
[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: Callum Price

Learner’s University Registration Number:
2125365







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:

In this task, I will evaluate the strategic role that the College of Policing plays in the U.K, evidence how I am working to fulfil the role of a modern professional police officer and reflect upon how my final year in probation has seen my role change as a police officer. I will critically reflect using the Gibbs model of reflection. 


The College of Policing, otherwise known as CoP, serves as a professional organisation for individuals employed within policing in the UK. It is an operationally independent non-departmental public body (College of Policing, 2024). The CoP are responsible for overseeing the consistency and standardisation of police training. The CoP have also developed the Police Education Qualification Framework, simply known as PEQF to standardise and assure the public of the quality of policing skills across all forces and to set the educational standards of officers and staff (College of Policing, 2024).

The PEQF serves as a national framework for the training and qualifications designed to outline the necessary qualifications and training required of police officers at all levels, ranging from constables to chief officers. The PEQF looks to support the National Police Chiefs Council and Association of Police and Crime Commissioners Policing Vision for 2025. This vision set out to develop the skills and education of police officers to appear professional for the public (Policing Vision 2025, 2016).

The PEQF framework was developed to recognise that policing in the present era has become increasingly complex and varied. Therefore, it was believed that by improving the educational and developmental opportunities offered to police officers, officers would be better equipped to carry out their duties professionally in the modern era. Prior to the PEQF framework, the national programme was known as ‘Initial Police Learning and Development Programme’ (IPLDP) which was a mixture of classroom learning and practical experience. (West Mercia Police, 2019).

The introduction of the PEQF introduced innovative programmes for training police recruits. It offered three distinct entry routes for individuals aspiring to join the police. The first route, known at the degree holder entry route (DHEP), allowed candidates with an existing educational degree to join the DHEP route and once sworn in, were then required to complete a graduate diploma in professional policing while also completing work-based competency requirements during a two-year probation. The second entry option is a self-financed undergraduate, pre-join degree programme which specialised in professional policing (Home Office, 2024). This programme is accredited by the CoP and does not require any additional academic qualifications. Instead, this programme focuses on a two-year probation which prioritises meeting operational competency requirements. The third route is called the Police Constable Degree Apprenticeship (PCDA), which offers an alternative route for individuals who aspire to join the police without already possessing a degree. This program allows recruits to simultaneously study for a policing degree whilst completing their three-year probation. During this time entrants are required to demonstrate both operational competency and academic achievements. (Police Federation, 2019). 

	The 2025 Policing Vision, which is a collaborative effort between police chiefs and police and crime commissioners, outlines the necessary changes required in policing for the next decade. This joint enterprise aims to reform the way that policing is conducted in the UK by 2025. On examining the workforce and obstacles encountered by the police, it became evident that the police services in England and Wales heavily relied on the quality of their officers. (Policing Vision 2025, 2016). 
 The visions set out emphasised the necessity for officers to possess professionalism and become equipped with the necessary skills and capabilities to effectively carry out duties in the modern era and gain public trust. The vision of professionalising policing was deemed necessary to ensure that the policing role would appeal to a diverse range of applicants who possessed desirable qualities, including appropriate skills, knowledge, potential and the correct values to fulfil the promised vision for the way policing should be conducted. 



In addition to the criteria outlined the PEQF and the 2025 Policing Vision, the CoP aimed to establish a new standardised competency and values framework known as the CVF which was introduced in all police forces in the UK This framework has been utilised in the initial applicant stages to ensure that the applicants’ abilities could contribute to the police service in a positive way. The CVF looked to ensure that all forces adopted the same competencies and values as a standard.  (College of Policing, 2016). The CVF can be broken down into four core values: transparency; impartiality; integrity and public service. There are then six competencies which are: we are emotionally aware; we take ownership; we are collaborative; we deliver, support, and inspire; we analyse critically, and we are innovative and open-minded. These are shortened into clusters which highlight: inclusive, enabling, and visionary leadership; intelligent, creative, and informed policing; resolute, compassionate, and committed. These qualities suggest that police officers need to be ethically and morally inclined and able to be a driving force in the evolution of modern policing. 

The objective of the CoP is to assist in the growth and the development of officers and staff already working in the profession and provide an opportunity to enhance further knowledge and to fill gaps in existing knowledge. The CoP used this framework as a plan to bring national consistency and looked to encourage officers and staff to access a higher level of education and learning. The CoP promoted the idea of academic qualifications in policing alongside the Policing Vision 2025 which aims to develop the profession to deal with the changing and nature of policing in the modern age. The CoP recognised that standardised national qualifications would achieve more developed police officers and academic study will promote an evidence-based approach to policing and help to provide insights into emerging threats. The CoP set out to help individuals develop a variety of skills such as research; critical thinking; analysis and evaluation. (College of Policing, 2024).


