
[image: ]


BSc (Hons) Professional Police Practice 

LEVEL 6 - 40 Credits

Workbook title: Competency Based Workbook 3 (PCDA) 
8000 Words 

(SOUTH WALES POLICE, GWENT POLICE AND UWTSD)


	Learner name: ______________________________

Learner’s University Registration Number:
_______________________________







FACULTY OF BUSINESS AND MANAGEMENT
PUBLIC SERVICE PROGRAMME

Module title: Professional Police Practice 3 (PCDA) BMPP6000D




Workbook Guidance

Please read these notes carefully; they provide essential information.

What is the workbook for?

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

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

You may wish to use the same incidents as you’ve outlined in the Occupational Competence Portfolio. 
 
How should the workbook be presented?
 
Blank electronic copies can be found on Moodle of this workbook. You must submit this document electronically therefore it is important that you save your work regularly and upload the final typed version through Turnitin on Moodle. 
 
Word count policy can be found in chapter 7 of the Academic Quality under section 7.7 (this applies to presenting work above and under the specified word count). 
 
(https://www.uwtsd.ac.uk/media/uwtsd-website/content-assets/documents/academic-office/aqh-chapters/chapters---en/Chapter_07_Assessment_Taught_Programmes_Pages_72-79-UPDATED-05-11-2019.pdf) 
 
Reflective practice is a core aspect for your workbooks and although there is a variety of useful resources on Moodle, there is one particular book, that is specifically based on reflective practice in policing, here is a link to one chapter from Selina Copley’s Reflective Practice for Policing Students: 

https://moodle.uwtsd.ac.uk/pluginfile.php/298870/mod_resource/content/1/Reflective%20Practice%20for%20Policing%20Students%20-%20Selina%20Copley%20Chapter5.pdf

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

Your tutor constable and in-force training staff will not be involved in assessing or marking your workbook after it has been submitted. 
 
Dates of workbook submission will be made available and posted on Moodle.
 
Once submitted your workbook will be assessed and marked independently.






Confidentiality

It is important that no individual can be identified either directly or indirectly from the information in the workbook. Therefore, you must:

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


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

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



NOTE

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

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


Dyslexia and other special circumstances

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




Guidance: 

· Your workbook must contain the items specified in the table below (clearly identified and in the order given).
· You should use this document (electronically on Moodle) - insert your text / answer within each section of this workbook.
· You should upload your completed document as a saved pdf file of this workbook; if this is not possible then a Word Doc file is acceptable. Do not send a scanned file from a photocopier, an apple.dot file, or a Microsoft publisher file as Turnitin will not be able to assess them despite you being able to upload them.


Contents 

	Workbook 
	Area of Professional Practice 

	Word count

	Task 1 
	Understanding the Police Officer Role
	2000

	Task 2
	Communication Skills – social media
	2000

	Task 3 
	Leadership and Team Working
	2000

	Task 4
	Coaching, Mentoring, Assessment
	2000

	
	
	

	 
	Bibliography
	

	
	Total
	8000





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.



2000 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

Throughout this essay, I will be evaluating the strategic role of the College of Police in professionalising policing within the UK. Along with this, I will also be providing evidence on how I am working to fulfil the role of a modern professional police officer now that I am within my final year of probation. As evaluating and providing evidence, I will also be reflecting how my final year in probation has seen my role change as a police officer.

The Home Office's operationally independent, arms-length body, the College of Policing, was established in 2012. The college of policing assists all law enforcement officials in their efforts to prevent crime and maintain public safety, serving as the professional association for policing in England and Wales. The College of policing is essential to because it promotes change and advances improvement throughout the agency (Corporate strategy, 2022).

As I am coming close to completing my probation and working as a police constable, I have developed throughout so that I am able to achieve what is expected as a police constable. Throughout my probation period, I have made sure that I have attended as many different types as possible of calls whilst working my day-to-day role by making sure that I am available to answer calls when possible. By doing this, I have attended every type of graded call. Within the police force within Gwent Police there are four different gradings of an incident. These incidences are graded by the risk within the incident and the seriousness. These are graded between emergency, priority, routine and scheduled. When an incident is reported in which there is, or is likely to be, a risk of, danger to life; use, or immediate threat of use, of violence; serious injury to a person; or serious damage to property, it is classified as an emergency graded call. When an incident receives the lowest scheduled grade, it means that positive police action can be taken if it is handled by a prearranged police response, where witnesses or evidence won't be lost, and where response time isn't crucial for apprehending offenders. (Greater Manchester Police, n.d.). By attending all grades of calls, it allows me to be able to fulfil the role on a regular basis whilst being a modern police officer.

By attending all type of graded calls, it has helped to develop my knowledge on how to deal with each and every situation. By developing my knowledge by attending these calls, I can fulfil the public’s expectations on arrival without relying on my colleagues help. As of this, I am able to deal with incidences a lot more efficiently as I have already had the experiences of dealing with similar incidences in the past and therefore, use them experience to deal with new incidences.

By making sure that I am fulfilling the role as a modern-day police constable, and meeting the expectations of those effected efficiently, whilst at an incident I make sure that I gather all the evidence available as soon as possible. I gain this evidence by following the ‘’Golden Hour Principle’’. The golden hour principal period is conducted immediately after the report of the offence/incident is taken by a police officer so that positive action is taken. This is conducted so that evidence can be protected and preserved before it can be concealed, lost and/or damaged. Golden hour enquiries, which are carried out as soon as a report is taken, improve the likelihood of identifying suspects, safeguarding witnesses and victims, and assisting in the achievement of a desirable criminal justice outcome. (College of Policing, 2013). 

Also to fulfil my role as a police constable, I have been able to make sure that I have been able to get on as many courses so that I can develop my skills as a police officer. One of the skills I have developed whilst in my probation is to be blue light trained. Being trained in this skill is vital whilst being a police constable is crucial so that I am able to attend emergency graded calls on time which is expected within my role. The benefit to the public being blue light trained is the reduced response time. Emergency vehicles equipped with blue lights can navigate through traffic more efficiently, potentially saving lives by reaching the public within emergency situations. The response time was 14 minutes quicker with emergency driving within the area of London, equal to a more than halving (just under 55%) of the time it took for standard driving to reach an emergency (London’s Air Ambulance, n.d.). Within this statistic regarding response times within the emergency services, it is clear how vital this skill is to meet the expectations of a police constable and so that police constables are able to meet the graded call within the expected time frames.

Whilst police within modern day society, the College of Police has many strategic roles to make sure policing remains professional within the UK. One of the strategic roles is ‘‘Police Vision 2025’’.

