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Please read these notes carefully; they provide essential information.

What is the workbook for?

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

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

You may wish to use the same incidents as you’ve outlined in the Occupational Competence Portfolio. 
 
How should the workbook be presented?
 
Blank electronic copies can be found on Moodle of this workbook. You must submit this document electronically therefore it is important that you save your work regularly and upload the final typed version through Turnitin on Moodle. 
 
Word count policy can be found in chapter 7 of the Academic Quality under section 7.7 (this applies to presenting work above and under the specified word count). 
 
(https://www.uwtsd.ac.uk/media/uwtsd-website/content-assets/documents/academic-office/aqh-chapters/chapters---en/Chapter_07_Assessment_Taught_Programmes_Pages_72-79-UPDATED-05-11-2019.pdf) 
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https://moodle.uwtsd.ac.uk/pluginfile.php/298870/mod_resource/content/1/Reflective%20Practice%20for%20Policing%20Students%20-%20Selina%20Copley%20Chapter5.pdf

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

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

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

NOTE

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

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


Dyslexia and other special circumstances

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

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

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


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

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

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


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



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



ANSWER:

One policing incident in which I played a significant role in dealing with an offender, as well as multiple victims was an offence of Affray. The offence of Affray is covered under section 3 of the Public Order Act 1986. Section 3 defines an Affray as “(1) A person is guilty of affray if he uses or threatens unlawful violence towards another and his conduct is such as would cause a person of reasonable firmness present at the scene to fear for his personal safety. (2) Where 2 or more persons use or threaten the unlawful violence, it is conduct of them taken together that must be considered for the purpose of subsection (1). (3) For the purpose of this section a threat cannot be made by use of words alone. (4) No person of reasonable firmness need actually be, or likely to be, present at the scene. (5) Affray may be committed in private as well as public places”. (Legislation.gov.uk). 
A brief overview of this incident and the role I played is as follows:
As I was on patrol with my colleague we received a call that a male had threated a group of youths with a knife. The youths had managed to evacuate the area before any injury or damage was caused. I attended the reporting person’s home address in order to obtain further Information about the incident The reporting person was not present at the time of the incident, she was the mother of one of the youths who had been threatened. I obtained a number of statements from the 6 youths involved. They stated that a male they did not know approached them in a vehicle as they were walking down the road. The youths said that male parked up next to them asking for their names, he then pulled a knife from his driver’s side door. Started swinging it about, again demanding they give him their names. When they did not provide their names he pointed the knife directly at them and shouted “WAIT THERE, I’LL BE BACK” before driving off. One youth had video footage of the incident, capturing the vehicle registration number, the males face and a clear image of the knife. I downloaded this evidence and placed it on Evidence.com. I then proceeded to obtain detailed statements from the youths in the presence of an appropriate adult who were not involved in the incident. As well as offering victim personal statements and any special measures anticipating that the case may go to court. “Special measures are a series of provisions that help vulnerable and intimidated witnesses give their best evidence in court and help to relieve some of the stress associated with giving evidence. Special measures apply to prosecution and defence witnesses, but not to the defendant and are subject to the discretion of the court”. (cps.gov.uk). After gathering all the evidence available, I began trying to identify the male. I conducted checks on the vehicle registration number provided and showed a number of my colleagues the still facial shot we had. A colleague was able to identify the male from an incident he dealt with previously, so arrest enquiries commenced. A few days later, the male handed himself into Cardiff Bay Police station. Before I was able to interview this male in relation to the allegation made against him, a Section 18 search had to be commenced on his vehicle. A Section 18 search is covered under the Police and Criminal Evidence Act 1984 (PACE). It allows an officer “To enter and search the premises occupied or controlled by a suspect who has been arrested for an indictable offence. There must be reasonable grounds for suspecting that there is evidence relating to that offence, or to another connected or similar indicatable offence, on the premises. To seize and retain anything for which the officer may search. This search must be authorised in writing by an officer of inspector or above”. (College of Policing). The search was commenced, but the knife was not located. I therefore interviewed the suspect in the presence of his solicitor, and he was bailed pending CPS advice.    


The college of policing plays a number of roles in relation to professional policing in the U.K. It states that it “is a professional body for everyone across policing” (College of Policing) it goes on to state that “it is an operationally independent arm’s-length body of the Home Office” (College of Policing). This organisation helps staff and officers, understand their challenges within the work place, use evidence-based knowledge and give a voice to professional policing on standards, skills and capabilities.  The strategic role of this organisation is the responsibility of top management. The College of policing’s main role is to “set standards, provided training and share good practice” (College of Policing) this helps to “connect everyone in policing to reduce crime and keep people safe” (College of Policing).  The college of Policing published a business plan which dates from 2020 to 2021 whereby, the Chief executive, Mike Cunningham stated that the core activities will be continued around setting standards, sharing knowledge and developing the workforce, but “we will particularly focus on diversity, leadership and the challenges and opportunities that come with digital technology”. (College of Policing Business Plan 2020-2021). It has become evident that digital technology has expanded and grown rapidly over the past decade, intern policing has been forced to adapt and develop into this new era therefore it is vital that the College of policing acknowledge this and focus on how this can benefit the organisation. Digital technology has been defined by Victoria State Government as “electronic tools, systems, devices and resources that generate, store or process data” (Victoria State Government 2019). Some well know examples of digital technology would include social media and mobile phones. Front line police officers rely heavily on their mobile devices in order to conduct person checks, vehicle checks, and access information in relation to the calls they are attending as well as capturing vital evidence at crime scenes. This is just one way in which professional policing has developed in the U.K. Digital technology played an important role in my investigation mentioned above, providing me with a device to obtain victim and witness statements, allowing me to take still images of recordings made by the victim in order for me to upload to evidence.com and use as evidence as well as allowing me to update the occurrence log with new and relevant information as quickly and efficiently as possible allowing other officers who are not at scene but linked to the call to see this information. The College of Policing praise themselves on being flexible and able to adapt to new challenges and hurdles that arise. One example of this would be the Covid 19 pandemic. The organisation has adapted in order to keep the progression and professionalism flowing by making their courses, recruitment and announcements virtual. There is a shortage of front line police officers in the U.K, BBC News online published that “between March 2010 and March 2018 police forces in England and Wales lost 21,732 officers – a drop of 15%, according to Home Office figures”. (BBC News 2019). Due to these figures and the announcement of a large recruitment process, it was important that the College of Policing made these adaptions in order for the recruitment process to continue during the pandemic. Although due to the majority of recruitment courses being held online, this may not provide the new officers with the interaction they need to develop their skills. But it still provides a way for recruitment to continue which is crucial in in order for policing to develop and expand professionally.  


