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

You may wish to use the same incidents as you’ve outlined in the Occupational Competence Portfolio. 
 
How should the workbook be presented?
 
Blank electronic copies can be found on Moodle of this workbook. You must submit this document electronically therefore it is important that you save your work regularly and upload the final typed version through Turnitin on Moodle. 
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Task 1

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

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


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

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

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


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



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



ANSWER:

In this part of the workbook, I will be critically evaluating the role of a Police Constable and my personal experiences and how they relate to the College of Policing’s plan to professionalise the Police Service.

The College of Policing have a strategic role to professionalise the U.K Police Service and was established in 2012 following a review by the Home Secretary in 2011 (Home office, 2015). The College of Policing took over the role of the National Police Improvement Agency (NPIA).

College of Policing (2021) states that they are the independent operational professional body for all who work for the Police Service. They work with the Home Office to set the standard for policing in the United Kingdom to ensure consistency across the board on how the Police Service delivers the best possible service to members of the public, standardising training and the delivery of the Policing long term plans. They are responsible for professionalising the Police Service in the U.K and to do this they set the standards expected from research and evidence-based policing. (College of Policing, 2021)

One of the departments within the College of Policing is responsible for overseeing is the National Police Chiefs’ Council (NPCC). The NPCC describes their role as it “brings police forces in the UK together to help policing coordinate operations, reform, improve and provide value for money” (NPCC- National Police Chiefs' Council, 2020). One part of the NPCC’ role is to set out the plans for policing, this is known as the policing vision.

The Police Vision 2025 is a plan that is developed by the NPCC on how they will address the known challenges that the Police Service is facing now and what it will face in the future, and it can only be delivered as a joint effort in the interests of the public. Each individual Police Force is responsible for ensuring a collaborative approach is taken to deliver the plan set out. The Policing Vision 2025 was devised in 2015 to reflect and recognise that policing is changing and that the Police Service need to be ready and able to meet the demands and expectations of members of the public, it addresses how the police will meet the challenges. One of the visions is that the Police Service will attract confident professionals and be a diverse workforce, one way to do this is to develop and accredit the Police Officers in line with the skill and knowledge needed to be a Police Constable (NPCC, 2016).

Individual police forces are responsible for policing their local communities and addressing individual community issues however there are national and threats to public safety and issues which needs to be tackled on a national level, the Policing Vision 2025 gets its priorities from The Strategic Policing Requirement which is a report devised by the Home Secretary and to highlight what they believe are the most important threats to the U.K as a whole and need a national response and strategy. The Strategic Policing Requirement helps Chief Constables and Police and Crime commissioner to plan effectively how they will individually and nationally address the biggest threats to the public such as county lines and terrorism (Home office, 2015).

The Strategic Policing Requirement is required by law to be addressed and reviewed by the Home Secretary, (legislation.gov.uk, 2011) states that section 77 of the Police Reform and Social Responsibility Act 2011 is that the Home Secretary must provide a strategy which outlines their views of what the national threats are and what capabilities the police have to manage and deal with those threats, this document is known as the Strategic Policing Requirement as discussed earlier.

The College of Policing is responsible for overseeing that the vision and requirements of Police Forces as set out in Government guidelines are addressed and implemented within the Police Service of England and Wales and that they are consistent.

One of the policing visions is to professionalise the Police Service and the way the College of Policing has decided to do this is to introduce the requirement for new Police Constables to have a degree or to achieve a degree whilst working for their chosen Police Force. This is known as the Policing education qualifications framework (PEQF), the College of Policing say that they are “Creating a consistently high standard of training for all police officers whichever way they choose to join the force” (College of Policing, 2020).

I joined South Wales Police as a student Police Constable in March 2019. I am on the first cohort of students to be enrolled on undertaking a degree in policing as part of the College of Policing plans to professionalise the Police Service. This is a controversial introduction to policing and there are mixed reviews on whether or not Police Officers need a degree to be a well-conducted officer. As discussed earlier the vision for the Police Service is to professionalise the service it provides to the public and to recognise that the work Police Officers complete should be recognised as a profession. It is believed that it will widen the gateway and attract a range of different people from different backgrounds and enable the College of Policing to ensure that all new Police Officers are trained in the same way across England and Wales (College of Policing, 2020).

Emma Williams (2019) states that the College of Policing are not only introducing the PEQF to policing to recognise the work of Police Officers but it is also so officers can learn about the importance of evidence-based policing and reflect upon decision making. It also allows for a change in the delivery and services the public receives, it reflects on modern-day policing because the demand and crimes the Police Service is dealing with is ever-changing (Williams et al, 2019)

I will say that I am not an academic person and more of a practical person and I learn by doing things. Whilst I agree that the PEQF is aimed at professionalising the Police Service and that it is derived from Evidence-Based Policing, I would say from my experience and fulfilling the role of a Police Constable does not reflect the skills and knowledge everyone has, such as life experience and prior policing experience. 