A plan known as Police Vision 2025 outlines the future of police forces and will influence how police departments allocate their resources to ensure public safety. While doing this, its primary objective is to use digital technology far more effectively and integrate with other agencies in order to prevent crime and help deliver a more effective service that provides the public the best value for money. During the Police Vision 2025, there are five main priorities. These being for the local policing to remain as the ‘bedrock’ of British policing but with far more integration to intervene early to help resolve the problems that are causing crime and anti-social behaviour. Whilst conducting this, the aim is to help reduce the demand on policing and other public services (NPCC, 2016).

The College of policing (2020) has also added multiple entry route programmes in order to professionalise policing. This being a Police constable degree apprenticeship (PCDA) route, Degree holder entry programme (DHEP) and a Degree in professional policing (PPD). The entry routes for police constables (PC) are designed to give candidates a variety of options while enabling forces to meet workforce planning requirements. Based on the national policing curriculum, each route seeks to prepare students to think critically in a demanding and complex setting.

Out of these entry route, me and many other colleagues have entered through the PCDA route. This degree is a combination of study and full-time employment. The study consists of exams within the first six months and then workbooks and a dissertation within the remaining two years whilst being a full-time police officer. Although this is a benefit to gain professionalism within the force as all officers has an academic qualification in policing, there are also negatives for serving police officers within the PCDA program. The main negative is the work life balance whilst trying to conduct the role of a full time police officer, studying a academic degree and trying to maintain a life balance outside of work. Due to the imbalance of work-life. This effects the persons and the business. This is because the consequences of poor work-life balance involves poor morale within the workplace, poor performance in work and home and a deteriorating in physical and mental health (Ahmed, 2020).

Foley and Massey (2020) conducted research were 1191 police officers had responded within a survey. Research showed that 91% of police personnel experienced stress, low mood and/or poor mental health. The main sources of stress were organisational change (57%), heavy workloads (55%), and "pressure" from management (47%), rather than dealing with traumatic events (33%).


Whilst there is a clear outline of future plans to support the professionalism within policing, I indicate that there are areas being focused on more than others, leaving vital areas that are supposedly priorities, being left behind. For example, even though the ‘Police Vision 2025’ priorities are being targeted and worked on, due to ongoing demand, the third priority within this of officers being trained is not being as prioritised. I can see this within my every-day role where there is no availability for training in basic specialised areas such as being ‘TASER’ trained where there is a 2+ current year wait, leaving those officers not being fully equipped going to calls where a TASER could be vital to protect themselves and the community.

Whilst in my probation, I have been able to identify that there has been an importance to make sure police officers are trained and equipped to respond to any incident that is required. Although with the amount of training that has been taking place, there has not actually been much improvement regarding the number of officers that are skilled in specialised areas. This is because those that are trained are replacing those that are retiring within specialised areas such as firearm units and Road Traffic Policing, and new recruits leaving early in their career. This shows as the average attrition rate is 9.1 per cent with 2,567 leavers from 28,173 new recruits across the UK, with 19.3 per cent of Northamptonshire recruits have exited during their probation (Police Federation, 2022). Therefore, those first response officers, are still left in a position where they may not have the required skilled training to respond effectively to every single call which is required.

Over my three-year probation, I have been able to identify how my role of a police officer has changed. When I have first become a police officer, it was clear I was in-experienced in my role and how I dealt with incidences clearly showed it. Such as, as previously explained, I would forget to conduct all golden hour enquiries and therefore take me longer the conduct an investigation on the easier dealing incidences such as a theft. Although, now that I am coming towards the end of my three-year probation, I am able to identify what golden hour enquiries are conducted straight away so that I am able to deal with the investigations as efficiently as I possibly can. 

Also, whilst being in service for my three-year probation, my role as a police constable has again changed dramatically. This is because within the three-year period, I have now become what is believed one of the more ‘’experienced’’ officers. Although it is ideal for any officer to have experience within this role, to be identified as one of the experienced officers whilst still in the probation period, clearly identifies the impact of senior officers leaving the force has within response policing. Although, there is rarely a senior, experienced officer that can actually provide that assistance due to experience officers within response are sometimes still also  within their probation in many areas of response. Therefore, in many instances, there will be officers within their probation and other officers within their probation period for experienced help, leaving an officer dealing with an incident not actually knowing the correct and/or ideal way to deal and conduct that exact investigation. This can then lead to multiple complaints due to the public not happy with how the police are dealing with an incident. This is clearly showing an impact as within the 2022/23 period, there had been 81,142 police complaint recorded in England and Wales. This is a significant increase from the 2021/22 period, where 75,020 complaints were recorded (Statista, 2023). 

Although this has been the case due to a shortage of experience leading to more complaints, reflecting forward, it is clearly identified that a plan is in place for there to be more police officers within each area to help with the police demand which is only increasing. By increasing the number of officers, it will slowly help reduce the number of complaints as the amount of incidences an officer is dealing with at once, will decrease as other officers will be able to share the workload out so that officers are able to provide more time to each investigation. NPCC, (2023) highlights that to support forces, a 16% increase in recruitment was conducted to help with the demand.

Although over the three-year period my role of a police officer has changed dramatically, there is still times whilst within my role where there have been no changes. Such as, when you are newly out as a police constable, officers are not specifically trained in individual areas that are vital for a response officer. The reasoning for this is due to the high demand of getting new officers onto the response, the training operators are then not able to run the other specified classes so that there are officers within stations to support the police demand. This is having a major knock-on effect as on many occasions when a specific training requirement is needed at a job such as MOE ( Method of Entry), officers are stuck waiting outside when a serious incident could be happening on another said of a locked door that cannot be opened without the MOE appliances.

Even thought there has been highlighted that there have been many changes, and some where there are no changes within my probation period, it is clear more changes are vital, mainly to help with the turnover of police officers. By doing this, there will free up more time for the training staff to advance the training of current police officers instead of having to train new officers to the basic standard of a police officer.

In conclusion of this essay, I have been able to evaluate how the College of policing play a vital part in making sure the professional policing is still being conducted in modern day policing. In conclusion of coming to the end of my three-year period, I have also been able to critically reflect on how policing has changed within this three year period and evidenced how I am working to fulfil the role as a police constable within modern day society.



Words: 2311
1

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?


 
2000 words (+/- 10%: include your actual word count at the end of each section) 




ANSWER:

Throughout this essay, I'll be evaluating my social media usage experience in relation to a police incident in which I have played a significant role. Along with evaluating my experience, I will also be reflecting on the experience of using social media to assist with an incident. I will reference research throughout this essay and my reflection will be completed using Driscoll’s Adaption model of reflection.

In recent years, the use of social media to inform and engage with the community and promoting policy initiatives has increased overall as a positive engagement with the community but has also resulted in a negative impact to investigations on occasions (NPCC, 2014).