There is a lot of pressure on young and new constables to fulfil the role of a modern professional police officer. Now that I am in my final year of probation, it has become ever more evident that the first 12 weeks of initial tutorship were the most important in setting me up and giving me the experiences I need to develop my skills whilst in the final year of my probation. In these 12 weeks I was provided with my tutors knowledge, experience, and skills, such as communication and engagement as well as conflict management techniques. These were the foundation stages that I needed in order to build upon and work hard to become the best modern day professional police officer I could.  I have grown with confidence and ability in the past two years of my probation and can see that my police techniques in relation to dealing with vulnerable victims and the highest priority suspect has improved, this has been evident in the incident above, in which I played a key role in as officer in charge of the case. During my probation period I have had to evidence that I have hit certain criteria’s on order to pass this process of my policing career. This has been evidenced by producing certain documents to my training tutor which has then been marked and assessed in order for me to continue my role as a police constable. I feel that modern day police officers have a huge amount of stress and pressure on them. They need to be able to communicate and show compassion and understanding to the most vulnerable people in the community who have endured the most horrific crimes. When the next call could be having to deal with an extremely aggressive suspect who has a weapon and will not cooperate or listen to commands. Communication techniques and people skills will change drastically between these two incidents and modern day police officers need to be able to adapt to these. Another way I have I feel that I have evidenced this, is by enrolling onto the sexual offences course and becoming a Sexual Offences Liaison Officers (SOLO) course. A SOLO officer “is responsible for acting as a first responder to allegations of sexual offences, to gather evidence and information from the victim in a manner that contributes to the investigation, preserves its integrity, and secures their confidence and trust”. (College of Policing). I have been a SOLO officer for nearly two years and unfortunately, due to the increase in these types of calls I have attended multiple sexual offences and feel I my confidence and ability have developed to a high standard. As well as this, I have also completed a taser course in my last year of probation. I believe this shows that my Sergeant and Inspector feel I have developed and gained enough experience in dealing with high conflict stations for them to enrol me onto his course. Tasers are more formally known as Conducted Energy Device (CED) and are used by specially trained officers to help control and deescalate an incident.  Taser is a use of force and therefore, it is important that a variety of factors are considered to ensure that the use of taser is lawful, proportionate and necessary. Although as a taser officer, I have undergone intense training such as scenarios and classroom based work, any police officer who finds themselves at an incident it is on them to “make real-time, split second judgements to balance the vulnerability of the person against the risk of harm that they present”. (National polices chief council).  I feel that by accepting the challenges and taking on more specialist yet, such vast roles such as a SOLO officer and Taser officer I have evidenced how I am working to fulfil the role of a modern day police officer. As well as still attending the day to day calls, interacting and engaging with the community when on patrol and being there for my team when they need me in difficult or demanding situations. 

My final year of probation has seen my role as a police officer change in a number of ways. Response as a whole is a very demanding and challenging department to work on. The calls we attend are so vast and there is no way of knowing what incident you are going to get called to next. As well as this, it is ever changing in relation to the team dynamics. Officers come and go so quickly. At the start of my probation I was the newest member on the team. Now, still only coming up to three years services, and still in my probation, I have found myself being one of the more experience officers on the team. This has been one of the biggest changes I have had to deal with. There are officers joining my team who are now looking up to me and watching me to gain experience and advice, whilst I am still in probation.  As well as still trying to build my experiences, knowledge and understanding of the job, I have probationers who are weeks or months into their service asking for my advice and opinions on incidents. This has been a major change for me as I still feel I am new to the job and learning as I go, let alone having a new officer look up to me. Having said this, it has given me huge confidence in my ability to do the job at a high level and deal with incidents in a way which officers with less service feel they can watch and learn form. Another way in which I feel my final year of probation has seen my role as a police officer change is by dealing with more high level complex crimes. I feel my investigation skills have developed a lot over the past 3 years and I feel confident in dealing with these types of crimes. Not only this, but as mentioned above I was put forward to go on a taser course by my Sergeant and Inspector. This has now changed my role as a police officer as previously, I would be wait at an RV point for officers who carry taser or Firearms officers to make to areas safe and apprehended the suspect before non-armed response officers are clear to move forward. Whereas, I am now a taser officer who will go forward and possibly be first on scene to a knife incident, this is a major change for one but one which I feel confident and excited to take on and grow into. As much as this is an exciting new role I have undertaken, I do feel the huge amount of responsibility on my shoulders to not only deal with the incident efficiently and effectively, but to make sure that the persons involved and my colleagues are safe at all times.  