Before the College of Policing finalising its decision that all Police Officers need a degree, research was carried out by Jenny Fleming, (2018) and shows that Police Officers do not feel they need a degree or high level of education to do the job of policing and that the voice of Police Constables who are the ones who have to get on with what the College of Policing has decided have not been heard or listened to, this has led to a lot of distrust in the role of the College of Policing and the ranks above the level of Chief Inspector. It appears that as time has gone on the role of a Constable has been forgotten and that is to save life and the Government seem to have forgotten this. (Flemming, 2018)

In summary, the role of the College of Policing is to be the statutory body for policing in England and Wales and to ensure a professional and consistent approach is taken by each Police Force. Another important role is to address and forward plan for the future of crimes and challenges the Police Service will face in the future. One of the main roles of a Police Constable is to work in partnership to solve or manage different issues. 

As I come closer to finishing my probation as a Student Police Officer, I have found that I am being relied on more by the management team and my team members to take the lead and to take responsibility for investigating and managing an incident. As discussed earlier I am a part of the first cohort of student officers to undertake the degree learning whilst working, I am what you would describe as a modern-day Police Officer. I am going to reflect on the final year of probation and what it has been like to be a modern-day Police Officer.

I am going to use the Bortons Model of reflection (1970) to assist me with my reflection.

What?

I joined South Wales Police in March 2019 as part of the PEQF as set out by the College of Policing to become a full-time Police Constable, to be able to do this I need to work full time as a Police Constable and undertake a three-year degree course working alongside the university. During my time doing this I have learnt about the importance of ethical decision making and that as a police officer it is important to be accountable for my actions and decisions made, this is just one of the principles of the Code of Ethics which were introduced by the College of Policing in 2014. It is aimed to be a tool that can support and assist officers when making decisions about situations, whilst upholding the fundamental values and standards expected of an officer by the Police Service and members of the public (College of Policing, 2021).

I attended a call of an aggressive male who was trying to enter premises after a verbal argument and had been locked outside, I attended this call with another officer. On the way to any call, you are constantly receiving information from the control room as part of the risk assessment. A risk assessment is a way of examining known risks and how to avoid, reduce or manage the uncertain threat which is being presented (Wilson, 1987).

On arrival, the male has been compliant with me, but due to the reported behaviour, I have handcuffed the male to the front. Due to the report and when speaking to the male I have formed the grounds to stop and search the male under the Misuse of Drugs Act 1971. My grounds were that we had been called to the property because there was a disturbance and on speaking to the male his pupils were dilated and I could see blue colouring around his lips and teeth, from my experience this is a common trait of someone who had consumed blue Valium tablets. I have asked the male about this, and he has replied saying he does not know what I am on about. 

Gov.UK, (2021) notes that individuals have rights when being dealt with by the police I have gone through the ground’s rights of the male, which are to explain the grounds, the object I am looking for, who I am and where I am based, the lawful power I was using and that they were entitled to a copy of the search record and they are detained for the search. (Gov.UK, 2021)

I have found a quantity of small blue pills on the male which I suspected were Valium tablets and are classed as a class C illegal substance. I have arrested the male and then informed him he is now being searched under Section 32 of PACE 1984. Section 32 is the power used by Police Officers to search a person for anything that could injure themselves or someone else, to aid their escape from custody or concerning evidence they have been arrested been for (legislation.gov.uk, 2021).

So What?

This was an important experience for me, not because of the reason behind the search and the outcome, which was an arrest, but the knowledge of different police powers I was using during my interaction with the male. 

I would say that my experience so far as an officer has assisted me in knowing this knowledge and when to apply it. My colleague that I was with discussed this with me afterwards and asked how I knew the different powers and when to switch them, I would put this down to being a modern-day police officer who has had to learn the powers of a Police Constable a bit more in-depth due to working towards a degree in policing. 

The male has become aggressive towards me after him being arrested, and his behaviour was changing often during my interactions with him. It was good that I had handcuffed the male when I arrived, however, the fact that I handcuffed him to the front presented a risk to myself and my colleague. South Wales Police policy is to handcuff persons to the rear and only to the front if necessary. When attending calls and receiving information about the call and the possibility of violence it is only natural to become stressed. Applying handcuffs to a person is classed as a use of force and using force is an issue that is discussed quite often and is assumed to be attributed to the stress of the officer's feelings at the time due to the organisational expectations and the ethics expected of every Police Officer.

It is thought that when Police Officers are in a stressful situation and due to the stress of the job there is an increase in the use of force on members of the public and this is something the College of Policing want modern-day police officers to recognise as part of professionalising the service. My experience is that stress and demands on Police Officers have no bearing on the use of force used and research shows that although there are relations between stress and the use of force, there is no direct effect from the job-related incidents and the organisational policies on the use of force (Manzoni, 2006).

Now what?

Having dealt with this incident and looking back it would be easy for me to say that I handcuffed and used force on the male due to being under stress at the time, however, it is not the case and coming back to being accountable for my actions as part of the College of Policing’s Code of Ethics (College of Policing, 2021), I am accountable for using that force on that individual, which is something that has become more important and prevalent over my time as a Student Police Officer so far, where supervisors are asking you to justify your interactions.