In a review which took place in 2017, one year after the Policing 2025 vision was announced the APCC (Association of Police and Crime Commissioners) it was found that the Home Office, which are responsible for all police services through England and Wales had committed over £69 million to the Police Transformation Fund. This included new multi-agency teams in England and Wales which involved the police, health services and community services addressing causes of crime and anti-social behaviour and responding to victims of domestic abuse. Uplifts in training and to police officers wanting to specialise. There was also trialling being ran by London Mayors Office for Policing and Crime where new recruitment and assessment centres were trialled and examining the best practice approaches to attracting a diverse work force. (Association of Police and Crime Commissioners, 2017). This suggests that the direction that the vision wanted to encapsulate was working towards the long-term goals of modernising policing and providing the best quality of officers and that if all agencies were to continue this path, the Policing vision for 2025 would be achieved. 

As the year 2025 approaches, discussions were held in 2023 regarding the upcoming policing vision, set out for 2030. This vision is a collaboration between the Association of Police and Crime Commissioners, College of Policing, and the National Police Chiefs Council. The goal of this new vision is to further enhance the progress made by the prior vision to ensure that policing is aligned with the key priorities already identified (Strategic Policing Partnership Board, 2023). The vision statement is: ‘By 2030, to be the most trusted and engaged policing service in the world working together to make communities safer and stronger’. 


The 2030 vision has been divided into five distinct objectives, each with their own aims and overall outcomes. The first objective focuses on ensuring the safety of communities with the outcome to enhance public trust in the police. Objective two, aims to prevent crime and criminal activities by promoting collaboration between partner agencies, intending to reduce high crime rates and rehabilitation through prevention strategies. The third objective is to respond promptly and effectively to all incidents and bring offenders to justice, this is intended to tackle demand and lower crime. The fourth objective aims to develop and inspire policing fostering a culture of growth and inclusivity, this intends to build a diverse and professional officer able to face everchanging challenges. Finally, the last objective seeks to embed a culture of continuous improvement and innovation within the police, tus intending policing to be able to demonstrate high levels of innovation in strategies. 
 (NPCC, 2023). 

A comparison between the policing visions for 2025 and 2030 reveals a common emphasis on the development of police recruits. The 2030 vision specifically highlights the strategic goal of attracting top candidates from diverse communities to promote inclusivity in policing. Additionally, there is a focus on fostering a strong ethical and professional culture, encouraging continuous development, effective problem solving and informed decision making. This indicates that there is a dynamic shift towards higher standards of officers with the state of policing becoming professionalised by candidates being degree holders. When examining frameworks such as PEQF, CVF and the policing visions, it is evident that a transformation is underway to shape the next generation of police officers and staff to equip them with advanced skills, resources, and a commitment to continual learning. This evolution is apparent from the outset of the policing career from initial CVF based assessment, continuing towards higher education standards. 


The benefits to professionalising policing can be attributed towards the development and educational standards which are offered to police officers. Research suggests that academic studying and research can produce knowledge in officers which potentially be useful to support critical decision making when it comes to approaching crime (Goode and Lumsden, 2018). From looking at what has been set out in visions for the future of professionalising policing, the goal appears to be that all police officers receive the same standard training as a whole and are all expected to work towards the shared goal. However, a balance needs to be found due to expectancies being at a standard level, Hough and Stanko (2020) suggest that the standardisation of officers can have different impacts depending on geographical locations. This suggests to me that different geographical locations have different outlooks and expectancies on others and sometimes a professional approach may impact rapport with communities.  

	In my final year of probation, my role has changed significantly, I have gone from being one of the least experienced officers to becoming one of more senior and experienced police officers on my team in a short space of time. This change in dynamic has had significant impacts on my own development and personal life which I do not believe that I would have been able to complete without the development opportunities which have been provided to me by the PEQF and the CoP from the standardised practices taught to the enhancements of my own study and evidence-based approaches.

 One of my roles as a senior police officer on my team is to help those with less experience and knowledge. One of the areas I think that I excel in is interviews and case files in line with the National File Standard (College of Policing, 2022). I can assist and direct those with less experience when it comes to conducting their investigations in line with what is expected of them and I am able to give advice on how they should progress their investigations if required. I had learnt the skills to assist my colleagues myself after being tasked to complete an urgent casefile to send to the CPS for a person in police custody. It was a complex casefile with an offender with a history of violent offences and I only had a short amount of time to do so, as such with a time constraint it was stressful to ensure that I complied with PACE custody clock. At the time of doing so I had not completed many urgent casefiles but on doing so, I was able to understand what was required and who to contact if I needed support. Once I completed the casefile, I kept the required documents so that I could use them as a template for future urgent files so that I could assist myself and others in the future. Once the casefile got the CPS, they had authorised urgent charges so that I was able to charge and remand the prisoner to court the next day. These situations don’t happen often due to having specific teams to assist with this task however, if I was in a similar circumstance again, I would know what is required to be put into a file and can use my previous attempts as a guide for help. 