Beal (2022) describes social media as any web-based or mobile application that enables human interaction through digital networking is referred to as social media. Social media networking includes both informal and formal exchanges. Before posting text or multimedia content, users of social media applications must create an account.

Social media originally served as a platform for communication between friends and family, but it quickly grew to be used for a wide range of activities. The term "social media" describes a range of technological tools that allow users to share information and ideas with one another (Mckinsey & Company, 2023). More than 4.7 billion people use social media, according to research. This corresponds to about 60% of the world population. Early in 2023, 94.8% of users visited websites and apps for chat and messaging, with social media platforms coming in second with 94.6% of users. (Dollarhide, 2024).

Fisher, T (2012) identifies that police forces use multiple social media platforms to assist with engaging with the community to assist. The main platforms will be Facebook and Twitter, newly known as ‘X’. This is because, the day-to-day society within this generation, a majority of people relay on social media to locate information and to engage with others. Following this, it has been recorded that approximately 57.6 million people use social media in the UK as of 2024. This accounts to just over 82.8 percentage of the total population of the UK (Petrosyan, 2023).

There are multiple benefits and negatives to the police using social media. The NPCC (2014), indicated that social media has advantages in that it can help make law enforcement more effective in preventing and identifying crime and ensuring public safety.  The Police Federation (2014) also highlights that social media is being utilized by police forces more frequently to help with crime investigation as well as to identify emerging issues that the public is talking about, which helps police to understand and address community needs. Police departments can also gain from announcing their successes in addressing long-term neighbourhood problems that have an impact on society. It is a tool that some uniformed and detective officers will use in their work, even though it may not be one that police use daily. You can also use it as a resource to rely on any intelligence to aid in investigations.

Another benefit of social media for police forces is that it has also become a vital way to report non-emergency crime. Due to the police demand within the UK increasing, the hold time to report non-emergency crimes within the 101 system is only increasing. Therefore, by people report crime via social media such as Facebook Messenger, it allows the public to report crime without the long waiting frame and can actually report incidences discreetly where people won’t overhear the person calling the police. As of this, a survey conducted by forces in 2018 found that 51 per cent of respondents viewed social as their preferred method of contacting police about non-emergency issue (Police:Now, n.d.).

Although the use of social media can also become a risk for police forces. Since more than 90% of law enforcement agencies report having experienced some kind of data breach, Ablison (2023) emphasises that one of the drawbacks of using online platforms in policing is the significant possibility of cyberattacks. Ablison (2023) highlights that ethical issues can also arise from social media, especially when law enforcements. The significant danger of cyberattacks is one of the drawbacks of using online platforms for policing, according to Ablison (2023), with over 90% of law enforcement agencies reporting some kind of data breach. Additionally, social media can raise ethical questions, especially when law enforcement uses fictitious personas to keep tabs on people or groups. For example, a 16 years old has a bladed article of their persons, part of the community will provide a positive interaction with how police dealt with it, but the other half of the community may provide a negative view on the incident with how the police deal with a youth, and therefore a spread of false information can start due to police trying to provide a positive engagement within the community.

Whilst being a police officer, I have played a significant role with assisting with the case of location a ‘High Risk Missing Person’. When a person goes missing, it is the attending officer’s responsibility to assess the situation ad grade the risk appropriately. The officer would grade the risk as low, medium or high. The police officer who is with the reported person would ask relevant questions and searches of the property to help grade the risk of the missing person. If a missing person is low risk, this means the officer believes the risk of harm to the subject or the public is assessed as possible but minimum. If the police officer grades the risk as medium, it means the risk of harm to the subject, or the public is assessed as likely but not serious. Consequently, a police officer's assessment of a high risk indicates that there is a high likelihood of serious harm to the subject or the public (College of Policing, 2016). A risk that poses a serious threat to life or is traumatic is classified as a risk of serious harm. It is from this that recovery, whether it be psychological or physical, should be anticipated to be challenging, if not impossible, throughout. (GOV.UK, 2020).

The reason that this situation is highlighted to me when the use of social media was used is due to the fact that social media was a benefit and unfortunately a negative throughout. During this missing person investigation, it was reported that the male’s friend left the shared accommodation three days prior it being reported and not returned. This was not reported straight away due to the fact the missing person is in a relationship and therefore normal behaviour to leave the accommodation for a day or two. Therefore, due to the concerns raised, I made sure that I asked the relevant questions and conducted a room search of the current missing person to help with my grading of risk. When conducting these checks, I seen that the reporting person was in distress and was seriously concerned. When conducting the search of the missing persons room, I seen that the missing person has left his phone, ID, bank cards all within his room. With the concern that he has not been seen for three days and all his belongings was left at his accommodation, it was instantly clear this missing person was to be graded as high. As of this, I instantly had to reaction and conducted urgent address checks prior to placing the person out as missing. The key aspect of my decision of grading this person as high risk was due to the fact that the person has left all his close personal belongings at his accommodation and therefore had no way to contact him, no ways of payment to buy essentials. 

Therefore, social media played a major part in assisting with the enquiries to locate the missing person. There were many benefits as the engagement from the community did assist the investigation, although on the rare occasion it didn’t. This is because some of those within the community would comment a sighting in the comments that was not correct, leading to time being wasted on those enquiries when locating the missing person was vital. During this investigation, it was again vital to consider to pros and cons of the social media appeal. This is because, with the person already being vulnerable, knowing that all their person details is on a police social media account for the world to see, could potentially send them into a Mental Health decline, even further if they are already in one and the reasoning for going missing. Several studies have shown that social media can have a negative impact to mental health. Zsila and Reyes, (2023) has identified that social media has been linked to negative anxiety and depression, phubbing behaviours, increased risk of addiction and involvement in online abuse, and body image dissatisfaction. Overuse has been linked to a decline in subjective well-being and life satisfaction, as well as an increase in loneliness and ‘FOMO’ (Fear of Missing Out). People who are at risk of becoming addicted to social media frequently report feeling depressed and having low self-esteem.

At the time of gaining this information, I also felt an urgent concern for the person. Now due to my investigation and that the person is now safe with family, I feel that I have been able to make a difference and no longer concerned. This is because I know that the person, family, and friends are no longer worried about his wellbeing. I believe that my involvement was vital in locating the missing person. This is because I believe that I acted swiftly to make sure that I made the appropriate people aware so that social media appeals were conducted which assisted the investigation. Without the social media appeal, the public community would not be aware and therefore may have seen him and not consider him as missing. 

