maintaining healthy engagement and participation from the public. The trust and confidence in the police are hard to maintain but easy to lose with a negative experience (Bradford and Jackson, 2010, p.7).

When used correctly, these platforms are a positive way to show the public that SWP care and respond to the needs of the communities, highlighting community engagement and patrolling areas where there are high levels of Anti-Social Behaviour (Police and Crime Commissioner South Wales Police, 2022). 

 Not only do the tweets and the photos taken show the general public the effort made to try and resolve a problem, but they also have the added effect of showing potential perpetrators that positive action is being taken; this can take these individuals away from potential arrest or interaction with the criminal justice system (National Police Chiefs’ Council, 2021). The tweets and postings also highlight the organisation's human side and provide the public with an opportunity to meet the officer tasked with resolving their issues and enhancing the safety of their neighbourhood; however, the SWP's social media policy for staff members emphasises the risks associated with using these platforms for both personal and professional purposes as demonstrated in the quote below




 "When engaging in conversations on social media or messaging platforms it is important that those you are talking to understand in what capacity you are giving you reviews and that the views you express are not contrary to the views of South Wales Police" (South Wales Police, 2022).

It serves as a reminder to employees and police officers of the dangers of using social media for personal and professional purposes when sharing opinions that should not conflict with their employer and should adhere to the police code of ethics (South Wales Police, 2022). With one in particular ‘leadership’ where officers should not only take control of situations but also lead by example (College of Policing, 2014).  Individuals, however, have fallen foul of breaching these professional codes. In one particular case which is noted on the Independent Office for Police Conduct (IOPC) website, details a call from a member of the public who contacted South Wales Police providing a number of screen shots of a Facebook account where they thought the profile had become extreme in its nature. Following the investigation, the person involved was put before a gross misconduct hearing where they were given a final warning; however, they resigned before the hearing (IOPC, 2017).

The benefits of the positive messaging from SWP can be undone with one officer's opinion that breaches the organisation's views. Officers are reminded that anything posted on social media, can be seen by everyone and once on the internet it is always there. While not directly related to policing, the case of England cricketer Ollie Robinson, who made his international debut in 2021 and was swiftly suspended by the England team after tweets that he had posted as an eighteen-year-old   were 

discovered by someone reviewing his twitter account, these tweets were deemed to be sexist and racist, serves as context (The Guardian, 2021). No matter what he accomplishes in the future, that reputation will always follow him, and for this reason, police have such rigorous social media restrictions.

However, personal experience of social media as a police officer is positive; social media has assisted in community engagement. Specifically, it has helped identify the real issues that have caused disruption and concern in the communities where I police. An example is when a thirty-year-old woman with learning difficulties failed to return home after a shopping trip. 

The family were very distraught; initially, I requested placing the woman's picture on social media and an appeal for any information, but this was denied as they did not want local people talking about their daughter or negatively impacting her when she returned. All other avenues were explored including where financial checks to determine when and where the missing person had spent money, her steps traced to the shops and her journey home, CCTV enquiries, mobile phone and computer downloads were conducted to help locate the missing person, however, this was all fruitless. I then turned back to the family and explained we were unable to locate their daughter and requested once again for her photograph to be placed on social media appealing for any information. 




The parents agreed to my request and within two hours of posting the appeal for information and her picture, members of the public started to message SWP with information of possible sightings of the missing person. A short time later an employee of South Wales transport contacted SWP via Facebook messenger, stating that they had positively sighted the missing person earlier that morning as she had bought a coach ticket to travel to London with cash. Unfortunately, due to the delay in information being received, the coach had already reached its destination in London. The case was forwarded to the Metropolitan police for further enquiries, who placed an appeal for information on their social media. The next day the Metropolitan police were inundated with sighting reports of the missing person, and who a short time later entered a police station demanding to know why her picture was all over Facebook, it transpired that she had met someone online and had travelled to meet the person without telling her parents as she feared they would not allow it; she was returned to her home safe and well. 

Reflecting on this incident social media played a pivotal role in returning the missing person to her family. Although she has learning difficulties, she knew her parents would not approve of her travelling to London to meet a stranger and as such changed all the passwords on her social media accounts so no one could see her conversations and used cash to buy the coach ticket. If the social media appeal had been placed earlier, the police might have intercepted the coach before it reached its destination; nevertheless, the social media appeal worked well and demonstrated its wider reach.