To conclude, I am thankful for the development and opportunities provided to me by the PEQF and the COP and believe that the standardisation of policing will allow the next generation of officers to continue to improve and serve the public in-line with the visions set out by the government and favour to earn public trust again. The current trajectory will allow for the best hope for crime prevention and detection. 
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

In this task, I will look to evaluate the use of social media as a means of informing and engaging with the community and promoting policy initiatives. I will consider how police forces use social media for professional information and engagement purposes and what social media platforms are being used by policing whilst highlighting the benefits and risks of using social media. 

Firstly, I will look at how many people use social media and how social media can influence its users. 

As of April 2024, there around 5.07 billion social media users, this is a percentage of 62.6 percent of the world’s population (Petrosyan, 2024). In an additional statistic from April 2024, it shows that the most popular social media site is Facebook with over 3 billion users, YouTube with over 2 billion users, Instagram with over 2 billion users and twitter with over 611 million users (Dixon, 2024). 

The concept of a social network can be traced back to May 1844, when a series of electronic dots and dashes were manually tapped on a telegraph machine, leading to the invention of Morse Code (Britannica, 2024). Subsequently, one of the earliest social media platforms emerged in 1997 called Six Degrees but this was soon replaced by other services which started to arise not long after it.  In 2002, LinkedIn was established as a networking site for career-orientated professionals. In 2003, Myspace was launched and by 2006 it was the most popular website in the world but by 2008, Facebook had cast a shadow over Myspace due to its global success. (Maryville University, 2020). 
The emergence of social media initially involved access being needed from a desk top computer or a laptop but with the introduction of smart phones such as Blackberry and iPhones revolutionising modern technology, the invention of social media applications meant that smart phone users would be able to take their communities with them wherever they went. With the launch of the iPhone in 2007, it played a pivotal role in the way people accessed the internet and brought social media services such as Facebook, Twitter, and Instagram to mobile devices where people were able to share and access all sorts of digital and online media. (Maryville University, 2020). 

I will now look at and compare statistics published by Ofcom, who is the regulator for the communications services used by residents in the UK (Ofcom, 2024).

In 2023, a study conducted by Ofcom delved into the news consumption habits of individuals in the UK. The research revealed that news content was easily accessible across a variety of platforms making it convenient for many people. Ofcom’s findings indicated that the majority of adults in the UK (96%) preferred to consume their news through television broadcasts. However, online sources emerged as the second most popular platform for news consumption, following closely behind television broadcasts. Furthermore, Ofcom discovered that nearly half of all (47%) of adults in the UK use social media for news. Among social media platforms, Ofcom found that Facebook continues to be the most used social media source where consumers get their news whereas, TikTok is a fast-growing source of news for consumers.  Through their research, Ofcom found that younger adults are more likely to use social media to obtain their news in contrast to older adults who are more likely to use more traditional sources for their news consumption. (Ofcom, 2023)


According to the College of Policing (2013), effective engagement with the communities has the potential to: deter crime and anti-social behaviour; lower crime rates and the fear of crime; bring offenders to justice; and deliver a service to the people that the police can be proud of, and which keeps communities safe.

As a police service, collaboration with the public is crucial as it can help prevent and detect crime and show accountability and enables the public to have more trust in the police. In 2014, the College of Policing set out the first Code of Ethics in England and Wales where these principles recognise the importance of high professional and ethical standards. These Code of Ethics have since been amended and now the Code of Ethics are accountability; honesty; integrity; leadership; objectivity; openness; fairness; respect; selflessness. By adhering to these principles, the police service can enhance transparency, public trust, and credibility.  (College of Policing, 2024). 

All police services will have a corporate communications department or a department of similar nature, this department offers specialist resources for advice and support on communications and engagements with the media. In cases such as high profile or sensitive investigations, there will be an already existing media strategy to ensure that the media engagement supports the operational support (College of Police, 2022). It is important to remember that all communications from a force perspective must not breach confidentiality, breach sensitive information, cause tensions and adhere to the Code of Ethics. 

 The College of Policing policies emphasise the importance of engaging with the public as a fundamental aspect of policing in the United Kingdom. Through engaging with the public, the police can inform the public of policing strategies and allows the public to contribute feedback towards policing. This approach can be linked back to the principles established by Sir Robert Peel in 1829. The basic principles set out by Sir Peel are that the ability of police to perform their duties is dependent on public approval; police must secure willing co-operation of the public; police seek and preserve public favour by not pandering to the public opinion but showing impartiality; the police at all times should maintain a relationship of historic tradition in that the police are the public and the public are the police (Peel,1829). 