If I was to be faced with similar consequences again in the future, there would be certain aspects that I would do differently. For example, due to the seriousness of the incident, I would make sure that I had another police officer assisting with conducting the initial enquiries. This is because by doing this, I would be able to do these enquiries a lot quicker and therefore allowing the social media appeals and the family to be made aware sooner, as of this, sooner opportunities could’ve come to light to locate to missing person at the time. 

Another time I have used the social media desk was in the winter of 2023 when dealing with a Road Traffic Collision (RTC). Due to the poor wet road conditions with it being a rush hour period, a vehicle was unable to stop in time resulting to crashing into the rear of another vehicle. In this incident it was only three vehicles involved in the incident. This incident has not only resulted to police attendance, but also fire services were required due to one of the vehicles leaking fluids. Due to the incident taking place during rush hour, on a main road that goes through the town area, the area resulting to congestion with vehicle stood at a standstill. Therefore, this had resulted to major delays on the road, not only because of the fluid on the floor and the three vehicles involved within the road traffic collision, but also because of the two police vehicles on attendance and the fire service van blocking those on the road any possible chance of getting past until the fluid was cleared and the road surface was made safe. As a police officer assisting in the incident, it was my role in assisting all details regarding the persons insurance details were provided to one another. Whilst this was being done fire services were assisting with the fluid leak. Once I had taken all the persons involved details and ran checks on all the vehicles to make sure they were road legal, I have assisted with other officers to divert traffic to help with the number of vehicles in the built-up area. To assist with this, I have then requested the force control room to use the social media desk to put an update on our social media platforms to make the public aware to avoid the area to make sure the build-up of traffic doesn’t keep increasing.

Although the negatives of social media use did not apply to the two examples above, there are also other negatives. This being, if police are to place your personal details online, it may impact further job opportunities. This is because when an applicant applies for a job, their social media accounts are typically screened before they are hired. Examining a prospect's social media accounts and their activity, including posts, likes, and comments, is part of it. Therefore, the company possibly hiring would be able to see that they may have been ‘wanted’ previously that could of even been incorrect, impacting the job opportunity for that person (Cotriss, 2023).


To summarise this essay, I have identified that the use of social media being used by police, mainly Gwent Police, is a vital communication tool. This is because, not only due to it being able to engage with the wider public easier, but also because it is a lot cheaper tool to be used. This is because social media such as Facebook is a media account which is free to use. This allows the force to use their budget elsewhere which is required more. Following this, I have also been able to provide two incidences where the use of social media has been used within police where it has assisted me. Even though it has assisted during these incidences, as previously stated, there is also negatives with the use of social media where the public may misunderstand our use of social media on occasions and may get a negative impact on the posts where the community may set their own agenda on the situation. 
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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?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

Throughout this essay, I will be evaluating and providing evidence of my own flexibility in leadership styles. During the day-to-day role in policing, there are many leadership models that get applied when dealing with many different situations. During these situations, the circumstances require the officer taking lead to apply and change their leadership style to be able to deal with the situation to the best it can be dealt with. Therefore, throughout this essay I will also be analysing the leadership strategies with I have managed to develop to assist with the range of different situations I deal with during the role. Throughout I will reference my research within the essay.

McCauley (2024) defines leadership as a social process which allows people to collaborate to accomplish goals that they could never accomplish on their own. McCauley (2024) also explains that effective leadership refrains from assigning undue influence on a select few or curtailing the potential for others to assume leadership roles. Consequently, enabling every individual to identify and enhance their unique leadership capabilities. As the definition from McCauley (2024) clearly shows, a leader does not have to be a team leader or manager. A leader that shows clear leadership skills can be from anyone within a team, and this person who is the acting leader, leads a team or even a single person toward the main objective.

The College of Policing (2023) states that there is an expectation for all persons involved within a police force, including officers, staff, and volunteers, showing the standard of leadership levels at every stage of the police process. The national leadership standards are established and identified by the Code of Ethics, the Competency and values framework (CVF), policing professional profiles, leadership research and national policing priorities. 

The Code of Ethics, as confirmed by the College of Policing (2024) is that everyone is supported in policing by the inclusive 2024 Code of Ethics. It is composed of two non-statutory parts. Principles of ethical policing and guidance for ethical and competent conduct in policing. The Code of Practice for Ethical Policing supports the Code of Ethics.

The College of Policing (2024) also states that the competency and values framework (CVF) identifies clear expectations for everyone working in policing. It outlines the actions that you must take as a staff member or police officer in order to fulfil your responsibilities and uphold the Code of Ethics. It is valuable for hiring, evaluating, and developing officers and employees at all levels.

As of this, the college of policing (2024) highlights leadership standards are now separated into five stages. Stage one is the leadership foundations mainly focused for police constables and police staff. Leaders within this foundation level have many responsibilities of leadership. Stage one states that police officers and staff must uphold the police code of ethics while acting in the public interest to prioritise public service, reduce crime, and enhance public safety and wellbeing. Within this foundation, those carrying out their duties, should confront unprofessional acts, attitudes, behaviours, or language; act with justice, respect, integrity, and accountability; and establish and uphold confidence with coworkers, outside partners, and the general public. Also, whilst doing this, those have to effectively manage their own personal performance, resilience, and well-being while handling a multitude of other obligations.

The College of Policing (2024) identifies stage two as the standards for first-line leaders which are mainly focusing on police sergeants. This stage highlights mainly of stage one but with thew focus of leadership of leading a team, whilst upholding the highest standards of professional behaviour, normally a group of police constables or police staff and making sure those are conducting stage one effectively.

Stage three highlighted by The College of Policing (2024) is the standards for mid-level leaders. This stage is mainly focused on a role of an inspector. Again, this highlights the majority on the stage prior but instead of having just one team to lead, whilst they facilitate evidence-based decision making and problem-solving techniques when managing several teams. Therefore, this stage is to lead multiple teams instead of just the one. 

Stage four indicated by The College of Policing (2024) explains the standard for senior leaders. This stage is for superintendents and chief superintendents. The difference between this stage and the stage prior is that instead one having multiple teams to show leadership towards, stage four indicates that this stage requires a lead across arears of senior responsibility. Also having to claim a leading position in managing critical incidents in compliance with force and legal requirements. Therefore, this role indicates that leadership is requires over inspectors.

The last and final stage identified by The College of Policing (2024) is the standards for executive leaders. The national benchmark for executive leaders' effective leadership performance is based on these standards. They are intended for people who are chief officers or who want to become one. Within this stage it is again being a leader and showing leadership over the superintendents and chief superintendents. In addition to this, you must comprehend the priorities and problems facing the force both now and, in the future, set an example for everyone else in the force, and develop, oversee, and be accountable for workforce planning and strategy, which includes efficient resource and financial management.