Another example of using social media to inform and engage with the community and promote policy initiatives is when I was involved in a large-scale disturbance in the Swansea area. In May 2021 I attended a significant disturbance in the Mayhill area of Swansea; however, due to the large number of people present my colleagues and I were ordered to withdraw. This disturbance continued with more and more people attending the area, cars were burnt, and windows of houses were smashed this was then classed as a riot.

Although no one was arrested during the riot, in the following days SWP placed an appeal on social media for any information regarding the suspects involved. Social media played an essential role in identifying and locating the suspects, members of the public providing video footage and information, which resulted in forty-six arrests and led to twenty-seven people being charged. 

However, due to the lack of action to stop the riot by SWP during the incident, public perception was severely damaged with members of the public across South Wales and the UK leaving shocking comments on South Wales police Twitter and Facebook pages. This spurred on the Chief Constable of South Wales police, Jeremy Vaughan to formally apologise on social media. Reeling from the incident SWP have tried their hardest to engage with the community and to build back relations, by providing regular updates of the ongoing case, publicly engaging with residents, high visibility police patrols and promoting incentives to reduce crime and youth engagement to stop any further disturbances, which were all posted on social media. 


Reviewing my involvement in the incident and discussing the incident with colleagues, I had similar feelings to the public. I questioned the reasoning behind not being deployed however, was impressed by SWP's use of social media to identify, and locate the suspects and the use of Facebook, WhatsApp and Snapchat videos as evidence. Later I was involved in engagement with the community and provided reassurance by the way of high visibility patrols. The posting of tweets and pictures and updates on the ongoing case on social media by my colleagues, the local community and myself showed the wider public that we were all in it together and served as a lasting warning to others who believed this behaviour was acceptable and would not go unpunished by the police or the public.

Conclusion:

In conclusion, this work described two policing events in which I played a significant role while dealing with a family of a missing person and a community in despair following the Mayhill disturbance. It began with a definition of social media before moving on to a discussion of SWP's adoption of social media and the advantages and disadvantages of doing so, it then described the two policing incidents. On reflection as with all forms of communication between the police and public, the use of social media must be carefully managed to ensure that officers and staff are portraying the correct message, that we are responding to our communities needs and listening to them and highlighting to them the work that we are carrying out. 



It allows us to reach out to members of the public across different platforms and those that are more difficult to communicate with by traditional means and provides a meaningful process of engagement that can continue in the future.

(Word count 2252).











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:

Introduction:

This work considers and reflect on my life within policing and describes two incidents where I played a significant role in dealing with a group of children committing antisocial behaviour (ASB) and a group of intoxicated males where I had to take and adapt different styles of leadership when dealing with different people. By briefly reviewing the police code of ethics of South Wales Police (SWP), it will first explore and illustrate how leadership is a fundamental virtue in policing. It will then explain how leadership takes many forms within policing due to the high diversity of people within the police and the public, and describes how non-verbal communication can aid a person to have the presence of leadership, before discussing the ten most used leadership styles. 

To provide evidence of my flexibility in different leadership styles and strategies I have developed to manage a range of different operational situations a description of two incidents will be provided.

The first incident described will be one of antisocial behaviour (ASB) by children and how I took a leadership role and adapted various styles of leadership to resolve the situation. The second incident described will involve multiple intoxicated males and consider how I played a significant leadership role in dealing with the males and three other police officers. Finally, a conclusion will be provided on how leadership plays an integral part in policing and my own personal reflection.

In policing, there cannot be just one style of leadership that is successful for all people invested in the process. Leadership takes many different formats and must be adjusted and developed not only to the individual using those leadership skills but also those being spoken with, directed, and developed by the leader (Gandolfi, Stone, p 261) (College of Policing, 2022). Diverse leadership is required due to the high level of diversity within both the police and the public, with differing genders, ethnicity, cultural backgrounds, and social classes (Diversity UK, 2021, Edwards, 2017, p. 156).

