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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.
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Task 1

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

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


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

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

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


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



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



ANSWER:

The College of Policing was established in 2012, to enable policing to be guided by policies. It is an independent professional body that set out the ethics and standards expected of police forces across England and Wales. The main focuses for the College of Policing are understanding the challenges of policing, utilising an evidence-based approach to everything they develop and work alongside police officers and staff to ensure they hold a good relationship with the public, whilst ensuring there are learning programs to enhance this capability. Overall they guide the capabilities, skills and standards of the police forces (College of Policing, 2022).
A review has more recently taken place in relation to the work and performance of the College of Policing. The review was set out to identify areas of development for the College of Policing in enabling them to work alongside the police forces to enhance professionalism within policing. The review looked at the key areas for the College of Policing, which are Improving leadership, Driving consistency and Boosting professionalism. Each element that is focused on in the review all work alongside each other in being a big part of professionalising policing in the UK (College of Policing, 2022). To improve professionalism in policing, there are many plans in place for police forces of which I will discuss below. 
The College of Policing have set out a Professional development review (PDR) for all police officers and staff to enable them to develop their skills and take accountability for their actions. This has been set out to guide staff in taking ownership of their own professional development, with the assistance of their line managers (College of Policing, 2022). The main aim for the PDR is to enhance the skills of officers and staff and to allow them to preform professionally within their role. A long term aim for the PDR is to support staff in evidencing their work to allow them opportunities for promotion to more senior ranks within the police service (College of Policing, 2020). 
Firstly, HMICFRS (2012) set out The Strategic Policing Requirement, which was to improve the capability of police forces across the UK in tackling crimes with a greater threat towards the public. The main elements of crimes to be focused on are terrorism, organised crime, civil emergencies, a large-scale cyber incident and threats to public order. These crimes are those of which pose a serious or aggravated threat towards society and can more often than not need a greater focus around frontline policing to tackle the crimes prior to them happening. Early intervention and crime prevention can assist greatly with such crimes, along with gathering of intelligence. These types of crimes do not only hold a threat locally, but they also pose a threat to national security.  
This leads me onto The Policing Vision 2025, which is set out to guide police forces in building better relationships with their communities. Allowing police forces to work effectively, whilst making better decisions for their communities. As policing adapts and learns with the guidance of the vision, it is important that they recognise the ever changing demand and needs of the communities they police (NPCC, 2016). This again will hugely impact on serious crimes such as terrorism, human trafficking, serious and organised crime and sexual exploitation. Working closer with our communities can often lead to information being provided to police with trust from the public. As stated by The Community Relations Service (2015) “Strong relationships of mutual trust between police agencies and the communities they serve are critical to maintaining public safety and effective policing”. 
Policing since 1983 has been based around policing by consent. Sir Robert Peel set out 9 Principles of Policing back in 1983, which was set out to improve the standards of policing and to engage the public into the way in which the communities are policed. Generally, the main core ideas were to prevent crime before it happens, to earn public support trough trust and confidence and to earn public trust by employing officers that understand and work with their communities (Law Enforcement Action Partnership, 2022). Policing by consent plays a large part in public trust and confidence and this requires professional working from police officers and staff, allowing a better public perception of the police. 
The Workforce Transformation 2018 was set out to guide The Policing Vision 2025. The introduction of The Workforce Transformation looked at the improvements in policing from the get go of policing by consent. Research suggested that an increase of 13% had been found with trust in police, however it was still found that improvements needed to be made. Whilst policing changes, there is also a need for the service delivered to change and adapt to the demand being faced. The main focus is to improve the delivery of a more ethical, diverse and professional service to the public by the police. There are six principles set out, which are listed below: 
· Attraction and Recruitment into the Police Service 
· Professional Development of the Workforce
· Well-being and Engagement
· Leadership in Policing
· Pay and Grading
· Organisational Development. 
(NPCC, 2018)
This leads onto The Policing Education Qualifications Framework (PEQF), which is being used by police forces across England and Wales to professionalise policing. This has been set out to educate new recruits on policing, whilst also allowing them to develop and professionalise within policing. It is set out to provide professional training to improve the quality of officers policing the communities. This allows officers to be educated to a high standard and be able to deal with more complex incidents under pressure, whilst still remaining and preforming in a professional manner (College of Policing, 2020). 
As a policing student I am currently completing my final year of the PEQF through the Police Constable Degree Apprenticeship (PCDA) entry route. Whilst recruitment has changed, as discussed above, there are two elements of professionalising policing. Whilst I say this, they are both amalgamated, however you have the hands on learning whilst also the educational learning. Both of which I have had to fulfil over the past two and a half years in the role as a police constable. 
Whilst in work as a police constable I have allowed myself to develop throughout my probationary period. I have ensured that I completed any written work, such as the PDR, along with assigning myself to further courses to improve the way in which I work. Whilst it is important to allow time for learning the things that are important to completing my day to day duties, I have also enrolled onto separate courses to be able to allow me development in dealing with the communities that I police. I often take time to work closely with our neighbourhood policing team in order to better understand each community better. 