I think it is important that as time evolves that officers are being held to account and asked to justify their interactions with the public because as time evolves, so does technology and members of the public recording Police Officers. It is a common occurrence now that officers are being asked to justify their actions to members of the public when dealing with an incident and the College of Policing want to ensure that consistency in training is provided to all recruits across England and Wales, and this is one of the changes I have noticed between the training I have received and the training older officers had when they joined the Police Service.
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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:

As a response officer, I have not used social media a lot myself and do not have direct access to South Wales Polices social media platforms, however, this is something I can do if I want to. I do have experience of being involved in information being shared on social media that I have been linked to, such as attending road traffic collisions, missing persons and the discovery of Cannabis factories. I do think that the use of social media is a positive sign that the Police Service is moving forward with change, in line with society, however, I also recognise that there are risks associated with the use of social media by the Police Service.

Social media is defined as “websites and computer programmes that allow people to communicate and share information on the internet using a computer or mobile phone” (Cambridge dictionary, 2021).

The use of social media is more now than ever before. Social media is a way of communicating with others and can be used for a variety of reasons. South Wales Police use Twitter, Instagram, Facebook, and YouTube to engage with communities about issues that are ongoing and things that have been dealt with by the police.

The work that the Police Service does is always open to criticism and as part of that, the Police Service needs to be open and transparent about what they do and how they do it, as Sir Robert Peel said: “The Police are the Public; the Public are the Police” (South Yorkshire Police and Crime Commissioner, 2016). The use of social media is not only to communicate what is happening within a local police area but also as a way for the public to hold the Police Service to account and to monitor the behaviour of Police Officers. Whereas previously the Police Service would rely on gathering information from members of the public by way of community meetings to empower the community on how policing is done (Davies, 2018).

My use of social media in the police is limited as stated previously, however, I did attend an incident last year with my colleagues where we had found a Cannabis Factory, I used Twitter on my colleague's phone as a way of communicating with the communities in the Rhondda Cynon Taff about the find and what we are doing about it (South Wales Police Twitter, 2020). Through operational experience I am aware that Cannabis Factories are growing concern about the use and growth of Cannabis in the local community, members of the public will use social media as a way of contacting the police about issues that are prevalent within their community. The Tweet I posted gathered a lot of responses with most of them being positive and some negative comments. It is expected that not all information provided by the police will be viewed positively and therefore it is important that whatever the police post on social media isn’t biased. I posted this Tweet as a way of reassuring the communities that the police are taking their concerns seriously and are tackling one of the many concerns they have.

The way the Police Service used to communicate and engage with the community was through meetings within the community. Bullock (2018) suggests that research has shown that police-community meetings have had little impact and success on how police communicate with the communities due to low participation and those communities that did attend meetings were typically from a white, middle-class background. The thought process was that moving from meeting people personally in a controlled setting to using social media as a form of communication enables the Police Service to reach out to more communities, to enable them to debate and collaboratively problem-solve. However, the research by Bullock also shows that the Police Service primarily use different social media platforms to make requests for assistance in investigations, to inform members of the public of relevant crime that is or has happened and to provide advice on how to reduce the risks of becoming a victim of crime (Bullock, 2018).

Dekker,(2019) states that the use of social media by the Police Service will have barriers, one of these barriers is the perception by members of the public on the values and views of individual members of the police service they work for and that this could be seen as a cultural barrier on the side of that police force, but that the Police Service does accept that this is the case and as such policies have been put in place on a national and local level to take into account the barriers and risks posed with the use of social media within the Police Service. (Dekker, 2019)

Most recently South Wales Police posted on social media about supporting LGBTQ and they changed all their profile pictures and banner to colours that represent the LGBTQ communities for example on Twitter (South Wales Police, 2021). This has received many positive comments and negative comments. Some members of the public have commented to say that they feel the police are not being impartial and that they should not be using social media. A lot of the comments were members of the public asking why the police are not impartial anymore. It is important to recognise that the police will not be able to please everyone and that attitudes about what and how the police will do things. Smith, (1973) argues that attitudes towards the police are predominantly negative and this could be because the police are seen to hold hostile attitudes towards members of the public (Smith, 1973, pp.135-152). Therefore the police need to use social media to show that they support different members of the community and that they are representative, using social media as a way of doing this enables the police to reach a wider part of the community.

The use of social media by the police service is a way for the police be effectively engage with different communities and to build the trust and support of the communities that each police force, however, the principles and Code of Ethics (College of Policing, 2021) need to be enshrined in any communication that the police have with members of the public, whether that be virtually or in person, for this reason, a national policy and framework must be provided to ensure a consistent approach throughout England and Wales. 

To gauge and assess how social media is used by the police they need to gather information and establish what most of the British public want to see and how they feel that social media should be used by the Police Service from their personal experiences, this was reflected by South Wales Police throughout July when they put a survey out on their social media pages asking members of the public to vote on what they wanted to see (South Wales Police, 2021). 