Leadership skills and styles can manifest in many differing forms (Varga, 2021), which can be nonverbal communications, such as being confident, which can suggest you are the leader (Maxwell, 2020). Being older gives the impression of being a leader, and the way you handle yourself when presenting to the public can give the air of leadership; dressing smartly, looking professional, along with wearing a uniform can provide the impressions of strong leadership that are fundamental in the role of a police constable.

According to Yaffe (2011) only seven percent of communication is verbal, the majority nonverbal, with fifty-five percent body language, and thirty-eight percent voice tone. This also ties in with the impact of a first impression, which can be made in under seven seconds (Wargo, 2006) (Okten, 2018).  Another form of leadership can include empowerment, when leaders empower their teams, allowing them to make decisions and share a certain degree of power. They also convey trust in staff members' autonomy in performing their duties (Srivastava et al, 2017, p. 158). There are also forms of Verbal leadership skills which can also take many formats and are documented as the following 
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Common leadership styles (Business Process Incubator, 2021).     



These leadership styles range from autocratic, the most structured of the styles where every decision comes from one person downward with little input from others, often described as the “do as I say” style of leadership. Adolf Hitler and Napoleon Bonaparte are two extreme instances of authoritarian dictators who possessed total control over their empires (Western Governors University, 2020) to Laissez-faire leaders who approach their team with a sense of dependability and trust. They refrain from micromanaging, getting involved excessively, or giving too much advice or guidance. Instead, laissez-faire leaders empower their people to use their initiative, resources, and knowledge to further their goals (Western Governors University, 2020).

Incident one: 

The first example of my flexibility in changing leadership styles to suit the circumstances is when a colleague and I attended an emergency call to a large shopping centre where there had been an incident of ASB committed by youths. Once in the area the youths who were around ten to twelve years old were located. My colleague instantly got out of the vehicle and started to shout at the children not even knowing exactly what they had done and not allowing them to explain.

From coaching children’s rugby for many years, I have been able to transfer over leadership skills and understood an autocratic leadership role would not be effective when dealing with children and felt uncomfortable in the way that my colleague was speaking to them, using a coach style of leadership I discreetly explained there are better ways of dealing with children. my colleague instantly took offence stating that all he wanted to do was to put fear into the children so they would not misbehave again. 

I explained children are vulnerable and putting fear into them will only alienate them as they get older and stop them from seeking help from the police. A focus for all police officers in England and Wales is to be leaders, as it is rooted in the Police Code of Ethics as one of the nine policing principles (College of Policing, 2022), so I have taken the initiative in managing the children and adopted several different styles of 



leadership, a servant leadership style that is primarily concerned with the growth and well-being of others (Demirtas and Karaca, 2020, p. 84).Transformational leadership was also used where communication was crucial, allowing the children to speak and for me to explain what they had done wrong. Democratic leadership was also used where the children and parents had an input into what would be a reasonable punishment for their misbehaviour. Additionally, a coaching style of leadership was employed throughout to promote communication among the children and to provide them with direction and support as they come to their own conclusions about what was wrong about their behaviour and how to fix it. I also supported their decision to go speak to the store manager and apologise for their behaviour.

Once the incident was over my colleague approached me and spoke about the incident. He stated that he understood my decision to handle the children the way I did however he had twenty-five years of experience and felt his autocratic style of leadership best served him and found it to have better results. This discussion caused me to seriously consider the issue, if my method of handling the children was the right one, and whether I had undermined my colleague.
I understood my colleague’s reasoning as his autocratic approach has been ingrained into him over his career however reflecting on my own experiences of dealing with children, I found autocratic leadership has a time and place to be used and could have a negative impact. The police work hard in trying to debunk the stereotype of being harsh and unapproachable which is reinforced by some parents threating their children with the police if they misbehave, and although this incident was classed as a crime 


of ASB whereby the children had run around the store wanting staff to chase them, they had not committed any other offences.

Personally, I felt this did not warrant them to be shouted at and spoke down too which could have had a native impact on their perception of the police. I felt the way I handled the children by using various leadership styles was best suited to the situation, allowing them to understand what they had done wrong and the implications of possibly hurting themselves and others and through positive coaching they were able to decide for themselves a suitable punishment. I feel this whole experience was a positive for myself and the children, and I hope if they ever need the help of the police or have done something wrong, they will be more open and trusting to seek out the help of the police. 