Hoggett (2018) has shown within research that a new approach to police leadership has been developed by the police services in Wales and England, allowing people from outside the force to advance straight into leadership positions. Previous studies have shown that officers highly value having an officer with police experience in charge of them. Hoggett (2018) research also indicated that in relation to the credibility problems associated with their lack of a shared police identity, serving officers hold existing leaders in low regard because they feel they have lost contact with what it means to be a police officer.

Knight (2024) highlights that there are six main common leadership styles within modern day leaders. These leadership styles being Coercive leadership, Authoritative leadership, Pacesetting leadership, Affiliative leadership, Democratic leadership, and lastly Coaching leadership. 

Knight (2024) states that coercive leadership is the least effective in most  leadership situations. This is because this style is Top-down decision making, a coercive style, and a strict, follow-my-word mentality are its defining characteristics. Although this approach might produce results quickly, it has a negative long-term effect on the culture of the organisation and increases employee turnover. 

Knight (2024) identifies that authoritative leadership style entails inspiring team members by relating their work to a more comprehensive organisational plan and assisting them in realizing how their daily responsibilities fit into a bigger picture. It also involves giving your employees the freedom and creativity to work toward the common goal and therefore fosters high employee engagement and improved job satisfaction.

Knight (2024) also explains that Pacesetting leadership style entails having high expectations for both yourself as a leader and other people. While aiming for perfection is commendable, setting the pace is counterproductive if mistakes are prioritised over accomplishments.

Knight (2024) also confirms that Affiliative leadership style involves developing close emotional ties, establishing a spirit of unity and togetherness, and cultivating a happy and encouraging work environment. Members of the team are better able to collaborate toward shared objectives, feel like they belong, and exchange ideas and criticism without restriction.

Knight (2024) further identifies that the fourth leadership style within a workplace is a Democratic leadership style. This usually gives their group the ability to participate in decision-making. The leader demonstrates to their team members that their opinions are important, their voices are heard, and their contributions are valued by taking the time to solicit input, listen to worries and different points of view, and incorporate feedback.

Knight (2024) lastly identifies that a Coaching leadership style is centred on personal development and entails taking the time to comprehend the long-term objectives of each team member, both in terms of their career and personal growth. Leaders that genuinely care about their employees' growth make them feel appreciated and inspired.

As a modern-day police officer, I would suggest that the most typical leadership approach employed within policing is the pacesetting leadership style alongside the affiliative leadership style. This is because in majority of the incidences that I deal with involving a team, a difference is to be made to protect a victim of a crime. Therefore, it is important to carry out the investigation to a high quality to meet the victims’ expectations of safeguarding. I also believe that the affiliative style is used regularly whilst working as a team because a happy and encouraging work environment within policing helps getting the best possible results when dealing with all situations.

As I am coming towards the end of my three-year probation period, even though I have highlighted the two most commonly used leadership styles used within policing above, the one I use in majority of situations is the pacesetting leadership style. This is because, I believe that I am now a more knowledgeable officer and therefore aware of what is required to get the best outcomes to safeguard a victim within response situations. However, due to still having less than three years experiences within the role, on occasions, there may be incidences I have still not dealt with to a similar nature. Even though this is the case, the high expectation within the role is still required. Therefore, whilst I’m at these situations, I make sure that each officer including myself is carrying out a key role when dealing which each incident, so the expectations of the victims safeguarding is at an all-time high as much as possible. Although, when dealing with them situations I am not fully aware on how to deal with, I am able to listen to other officers and trust them with their own experience knowledge to outline how to deal with the situation to reach the common goal for all officers in the situation, allowing them to lead the situation if required. This acknowledges that other officers might be more knowledgeable about handling situations in modern policing, and as such, they would be the most qualified to offer guidance on achieving the common objective. A great leader has the ability to listen to the group and make sure everyone knows all of their options.

One incident where I have used this type of leadership style within a response situation is when I have had to attend an ongoing burglary. On attendance there were multiple officers were attending the incident. This incident occurred within a shop within closing hours, and they were made aware due to an activation alarm. As of this, there are multiple entrances to a store. Therefore, I have requested for officers to cover two other entrances whilst I and another officer covered another whilst we waited for a dog unit to arrive to assist with the search of the subject within the property. By doing this, it meant that if the offender did try leaving the premises, all exits were covered so that the offender could not run away. As the dog unit had arrived an entered the property, I have entered after the dog unit so that I was not interfering with the trace for the dog, and shortly after a male was arrested for a commercial burglary. As I had done this, I have requested for the other officers to observe evidence such as point of entry so that the CSI team were able to preserve evidence which would be key to the investigation. By having officers doing this, it makes sure that no other persons can interfere with evidence that is available at the scene. Therefore, a scene guard was put on to make sure evidence can be gained till CSI arrive. Whilst waiting for CSI to attend, I have requested for other officers to gain all golden hour enquiries such as CCTV, photos of damage to property/entry point and to identify if there are any witnesses to the incident. By doing this, I have made sure the quality of the investigation is high and to have all the evidence available to put towards the offender in custody. This is a key example of how I have used the pacesetting leadership style to obtain the goal within the incident.

Although, due to the circumstances of the incident, my sergeant has also attended shortly after the golden hour enquiries. As of this, my leadership style has had to be flexible. This is because my sergeant is more senior, I have taken a more set back approach and allowed the sergeant with more experience take a lead and listen to their advice. Therefore, I have changed from the ‘pacesetting’ leadership style to an ‘authoritative’ leadership style. By having this flexibility, I was still able to inspire my other team members in making sure all possible evidence was gained when possible and assist in those enquiries to get them done as soon as possible. By showing this flexibility in my leadership there was more engagement between myself and my colleagues and the enquiries getting conducted had an improved timeframe. 


To finalise this essay, I have defined leadership and discussed its applications in modern police forces.  Additionally, I've highlighted the various kinds of leadership philosophies and the advantages of each, based on the kind of leader you are. Next, I've determined which leadership style works best for me in a response role. In closing, I gave an example of how I have applied the pacesetting leadership style to modern 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?

2000 words (+/- 10%: include your actual word count at the end of each section) 
 



ANSWER:

Throughout this essay, I will be reflecting upon my experience within my three-year probation period. Whilst reflecting I will be focusing on how mentoring and coaching has benefited me to become the police constable that I am today, how it has helped me to meet my own personal, professional, and organisational goals within my role and how it aided me to learn, develop and perform within my workplace as a police constable. I will also be reflecting on the on the coaching and mentoring theories I was able to identify during my probation period that assisted to mentoring me to become a police constable. During the essay, I will be referencing my research, and my reflection will be completed using Driscoll’s Adaption model of reflection.