Digital Public contact (2019) notes that social media is not being treated with the same professionalism that you would receive from the Police Service if you were to contact them in another traditional route, such as face to face or VIA telephone and that the Police Service is missing opportunities to offer something different. As a result of studies carried out, they note that better training would enable officers and staff to explain what they want to achieve when using social media, and this could be to influence behaviour and achieve an operational target. (Digital Public contact, 2019)

The Police Service has quite rightly acknowledged that society and the digital capabilities to carry out crime are changing, so why not use the digital changes and implement them into modern-day policing. There is no national policy framework that I could find concerning the use of social media by the police and this appears to be specific to each police force. Although there does not appear to be a national policy, there is a strategy that has been devised to run from 2020 to 2030. This strategy builds on the Policing Vision 2025 (NPCC, 2016). One of the priorities of the strategy is to build a platform to enable members of the public to connect and interact with the police using social media, not only to report a crime but to enable them to submit evidence they have to the police (Police Digital Service, 2020).

Whilst I acknowledge that a strategy is in place, I feel it’s important that a national policy is put in place to minimise the risk of personal bias and unconscious bias being portrayed by the Police Service.

The use of social media by the police does come with some risks. A risk is defined as “the possibility of something bad happening at some point in the future” (Oxford University Press, 2021). 


The use of social media by the police can also highlight those police officers are accountable for their actions and that the police service does not want to have incidents that can discredit them, so they publish information about police officers who have committed acts that amount to misconduct (legislation.gov.uk, 2020). The risk of doing this is it opens a debate platform for members of the public and puts officers at risk of being ridiculed by the media and others, the risk is not only prevalent for the officer-involved but also other members of the police service, but all police officers should be held to account for their actions.

There Is also the risk that members of the Police Service will misuse the use of social media. As expected, the Code of Ethics is to be followed whilst on duty and off duty as not to damage the reputation of the Police Service with personal views that may question the impartiality of the Police Service (College of Policing, 2021). This includes anything that police officers post or share on their personal social media pages. The Independent Office for Police Conduct (IOPC) published a warning in April 2021 to police officers about the content they share because the amount of investigations they have carried out has increased considerably because of police officers sharing offensive and inappropriate content on social media and more notably there have been cases of “racist, sexist and discriminatory comments” from a small number of police officers investigated. (IOPC, 2021).

As with anything, there will be risks and benefits but from my experience, the use of social media by the police can also assist with investigations and bring offenders to justice. I was dealing with an incident of a domestic assault and the subject in the matter was avoiding contact with police, I requested that consideration be given for the circulation of the subject as a wanted person using the social media platforms used by South Wales Police, such as Twitter and Facebook. The information about the incident was limited but included a photo of the suspect and what the offence was that we wanted to speak to them about. 

The Police Service in England and Wales requires the engagement and support of the public to ensure that we are policing by consent. The police can use social media to appeal for information about people they suspect to be involved in a crime. College of Policing APP (2013) states that the police core duty is to protect life and property, preserve order, prevent the commission of offences and bring offenders to justice and that effective communication is the key to resolving crimes, by circulating information about a crime to fully investigate a crime the use of social media can support and maintain the safety of members of the public (College of Policing APP, 2013).

Khan et.al (2014) describes that when using social media there are three types of the main risk and that they the psychological risks, social risks and the risk to privacy. The biggest risk that the police face when using social media is the risk of negative remarks, this could be about the way the police have handled something, or indeed the way they have not handled a situation (Khan, 2014). Social media platforms have become a place where people can raise complaints and issues they have had about the way the police have dealt with something, this is a risk but also a benefit as the police can assess and learn about what is important to the public through their communications (Oglesby-Neal et.al, 2019).

Another risk of using social media is that not all members of the public have access to the internet so they would be unable to have access to the information the police circulate, thus putting them at a disadvantage. Research shows that the older generation is more reluctant to use technology compared to the younger generation of the 21st century (Nominet, 2017). 

Overall, I believe that the Police Service using social media to engage with communities is more than beneficial than not. Oberlo (2021) states that there is 3.78 billion social media users worldwide in 2021, which increased by five per cent in a year and that it is expected that over the next few years the number is going to increase (Oberlo, 2021).

Notably though for the Police Service to be successful in its use of social media it’s important to note that the way that the police word and communicate through social media can also have an impact on how things are perceived or understood. Mentzer et.al (2019) suggests that having success on social media depends on understanding and meaning and that using less information and using noncomplex words in a post on social media is more successful than adding more complex information as not everyone has the same comprehension, which could lead to a misunderstanding. (Mentzer et.al, 2019).

(Word count- 2,288)






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:

In my workbook, I have used the Gibbs Model of Reflection (1988) to structure my answers to enable me to critically analyse the situations.