There is also a legislative bill under The Freedom of Information Act 2000; this act gives the public the right of access to information which is held by public authorities. The act was introduced due to the then Labours commitment to modernise British politics and introduce a constitutional reform (House of Lords, 2020).

 Chief police officers have designated Freedom of Information officers who are responsible for ensuring organisational compliance with the act. When a public authority refuses to disclose information or can neither confirm nor deny the information sought, the authority must issue reasons as to why information has been refused. When making the decision to release information sought under the act; the freedom of information officer will use a six-step decision making process which includes: Neither confirm nor deny, this is where confirmations or denials could be harmful to information. Information gathering, where units gather what information is relevant and held by the chose public authority. Harm, where any disclosures could damage covert operations and national security. Exemptions, if harm is concerned then would need to be linked to the relevant exemption. Public interest test, this is when there must be some benefit to the community in such a disclosure. The final stage is to comply with a response under Section 17 of the act (College of Policing, 2024). 


In the United Kingdom, police services began to experiment using social media in 2008. All forces in England and Wales are registered on sites such Facebook and Twitter/X. The benefits of Police forces using social media sites can be divided into sub sections. Police forces can provide information to the wider public, allowing for followers of their chosen service to consume information quickly and easy. Using social media can provide the police with a way of engaging with the community and building trust with the community. With how forthcoming information can be online, it allows the police to monitor any information or intelligence the public are channelling through the social media accounts and allows to help build police intelligence and progress investigations (Police Foundation, 2014) 

By the police using social media sites such as Facebook or Twitter, it can help to build a trusting relationship and a sense of cohesion with the community by engaging with the community and being transparent about current incidents. Using social media sites such as Facebook, it allows the police to quickly publish information to the public and allows for the police to conduct online surveys to understand issues facing the local area and how this can be corrected by the police. With instant posting onto social medias, it can be beneficial for police to post articles which relates to the catching and detecting of crime and finding high risk missing persons (Burger, 2013). 

Under Section 34 of the Police Reform and Social Responsibility Act 2011, a chief police officer must orchestrate a local event for obtaining the views for each neighbourhood community to be able to tackle crime and disorder in that neighbourhood (Police Reform and Social Responsibility, Act 2011). With the police service posting upcoming meetings onto sites such as Facebook, it gives the opportunity for the vulnerable to have their chance and express their and be aware of the upcoming events whereas, without this information posted to social media, many people may not have been aware of this mandatory event. 

One of the risks of using social media, is that excessive time spent on social media has a direct link to cyberbullying. This can take place through instant messaging and on online platforms.  Sites such as Facebook and similar have a higher percentage of cyberbullying and this can have a detrimental impact on the mental state of those suffering (Security.org, 2024). 

Another risk of social media consumption is misleading information or what is otherwise known as “Fake News”.  In a research activity conducted by Maggie Fox, it was noted that when looking at Twitter, there was more false news stories being re-tweeted compared to factual stories (Fox, 2018). Another risk with social media is the number of online scammers which can easily access and manipulate consumers and take advantage of user (Marshall-Seslar, 2022). 

Ismail Eren Kurtulus published an online blog in 2021. In this blog, Kurtulus (2021) highlights several factors about the uses of social media by consumers. Kurtulus (2021) noted that consumers use social media for many different reasons. Consumers can vent any about any issue that they wish and can create stressful environments for themselves and other consumers. Kurtulus (2021) also points out that some consumers can feel that they have wasted their own time after browsing through social media for short periods of time. Kurtulus (2021) also highlights the impact of social medias on a person’s mental state and well-being, the impact of their sleep and the addiction that can be caused from too much time on social media. (Kurtulus, 2021). 


During my career, there have been several incidents where the use of social media to engage and liaise with the local community have assisted in investigative enquiries. One of these incidents happened to involve a high-risk missing person. The person had been missing for around 7 hours by the time police were made aware of his disappearance and on conducting CCTV enquiries, the male running in the general direction of a deep river. The male was defined as a high-risk missing person due to the last known direction travelling in the general vicinity of a local river and there being a serious risk of harm to the individual inline with the College of Policing policy (2016).  On considering my powers and policies in line with the National Decision Model (NDM), I took into consideration the options available to me and one of them was a social media appeal to assist in the locating of the male. Due to the serious concern of the male harming himself and not being able to clarify if he had continued towards the river or turned away, a Facebook appeal was released asking for residents in the area to be on the lookout for the male and asking those with CCTV to complete a search at a specific time and date. Creating the social media appeal with a direct reference to quote the incident number, it allowed for the community to assist with trying to locate the male and it enabled me to find further footage from liaising with the community to continue the males’ movements.  Unfortunately, the last footage found showed the male running directly towards the river and after numerous days of searching the male’s body was found deceased and specialist support was offered to the male’s family. Despite the ending, I beleive that without the publics help, I would’ve not been able to find an accurate path the male took due to the locations being sporadic. 