The more experience, knowledge and understanding I gain as a modern day police officer, the more consideration and acknowledgement I give to the planning and development of the force, as well as their values, ideas and strategies in order to improve all aspects of policing.  The strategic Policing requirement is one area which helps improve modern day policing. It was first issued in 2021, in accordance with section 77 of the Police Reform and Social Responsibility Act 2011. It was set out to focus on “areas where government has a responsibility for ensuring that sufficient capabilities are in place to respond to serious and cross-boundary threats and supports chief constables and Police and Crime Commissioners in balancing local and national priorities”. (GOV.UK). Another document which plays a vital role in the development of the police service in order to help not only their employees, but the people in the communities which they police is the Policing Vision 2025. This is a plan which is set out to cover the next ten years. It will help to shape decisions in relation to transformation of the force and how best to use resources effectively. Policing vison 2025 states that “It must inspire officers, staff and volunteers, as much as police and crime commissioners and chief constables and of course the public as a whole”. (Policing Vision 2025). As well as working to improve the service by working with chief and senior officers, another way in which policing is developing is but considering the workforce transformation 2018. This document is about “the police service establishing, achieving and maintaining standards of professional education, training and performance”. (National Polices Chief Council 2018). Maintaining standards of professional training is vital in continuing to produce high quality police officers. This is something that the College of Policing take seriously and provides multiple learning tools to assist with this. 
(2751)
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Task 2
Relevant areas of the National Policing Curriculum:  
Communication Skills, Social Media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing?
What are the benefits and risks of using social media?


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




ANSWER:


Social media platforms have continued to grow over the years and in turn have become ever more relevant to modern day policing. “All police forces in England and Wales, including the British Transport Police, now have Twitter accounts and all but two are on Facebook”. (Police Foundation 2014). Cambridge Dictionary defines social media as “websites and computer programs that allow people to communicate and share information on the internet using a computer or mobile phone” (Cambridge Dictionary 2020). It is a vital tool used in modern day policing, which can assist police in many different ways. Such as, locating missing people by publishing a most recent photo on social media platforms in order to prompt their image to the public. Social media also aids in identifying unknown high priority suspects in a similar way to that of missing people.  This can be by producing CCTV footage or still images of the individual involved on social media platforms. It is also essential in providing the public with important information quickly and efficiently. For example, information about road closures or if a major incident has occurred to avoid the area. The police foundation produced a document in June 2014 which stated that social media “offers the police a way of connecting and engaging with the public, it enables important information to be distributed quickly and easily, and it can assist in intelligence gathering”. (The Police Foundation 2014). This document was published 7 years ago, showing that social media has played a huge part in policing for a number of years. 
Having said this, social media does not always play a positive role when it comes to policing. There have been a number of incidents whereby social media has played a negative role in relation to policing and has in fact escalated incidents. One example of this which has been in the news frequently is the George Floyd murder which dominated social media. This was recorded and published on all social media platforms leading to multiple riots, disorders and violent protests across the world. Rightly or wrongly, if this horrific incident was not published on social media by onlookers, things may not have escalated into further violent encounters. Incidents can be portrayed differently on recordings and videos captured by onlookers. Modern day police officers need to acknowledge this and consider how their actions and words can be miss perceived by the public when attending incidents. This type of footage published on social media can play a vital role in how the public interact and feel about their local police force. Due to this, social media in relation to policing can cause more issues than its worth. Urban institute published a report stating that “many people take to social media to express their opinions, both positive and negative, of the police”. (Urban Institute 2019). 
Modern day Police officers and staff not only have to be aware of what they are posting on social media whilst on duty. For example, making sure what they post does not undermine any case or reveal any evidence involved in the case. But also, whilst they are off duty on their personal social media accounts. The majority of police officers have their own social media accounts and have to be extremely careful in relation to what they are posting. If any officer breaches force policy, The Professional Standards Department (PSD) will be informed and an investigation will be conducted. Due to the fact the UK police force polices by consent, and rely on the trust and confidence of the public it is important that PSD conduct a fair and precious investigation into any wrong doing. The “PSD play an important role in the maintenance of that trust and confidence”. (College of Policing, 2015). 

	The use of social media in relation to policing has increased, and so, the amount of investigations I have conducted have also seen an increase in use of social media in relation to