There are two distinct approaches to training police officers which are coaching and mentoring.  The college of policing highlight these two training theories to train police officers. Mentoring is a much longer-lasting relationship that is regularly driven by the mentee and helps with overall knowledge and experience gain, whereas coaching is a shorter-term relationship with a specific goal in mind (College of Policing, 2023).

There are many coaching and mentoring theories used in policing. The college of policing (2023) highlight many of the mentoring theories that are used within every-day policing. One theory used for mentoring is ‘reverse mentoring’. As per this to mentoring theory, a mentor who is more experienced than the mentee uses their seniority and background to support the mentee's growth. Frontline local police professionals are trained as mentors and paired with senior leaders who act as mentor. Reverse mentoring programs are developed by individual police services or collaboratively/regionally to address specific needs for development (College of Policing, 2023). 

 This mentoring approach has several advantages, such as improved leader visibility and engagement, a greater understanding of the problems affecting underrepresented groups in law enforcement, and the chance to genuinely connect with the public to comprehend contemporary issues (College of Policing, 2023). The above shows a clear understanding on why this theory is used within policing. This is because with the mentor taking a step back within situations, it allows those newer to experience those new situations and taking lead. This helped me throughout my policing career as when I came into similar situations where I took the lead previously, I was able to take that knowledge and experience to deal with the current situation I was in. 

Another crucial model and theory that is used within policing is known as ‘the GROW Model’. The Grow model, emerged by Sir John Whitmore (Bawany, 2023), provides a structured framework for coaching. The GROW Model highlights mainly four areas whilst being coached. The main aim whilst being coached with this model is to firstly set out the goal within the coaching period. Whilst identifying the goal, it also acknowledges ultimate goals, performance goals, and progress goals along the route to recognise and identify exactly what kind of goal and offers insight into the main objectives and desires. The second part of the coaching method is the ‘Reality’ stage. During this stage within being coached, it allows the coach to evaluate the current situation using the context of the previous actions which have been taken so far and gives insights into the underlying obstacles and obstacles that are presently impeding or restricting progression. The third option the ‘Option/Obstruction’ stage. This stage is similar to the ‘Reality’ stage as it assists to identifies the choices and possibilities, along with outlining and challenging various development approaches. The last stage of GROW is for the Will/Way forward. This stage is for the person being coached to indicate any future challenges when the person is no longer receiving coaching, take into consideration the continuous progress towards the goals and the assistance and growth that may be needed, and comprehend what has been learnt and what can be improved to achieve the initial goals. This method again benefits those being coached as it helps the officer being coached to be coached at their speed. By doing this, it allows the person being coached identify their own needs and goals, therefore helps build their own goals whilst they’re not being coached. This is crucial as a police officer as you are only being coached for a twelve-week period, so there allows the newly independent officer to identify what their own goals are to help develop whilst they’re in the probation period.

The Home Office (2023) highlights the Strategic Policing Requirement (SPR) as a critical component in enabling police forces to lead the way in combating the biggest threats to public safety and preserving that the police are equipped to provide a suitably forceful, nationwide response that upholds the principles of common-sense policing. The 2023 edition of the SPR identifies the exploitation to vulnerable victims as part of county lines drug supply lines as one of many main threats. Therefore, it is estimated that there are 600 lines that are in use nationwide in any given month and are connected to incidents of knife crime and serious violence. In order for police officers such as myself to be able to adapt to the modern-day policing, in line with the threats highlighted by The Home Office (2004), it is the College of Policing responsibility to make sure officers have the correct and regular training to meet the requirement of being a modern-day police officer. The College of police make sure officers have the required training in many ways. This will be by conducting classes, so officers have a more in-depth training session on an exact subject or provide learning packages online for officers to complete so they have the understanding on the topic that is essential within policing (College of Policing, 2024). 

The college of policing (2024) also identifies this within the Code of Ethics. The Code of Practice for Ethical Policing supports the Code of Ethics. Chief officers within forces are given guidance by the college of policing on encouraging and supporting moral and professional conduct within their forces by this statutory Code of Practice.

Over my three-year probation, there has been many occasions where I have benefited from mentoring and coaching whilst I have been a police constable. 

Whilst within my first twelve weeks as a police constable, being mentored by my tutor provided a great benefit. This is because a mentor is someone who shares their skills, knowledge and/or experiences, which assists to help another to develop and grow (PushFar, n.d.). Therefore, will my tutor having a great amount of knowledge and experience within the role of a police constable, it allowed me to learn of my tutor’s experience and bring them into my own incidences. 

Even though I mainly got mentored within that twelve-week period, whilst within my three-year period, I have still gained mentoring from experienced officers and sergeants. This is because by gaining the knowledge of those more experienced officers, it has allowed me to put their knowledge that has been passed onto me and used it within my own incidences. By doing this, it has helped me build self-confidence as I am more confident when dealing with calls. With having this confidence going into calls by having the mentoring by more experienced officers, it has also supported my mental health. This is because, when in tough situations when decision making may be found difficult, having those experienced officers to help and mentor me is the difference in feeling as if I am drowning in my workload, to identifying the opportunities to be able to deal with it correctly. Therefore, by having this, it allows the role of a police constable not affect my personal life anymore, to where it did previously when I did not have as much knowledge. 

Whereas within my twelve-week period where I was also being coached, where my tutor had provided me guidance throughout to help me achieve my tutoring period which was the short-term goal and for me to take on board what has been advised to help me reach my full potential within my three-year probation period (PushFar, n.d.).

Since joining the force, I have always highlighted that one day the aim will be to progress to the rank of a sergeant. This is because I have found having regular 1-1 sessions with my sergeant, allowing me to gain their own experiences and knowledges of incidences have helped  to expand my own knowledge and to adapt to modern day policing. Even though the main insight of these sessions is to assist with my workload and to gain valuable knowledge, it also allows me to identify areas where improvement is required so I can work on those so that I can make sure there is no weaknesses within my policing. With each police incident never being the exact same circumstances and differ with every call, there is always room for learning and development within each day as being a police constable.
 
When I have attended a policing incident whilst in my three-year probation period, there has been many occasions where I have not had a great amount of knowledge around the incident. Therefore, so that I could deal with the incident correctly at the scene, I would ask other officers that are available for guidance, sergeants or specialised crime groups such as the Road Policing Specialised Operation (RPSO) team and Public Protective Unit (PPU). Whilst dealing with each incident, I have been able to identify that there is always someone with the knowledge and experience that can assist in an incident when a first responding officer is at scene with not as much knowledge on how to deal with it correctly. To evidence this, on one occasion I have stopped a vehicle from moving off when it was parked as when I have drove up next to it, the driver was clearly seeing doing a ‘balloon’ whilst in the driver’s seat with the engine on. This has raised enough suspicion to believe the driver was taking Nitrous Oxide, which is now a Class C drug under the Misuse of Drugs Act 1971. Therefore, I have ran the relative PNC ( Police National Computer) checks and conducted a search under Section 23 of the Misuses of Drugs Act for the Nitrous Oxide.