Incident two:  
Another example of implementing a change in leadership style or strategy to reflect evolving conditions is when my colleague who was a student officer at the time and I were requested to attend an emergency call at a hotel in the Swansea city area, where a group of around fifteen intoxicated males were causing a disturbance and when asked to leave the premises they refused and became aggressive towards staff. 

There was little information about the suspects apart from them being intoxicated and their numbers. I used the Police National Decisioning Model (NDM), (College of Policing, 2022).  

                                                            [image: ]

National Decision Model (NDM)	 (College of Policing, 2022).  



Due to unknown variables and attending with a student officer who had only a few weeks of service, I decided to request another two officers to help assist and for others in the area to be vigilant in case help was required. Using  coaching leadership I explain my decisions and rationales to the student officer and discussed different outcomes that might occur, this is so best learning could be achieved.

On attendances to the hotel the males were sitting in the bar area and were still being served alcohol. I quickly addressed the bar staff using an autocratic form of leadership and demanded the bar close because alcohol was perpetuating the behaviour of the men.


 I identified the group's louder and more intoxicated men and the quieter and more reserved. Knowing my student officer’s weaknesses and strengths as well as my own, I instructed her to speak to the quieter males who appeared as if they could be reasoned with; however, I used the laisses-faire style of leadership, enabling her to make choices and achieve her goals in the manner that seems right to her, whilst I spoke to the others. This was due to their high level of intoxication and unpredictable behaviour, alcohol and aggressiveness have a strong correlation, according to several worldwide studies, where large scale tests were conducted on males and females drinking alcohol, including brain scanning to show chemical changes in the brain lowering inhibitions and increasing aggression (Massa et al. 2018, p. 141, Watkins, et al, 2015). As no offences were committed, I talked to the males and tried to use different styles of leadership by providing them with information about why I was there, how their behaviour was unacceptable, and different options of where to go, all the while trying to stay away from using the autocratic style as I knew this could inflame them. This lasted for around ten minutes when they could not understand my requests or were defiant. 

Two other officers arrived to offer support, I discussed the incident with them and explained how I did not want to forcefully remove the males, although they were loud, they were very pleasant and had not committed any offences, it was also my fear that forcefully trying to remove them could have erupted into an argument.



 My student officer approached me and stated that she convinced the other males to leave and had provided them with details of different locations to attend, the intoxicated male had begun to argue with their friends. Reading the room and once again using the NDM I switched my style of leadership now to autocratic and demanded “your friends are going to leave, leave with them now” this is also when nonverbal communication came into play with the tone of voice dropping, and my stance becoming more aggressive. I then stated “you will leave now, or you will be arrested” which has shown to be a very effective way of showing your leadership. The males then left the hotel and walked onto the street, and before leaving the area, they approached me, apologised for their behaviour, and thanked me for my patience.  

Following on from the incident myself and my student had a debrief where we discussed what went well and what could have been improved. On personal reflection I firstly started the instant cautiously by asking for extra support due to the large number of males present at the scene and although the other two officers were not needed still feel it was the right thing to do is safety is always a priority. At the scene I took various leadership roles with bar staff, the student and the intoxicated males adapting my style to suit each circumstance. Reflecting, I possibly shouldn’t have been so abrupt with bar staff and stayed professional however I was annoyed at them contacting us of the meals behaviour but still providing them with alcohol which perpetuated their behaviour and did not give them an incentive to leave. The leadership approach I used with my student, in which I trusted her and gave her the authority to make judgments while interacting with some of the males, worked well and helped her learn a lot about how to interact with people. 

The other intoxicated males who I dealt with and used different leadership styles on I believe worked well, unlike other officers who run in and inflame the situation I always try to give someone the benefit of the doubt and believe use of force should be a last resort, this could possibly be due to me being an older person and having life skills and understanding that most people aren’t inherently bad.

 Setting aside time to reflect on an incident as a leader is a crucial component of leadership development, it necessitates considering your current skill level, your weaknesses and strengths, your behavioural patterns, and how you approach influencing others (Murphy, 2019, p.86). There are always opportunities for improvement and instances of success; the extent to which each of these areas varies depends on the dynamism of the circumstance and the participants, every situation is an opportunity to hone your skills and to fine tune your techniques and self-reflection play a keen part in learning. It is also always a positive when a team debrief is held so you may determine what went well, what didn't, and what might be done better the next time (We Works, 2022).