helping provide essential information to the case, identify suspects or just engaging with the community. Engagement has been defined by Myhill as ‘the process of enabling the participation of citizens and communities in policing at their chosen level, ranging from providing information and reassurance to empowering them to identify and implement solutions to local problems and influence strategic priorities and decisions.’ (Myhill, 2006: iv). However, one incident in which I played a significant role in, involving social media, would be that of an affray which is covered under Section 3 of the Public Order Act 1986 states that “a person is guilty of affray if he uses or threatens unlawful violence towards another and his conduct is such as would cause a person of reasonable firmness present at the scene to fear for his personal safety”. (Legislation.go.uk 2020). And attempt Section 18 Assault of Grievous Bodily Harm. As mentioned, this offence covered under Section 18 of the Violence Against a Person Act 1861. “Whoever shall unlawfully and maliciously by any means whatsoever wound or cause and grievous bodily harm to any person, with intent to do some grievous bodily harm to any person”. (Legislation.gov.uk 2009). 
This incident occurred early evening in a park near a residential setting. Brief circumstances involved 6 male youths in possession of knives, baseball bats and knuckle dusters who attended the park in order to fight another solo male. The incident was reported by a witness who saw the group of males run off dropping what looked to be a kitchen knife. By the time myself and my colleagues arrived along with firearm units, the suspects had fled the scene and the victim was left lying on the floor with no life threatening, but possible life changing injuries to his back and chest. 
Social media played a number of roles in relation to this incident. The first being that it was used to inform and engage with the local community in order to efficiently and effectively pass the necessary information they needed to stay safe and avoid the area at this time. This notification was published on facebook and twitter as soon as practically possible in order to prevent members of the public unnecessarily entering the area, therefore, prevent the public from putting themselves in danger, as well as reassuring the public that police were aware of the incident. Social media has become an essential tool used by police to “help spread information rapidly to community members, which can be useful during public safety emergencies and natural disasters”. (GCN 2020). Engaging and communicating with the public is a vital part of any incident. In this incident, there was one victim and a number of possible suspects however, it was important that the public were reassured and informed keeping them up to date, and social media was the easiest and quickest way to do this. 
As well as social media playing a role in informing and engaging with the community in relation to this incident, it also played a vital role later on in the investigation, by helping to identify a number of the suspects involved. CCTV footage unfortunately did not capture the incident, but it did capture a group of youths run off from the direction of the scene. Due to the fact it was still light the cameras did manage to pick up a few quality facial images of the youths involved. Initially, these images were sent off to the facial recognition department in order for them to examining them and hopefully find a match. However, as the images were not directly face on to the camera, they were unable to assist. The college of policing states that “Live facial recognition (LFR) technology allows people who are sought by police to be found by comparing live camera feeds of faces against a pre-determined watch list”. (College of policing 2021). The images were then forwarded to the Local Intelligence Officer (LIO). An LIO is someone who “develops and evaluates intelligence, making an assessment of the threat, risk, harm, vulnerabilities and opportunities which exist and identifying gaps”. (College of policing 2021). These officers receive images from police officers and can either help identify the individual themselves, or if not, send it off to relevant departments and officers who may be able to assist. Both processes were undertaken in this case however, unfortunately none were successful. This is where social media, again played an extremely important role in this investigation. A still facial image of each suspect was published on Social media platforms. It did not take long before a number of names were being circulated. It is important to consider that not all names being provided will be correct, and some might be trying to sabotage the investigation by providing false details. Therefore, Niche checks were conducted on all names provided and two males were on the policing system. These males were arrested, and a search was conducted at their home address where they were arrested. Section 32 of the Police and Criminal Evidence Act 1984 states that “A constable may search an arrested person, in any case where the person to be searched has been arrested at a place other than a police station”. (Legistaltion.go.uk 2017). Section 32 goes on to state that a constable may also search “any dwelling in which the arrest took place or in which the person arrested was immediately before his arrest”. (Legislation.gov.uk). During this search, a mobile phone was located in one of the males bedrooms. This phone was seized and downloaded. A snapchat video was recovered whereby the male had recorded the whole incident.  This was just another way in which Social media played a significate role in this investigation, it helped to identify further suspects and provided vital evidence which led to the individuals involved being charged with the offence listed above. “Snapchat launched in 2011” (Hootsuite 2020). “Snapchat is still one of the top 15 most-used social media platforms in the world”. (Hootsuite 20202).  Social media then offered a platform for police to inform the public of the outcome of the investigation and to thank them for their cooperation and the role they played in assisting in this investigation. This keeps the community informed and updated along the way and provided a quick and efficient means of information sharing. 
Policing initiatives began to change in the early 2000’s as social media become a more frequent tool used by police officers. In 2008 a neighbourhood police officer named PC Ed Rogerson of North Yorkshire Police started using “a combination of YouTube footage and a Facebook group to highlight the issue of graffiti on his beat” (CRP News, 2008). This in turn led to the arrest of the offender. Due to this positive outcome, police have increased their use of social media platform over the years and it now plays a vital role in informing and engaging with the community as well as promoting policy initiatives.  But, as mentioned above, social media can be a dangerous place if not used correctly and in line with force policies. 
There are a number of polices set out by police forces across the UK in relation to the use of Social media both whilst on duty and off duty. The majority of police officers have personal social media accounts which should be kept separate from any policing accounts. Police officers are subject to highly sensitive and personal information daily whilst on duty, and it is vitally important this information is not published or shared on social media as they will be at risk of committing offences and breaching data protection protocols. Data protection is covered in the Data Protection Act 2018. The Gov.uk website states that “the Data protection Act 2018 controls how your personal information is used by organisations, businesses or the government”. (Gov.uk, 2018). 


There are a number of policies regarding social media both for personal use and professional use. All tweets, must comply with the Equality Act 2010 and the Human Rights Act 1998.  The Gov.uk website briefly states that “The Equality Act 2010 legally protects people from discrimination in the workplace and in the wider society”. (Gov.uk 2015).  Whereas the Human Rights Act 1998 “sets out the fundamental rights and freedoms that everyone in the UK is entitled to. (Equality and Human Rights Commission, 2018). Police officers are urged to not post any inappropriate images or comments on social media when using personal accounts whether that be of them in uniform or otherwise. Consideration should also be taken when joining specific groups on social media, as this may reflect on the officer and the force. 
PSD recommended that personal accounts are made private in order to protect the force as well as the officer themselves. If a police officer’s wishes to create an account in relation to policing there is a formalised process in which they must follow. They must also follow data protection procedures as well as the code of ethics and the security and safety of themselves and those they work with.  It is important that social media is used correctly when engaging and publishing professional information with the public and it is essential that information posted cannot be seen in an offences or abusive manner. All accounts are approved by the Communications and Media Department displaying the relevant branding and corporate identity. Any officers or staff who have access to professional accounts have to undertake social media training. All social media platforms come with their own benefits and challenges, it is important that these are considered and reviewed on a regular basis to ensure that the platforms are appropriate and effective in engaging with the public and providing information efficiently. More officers and staff within the force are interested in social media and it is the job of the Communications and Media Department to protect the officers and staff using these platforms as well as maintain the reputation of the force. Policing have a wide range of social media platforms to hand which they use on a daily bases. South Wales Police currently utilise Facebook, Twitter, Instagram, Youtube and LinkedIn. The most commonly used platforms are Facebook, Twitter and Instagram. South Wales Twitter account is the most successful platform reaching the greatest amount of people. Due to this they have a separate Welsh language account. Instagram is used to share images and videos to help support South Wales Police communications. 