I have been involved in many different situations, whilst dealing with basic crimes to more complex crimes and investigations within the limited service that I have in the police force currently. However, I have fulfilled my responsibilities and duties as a police constable when dealing with each individual incident. The police set out standards which they expect officers to abide by when being attested as a police constable, which are known as The Code of Ethics. They support officers to make positive and professional decisions whilst completing their role (College of Policing, 2014). Whilst considering the ‘Code of Ethics’, I have carried out a duty whilst maintaining a professional standard of behaviour of which is expected of a police constable. 
I will discuss a policing incident which I dealt with, where I believe I exceeded the level of service expected of me, which is a good example of how I as a police constable am fulfilling the role of a modern professional police officer. 
The specific type of incident that I dealt with was an assault call, which related to a domestic relationship. I attended an emergency call which was recorded as a domestic assault, whereby a female had called police and stated that her partner had assaulted her and caused her a serious injury to her head. At the time of the call the perpetrator was still at the scene of the incident. 
When my colleague and I arrived at the scene of the incident, the female was present at the address alone and she told us that her partner had already fled the scene before our arrival. At this point, my main priority was to safeguard the female and ensure she sought medical attention for her head. She explained that an argument broke out over something to do with her mobile phone and they it resulted in him striking her to the head several times, which caused her to have an open cut to her head. It was evident at this stage that an offence had been committed and that the male needed to be arrested. 
The information was known to me at this time that the couple involved in the incident had a history of domestic violence and the female was in fact at high risk from the male. With the information known to me about previous domestic violence and the extent of this incident, I knew that action needed to be taken immediately. This was not just for the prosecution of the male, however also for the protection of the victim. 
Whilst at the address the female did not want to seek any medical attention and was still in a state of shock. I discussed with her my safeguarding issues and whether she would be happy to go to a place of safety to be away from the male, however she did not want to do this. I still had serious concerns and was worried that the female was not identifying the risk to her from our conversation. I discussed at length with her my concerns and this actually built a rapport between us and she started to understand why I was concerned and more importantly the risk that the relationship was having to her life. We came to a decision that she would go and stay with a family relative whilst we made arrest enquiries for the male, to ensure that she was safe and away from the toxic environment of her home.
After conveying her to a family address we sat down and I discussed a statement with her, of which she was happy to provide. She was supporting police action and I identified this to be a great step towards safeguarding her because more often than not victims of such violence can be reluctant to provided statements due to concern of repercussions. Whilst taking the statement I provided emotional support and took my time, whilst the female also had support from her family member at the address she had been taken to. 
Following this, we attended at an address to conduct arrest enquiries for the male and located him. Therefore, I then arrested the male and took him to police custody whereby his detention was authorised. With the nature of the incident and the fact that I had built a rapport with the female, I decided to take lead of the investigation from this point onwards. I carried out further enquiries surrounding the investigation in order to prepare for interview with the male. 
I interviewed the male for the offence that I had identified and was then presented with all the evidence required of the case. I discussed my concerns with the custody sergeant in relation to the investigation and the safeguarding of the victim. It was decided between us that the case I was dealing with would require a decision from the CPS, of which I compiled all evidence with and submitted a file for a charging decision whilst the male was in police custody. 
Whilst time was going on I was mindful that the decision would have taken longer to come back than my tour of duty. I took it upon myself to speak with my supervisor to see if I could be authorised to stay on to see the investigation through. I did this because I felt that it was an important factor to a successful case. I wanted to ensure that the victim was continuously updated and that she felt supported through the process due to the nature of the investigation. I also felt that continuity would have a good impact on the case.
With the evidence provided to the CPS a charging decision came back to charge the male for the offence of assault with injury and for him to be remanded in police custody. After I had completed the paperwork that I needed to after the charging decision was received, I attended the address and informed the victim of the outcome. I witnessed the look of relief when telling her. This made me feel that I had done a good job and in fact fulfilled my part in the investigation and her safeguarding. I discussed this with her at the time and she said that she felt that the incident being dealt with the way it had, she feels that now she didn’t have to fear that he would just be released and come back to her. 
I feel that it is important to reflect on the incidents that I deal with in order to better myself and build a better knowledge of situations that I may be faced with in the future. 
On reflection I believe that I identified risk at an early stage and although I knew it was important to arrest the male for the offences that were completed, my main priority was to protect and safeguard the female. Going back to the standards expected of a police officer I think the main element that I worked to on this specific incident was ‘Duties and Responsibilities’. As a police officer I knew the duty I had to complete certain actions whilst dealing with the incident, whilst also knowing that the main responsibility at that specific time was to safeguard the victim. Whilst dealing with the victim I was courteous and respectful and this engaged a rapport between me and the female, whilst it also assisted me with the investigation and the outcome of the case. I know that there are certain barriers between victims of domestic violence and police and therefore there is a requirement for us as police to work harder to build rapports in order to safeguard the victims. To further develop my skills on dealing with domestic abuse victims I have put my name forward to become a champion for domestic abuse. I have identified an area where I believe I succeed and I would like to further this by having professional support in knowing further avenues of positive engagement with domestic abuse victims. 
On the other hand, whilst dealing with the male I also treated him with fairness and equality because as a police officer it is important to stay impartial and the final decision of the plea is down to the courts to decide based on evidence. 
Whilst identifying the risk, this allowed me to make the decision to ask the CPS for a charging decision whilst the male was in police custody. Whilst having the knowledge of the case and the history between those involved it allowed me to put a package together to seek a remand, which allowed breathing space between the male and female to safeguard them both. Whilst completing this package I utilised notes that I had written from an attachment that I did with the investigation hub that deal with domestic violence cases. 
With the above reflection, I believe that it is a good example of when I have fulfilled the role as a modern-day police officer. 