College of Policing (2016) confirms that a person suspected of possessing a controlled substance may be searched by a constable and detained for the purpose of the search, according to Section 23 of the Misuse of Drugs Act. In addition, they have the right to stop any car or vessel they believe may contain drugs and to search it.

Following this search, two Nitrous Oxide cannisters, including one ice cold, were located with multiple ballons. The canister becomes ice cold as the Nitrous Oxide gas is discharged from the cannisters (Britishburnassociation.org, 2023). 

Although of locating this, with the new law in place making Nitrous Oxide as a Class C drug but the vehicle being parked up, I have had to ask the Road Policing Specialised Operation (RPSO) team for advice. This was extremely useful as it meant that I have dealt with the situation correctly with the correct outcome disposal. The disposal method used in this incident was a community resolution due to the driver not actually driving the vehicle, and due to Nitrous Oxide having an instant sober period, doing the standard drug driving protocol would not be evidentially beneficial due to there would be no readings of it in the blood etc.

West Yorkshire Police (n.d) defines a Community Resolution as a restorative justice technique that offers police officers an alternative for handling less serious crimes and incidents. It permits officers to deal with offenders by using their professional judgement.

In conclusion of this essay, I have been able to highlight what coaching and mentoring is. Throughout, I have also been able to explain an example of coaching and mentoring style within the essay and how they are used within the policing to help with police officers’ progression. I have linked these coaching and mentoring style to my own experiences and how they have benefited me during incidences and how it has long term help me meet my own personal, professional and organisation goals. I have also identified how it has aided me to learn, develop into a police officer and improve my performances whilst working within Gwent Police. 



Words: 2060



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


Ahmed, A. (2020). The Effects of Work & Life Imbalance. [online] Work - Chron.com.                                                                                                               Available at: https://work.chron.com/effects-work-life-imbalance-5967.html.    (Accessed: 25th October 2024)

Bawany, S. (2023). Disruptive Leadership Institute. [online] Disruptive Leadership Institute.                                                                                                                     Available at: https://www.disruptiveleadership.institute/grow_model/. (Accessed: 16th August 2024.)

Beal, V. (2009). What is Social Media? [online] Webopedia.                            Available at: https://www.webopedia.com/definitions/social-media/.                 (Accessed: 23rd August 2024.)

Britishburnassociation.org. (2023). Burns from Use of Nitrous Oxide on the Rise – British Burn Association. [online]                                                                              Available at: https://www.britishburnassociation.org/news/burns-from-use-of-nitrous-oxide-on-the-rise/#:~:text=The%20canister%20becomes%20ice%20cold (Accessed: 2 September 2024.)

‌College of Policing (2013). Investigation process. [online] College of Policing. Available at: https://www.college.police.uk/app/investigation/investigation-process#golden-hour-eaaa6299-ad83-4e0d-9e3c-00be51961cdd.                  (Accessed: 24th July 2024.)

College of Policing (2016). Legal basis. [online] College of Policing.               Available at: https://www.college.police.uk/app/stop-and-search/legal/legal-basis.                                                                                                                                  (Accessed: 2nd September 2024.)
‌
‌College of Policing (2016). Missing persons. [online] College of Policing. 
Available at: https://www.college.police.uk/app/major-investigation-and-public-protection/missing-persons/missing-persons#the-risk-assessment-table.
(Accessed: 17th April 2024.)

College of Policing (2022) Corporate strategy. [online].                                                                                       Available at: https://assets.production.copweb.aws.college.police.uk/s3fs-public/2023-04/College-of-Policing-Corporate-strategy-2022-2026.pdf.             (Accessed: 17th April 2024.)

College of Policing (2023). Leadership standards. [online] College of Policing. Available at: https://www.college.police.uk/careerlearning/leadership/leadership-standards.     (Accessed: 2nd September 2024.)
‌
College of Policing (2023). Mentoring. [online] College of Policing.                     Available at: https://www.college.police.uk/career-learning/support-for-career-development/mentoring.                                                                                     (Accessed: 16th August 2024.)

College of Policing (2024). Code of Ethics. [online] College of Policing.            Available at: https://www.college.police.uk/ethics/code-of-ethics.                 (Accessed: 2nd September 2024.)

College of Policing (2024). Competency and values framework (CVF) | College of Policing. [online] www.college.police.uk.                                                           Available at: https://www.college.police.uk/career-learning/competency-and-values-framework.                                                                                                      (Accessed: 2nd September 2024.)
‌
Cotriss, D. (2023). Social Media Screenings Increase for Job Seekers. [online] Business News Daily.                                                                                               Available at: https://www.businessnewsdaily.com/2377-social-media-hiring.html.    (Accessed: 25th October 2024)

Dollarhide, M. (2024). Social media: Definition, effects, and list of top apps. [online] Investopedia.                                                                                              Available at: https://www.investopedia.com/terms/s/social-media.asp. (Accessed:5th May 2024.)

Fisher, T. (2012). The UK Police and Social Media. Partners in Crime? [online] Social Media Today.                                                                                                Available at: https://www.socialmediatoday.com/content/uk-police-and-social-media-partners-crime.                                                                                          (Accessed: 22nd October 2024)

Foley, J. and Massey, K.L.D. (2020). The ‘cost’ of caring in policing: From burnout to PTSD in police officers in England and Wales. The Police Journal: Theory, Practice and Principles, [online] 94(3), p.0032258X2091744.                                Available at: https://doi.org/10.1177/0032258x20917442.                                     (Accessed: 25th October 2024)

GOV.UK. (2020). HMPPS risk of serious harm guidance 2020. [online]                             Available at: https://www.gov.uk/government/publications/hmpps-risk-of-serious-harm-guidance-2020.                                                                                                                           (Accessed: 17th April 2024.)

Greater Manchester Police (n.d.). Incident Response Policy Table of Contents. [online] Available at: https://www.gmp.police.uk/SysSiteAssets/foi-media/greater-manchester/policies/incident-response-policy-v1.3-july-2017-redacted.pdf.                                                                                                          (Accessed: 24th July 2024.)


Hoggett, J., Redford, P., Toher, D. and White, P. (2018). Challenges for Police Leadership: Identity, Experience, Legitimacy and Direct Entry. Journal of Police and Criminal Psychology, [online] 34(2), pp.145–155.                                                                                                       Available at: https://doi.org/10.1007/s11896-018-9264-2.                                                         (Accessed: 3rd September 2024.) 