	In conclusion, social media presents many advantages and disadvantages. It is crucial that users seek verified information and engage with legitimate sources utilising online tools to fact check what is suspected to be false information (Sterns and Kille, 2015). Additionally, it is important to acknowledge that social media is a relatively recent concept that continues to evolve daily with the introduction of new platforms, artificial intelligence, and bots. Whilst online safety is paramount, it is undeniable that social media play a pivotal role in the lives of many individuals, offering easy access to essential information with responsible online habits. 

 (Word Count – 2180) 








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:


In this task, I will analyse the different type of leadership strategies hat I have developed throughout my time in policing to be able to manage a range of operational situations. I will also reflect on leadership models which are commonly used throughout the police and how I am able to change to a style or strategy of leadership when circumstances depend on it. By doing so in this task, I will be able to evaluate and evidence my own flexibility in leadership. 

First, I will look at what it means to be a good leader in the workplace. I will then look at and compare the many different styles of leadership and the qualities that they possess.

An effective leader plays a crucial role in providing guidance to others and making critical decisions that benefit both their team and the organisation they are a part of. It is essential for leaders to possess a diverse range of qualities and attributes, including self-awareness to recognise their own strengths and weaknesses. Additionally, treating others with respect fosters a culture of mutual respect, while compassion enables leaders to listen to and drive positive change amongst others. Effective communication, the ability to envision the future and the capacity to motivate others are also crucial qualities for a successful leader. (Perry, 2024) 


Leaders must possess the ability to continuously learn and adapt to the climate, taking on outside tasks outside of their comfort zines whilst collaborating effectively with different personalities and ideas within a team. It is crucial for a leader to effectively communicate and motivate others towards achieving common goals. Additionally, leaders must also demonstrate integrity by making ethical decisions and standing by their judgements. Expressing gratitude towards team members for their accomplishments is also essential. Also, when faced with challenges leaders must remain strong, resilient and preserve to navigate through difficult times and steer the team towards a positive direction. (Centre for Creative Leadership, 2024). 


There are many different types of leadership styles, some of these styles include:

Coercive leadership, this style of leadership is an authoritarian approach which may not have many benefits to workers. Due to having a straight to the point approach, it could instead lead to workers becoming disillusioned and lowering morale due to feeling that they are not being heard or taken into consideration. A time where this leadership approach may be used could be in situations where swift and decisive action is needed with no one else willing to have an input and control may be needed in a group. (Digital Enterprise, 2024) 

Authoritative leadership, this style of leadership involves motivating your workers by helping them to understand that by their hard work and good performance, they become aligned with the goals of the organisation which they are apart of. Authoritative leaders are also able to trust their staff and it is considered that when authoritative leadership is displayed, it can create higher employee satisfaction. This style of leadership is one of the most practical styles of leadership. This is because having a shared goal can help to create optimism and knowing that workers are aiming for the goal can create job satisfaction. Authoritative leaders can appear to micromanage employees who may prefer to be left alone and this could cause a strain in relationship. (Stobierski, 2019). 

Pacesetting leadership, this is a leadership style which involves expecting and setting high standards to be a constant expectation of the work produced by workers. Whilst everyone wishes to do and be the best, it can be a drawback that at some point, due to constant pressures of work it can lead to employees becoming burnt out and lacking motivation to continue working to high standards. Times when the Pacesetting leadership could be utilised in a beneficial way could be when an organisation is striving and wanting to keep the high performances up, but it is crucial to know when to relax and lower expectations at the purpose of employee wellbeing. This approach is more beneficial as a short-term approach instead of a constant approach. (Lindberg, 2022). 

Affiliative leadership, this is a leadership style which is focused on building relationships with employees and nurturing a sense of team spirit and camaraderie.  Affiliative can be considered a positive leadership trait, it allows workers to feel like they belong on the team and work towards a common goal.  Affiliative leadership styles may benefit most when used alongside another style such as authoritative, combining the two approaches can create a more balanced work force as the leader will offer both support and a clear direction. The risk to this style is an avoidance of criticism which could prevent development. (Lindberg, 2022). 

Democratic leadership, this is a leadership style which is focused on allowing your team to have a voice in decision making processes. By listening to ideas of workers and providing and receiving feedback alike from workers, it benefits morale as it enables workers to feel heard and valued.  This is a useful style to use as a part of an experienced team when looking to generate the best ideas to work towards however, in a team with little experience it may not be as beneficial in problem solving. (Cherry, 2024). 

Coaching leadership, this is a leadership style which is focused on the individual growth of employees. This style involves dedicating time to the growth of employees and understanding their aspirations both for personal and professional development purposes. This style of leadership is beneficial to use when completing procedures such as a performance work-based review. Positive feedback provided using this technique can be beneficial at helping employees develop and learn new skills. 
(Knight, 2024). 