Description
As a probationary Police Officer currently in my third year of being a response officer based in a team of seven police constables and one sergeant on shift, I find that I am being paired with officers who have less operational experience than myself, so I need to take the lead at various incidents I attend. There was an incident that I can recall when I attended a call of a fail to stop road traffic collision where the driver of the vehicle was still present and was trying to move the vehicle which was crashed into a wall. I was with a police officer who had not long come out of training and did not have much confidence in their abilities. 

On arrival at the scene, there was already two of my colleagues on scene. I knew that my colleague struggled with their confidence and knew that they were more than capable of doing the job, so I took the lead in trying to assist them in progressing the matter.

I asked my colleagues who were already present if the officer I was paired up with could do the procedure of breathalysing the driver of the vehicle. I asked the officer what power we had as uniformed constables to require the driver to provide us with a specimen of breath for analysis before we approached the driver. My colleague explained to me that because they had been involved in an accident, we have the power to require a specimen of breath and it is a criminal offence not to do so as they had been involved in a road traffic collision.
 
This is the case as section 6 of the Road Traffic Act 1988 states that if a constable suspects a person has driven, attempted to drive or is in charge of a motor vehicle at the time of an accident they have the power to formally require a specimen of breath or other preliminary tests, such as a drug test at the side of the road. The constable then has the power to arrest the person should they refuse to comply with this arrest (Road Traffic Act 1988).

The driver provided a sample of breath which returned a reading of nothing. However, the driver was unsteady on their feet, slurring their words and their eyes were glazed. I suspected the driver was under the influence of drugs, however, due to response officers not being trained in administering the roadside drug test and only officers attached to the roads policing unit could and they were unavailable, I advised my colleague to arrest them on suspicion of driving a motor vehicle whilst under the influence of drugs.

My colleague asked me to expand on this as they were not familiar with that offence. As I was explaining this to my colleague the driver was sat In the police vehicle and they suddenly moved their hand to their mouth and swallowed what we believed to be a large number of drugs which resulted in me having to take charge and use force on the driver to prevent them harming themselves any further or losing evidence. The driver was arrested on suspicion of driving a motor vehicle whilst under the influence of drugs and on suspicion of possessing a controlled substance as several tablets were recovered.

Feelings

At the time of this incident and on the way to it, I felt a feeling of ownership and responsibility towards the officer who did not have any confidence in their abilities. I felt that I had a target to meet and that was to assist and lead my colleague to build on their confidence because ultimately as a team we work together and have common goals. 

One of the competencies a police officer must have been that they can take ownership and that they take personal responsibility for their role seeking to resolve issues in themselves and also on their team or with their team members (College of Policing, 2021). 

I felt at the time that I could do it and it was a straightforward call that I have dealt with several times since being out of training, both independently and with my other colleagues. 
I felt confident in my abilities to take the lead and assist my colleague with their confidence, this is what is known as self-efficacy. 

Lunenburg (2011) describes self-efficacy as an individual’s belief that they can perform a task successfully and it influences a person to choose goals they feel they can achieve, there are four principal sources of self-efficacy according to (Lunenburg, 2011, pp 2-4) these are persons past performance, vicarious experience, verbal persuasion, and emotional cues. 

Reflecting on this incident I feel that I was using verbal persuasion with my colleague where I was convincing them that they could manage the incident themselves to help them build on their self-efficacy. Although at the time I did not feel I was doing this, reflecting I would say this is what I was doing subconsciously because of my past performance working with others and seeing them take the lead and enabling me to have the confidence to do the same.

Evaluation
At first, I felt that discussing the incident on the way and what we were going to do as good as it gave us a plan of action on how as a team, we were going to manage the incident. It was good that I was able to communicate effectively with my colleague and that they were able to share with me that they did not have the confidence, I felt as if they trusted me and were looking for me to assist them with their confidence.

Leadership comes in many forms and there is a lot of different leadership models that people follow or fit into naturally. The most effective leaders are the ones who invest in the strengths of different individuals and ultimately leads to the individual you are leading to have more confidence in themselves, but to do this you need to understand the individual's needs and expectations (Rath and Conchie, 2008, p 2-12).

As the incident progressed and the driver of the vehicle was going to be arrested on suspicion of driving whilst under the influence of drugs, I needed to take control of the situation as the driver had swallowed several tablets, which I believed to be an illegal substance. I needed to take control of the situation quickly. My colleague assisted me to restrain the driver by me using effective communication with them and asking them to do things for me, in this situation it was to hold the drivers head, so they did not hit it on the pavement after we placed them down there in a controlled manner. My other colleagues then assisted with the handcuffing and searching of the driver.

When I had to take control my colleague fed back to me that it made them feel as if they had done something wrong, however, I explained to them why I needed to take control and that was because the situation had escalated quickly and it became a situation where life needed to be preserved and quickly in comparison to the need for us to investigate and discuss the correct offence to arrest for. In this situation, I was able to adapt my leadership style from the one f empowering my colleague to think for themselves and take the lead to me taking the lead but communicating to them what they were responsible for at the time. 