 This is also an opportunity where I change my leadership once again to a coaching style and can discuss what went well and what didn’t with my student, this provided her with key learning and confidence when praised for her actions.





Conclusion: 
This piece of work considered and reflected on two policing incidents where I delt with children committing ASB and  a large group of intoxicated males whereby I used different styles of leadership. It discussed how leadership is deep-rooted to the policing code of ethics. It was then established there cannot be one form of leadership within policing and there must be different styles incorporated to suit each individual person and incidents. This was demonstrated in  two incidents  described above and the reflections of where I did well and areas for improvement. 

As I touched on previously it isn’t a one size fits all leadership style. You need to know your audience to an extent to be able to manage the leadership style you must utilise. You also need to be aware of the positives and negatives of each style of leadership. The way one officer may interact with the public and the way they use their leadership skills can have a lasting impact on public engagement for many years to come with how they view the police and how willing they are to help and engage with them. It is not only with the public but your colleagues and peers that you need to show your leadership styles and qualities. With the styles of leadership mentioned above. Each one can work in differing situations, but also with differing personalities and people.
In conclusion, the best leaders adjust and adapt to the situations they are in. They are not opposed to moving from one style to another in a fluid way to get the most out of a team and the individual and to engage successfully with the public. I always try and review and reflect on the incidents and the people I deal with to look for ways to improve that contact and ways to look at developing myself. 
(Word count 2688).












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:



Introduction:

This reflective essay will first consider my original thoughts before joining South Wales Police (SWP); next, it will detail the mentoring and coaching programme offered to SWP officers and employees, which aided me in the joining process. (College of Policing, 2022, Police Superintendents Association, 2022). The following section highlights the major distinctions between coaching and mentoring and describes the two most popular coaching and mentoring models OSCAR and GROW, A further section discusses the authors continuous development over his three years of police probation, from the initial phase of being tutored where the authors tutor displayed different styles of coaching and mentoring, to becoming an independent officer to his current role as a mentor to less experienced officers. 

It will highlight an incident in which the author was almost assaulted and when he realised how reflective practice helps to achieve learning and how negative feedback can help you to improve personally and professionally.      

Main Body/ Reflection:

Starting a career in policing, realistically, where you have no idea of the actual principles or requirements of the role is a very daunting prospect. My thought process when I first joined the role, was like many others, under the false perception that television leads us down, with the assumption that the role is relatively simple to master. Undoubtedly television's misconception is far from the reality of the role and what exactly is required to become a competent officer, handling situations that are often not planned and are likely to change suddenly, often repeatedly and unexpectedly, known as fluid situations (College of Policing, 2020). 

These issues, coupled with the required skills to master the complexities of being a police constable, mean that you always need to lean heavily on your training staff, peers and supervisors for support and assistance (College of Policing, 2022).  Within the policing family, we are fortunate to have the Mentoring and Coaching programme available to us. The programme provides training in becoming a coach or a mentor, granting staff within the policing family, access to informal, flexible support to help further their professional growth (College of Policing, 2022, Police Superintendents Association, 2022).  

My knowledge of the mentoring and coaching programme and what it entailed was revealed to me, before my journey to becoming a police officer had begun. To be in any professional role, particularly one that has close contact with the community, one must have a healthy amount of compassion and empathy (Miller, 2022, p.36). I believe I have these qualities, and for many years the role of a police officer has appealed to me; however, being forty years old at the time and out of academia for some years, I repressed the idea. When speaking with a friend, who is a serving police officer, and expressing my thoughts and feelings, he clarified  the support that would be entitled to me. I was informed I would receive support via a mentoring process, and they would aid me through the application and selection process. I was intrigued and inspired to move forward with the joining process. I felt the South Wales Police (SWP) was an employer dedicated to caring for its staff and was willing to allocate specific time to help in the process of becoming successful in my chosen career path (South Wales Police, 2022).