There are a number of benefits to using social media for police across the UK. Not only does if offer an efficient and effective platform to publish information quickly, but it provides an easily accessible site for members of the public to express concerns,  report low level crimes and communicate with their local officers. It is also an area for police officers to develop a new way to interact with the public in relation to community policing and showing a police presence.  Along with the benefits of social media, there will also come some risk which can affect policing and the public if this tool is not used properly. Social media comes with a range of dangers and can quite easily end up getting officers into trouble. If an officer is posting on a platform, asking for assistance in his or her case they have to be extremely mindful and careful of the wording used when doing so. There is always a risk that someone can misinterpret a statement or question, leading to offence being caused or complaints being made.  As mentioned above, it is not always on duty that officers may come under scrutiny in relation to social media, but also on their private accounts. If a member of the public finds out that an officer has posted something inappropriate or offensive in any way on their private account this causes a risk to that officer and also the force who they associate them to be linked to. 
Overall, social media is a great tool to have at any police forces disposal, and if used correctly can develop and enhance the force. However, consideration must be taken when using this tool as it can cause a lot of unwanted issues. 
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Task 3

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


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

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




ANSWER:

As my policing career has developed and progressed throughout my probation period, I have acknowledge the fact that I am no longer the newest member of the team. Therefore, I can no longer rely on the more senior officers on the team to help guide me and take a leading role in all incidents. This leadership role has now fallen on me and it is important that I can work flexibly and take control of any situation I need to, as well as guide and assist the newest members of the team. In order to do this I have familiarised myself with a number of different leadership styles and have applied them to multiple incidents which I have attended over the years. 
Leadership can be viewed in many different ways, and people have differing opinions on the values of a good leader. The New Oxford English Dictionary defines leadership, as “the action of leading a group of people or an organization”, “the state or position of being a leader” (NODE, 2001). Some leadership qualities could be a factor of nature rather than nurture, but Kouzes and Posner (1995) believe that leadership qualities are a set of practices that can be learned.
Some feel that consistency is key to success as a leader, as Bernd Geropp explains, “You must define the goals properly, agree measures and actions with your staff and check the outcome, control the results”.  (Bernd Geropp). This is not always the case as many roles, especially that of a police officer, require a great deal of flexibility within our leadership styles. The Cambridge Dictionary define flexibility as “the ability to change or be changed easily according to the situation”. (Cambridge Dictionary) and this is essential for a modern police officer. Although there are many different leadership styles, everyone has a preferred style that they revert back to naturally. Social Psychologist Kurt Lewins 1939 leadership styles are one of the most commonly discussed frameworks, still to this day. These styles are:
1. Autocratic (authoritarian) leadership 
2. Democratic (participative) leadership 
3. Laissez-faire (delegative) leadership 
(Atlas of Public Management, 2016)   

Autocratic leadership can be very controlling with the style being very much about dictating and telling people what they need to do, and where they need to be. This can be useful in some policing situations, especially in a dangerous situation where you don’t want less experience officers questioning your decisions and ultimately wasting time or putting other officers or the public in danger. I have been in a situation when I have had to use an autocratic leadership style when I was double crewed with an officer who had just completed her tutorship. The officer was still nervous and lacked confidence in taking charge of situations and being in control, she relied on her team at incidents and would take a back seat. The incident we were involved in was locating a missing person who was suspected to be in a tent in a wooded area with a male who has bail conditions not to be with her. The male had warning markers as a medium risk Domestic Abuse aggressor, drugs, and concealed weapons and has previously assaulted officers on arrest.  I was crewed up with this officer for the entire shift, and the whole shift was spent looking for the female. Eventually, I located the tent and instantly noticed the officer take a step back for me to approach the tent first. As the more experienced officer I took control of the situation not only due to this but I was carrying taser and due to the males warning markers I needed to think of my safety as well as my colleagues and anyone who may be in the tent. As I approached the tent I heard voices from inside, I instructed my colleague to announce over the radio we had located the tent and could we have further units to our location. Both the male and female were located in the tent, the female had sustained severe injuries to her face. The male was instructed to get out of the tent immediately and I asked for my colleague’s assistance in detaining him. Once he was detained I stayed with the male suspect and asked my colleague to perform any medical treatment on the female which may be needed until further units arrived. This leadership style worked best because we got the desired outcome which was the arrest of the male suspect and safety of the female. 
Democratic leadership is my preferred leadership style as I feel as though, if the situation allows, using a range of officers opinions and experience is extremely valuable as some may think of things that I wouldn’t consider, plus it also gives some responsibility to less experienced officers, therefore developing their own decision making and leadership skills. In this leadership style, the overall leader/more senior officer will make the final decision, but taking into consideration other officers thoughts. Although valuable for officer development, it isn’t always appropriate in all situations as it can be very time consuming so in emergency situations this style would not be adopted.  One incident in which this leadership style was used was at an arrest enquiry call. This gave my team time to talk through and come up with a plan as to how to approach the incident and which officer was going to take charge. At incidents like this, the newest officer tends to take charge as it gives them the opportunity to put into action their new skills in a more controlled environment. But, having said this, there is always scope for thigs to escalate and a more senior officer may need to step in and take charge of the situation. I used this leadership style because the situation meant that I had time to discuss the options and outcomes with less experienced members of the team. I was able to take on board all suggestions and then agree with the team the most appropriate way forward and therefore the desired outcome which was the arrest of the wanted person. This also gave a number of less experienced staff the confidence to make these decisions independently in future as well as increasing their trust and respect for me as a more experienced officer.
The Laissez-faire leadership style is one I use less as a police officer, especially when working with less experienced officers. This style is more commonly used with individuals and teams with more experience who can manage their own decision making with confidence and ultimately reach the desired outcome. As with the democratic leadership style, it can be essential for officer development and confidence, but could also have a negative impact on the outcome if officers require a lot of guidance. One of the few times I have used this leadership style was when a call came in for a male who had breached his bail conditions. It was a minor breach but a breach none the less and the male needed to be arrested and interviewed in relation to this. One of the less experienced officers was asked to arrest the male and interview him. I was asked by the Sergeant if I could assists this officer but to take a step back and let them take control. I could tell that the officer lacked in confidence, but I spoke with her before we arrived and she talked through what she needed to do. I allowed the officer to take charge and arrest the male herself as the male was compliant, she then interviewed the male with little assistance from myself and dealt with the incident throughout. . The result of me using this leadership style was to allow the officer to gain vital experience in taking control of a situation and dealing with it from start to finish. This worked out well and the desired outcome was achieved.  