Due to the changing circumstances, I needed to change from a leader who was using the participative leadership style to the authoritarian leadership style where I had to make a crucial decision quickly and put it into effect with the assistance of my colleagues.

Analysis

Reflecting on this incident and the way I dealt with it has led me to look at the different types of leadership styles there are.

Leadership in the workplace is most often thought of as someone or a group of people that are responsible for the organisation and not at a personal level. 

Isaac et.al (2001) suggests that an organisation needs to have a workforce of leaders and people are not just seen as employees. They suggest that people who lead are people with a vision and goal to achieve the desired outcome, compared to a manager who puts an outcome into place or deals with the administrative duties. We also need to not only be a leader but also a follower in what we do. (Isaac, 2001).

Five leadership styles can be used, and they are:

· Authoritarian Leadership
· Participative Leadership
· Delegative Leadership
· Transactional Leadership
· Transformational Leadership

                  (International Institute for Management Development, 2006)

International Institute for Management Development, (2006) describes that authoritarian leadership allows the person who is leading to define what they expect and what outcome they want because of their activity, this enables consistent results but can demoralise and change a team members creativity and eagerness to succeed and achieve a common goal. Participative leadership is where a leader engages with their team and colleagues in making decisions, this enables encourages motivation and lays the foundations of a strong team. 

Delegative leadership is where tasks are given to individual team members to manage on their own, this can build on the competence of individuals but can also lead to poor motivation as it can cause arguments in the team if someone is working alone on a certain task. Transactional leaderships are when a leader tells their team members what they want and in return, there is some sort of exchange, such as a reward or recognition for their dedication or a punishment for not achieving the goal, this can motivate team members but also create more “followers” than leaders. 

Transformational leadership is where the leader is seen as a role model to others and the team member looks up to the leader as they have the same goals and purposes, it can lead to a lower level of dissatisfaction in the team and morale but can also mean that the leaders can use that to their advantage and deceive the other team members.

The Police Service is thought to use the authoritarian leadership approach, transactional approach, and transformational approach. The Police Service is disciplined and there must be an element of full control over team members, it is however thought that as things evolve the authoritarian approach is not so common because leaders are looking at other ways to lead, whereas with the transactional leadership approach the goal is for team members will follow rules to enable them to have some recognition at the end of the task, whether this is positive or negative and the transformational leadership is concentrating on empowering team members by enhancing their skills and motivations, this is most commonly achieved by having regular reviews and enabling team members to talk openly about what they want and how they want to do it (Fritsvold, 2005).

When reflecting on this incident and how I showed leadership, I would say that I used the transactional leadership style, to begin with, but then used the authoritarian leadership approach when I needed to. I am the same rank as my colleague and on reflection, the authoritarian approach does not suit my role and that I fit in more with the transactional leadership as this enables me to discuss my experience with my colleagues and ways to achieve a common goal, which is to serve the public the best of our abilities.
 
My role on the day was to teach and share my little experience with my colleague. It is recognised that in the initial training phase of becoming a new police officer the training that is given is considered as secondary to knowledge and experience you will learn whilst working with your colleagues and this is known as craft knowledge (Williams and Cockcroft, 2019, p 131). 

The Police Service relies on the officers to enhance their self-leadership skills as quite often officers will deal with evolving circumstances there and then, either on their own or as part of a team. (Hauschildt and Konradt, 2012, p 145-168) suggests that using self-leadership strategies such as constructive thought and natural reward will lead to better cognitive and motivational processes and this will enhance self-efficacy and performance, both as an individual and a team because it enables the individual to focus on a team goal. Self-leadership theory links in with self-regulation to guide a person to achieve their self-directed goal. 

Conclusions

As a result of this incident, I have learnt that if you are going to work as part of a team and be a leader you need to possess a certain number of skills and be able to adapt your approach at any given moment. Leadership is something that is crafted through experience and knowledge gained as working in a team. I learnt that although I have been to incidents like this, each situation is different and can change. 

Whilst it was good that we discussed what the plan of action was on the way to the call, I have crafted the knowledge from this that it is important to be aware and mindful of where and how you discuss a plan of action as I believe discussing the possibility of arresting the driver in front of them could have instigated them to swallow the controlled substance. My focus was to assist my colleague who was struggling with their confidence and instead of working with my colleagues at the scene I took full responsibility for this task on my own. 

In this incident, I have used the self-leadership theory by evaluating and reflecting on my participation. The self-leadership strategy of me reflecting and acknowledging what went wrong has enabled me to establish guidelines for effective self-regulation (Hauschildt and Konradt, 2012, pp 145-168) so I can adapt my behaviour and leadership style to achieve the goal I set out to achieve and that is to effectively help my colleague when they ask for help, it has also taught me that I need to work as part of a team and not try to do things my way.

Action plan

In the future, if this incident happened again, I would discuss the actions I intended to take with all my team members there to see if we have a common goal that we want to achieve. 
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Task 4

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

[bookmark: _Hlk83114370]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:

I joined South Wales Police as a police officer in March 2019 on the Police Constable Degree Apprenticeship (PCDA) scheme where over my three-year probation I study and work towards a degree in policing, this was introduced by the College of Policing as part of their vision to professionalise the Police Service (College of Policing, 2020).
 