Another style of leadership is situational leadership. This is where a leader can have an adaptive style which takes into consideration current circumstances to adapt their style of leadership. Situational leaders need to be able to analyse a situation, adapt to what is going on around them, problem solve the unforeseen issues and influence the team around them. A situational leader can take advantage of the other many styles of leadership and use these whenever the situation should arise for it (Baker,2022). 

The College of Policing have outlined the national standards of attitudes and qualities which they expect police constables should be portraying. These qualities include things such as: acting in the publics interest, upholding the code of ethics, having high standards of professional behaviour, challenge inappropriate behaviour, show integrity and accountability, build trust with the public and colleagues, contribute to an inclusive work place, work as part of a team whilst showing leadership and role-modelling skills, make effective decisions, manage ones own performance and resilience, engage with communities, continue development and use feedback to develop skills (College of Policing, 2022). 

Police officers also need to set goals, where they would like to be in the future and how they will achieve this goal and develop to attain it. Police officers also need to be able to model the qualities that they see in a good leader in hopes to attain these qualities themselves by noticing how a good leader acts and qualities they possess. It is also important for police officers to have a strong followship, this means that others will follow the direction you set out and standby your decision and it is important for a police officer to envision themselves as a leader, if they do not see themselves as being confident then it is harder for others to see them as confident (Reynolds, 2018). 





During my probationary period, I have been faced with several incidents whereby I have been required to change leadership styles midway through the incident that I was dealing with. An incident which stands out to me is a report of a road traffic collision which I attended alongside three colleagues who were inexperienced at the time. On arrival to the scene, it was dark and few streetlights illuminating the area, the offending vehicle had crashed into a stationary vehicle around a blind bend which was poorly illuminated and had caused the stationary vehicle to collide with two further vehicles. The offending vehicle was badly damaged and was leaking oil and smoking and the offender had decamped from the car and left the area. There were also several residents starting to come into the street and being irate about their vehicles being damaged and at the time it was not known if anyone had witnessed the collision or if any of the residents were inside their vehicle at the time and had been injured in the process. 

I would usually use a democratic leadership styles where I would look for input from colleagues at the scene but due to the fast changing circumstances such as the offending vehicle leaking oil and smoke causing concern for a fire to start, concern of potentially injured parties and the likelihood of a breach of peace happening from irate members of the public and the further potential for another collision due to poor lighting and the offending vehicle being positioned in the middle of the road, I made the decision to switch leadership styles to authoritative because I needed my colleagues to know that by doing what was instructed we would be establishing what happened and ensuring the safety of the public. I instructed my one of my colleagues to go further down the road and put a road closure in place to prevent further traffic coming, the other two colleagues I instructed to speak to the residents to ascertain their details and if anyone had witnessed the incident or if anyone was injured whilst I took over communications on the radio to request for the fire service to come and clear the oil and ensure the vehicle did not catch fire and also pass all registration plates of the damaged vehicles. Whilst this was all unfolding, the girlfriend of the driver of the offending vehicle arrived on scene under the influence of alcohol which caused tensions to raise so I had to request more units to assist with the scene and whilst I could remove the female to lower tensions. 

On reflection, I think that this change in leadership style enabled me to direct my colleagues so that we could safely manage the scene and ensure that there were no current injuries and minimise the risk of a further collision by closing the road. Situations such as this can have a fast-changing dynamic and I believe that displaying authoritative leadership styles have benefits in moments such as these is vital to gain control of a scene. I do understand that every incident is different and that there is no one correct style, only the style which best applies when called for in an everchanging world. 



To conclude, I believe that when a police officer embarks on their journey through recruitment up to becoming an independent officer, essential qualities become instilled in a police officer from the beginning. The initial stages of a police officer’s career involve the competency and values framework, which lays out a clear understanding of the expectations placed on an officer. Demonstrating respect and empathy towards others, displaying courage in various roles undertaken by an officer and striving to provide the best possible service to the public are skills and attribute that every leader should possess (College of Policing, 2024). 

These core values are ingrained in a police officer and serve as a foundation for their development as they progress in their career. By adhering to these expected values, an officer not only grows professionally by also gains insight into what it means to be a successful leader. Utilising the same framework for advancement opportunities, officers can continue to hone their leadership skills and contribute positively to their respective communities. Ultimately, the journey of a police officer is one that requires continuous growth and learning. By upholding the values of respect empathy, courage, and dedication to public service officers can navigate the challenges of their profession with integrity. These qualities not only shape them into effective leaders but also enables them to make a lasting impact on those they serve.  