Word count: 2631
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:

This assignment will be based around a policing incident which I dealt with. The incident I have chosen for discussion relates to a domestic violence incident, whereby the perpetrator was outstanding for a substantial amount of time whilst continuing to offend. I will discuss my use of social media to apprehend the perpetrator and to ensure the safeguarding of the victim and the community from such harm. Throughout the essay I will discuss relevant areas of which relate to positive social media use, whilst considering the negative aspects of social media use. 
The use of social media is on the rise with data from July 2022 showing that over half of the world are in fact using social media, whilst 227 million people starting their social media journey within the last 12 months (Chaffey, 2022). It has been identified that the use of social media increased through the COVID-19 pandemic due to greater social isolation, with social media being the only form of contact. The use of social media to report crimes and contact the police was heavily relied on during the pandemic, which caused more pressures and demands for the police. This has in turn created a department specifically for the social media side of policing. Therefore, with social media becoming increasingly popular, it is clear that the police need to utilise and modernise new methods of communicating via social media in order to relay information to businesses and the public. 
Police forces across the UK are utilising social media for many different reasons. Social media is now being used by police forces as a way of engagement with their communities, as well as seeking for information in relation to serious police investigations. Two of the main platforms being used are Twitter and Facebook. The Police Foundation (2014) acknowledge that all forces across England and Wales have Twitter accounts, whilst all of all but two have Facebook accounts. 
Specifically focusing on South Wales Police, other social media platforms such as Instagram and TikTok are now being utilising on a regular basis. Matt Jukes was a former Chief Constable for South Wales Police, from 2018, and was very encouraging towards his staff and officers in the use of social media. He would often attend to community events and promote the use of social media as a way of engaging with the community and building trust and confidence in policing. Whilst encouraging the use of social media, he would always promote the professionalism required when positing on social media for the perception of the wider public. Although we not have another appointed Chief Constable, the use of social media is still rising and this is clear evidence that the work done by Matt Jukes has been seen as a positive way and possibly a new route of informing and engaging the communities of South Wales Police.
Social media is generally a good tool for promoting neighbourhood watch to assist in increasing community safety, building community cohesion and tackling crime (Neighbourhood Watch Network, 2020). This provides the communities with initiative and allows them to have trust in police to take action when they are involved. As a result of positive outcomes of problem solving, the communities and neighbourhood watches will feel that they are being listened to and police are working towards the same goals as them. 