The first stage of being a Police Constable with South Wales Police is to attend the initial training school for six months before I was posted to a team within a divisional area of South Wales Police (South Wales Police, 2021).
 
During the time I have been a police officer I have benefited from the input and guidance from various police officers and staff. At first, when leaving the initial training school, I was tutored by an experienced police officer to who I was assigned for twelve weeks.
 
When you join a new team or organisation it is difficult to adapt to the new way of doing things and the same also applies when you are paired with someone who you look to for advice and support and to show you the way the organisation expect you to carry out your role to achieve their desired outcome.
 
There is notably a difference between the meaning of coaching and mentoring. Coaching is described by Johnson, (2018) as an approach to managing people and is most commonly seen at a managerial level, where the manager and employee of an organisation discuss what the organisation wants to achieve and how this can be done, it opens up a two-way channel of communication between the coach and the employee on their performance and identifies ways the organisation can assist in modifying the employee's approach to situations to enable the best chances of success (Johnson, 2018).
 
Mentoring is described by the University of Reading, (2021) as a stage where individuals are allocated other people to support and assist them in their learning whilst assisting them to develop their skills in a particular subject matter. Mentoring is also known as tutoring and supporting another person to achieve their desired outcome and by them managing their learning it keeps the responsibility of the desired outcome with the person being mentored as opposed to a coach who is responsible for the goal of the organisation to be achieved (University of Reading, 2021).
 
There are some differences between coaching and mentoring but overall my thoughts are that they are the same in that ultimately the coach or mentor want the mentee to achieve their goals. Hunt, (2019) states that they believe coaching and mentoring share the same purpose and that is to develop individuals. They suggest that intertwining and interconnecting coaching and mentoring together it can be called a “Double Helix” approach (Hunt, 2019).
 
In my experience and reflecting from being tutored I would say that the double helix approach is most fitting for the Police Service because it is a disciplined service and as discussed a mentor is there to guide and assist you but the responsibility of achieving your goals will stay with the mentee, whereas when coaching you need to have a level of control around the achievements you desire and an experienced officer will be able to tell you when needed whether or not you need to re-assess a situation. 
 
To benefit fully from the initial coaching and mentoring phase Schmidt and Moust (1995) suggests that a tutor’s ability to communicate effectively by adapting their communication skills with each student, having sound knowledge of the area they are teaching and the ability to rationalise and empathise are the crucial qualities needed to give the student a strong chance of succeeding (Schmidt and Moust, 1995). Reflecting on my time with my tutor, I would say that they were fundamental in assisting me to be the police officer I am today, and this is because I believe they are a good mentor and coach.
 
I personally during my service so far have benefited from the mentoring and coaching from my colleagues because it has enabled me to increase my confidence, it has enabled me to gain an insight into the role of a police officer in a controlled manner and helped me to be able to fulfil the requirements needed for successful prosecutions, in particular, the filling out and submitting case files to the Crown Prosecution Service proficiently enough to proceed to the court. Personal development from being mentored and coached is said to benefit you in many ways such as increased chances of progressing in your career and personal and professional development such as increased self-worth and confidence. It also enables the mentors to benefit from the experience of managing others and developing skills on how to coach and mentor others (University of Southhampton, 2021).
 
One mentoring theory is the GROW theory. The GROW model of coaching and mentoring is described by MindTools, (2021) as a simple process for developing people. GROW stands for the 
 
The goal you want to achieve
The current Reality of achieving the goal
Options or obstacles that you may have to face and overcome
The Will power you have to achieve the best outcome
 
The theory was established in 1980 and is still today. The GROW theory establishes a consistent approach in how you will help someone achieve their desired outcome (MindTools, 2021). 
 
Grant, 2011, pp 118-125 studied whether it was time to look at and re-adapt the GROW model. They suggested that the GROW model be re-adapted to the REGROW model where you review and evaluate after the desired outcome has been achieved or during the coaching and mentoring phase although more research needs to be done on this (Grant, 2011).
 
The REGROW model I would argue is more suited to use in the police service as it enables the mentor to set the goal with their student, develop a plan on how they are going to achieve that goal, whilst also reviewing and evaluating the performance and progression so far, this enables the coach and mentee to constantly re-assess and keep the goal at the forefront of the mind (Grant, 2011). 
 
As part of my three-year probation, I have attended different departments within South Wales Police to assist me with my development and understanding the role of being a Police Officer and the role of different departments within the organisation. I have attended many calls for service over my time in the police so far and arresting suspects is one part of the job but carrying out the investigation completely is another part that I don’t do often enough. One of my professional and personal goals was to be able to deal with an incident after arrest to the end of the investigation, including the interviewing and charging of suspects.
 