It was clear from the very first day that SWP looked to develop police officers by providing a continuous pathway to success via mentoring and coaching (South Wales Police and Crime Commissioner, 2022). This is nothing new to any business, and I viewed it as an apprenticeship, similar in process to that of when I joined the construction industry, where you are taught the necessary skills and shown how to use the tools needed to become proficient. Those skills become refined as you become more competent in your trade until you can offer advice, guidance and direction (Maclennan, 2017, p.43).

 On reflection, whilst completing this piece of work, I now feel I have reached this point in my policing career, I feel competent enough in the role as an officer to become a mentor and to offer support, advice, and guidance to help a less experienced person to develop and progress, although it has taken almost all the probationary period to feel in that position. 
During training school, it was embedded into the student officers group that utilising a mentor and participating in coaching for upskilling was essential to become a proficient police constable. This learning method is required alongside academic learning, learning about the law, being able to complete paperwork, using police technology, from laptops, software, phones, radios and equipment such as intoxyilyzer. In addition to Body worn Video and to also master the variety of protective equipment to protect yourself and the public (College of Policing, 2021). It was obvious quite quickly that to succeed, I would need positive role models to lean on for advice and to provide me with coaching and mentoring.

The table below describes the differences between mentoring and coaching, which I initially thought would be one and the same-
	Mentoring 

	Coaching


	Ongoing relationship that can last for a long 
period of time

	Relationship generally has a set duration

	Can be more informal and meetings can 
take place as and when the Participant 
needs some advice, guidance, or support 

	Generally, more structured in nature and 
meetings are scheduled on a regular basis

	More long-term and takes a broader 
view of the person 

	Short-term (sometimes time-bounded) 
and focused on specific development 
areas/issues


	Mentor is usually more experienced and 
qualified than the Participant. Often a senior 
person in the organisation who can pass on 
knowledge, experience, and open doors to 
otherwise out-of-reach opportunities 

	Coaching is generally not performed on 
the basis that the Coach needs to have 
direct experience of the Participant's 
formal occupational role, unless the 
coaching is specific and skills-focused


	Focus is generally on career/personal 
development/issues at work
 

	Focus is on performance and 
personal goals

	Agenda is set by the Participant, with the 
Mentor providing support and guidance to 
prepare them for future roles

	The agenda is focused on achieving 
specific, immediate goals


	Mentoring revolves around developing the 
Participant professionally

	Coaching revolves more around specific 
development areas/issues


(Parsloe et al, 2014) Coaching and Mentoring differences. 

Reviewing the differences, it makes sense that although they are intrinsically linked together and serve many of the same functions, processes, and end goals, they have their differences (Parsloe et al, 2014). While developing as an officer in SWP, my tutor used mentoring and coaching during the ten weeks of tutorship, I then became an independent officer and joined my team. It was at this point that I truly began to learn, with my colleagues and sergeant close at hand to offer advice and support, I have become more proficient in my role, I now mentor less experienced colleagues, and this confidence in my role allows me to provide the public with the best service and meet organisational goals and personal long-term development.

My first practical experience of police coaching, and mentoring was when I had completed the first six months of classroom-based learning, becoming operational I was placed with an experienced officer to teach me the basics and to try and help and guide me through my first few weeks until I was deemed suitably capable of dealing with the public alone.

My tutor took me under his wing and provided me with the practical working knowledge to complement the classroom and scenario-based training I had already received. My tutor was very much the I will show you how I do it, then allowed me to take the lead in a similar scenario. After each incident or as and when it was practical to do so, we would debrief the incident, and he would ask me how I thought it went. 


Although, I quickly learnt that saying it went well when it did not was not acceptable, I became more open to providing a realistic response of what went well and what did not go so well. Furthermore, I became appreciative of receiving the positive and negative feedback needed to improve.
Initially, I was allowed to ask what I should have done to improve the situation. Then, I was given candid advice, whether with my decision making, how I approached the situation, my use of technical equipment or any other variant of each fluid scenario.

After several days of using this particular style of feedback, my tutor turned the situation around and asked me what I thought I did well and what I did not do so well, with a caveat then of once a debriefing. I was asked what I thought I could have done better to make that situation or incident run more smoothly. This required some thought because it turned the issue on its head. Instead of receiving answers from my tutor, I had to think deeply about the matter to make judgments that would direct my growth and development (Lippert, et al, 2019, p.3). A simple example of this was when I attended a domestic related street incident with my tutor, SWP policy is to separate both parties so an untainted account can be given (South Wales Police, 2022).   I dealt with one of the parties; however, I got too close to them too quickly without fully assessing the situation, and the individual I was talking to attempted to punch me. Fortunately, I reacted quickly enough, and I was not assaulted, but the reflection on the back of this incident was very simple: I was too close to the person before fully assessing the situation and reading the person's body language and should have been the recommended 8-10 foot away (College of Policing, 2022).