An example of police use of social media is when I attended a call in relation to a domestic assault, whereby a male had assaulted his partner causing her serious injury. The victim was of high risk from the male due to previous history of domestic violence, including extensive emotional, physical and mental abuse. Initially the victim was safeguarded and taken for medical attention, whilst officers then conducted urgent arrest enquiries for the male. The male was well known to police and was more often than not known to lie low after he committed an offence and be very evasive towards police. When I had completed all actions for the investigation to be pursued, I then started developing an arrest strategy for the male due to his violent behaviour and known violence towards police. 
The incident that I dealt with involved a serious risk to a victim of domestic violence, whereby safeguarding became an issue due to the victims wishes to remain at their own home. Following the initial call that I attended there were a couple more incidents that occurred between the male and female, whereby the male again managed to escape prior to police arrival. The male continued committed other offences and as time was going on it was hard to understand his motive. Whilst conducting arrest enquiries for the male on a regular basis and being unsuccessful I decided to speak with my supervisor about his thoughts on a media appeal. I explained my concerns regarding the safeguarding of the victim, as well as expressing my concerns for the safety of the public based on the males unpredictable behaviour change and regular offending. I have then escalated this matter to an Inspector who has to authorise the appeal, of which they were happy and satisfied that there was a criteria met. I then completed a document in relation to the appeal and the investigation for it to be proof read and finalised on forms of social media. The main social media platforms used in this specific incident were Twitter and Facebook.
Firstly, it was important to consider professionalism when posting this media appeal. Considerations had to be thought around data protection and the safeguarding of the perpetrator. It is important when dealing with such an incident to be impartial and by this I mean consider that posting a media appeal could have an impact on the public’s perception of the individual and place him at risk. On the one hand, members of the public could be of use and contact police with any sightings of the male, however others could have moral upset if they are provided with too much detail of what the male was responsible for. It is also important to consider the privacy of those involved in the incident. 
With this specific social media appeal I considered the benefits of assistance in locating the perpetrator and how it could lead to locating him quicker to safeguard the victim. However, I also had to consider the risk with posting the appeal on social media as it could assist the offender in knowing that the police were seeking help to locate him. With the perpetrator having access or knowledge of the social media appeal it could motivate him to relocate or hide from police which then could hinder the process of apprehending him. This could in turn cause a bad public perception of police based on the offender continuing to be outstanding. 