During my attendance at one of my attachments with the investigation department, known as the HUB in South Wales Police, I was assigned a mentor to assist me with enhancing my knowledge in investigating crimes and the process of getting someone to court. My mentor at the time worked in the department for several years and before that, they were a response officer, like myself. 
 
At the beginning of my attachment, I discussed what my goal was and what I wanted to achieve out of my attachment. I then devised a SMART action plan with my mentor. 
 
The Police Service uses the SMART model in assisting officers to achieve their desired outcomes and goals. Rocco, (2018) states the acronym for SMART is:
 
· S – Specific
· M – Measurable
· A – Achievable
· R – Relevant
· T – Time Stamped
 
(Rocco, 2018)
 
When we have a goal, we want to achieve in a certain subject area then we need to be specific about what it is, in my case it was I wanted to achieve a better understanding and knowledge of an investigation. 
 
My goal needed to be measurable so I can track my progress. The way I did this was at the end of the shift I sat down and had a debrief with my mentor on what went well and what did not go so well and why. Having a debrief and receiving verbal feedback is a good way to learn I have found over the years. Self-reflection and thinking about how you did things yourself is good for recognising your strengths. However, Verkuyl et. al, pp 32-39 2019 has carried out a study into the difference between self-reflecting and group reflection it is more beneficial for a learner to have a debrief with someone else as it can optimize the learning process (Verkuyl, 2019).
 
My goal also needed to be achievable and for me to achieve my goal, it was important to acknowledge that just because I have had a basic level of training, I do not know how to do things efficiently, and that attending my attachment I am there to learn and enhance my knowledge. It is important that when we achieve a goal, we also reflect on it and understand that with experience comes knowledge which is entwined with learning. 
 
My goal must be relevant to my job role. Rocco, (2018) suggests that for a goal to be relevant we need to be looking for an emotion of some sort afterwards, such as an emotion of feeling like you have achieved something. This was the case for me because for part of my three-year probation I need evidence that I am competent in undertaking the role of a police officer effectively, and one of the core principles is to bring offenders to justice (College of Policing, 2018).
 
I also needed to be realistic about the time I had to achieve my goal. I had 20 days in the HUB and by the end of my attachment, I wanted to be able to interview suspects and create a file of evidence for the Crown Prosecution Service.
 
As a result of my mentoring during my attachment, I have been able to complete the paperwork required of me to bring offenders to justice. This has not only helped me professionally but also personally because I applied to join the Police Service a few times before being accepted. It is a great feeling when you feel you have achieved something and have been able to fulfil one of the core principles expected of you as a Police Officer.
 
As a result of the coaching and mentoring I have had, I feel more confident in my role, and I feel it has made me more professional.
 
As I progress and near the end of my probation period, I have been given more responsibility by the shift sergeant. One of my responsibilities is to mentor a Special Constable who recently joined South Wales Police.
 
I am responsible for mentoring them and ensuring that they achieve the competencies required of them to enable them to be able to attend incidents single crewed. This is a big responsibility and challenge. I find it challenging because as they are a Special Constable, they are a volunteer and only need to complete 16 hours minimum duty time in a month (HM Government, 2019) so it is difficult to have consistency. 
 
If you want to be successful, you need to be consistent. The phrase “consistency is key” is often used when referring to someone wanting to learn and achieve a goal. Tarver, (2019) states that consistency is important because doing a task with consistency will help you succeed (Tarver, 2019).
 
As I have the responsibility of a colleague and it requires me to be consistent in my approach and showing them things on a few occasions before they understand the task, it has developed me and assisted me in becoming more confident and helping me to have a sense of accountability for my colleague. When I work with the Special Constable it also means that I need to be more aware and think more in-depth about any decisions I or my colleague make at calls. It is also beneficial for me because it enables me to self-reflect on my actions and also reflect and provide feedback to my colleague. This enables us both to learn from each other.
 
When I provide feedback and receive feedback, I expect it to be constructive. Aslam & Khan, P 178,2020 state that constructive feedback is essential and can be used to enhance learning. It allows an avenue for the mentee and mentors to track the performance the mentee has achieved so far towards their goal and that it should address the question of Where am I going? How am I going? Where to next? (Aslam & Khan pp 175-198, 2020). I have found that constructive feedback, both receiving it and giving it enables me to develop myself and recognise areas I need to improve, but also enables me to recognise my strengths to build on my self-worth and self-efficacy for me to meet my goals professionally and personally.
 
Having experienced good mentorship and coaching during my three years has enabled me to learn the role of a police officer. South Wales Police mission is that they want their police officers and staff to be proud, professional, and positive about the job they do both in and out of work (South Wales Police, 2021).
 
As a result of me having a good mentor from the beginning of my career and being able to work with various other departments, it has enabled me to be confident that I can work towards the organisational goals as defined in the South Wales Police & Crime Plan 2021-25 where that is being a part of the transformation of the public services, preventing and reducing offending and working with volunteers which for me is mentoring a Special Constable to assist in the delivery of the organisational goals (South Wales Police and Crime Commissioner, 2020).
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