According to Lewin, the perfect leader will adopt a combination of the three leadership styles (see diagram below), which support the need for flexible leadership in modern policing.
[image: LewenStyles]
(Atlas of Public Management)

This is similar to Hersey and Blanchards 1969 Situational Leadership model (below) which states that the most appropriate leadership style is dictated by the situation and that the best outcomes can be achieved by influencing the surroundings and that leadership styles may change as their colleagues developed in knowledge and experience, as already discussed above. 

[image: Hersey and Blanchard Situational Leadership Model]
(Herseys and Blacnhard Situational Leadership Model)

As mentioned, my preferred method of leadership is Deomocratic as I feel that it gives the opportunity to discuss the best method(s) to reach the most appropriate outcome, as well as giving less experienced officers the chance to develop their own decision making and leadership skills. I have already discussed how I adopt a variety of leadership styles to suit a range of situations but on occasion I have needed to be flexible during a single situation. I was initially able to control the situation from a distance by utilizing the democratic leadership style and encouraging the less experiences officers in my team to offer possible solutions during an arrest enquiry incident. As a team we discussed that the less experienced officer on the team would take charge and arrest the suspect. However, as we approached the male and he was informed that he was under arrest, he became very agitated and aggressive. My Sergeant and I had to step in and take control as taser officers in order to get the male under control and compliant again. Once the male was detained and handcuffed to the rear, the less experienced officer regained control and arrested the suspect. This was the most appropriate leadership style at the time but as the situation developed I realised that the officers were unable to continue to control the situation as it was progressing beyond their level of experience and knowledge. I then changed my leadership style to democratic, which meant I was then in a position where I had to ‘tell’ the officers what they needed to do next which was to take a step back in order for taser officers to have control until the male was detained and compliant. This change of leadership style then regained control of the situation and ensured officer and public safety, as well as achieving the desired outcome which was the arrest of the suspect.  My change of leadership style was also good for my colleagues to witness as not only did it increase their confidence in me as a more senior officer but it also showed them that one leadership style is not appropriate when dealing with the range of operational circumstances the police have to deal with on a daily basis and that leadership flexibility is essential. 

There are a number of advantages and disadvantages to the leadership models mentioned above. One advantages to democratic leadership is that different ideas can be shared easily among one another, this can be done whilst at a low level call or before officers attend the call. Another advantage is that this type of leadership is highly effective and productive. There are also a few disadvantages which come with this model. These are that it can be difficult to maintain the co-ordination between the team as a number of officers may have their own opinions and what to get those across. This can then lead to disagreements between officers at calls and the dynamic of the team being negative. As well as this, there are heightened chances that poor ideas will be circulated from less experienced officers.   
Some advantages of the autocratic leadership are that the sergeant will make the final decision, therefore there should be no communication issues or split team dynamics. As well as this, this type of leadership model requires less time to make decision as there will be no negotiating, one person makes the decision. 
Some disadvantages of this model type could be that the response team do not feel part of the decision and may disagree with the decision being made. This could then also lead to lack of trust between the team and the sergeant.   The final model that has been mentioned is the Laissez-Faire leadership, some advantages of this model are that the individuals in the group may feel more comfortable in making decisions and getting involved in the team discussions. This can then lead to better interaction with the team. Disadvantages of this model could be that certain members of the team may not be at the level in which they feel they can contribute to the discussion and this could lead to issues arising and problems occurring at incidents. 