I learnt from this incident and started to reassess each incident. I found that it was a technique of mentoring, South Wales police were teaching under the title coaching for performance development (South Wales Police, 2022).   This way of mentoring and coaching is simple to use and perfect when there is time for reflection (Christian, 2020). The method allows you to reflect and draw the responses from the individual rather than being provided the solutions. It allows the individual to develop their solutions to the problems and those ideas can be debriefed to determine whether they would work in the practical and mostly unstructured world of response policing (College of Policing, 2022).

Other popular models used in SWP are the OSCAR coaching model and the GROW model. Both have similar layouts to develop the participant; the initial goal is to help establish the final outcome. Secondly is to establish their current situation, where they are at this point, and any obstacles in their way before helping them develop options and think about the consequences, then choosing a particular action, finally and most important is to review all actions and offer feedback for further learning (Gilbert and Whittleworth, 2009, p. 37, Blanchard and Miller, 2012). 
    
Concerning receiving feedback, although sometimes it is difficult to accept negative feedback, to improve, you need to accept that you are not going to get it right every time and certainly not at the beginning of undertaking a new career pathway (Lippert, et al, 2019, p.16).


 I have become accustomed to receiving criticism and viewing both the good and any unfavourable comments as opportunities to grow. Continuous improvement has been a theme in my life, and I see it throughout SWP. It permeates everything we do as a service (South Wales Police, 2022).

I know I do not enjoy receiving negative feedback; therefore, I am attuned to other staff members' nonverbal cues when I provide feedback. This allows me to relate to them while conveying the feedback and ensures that, even though some areas were not as good as they could be after a discussion, they are aware of where it can be easily improved to allow the successful resolution of the scenario the next time, they encounter it. I am not afraid to say to people, "I don't know" if they ask something that I have no knowledge of, but I pride myself in using this to turn it into a strength by using one of the two methods.

 I will say to them that's an amazing question, I was hoping you could do some research with the relevant department to identify what the answer is so we can all learn and develop from that update. The other method I will use is to utilise my connections built up in the various departments within the division and ask for the answer. Which is sometimes a quicker way; however, the learning I find is always better when the person asking the question does the research and finds the answer. It provides fulfilment and ensures the answer embeds into the officer's mind and provides them with a learning point for others.


Conclusion: 
In conclusion, there is a multitude of ways to learn, provide and receive feedback. Mentoring and coaching is a massive part of the ongoing development of both myself and my peers. Being provided with coaching and mentoring models was key to that process in enabling me to receive feedback, learn from experience, and then be able to impart that experience on younger colleagues. Which can be seen in this task, South Wales Police provide coaching and mentoring for those going into the promotion process, this may be something that could be considered for filtration down the system so officers on the ground can upskill with some of these techniques in a streamlined input. This will benefit myself and my colleagues going forward.

(word count 2264).
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Leadership styles are the observable behaviors that we adopt as leaders to motivate our teams to take action toward our vision.
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Most leadership theories believe leadership styles fall somewhere on the spectrum between task-orientated — or transactional — leadership and enough and show leadership qualities to explain to whomever I was teamed up with that despite them being a more knowledgeable officer, the public perception was that I was the experienced
relationship-orientated — or transformational — leadership. officer. Dependant on the officer and their personal character this was either an easy or more difficult conversation. But this was an important first step in making me a stronger leader as I had

to deal with peers in the first place before I was able to deal with the public as a leader.
Based on that assumption, here are some common leadership styles:

Dealing with the public, I am probably at an advantage to some of my colleagues as I have alluded to previously as I am an older starter the general public are more inclined to listen to any
advice guidance or direction I provide them due to their perceived view of me as someone with life experience and also experience in the police service “with age comes wisdom” (The Times,
2018) . I have seen many colleagues trying to diffuse a situation with a retort of words to the effect of “what would you know your only just out of school” this immediately puts them on the
back foot, where using my leadership skills I can use my age as an advantage to try and empathise and engage with the member of the public I am with. Being able to engage and open the
rapport with them is a way of subtlety using my leadership skills via a differing skill set to just verbal communication.