As one of the senior officers on my team, being surrounded by inexperienced colleagues, I find that I regularly look to debrief and install praise and acknowledgement into those with less experience, in line with the coaching style of leadership (Sutton, 2021). This approach allows me to provide constructive feedback to team members which highlights their strengths and encourages them to step out of their comfort zones. By acknowledging their achievements and boosting their confidence, I am aiming to help colleagues fulfil their potential. Through using this style, I can foster a supportive environment where my colleagues feel able to take on new challenges and grow professionally.by focusing on their development and offering guidance, I hope to inspire others to push beyond their perceived limitations and excel in their roles. This approach not only benefits team members but contributes to the overall goal of the organisation as we work towards common goals. 

(Word Count – 2171). 





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:

In this task, I will be reflecting up on my three-year probation and how I have benefited from being mentored, how it has helped me to meet personal and organisation goals and how it has helped me to develop and perform as an operational police constable. I will use the Gibbs model of reflection to reflect on my development (The University of Edinburgh. 2020). 

First, I will look at what exactly is a mentor and what it means. I will also look at what coaching means. 

	A mentor is an individual who has a wealth of experience in a certain profession. The experience which they possess will consist of knowledge and a specific skillset which can be utilised by the mentor to guide and propel the career of an individual who is usually new to the profession or lacks the experience needed. The main responsibility of the mentor is to impart their wisdom and skill set onto those inexperienced to provide positive encouragement and support to help the foster development in those who are inexperienced. A skilled mentor will understand that boundaries need to be set which will allow those who are being mentored to exceed without excessive interference from the mentor or reliance on the mentors input. (John Reh. 2022) 

Throughout the mentoring period a mentor’s role will be to guide the mentee and be able to identify moments where the mentee requires additional support and guidance. Mentors usually hold dedicated positions within organizations where they have successfully mentored numerous individuals, this shows that it is a practice which is beneficial to an organisation (College of Policing, 2024). 

Coaching is a way of developing and enhancing the skills and abilities of a worker, with the goal of boosting performance.  The process of coaching is usually done through a conversation between the coach and the worker whereby the conversation focuses on helping the worker discover their abilities. Coaching is considered to be a positive activity where it enables those being coached to explore their ambitions and then achieve them. A coach will be intuitive with their questions and working alongside a plan to help those being coached to realise their potential. Coaching is a positive experience as it allows individuals to explore their ambitions and subsequently reach them (Mind Tools Content Team, 2024). This suggests that when coaching a worker, that worker may not necessarily be a new worker but may need coaching to develop their skills and reach their abilities. 

Whilst coaching and mentoring may sound like they are similar, they do not describe the same working relationship. Although both phrases may both share the same goal of including employee development and learning, the approach, and tools of each are different to one another. Mentoring focuses on building a mutually beneficial bond for the purposes of career growth whereas, coaching focuses on working with an individual to maximise their development and ability. Mentoring can involve choice to allow a mentor and mentee to identify shared goals. Coaching is usually used where there is a specific goal where there may only be one attribute needing unlocking or discovery. What coaching and mentoring both have in common is, both look to develop the ability of the one receiving the support and both relationships require communication and trust with one another (Reitman. Benatti, 2021). 

As a police officer, after completing 6 months of classroom-based learning, prior to deploying to a team I was allocated a tutor police constable who would mentor me for 12 weeks whilst assessing me to ensure that I was suitable to be signed off as an independent police constable. 

The role of a tutor police constable is to show their student constables how to practically apply what legislation and policies and practices were taught throughout initial training. A tutor constable may start out with a small introduction with their student and set out goals and expectations as well as voicing any concerns the student may have. (College of Policing, 2022). This suggests that being a tutor constable is about recognising what is expected of a trainee constable and being able to nurture their developments and set out plans for them to achieve the desired goals which would be to gain independence and be a competent police constable. 

Since I have become a competent, independent police constable, throughout my second and third year of probation I have successfully completed various tasks that are expected of me and form part of my responsibilities as a police officer. These tasks include handling conflict efficiently and conducting thorough investigations into crime. In the police force that I work for, this is what is referred to as a ‘Matrix’ where a probationary police officer is expected to complete scenarios and evidence their progression by meeting competency standards.

The matrix is a crucial aspect of a police officers’ training, it starts from the initial 12 weeks of tutoring under the guidance of a qualified tutor. It then continues in the subsequent years of the probationary period, with a dedicated tutor assessor overseeing the officer’s development throughout the remainder of their probationary period. The completion of tasks and meeting competency standards is essential for demonstrating growth as it allows a person to measure their accomplishments and motivate a person in the long run after taking actionable steps to reach their goals (Herrity, 2023).   

Throughout the probationary period, police officers are expected to continuously improve their skills and demonstrate their ability to handle various situations competently. The matrix serves as a structured framework for officers to showcase their progress and development by dealing with real life scenarios. By meeting the competency standards set out by their organisation, officers can prove their readiness to serve as efficient and effective professional police officers as the competencies are attainable and can attribute to daily progression (Forbes, 2021). 