Other models that can also be used and adapted to modern day policing can be the Tannenbaum and Schmidt model, this model “demonstrates the relationship between the level of freedom that a manager chooses to give a team, and the level of authority used by the manager”. (Tannenbaum, R and Schmidt, W. (1973). This model will be more commonly used by Sergeants and senior officers when delegating incidents to their officers. They may consider the lack of experience of certain officers, therefore allocating them the more low level crimes to help build the confidence and knowledge of these officers. Not only this, but sergeants and senior officers may feel that their team is experienced enough and leave them to manage themselves. Another model that may be considered in modern day policing could be the Hersey-Blanchard Model. This model suggests that “no single leadership style is better than the other” (Will Kenton, 2020), and that “Instead of focusing on workplace factors, the model suggests leaders adjust their styles of those they lead and their abilities”. (Will Kenton, 2020). 
No matter what leadership model is being used and by whom, all leadership involves both operational and strategic activities. These activities must be considered in order to best lead a team and therefore have the best outcome. These activities include motivating others and supporting wellbeing of the team. As well as managing and implementing change which may affect the team as a whole or certain individuals, they must also manage all performances and support and mentor all officers who require assistance. 

Overall, leadership models play a vital role in modern day policing. No matter what rank an officer is, within their day to day policing role they will have to take control of situations and make quick decisions, adapting those decisions as they go along. Becoming familiar with these models will help an officer with this aspect of policing. 
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

I joined South Wales Police in March 2019, due to this, my three-year probation will be coming to an end in a few months.  The Metropolitan Police defined a probationary officer as “an officer who has not yet completed the probationary period and been granted a permanent appointment”. (Metropolitan Police, 2018).  
Looking back to that date I would never have thought I would be where I am today with the experiences, knowledge and confidence I have in dealing with such high intensity and dangerous incidents day in, day out. Reflecting back on my time as a young and new Police Constable stepping out onto the streets for the first time I do not believe I knew what I was letting myself in for. My first day and first call was a sudden death, this opened my eyes up and I believe set me up for the rest of my career. Not knowing what call I will go to next, whether I’m going to be dealing with an aggressive suspect, a vulnerable victim or a member of the public who has sadly passed away, I believe this day set me up the rest of my career. 

Reflecting back on my 3 year probation period, I feel I have had many ups and downs. It has been extremely challenging the majority of the time, having to deal with a new physically and mentally demand job, having to complete a full time university degree, submit evidence to my policing tutors in order to prove I have hit relevant criteria in order to pass my probation period as well as trying to find time for my own wellbeing and self-care. I have found it extremely hard to switch off from work over the past three years as the majority of the university work has to be completed in my spare time. I felt a large amount of guilt and worry, when I giving myself time away from university work. I found that I had to make use of mindfulness activities in order to help myself relax and switch off. Mindfulness is “the basic human ability to be fully present, aware of where we are and what we’re doing, and not overly reactive or overwhelmed by what’s going on around us”. (Mindful). I do feel like by utilising mindfulness techniques, it helped me to unwind after challenging days in work.  After passing my tutorship, I entered my probation period which allowed me to attended calls single crewed. During this part of my probation I had to make my own dynamic risk assessments and therefore making decisions on the spot without a senior officer’s approval. During this stage, I was attaching myself to low level calls in order to build my knowledge and confidence in having to deal with ever changing situations alone. Reflecting back on these calls and my first few weeks, I feel I made a few mistakes in relation to filling out relevant documents and obtaining information at calls. Case file documents change frequently with the Crown Prosecution Service (CPS) demanding new information and documents regularly. I feel like during my first few months in probation, this was the area I struggled with most. But since undergoing my Hub attachment, interviewing suspects and completing case files frequently, I feel my confidence and knowledge in this area has increased and I now feel comfortable in offering assistance to newer constables on the team. Another area in which I feel I have gained confidence in would be when dealing with aggressive suspects. Reflecting back to the beginning of my probation I found myself stepping back from aggressive situations and allowing the more experienced officers on my team to take control. However, I feel like this is now the area in policing that I deal with best and have the most confidence in. I believe that this is evident due to the fact my Sergeant and Inspector felt that I am capable enough to attend a taser course, which I passed a few months ago. 

Coaching and mentoring have played a vital role in my probation period over the past 3 years, these techniques and the officers conducting them have developed me into the officer I am today. I feel I have undertaken the role as student in relation to this, but in the last year I have also undertaken the role of coach and mentor. The CIPD states that “coaching aims to produce optimal performance and improvement at work. It focuses on specific skills and goals, although it may also have an impact on an individual’s personal attributes such as social interaction or confidence”. (CIPD, 2021).  The CIPD goes onto state that “the process typically lasts for a defined period of time” (CIPD, 2021). This in turn links in with the set period of 3 years for a Police Constable in their probation period. I feel I have benefited from coaching in many ways, it has helped me to develop my skills and communication techniques when dealing with the public, as well as handling high conflict situations.  I have worked very close with my shift Sergeant over the past 2 years and due to this we have developed an open and trustworthy relationship, allowing me to learn and build on skills I already have. This in turn allows the Sergeant to assess my capabilities and provide feedback on how to improve and discuss what went well. Similar to that of a work based learning assessor. Allowing my performance to be measured by means of observation whilst I carry out operational duties. 
Mentoring is a different approach to coaching and is described as the long term passing on of support, guidance and advice. Mentoring “tends to describe a relationship in which a more experienced colleague share their greater knowledge to support the development of an inexperienced member of staff. (CIPD, 2021).  During my initial few months of probation and still to this day I have a number of mentors on my shift, even though I have become one of the more senior officers due to the ever changing dynamics of response shifts, I still have a number of officers who I can approach and for their opinions and advice on certain incidents. I feel like I have benefitted from these officers as, similar to that of a coach, I have built a trustworthy relationship with them, in turn making it easier to discuss potential concerns or goals and having encouraging and supportive conversations about these concerns. Considering this, I feel like I have undertaken the role of a mentor in relation to some of the new constables who have just passed their tutorship on my shift. I have managed to build strong relationships with these officers and provide them with feedback and advice after dealing with specific incidents. One example of this would be, when I attended a sexual offence and completed a PPD3 and early evidence kit. A new constable assisted me with these enquires and we debriefed after the call.
I feel that by working closely with my coach and mentors over the past three years my personal, professional and organisational goals have been easier to achieve and develop. I set some personal goals at the beginning of my probation period which I aimed to achieve at the end of the process.  These goals were to become more confident and independent when dealing with a variety of calls, as well as being comfortable in making my own decisions without consulting a senior officer. I believe that I have accomplished these goals, but there is always room to improve and develop further. Some professional goals which I set out to achieve were to become more efficient with case file documents and to improve communication skills when dealing with the public in a professional manner. As mentioned above, I initially struggled with case file documents but since undergoing secondment opportunities such as the Hub, it has allowed me to gain valuable experiential learning and enhanced my professional development in this area.  During the early stages of my probation period, I was unsure what organisational goals to set that would be achievable. Due to the fact that during probation I am unable to apply for other roles within South Wales Police, I consulted a few officers who I feel have undertaken a mentor role in my career so far, and discussed areas I most enjoy and what areas I excel in. A constant theme of proactivity and conflict kept arising and therefore I decided to document further goals such as, increase arrest and stop search rates as well as attending taser authorised calls. This in turn will help develop my skills further in this area and set me up for when I’d like to apply to specific departments. 
Consulting officers who have played a coaching and mentoring role in my probation has helped me to aid my learning and development as a police constable by offering constant support and guidance at calls. But also by offering to talk about incidents that may not have gone to well in order for me to acknowledge what could have been improved on and new ways to approach and deal with them. This in turn helps my overall performance at the workplace.  