Leaderships skills and styles can manifest themselves in many differing forms, some of those can be via nonverbal communications, such as being confident which can suggest you’re the
leader (Maxwell, 2020) being older gives the impression of being a leader and also the way you handle yourself when your presenting to the public can give the air of leadership, dressing
smartly, looking professional and smart, along with wearing a uniform can provide the impressions of strong leadership that are fundamental in the role of a police constable. According Yaffe
(2011) only seven percent of communication is verbal, the majority being nonverbal, with fifty five percent body language, and thirty eight percent voice tone. This also ties in with the impact
of a first impression, which can be made in under seven seconds (Wargo, 2006) (Qkten, 2018).

Another form of leadership can include empowerment, this is done when leaders empower their teams giving them ability to make decisions and share a certain degree of power with them.
They also conveys trust in staff members autonomy in the performance of their duties (Srivastava et al, 2017, p. 158).

I can offer support and direction when needed, I use a coaching technique with the team that allows me to get the other members to think and solve their own problems by discussing things

with me. For example, they may ask what lines of enquiry do you think I need to do with this case before I can submit it to the supervisor for quality assurance before sending to cps. Rather
(=EeSaEs) than reading the file and doing the work for them I read the file and then ask them what they think they should do. This provides empowerment for them without them realising it.. They may
suggest four or five good ideas and then I will as what else do you think, they will come up with the jority of the ideas themselves and I can just suggest maybe one or two things that would

There are several different ways to lead
further assist. I offer support and direction when needed but try and allow my colleague the opportunity to develop their own confidence in their ability.

From results-focused autocratic leadership to a more coaching style, choosing a leadership style needs to balance personal preference and what the

situation requires. Verbal leadership skills can also take many formats and are well documented as the following
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Code of Ethics

The NDM puts the Code of Ethics at the heart of all police decision making.
This distinguishes the NDM from other decision-making models and
recognises the need for all police decisions to be consistent with the
principles and standards of behaviour set out in the Code.

Policing principles

The policing principles originate from the Principles of Public Life
developed by the Committee on Standards in Public Life in 1995. The Code
of Ethics includes the principles of ‘fairness’ and ‘respect’ as research has
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(Business Process Incubator, 2021).

These leadership styles range from autocratic being the most structured of the styles where every decision comes from one person downward and have little to no input
for others, often described as the “do as I say” style of leadership. Adolf Hitler and Napoleon Bonaparte are two extreme instances of authoritarian dictators who
possessed total control over their organisations and large empires (Western Governors University, 2020), to Laissez-faire leaders who approach their team with a sense
of dependability and trust. They refrain from micromanaging, getting involved excessively, or giving out too much advice or guidance. Laissez-faire leaders empower
their people to use their initiative, resources, and knowledge to further their goals (Western Governors University, 2020).

‘Whilst both styles of leadership are at total opposite ends of the spectrum when it comes to leadership, I firmly believe that when you are faced with certain situations
that these styles of leadership can be used effectively. An example of myself being capable of implementing a change in leadership style or strategy to reflect evolving
conditions is when my colleague who was a student officer at the time and I were requested to attend an emergence call at a hotel in the Swansea city area, where a
group of around fifteen intoxicated males were causing a disturbance and when asked to leave the premises they refused and became aggressive towards staff. While on
route to the incident there was little to no information about the suspects apart from them being intoxicated and their numbers. I used the Police National Decisioning

model (NDM

Due to a lot of unknown variable and myself being with a student officer who had only a few weeks of service

It was due to this I made the decision to request another two officers to also attend

might be dealing with a public order situation, as a leader you need to be autocratic in some scenarios where you may be outnumbered and trying to talk the offenders
down is not an appropriate or has failed, then an autocratic, “you will leave now or you will be arrested” can be a very effective way of showing your leadership.

Likewise in a scenario where there are group of youths behaving in a public place and you talk to them and they explain the reason for being there, there are no offences
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