 After looking at the differences between a mentor and a coach, I would say throughout probation police officers are assigned both a coach and a mentor. During the initial 12 weeks training alongside a tutor, having looked at what is defined by a mentor, it is easy to see that a tutor constable displays the attributes associated with being a mentor. Their job is to guide you towards a specific goal which is independence by providing insight and wisdom as to what is required of a new starter and helping the tutee to develop the skills needed to become an independent police officer. I can then see how years two and three of probation would constitute as an assessor meeting the criteria of a coach. I think that this is because by the time that you get around to the ‘Matrix’ aspects of probation, a police officer would have been independent for a couple of months at this point and will have learnt the necessary skills to help them develop. 

The role of the assessor is to find out where the police officer would like to develop their skills to end up in their desired career path as well as ensuring that the officer is continuing to develop to the high standards of what is expected of them in a short period of time (College of Policing, 2024) 

One of the most renowned and popular coaching models is known as the ‘GROW’ coaching model. This model was developed in the 1980s by Sir John Whitmore, it was designed as a framework to help with problem solving, setting goals in an organisation, and improving the performances of individuals. The ‘GROW’ acronym when broken down can be viewed as the following. Goal, what is an individual looking to achieve. Reality, what is the reality of the current situation which the individual is in. Options, what are the different options which can be used to address the individual’s current situation. Will, how will the individual choose to act (Miller, 2020). This model is ideal in professional policing. 

When looking at the goal, it is apparent that the goal for any student police officer will be to become a competent police officer who is able to work alongside the code of ethics and uphold the law. The goal will be for the tutor to help the tutee develop the necessary skills to be on the path to competence. 

The reality will be that when a new student officer starts tutorship, they may not have the confidence skills or the knowledge of necessary powers and policies. It will be up to the tutor to debrief the student and provide them with feedback to help them develop. 

The options will be how will the student develop, if they are struggling with a certain topic, a tutor should focus on that topic if other criteria areas are satisfied. 

The will (way forward) will ultimately show how the tutee wants to develop, it will be a case of whether they take the feedback on board to develop and whether, they will look at other ways to develop such as enhanced learning and 1-2-1 conversations to help with development. (Test, 2023). 

As well as the conventional approach of learning on the job, student officers are also able to access carefully designed power points set out by the university to help work based learning which can be undertaken from home. This can be beneficial as it can allow for a student to access the education in a way which may suit them better without losing the quality of the education (Emerson, 2020). 

Work based learning can include things such as activities which have been set out by educational teachers and through employers. Work based learning can help to build a powerful connection between learning new skills and being able to implement these skills in work. It can also help students to understand how the organisation works and the methods used (Bray, 2023). This can be highly beneficial to someone with little policing knowledge. 

 Some of the aspects which work based learning look to teach are being able to apply skills learnt online into real life experiences and to also support students from mentorships and give advice suitable to the real world, this is something which can be demonstrated inside initial training school. Work based learning is an important factor in modern day professional policing, it allows officers to build job skills which will be crucial to be able to use in real world scenarios and can help officers to learn interpersonal skills which will help them to develop as a part of a team. It can also help to enable the officer to learn more about the company such as roles which they may be interested to experience in the future and the culture which is expected of the organisation. (Kaplan, 2024). 

As I look reflect on my probation, I can see how much has changed in my own personal development as a police officer. In my initial 12 weeks of training, I had dealt with some incidents which at a young age at the time and with little experience, I was unprepared for at the time. One incident in particular was a male who had committed suicide from overdosing on medications. At the time I was shaken by the scene as it was the first time that I had seen a suicide and did not know how to process the feelings that followed. My tutor at the time took me aside and made sure that I handled the situation professionally and kept the scene sterile and later debriefed me over the incident and spoke about my wellbeing. After the incident I was offered support from my organisation but did not feel that I needed it. Despite it being a negative experience at the time, I learnt how important it is to keep composure and professionalism as a police officer and to focus on my own well being and seek support if needed, it is a mind-frame which I have kept since the incident and has allowed me to remain composed at incidents since. From working with this tutor, I found that they allowed me to make a lot of the decisions on my own accord and would later talk me through the decision-making process and would tell me that I made the right decisions after initially shadowing their actions for a short period of time.

There have been many times throughout my probationary period where I have not only received feedback but have also provided feedback to my colleagues. I am now one of more senior members of my team and with this, I find myself coaching and mentoring more inexperienced colleagues. My approach to my colleagues is to usually be there if needed however, I tend to allow my colleagues to make the decisions themselves unless I believe that they have made an incorrect decision or there is a heightened risk where I feel that it falls to me to take the lead. I recognise this style that I use to be the Lassez-Faire approach (Cherry, 2024). I believe that using this style has helped me in my own development when needed but has also allowed me to allow colleagues to gain first hand experienced by making their own choices and to support them where needed. 

(Word count – 2196)
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