There are a number of different coaching and mentoring definitions and sometimes, it can be hard to distinguish the difference between them both. Alexis Croswell (2020)  defines mentoring as “a development-focused relationship with a domain relevant mentor who passes on their skills and experiences to a mentee”. (Alexis Croswell, 2020).  She goes on to define coaching as “a development-focused relationship with a specially trained coach who provides guidance to a client on their goals and helps them reach their fully potential”. (Alexis Croswell, 2020).  Whereas, Pushfar (2021) defines mentor as “someone who shares their knowledge, skills and/or experience, to help another to develop and grow” (Pushfar, 2021). 
The GROW coaching theory is one of the most popular coaching models for “setting goals, improving performances, and coaching” (performance consultants, 2020). The GROW model stands for Goal, Reality, Options and Will. And Whitemore (2017) “linked the model to planning a journey (Bates, 2015).  In order to use this model effectively, the user must look at as a journey. For example, first you must decide where you are going, this would be the goal, secondly establish where you are currently, this would be current reality, thirdly, you would explore various routes, this would be the options and finally you would establish the will, to ensure you are committed to making the journey.  This can be incorporated into modern day policing as the concept can be adapted into the role of a police officer. Once the goal is set, the reality of achieving this can be discussed with the supervising officer as well as the options of how it can be achieved. 
One theory linked to mentoring is the ONSIDE theory. This theory was developed by Andy Hobson (2016), and is “based on five research studies of mentoring and professional learning and a review of international research evidence”. (Future Learn). ONSIDE mentoring is based on building trust between the mentor and the mentee. ONSIDE stands for OFF-LINE, e.g. non-hierarchical, Non-evaluative and non-judgemental, Supportive - of mentees’ needs and wellbeing, Individuals - meaning that ideas are tailored to the mentees needs, Development – providing the mentee with appropriate challenges, and empowering -  supporting mentee to become more autonomous. This mentoring theory can be easily adapted into modern day policing and can be used by a number of mentors with various experience and services. It provides clear steps to consider and acknowledge whilst mentoring a colleague and helping to develop their skills. 

Throughout my three year probation, I feel I have received a large amount of feedback from various different officers. Firstly, my tutor provided me with essential feedback I needed in order to develop my initial skills which I joined the job with. I feel like I took this feedback on board and tried to develop and work on what was discussed. I found that I best received and took the feedback on board when I spoke with my tutor straight after the incident. I wrote notes on what was discussed and we made a clear plan of what actions would be taken at a similar call next time. I feel like I received feedback in a positive manner and tried to absorb everything I was being told.  
When providing feedback to colleagues consideration is always taken in relation to how they may receive the feedback and how they may interpret it. Although I understand that feedback has to be clear and precise in relation to what went well and what could have gone better, I acknowledge that at certain incidents this may need to be done sensitively. In order to help me provide feedback in the best possible way, I utilise Pendleton’s Model of Feedback. This model “helps make the learning experience constructive by: Highlighting positive behaviours, Reinforcing these behaviours and including a discussion of skills to achieve; and discussing what the person could have been done differently” (Ausmed, 2020).   


Overall, having reflected on my three year probation period, I feel happy with my development in all aspects of my role as a police constable and I feel that I have continued to improve and learn as my probation comes to an end. I have acknowledged that I still have a lot to work on, specifically confidence in completing case files for the CPS. But, as a whole I feel confident and satisfied with my experiences and knowledge at this stage.  As mentioned above, I have benefited from a number of different coaching and mentoring techniques from various different officers who I have worked with over the past three years. I feel that this has played a vital role in moulding me into the police officer I am today. I believe I have met and achieved a number of personal, profession and organisational goals I set myself at the beginning of my probation and I will continue to keep setting goals as they help motivate me to keep improving and learning. I have seen my probation period change dramatically in the past three years,  from being the newest and least experienced officer on the shift, to now helping officers who are entering their probation period, offering guidance and feedback. 
(2395)
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