Home Office (2023). The Strategic Policing Requirement. [online]                                  Available at: https://assets.publishing.service.gov.uk/media/64955fb9de8682000cbc8cf0/Strategic_Policing_Requirement_V1.3.pdf.                                                                                                          (Accessed: 24th August 2024.)

Knight, R. (2024). 6 Common Leadership Styles — and How to Decide Which to Use When. [online] Harvard Business Review.                                                                                          Available at: https://hbr.org/2024/04/6-common-leadership-styles-and-how-to-decide-which-to-use-when#:~:text=Research%20suggests%20that%20the%20most%20effective%20leaders%20adapt.                                                                                                                                                     (Accessed: 3rd September 2024.)

London’s Air Ambulance. (n.d.). New research shows benefit of blue light driving in London. [online]                                                                                                                                          Available at: https://www.londonsairambulance.org.uk/news-and-stories/charity/new-research-shows-driving-on-blue-lights-cuts-time-taken-to-reach-patient-by-half                                                                                           (Accessed: 24 July 2024.)

McCauley, C. (2024). What Is Leadership? [online] CCL.                                                       Available at: https://www.ccl.org/articles/leading-effectively-articles/what-is-leadership-a-definition/.                                                                                                                                  (Accessed: 27th August 2024.)






Mckinsey & Company (2023). What is social media? | McKinsey.                Available at: https://www.mckinsey.com/featured-insights/mckinsey-explainers/what-is-social-media.                                                                             (Accessed: 25th October 2024)
‌
NPCC (2014). Social media is a powerful tool for police to engage with the public. [online] National Police Chiefs’ Council (NPCC).                                      Available at: https://news.npcc.police.uk/releases/social-media-is-a-powerful-tool-for-police-to-engage-with-the-public.                                                               (Accessed: 25th October 2024)


‌ NPCC (2016). Police Chiefs and PCCs Set out a Vision for Policing in 2025. [online] Police.uk. 
Available at: https://news.npcc.police.uk/releases/police-chiefs-and-pccs-set-out-a-vision-for-policing-in-2025. 
(Accessed: 29th May 2024.)
‌
NPCC (2016). Vision 2025. [online] National Police Chiefs’ Council (NPCC). Available at: https://news.npcc.police.uk/resources/vision-2025.                   (Accessed: 25th October 2024)

‌NPCC (2023). Impact Report 2022-23 [online] National Police Chiefs’ Council (NPCC).                                                                                                                       Available at: https://www.npcc.police.uk/SysSiteAssets/media/downloads/publications/publications-log/2023/impact-report-202223-final.pdf                                                        (Accessed: 25th October 2024)

Perry, E. (2023). 20 Benefits of Mentorship for Mentors and Mentees. [online] www.betterup.com.                                                                                                 Available at: https://www.betterup.com/blog/benefits-of-mentorship.            (Accessed: 14th August 2024.)

Petrosyan, A. (2023). Internet & mobile internet use in the UK 2021. [online] Statista.                                                                                                                     Available at: https://www.statista.com/statistics/507392/uk-number-and-penetration-rate-of-internet-and-mobile-internet-users/.                                     (Accessed: 5th August 2024.)

Police Federation (2022). Attrition rates show more must be done to retain new recruits. [online]                                                                                                      Available at: https://www.polfed.org/news/latest-news/2022/attrition-rates-show-more-must-be-done-to-retain-new-recruits/#:~:text=Data%20from%20the%20National%20Police%20Chiefs%E2%80%99%20Council%2C%20obtained.                                                                      (Accessed: 24th July 2024.)

Police:Now (n.d.). Social Media Guidance. [online] Policenow.org.uk.           Available at: https://www.policenow.org.uk/wp-content/uploads/2023/03/social-media-guidance.pdf#:~:text=Social%20media%20helps%20policing%20more%20eficiently%20prevent%20and,identifying%20emerging%20issues%20that%20people%20are%20talking%20about.                                                                                                (Accessed 5th August 2024.)

PushFar. (n.d.). Mentoring vs Coaching: The Key Differences and Benefits. [online] Available at: https://thrivementoring.reading.ac.uk/article/mentoring-vs-coaching-the-key-differences-and-benefits/.                                                        (Accessed: 14th August 2024.)

Statista. (2023). Police complaints in England and Wales 2001-2019. [online] Available at: https://www.statista.com/statistics/283291/police-complaint-cases-in-england-and-wales/.                                                                                        (Accessed: 5th August 2024.)

The Police Foundation (2014). Police use of social media. [online]                           Available at: https://www.police-foundation.org.uk/wp-content/uploads/2017/08/Social_media_briefing_FINAL.pdf.                             (Accessed:22nd October 2024)

West Yorkshire Police (n.d.). Questions | West Yorkshire Police. [online] Available at: https://www.westyorkshire.police.uk/ask-the-police/question/Q760. (Accessed: 2nd September 2024.)
‌
Zsila, Á. and Reyes, M.E.S. (2023). Pros & cons: Impacts of Social Media on Mental Health. BMC Psychology, [online] 11(1).                                                                    Available at: https://doi.org/10.1186/s40359-023-01243-x.                                 (Accessed: 25th October 2024)

‌


‌



 CONFIDENTIALITY and PLAGIARISM 

This is automatically checked via Turnitin submission of your workbook.

Please sign below to confirm that the work submitted is your own. 

Sign..........

Date




image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%






1


 


 


 


 


 


 


BSc (Hons) Professional Police Practice 


 


 


LEVEL 


6


 


-


 


4


0 Credits


 


 


Workbook title: Competency Based 


Workbook 


3


 


(PCDA)


 


 


8000


 


W


ords 


 


 


(


SOUTH WALES POLICE, GWENT POLICE AND 


UWTSD)


 


 


 


Learner name


: 


______________________________


 


 


Learner’s University Registration


 


Number:


 


_______________________________


 


 


 


 


 


 


FACULTY OF BUSINESS AND MANAGEMENT


 


PUBLIC SERVICE PROGRAMME


 


 


Module title: 


Professional Police Practice 3


 


(PCDA) 


BMP


P


60


0


0D


 


 


 


 




1             BSc (Hons) Professional Police Practice      LEVEL  6   -   4 0 Credits     Workbook title: Competency Based  Workbook  3   (PCDA)     8000   W ords      ( SOUTH WALES POLICE, GWENT POLICE AND  UWTSD)      

Learner name :  ______________________________     Learner’s University Registration   Number:   _______________________________      

      FACULTY OF BUSINESS AND MANAGEMENT   PUBLIC SERVICE PROGRAMME     Module title:  Professional Police Practice 3   (PCDA)  BMP P 60 0 0D        