The benefits and risk of police using social media: 
Whilst discussing the use of social media for publicity and appeal for information regarding an outstanding high priority suspect, there are many benefits and risks. The main concern when positing about outstanding offenders is ‘moral panic’. Moral panic is described as an irrational widespread fear which initiates from a concern around a threat to the safety of the public (Crossman, 2019). Police more often than not cannot post an extensive report on the offence of which the offender is wanted for and this causes those readers to question things and want to know more. Whilst the police do this for a professional and ethical reason, the wider public in a panicked state do not see this view and it causes them fear that the person is a risk to them, their community or their property. Whilst moral panic will not be caused for everyone in a single community, this could also cause a separation in the community based on different views and opinions. 
Whilst discussing different views and opinions, it brings me to another point of how social media can cause a negative impact on policing. Police posting on social media can often attract those who are not in favour of the police to comment negative things. Not only people who are not in favour comment, people who have previous bad experience with police may also voice their experience or opinion which can lead to poor public perception, which in turn could affect the crime reports to police. Often the perception of the public can be changed even just from one person’s word, this shows how influential social media can be in encouraging the views and opinions of the public on the police.
Yavetz and Lev-on (2020) propose that social media for the police is characterised by inclusion and transparency, a course of action with both positives and negatives for the public organisations. On one hand, sending and receiving information and engaging with the public is now a lot faster and more efficient for the police. Whilst on the other hand, users of social media have a viral and direct mans to criticise the police on their own ‘territory’ without the police organisation being able to respond.
Police use social media as a platform for many different things. Over time police have adapted to using social media for things such as crime reporting, community engagement, crime prevention and media appeals to assist in location vulnerable people and serious offenders. Social media can also be used in different departments for the gathering of information and intelligence (Police Foundation, 2014). 
Firstly I will discuss community engagement and crime prevention. Social media is often used to build rapports with the local communities and to build trust and confidence in the police. This specific use of social media has many benefits and can often engage police with their communities in prevention of crime and anti-social behaviour. It allows the public an easy access to record incidents that are happening in their area. Whilst police may post about a specific incident it will more often than not promote the community to provide information of what has happened and ways of which measures can improve the problem. As well as voicing their opinion on the matter. Meanwhile, if police post about a specific problem in an area, this can cause public alarm in a broader community. Whilst some people in the community may already be directly involved in the incident/problem, others may not be and this could cause panic for them, the safety of themselves and the protection of their property.  
Social media can be used in many different ways to assist police in an investigation to locate a high risk missing person. Police Scotland (2021) define a high risk missing person as someone who is missing and is in danger due to a personal vulnerability, being a victim of a serious crime or they pose a danger to the wider public. Social media can be used by police in assisting them with locating missing people by putting out media appeals and tracking and locating them through specific apps. Location is an important factor when investigating a missing person and is the prime attention focused on when trying to locate them. Social media such as Snapchat have a locations setting which can directly plot a location of where a person may be. This is something that police can consider when speaking with family and friends. Another way that police can narrow down the location of someone is by looking at social media posts that may indicate where a person is by a location tag or something as little as knowing a location from visualising the image. Meanwhile, the use of social media and the direct contact the public can have with the police could allow for the police to be scrutinised in such investigations. For example, if a person was to contact police on Facebook and express thoughts of suicide, the police may not have full access to details of that person depending on their privacy settings. This could lead to serious risk to a person’s life and if anything happened to that person prior to police safeguarding them, police could be faced with officer being investigated for things as serious as ‘death after police contact’. 
An example of communities supporting police through the use of social media is the April Jones case in 2012. Thousands of people across the world shared the appeal on social media sites such as Facebook and Twitter. The appeal for information was reaching other countries and also was shared by celebrities with a large following on social media. This is evidence of how significant social media can be in a high profile policing incident. The case displayed a clear indication of how different communities can come together for the safeguarding of other people (Rigby, 2012). 

In conclusion, it is clear that social media has many positives of engaging with their communities and also is a good way of informing the communities. Research suggests that are many pros and cons, however with the right safety nets and guidelines, the pros outweigh the cons (Scholes-fogg, 2012). Whilst considering the future of policing and social media, the use of social media in policing has clearly expanded over the years and will continue to do so. The incident of which I dealt with shows a clear benefit in the use of social media in the protection of vulnerable victims. It is clear that the use of social media by the police can have both a positive and negative impact on public perception of the police, this is why it is important for each individual in the police using social media to remain professional in what they are posting. 
 
Word count: 2264














Task 3

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


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

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




ANSWER:

In this assignment I will use Borton’s (1970) reflective model to analyse a policing incident of which I was involved in. The reflection will be based around my leadership and teamwork during that specific incident. I will also analyse different leadership styles that are used in policing, whilst explaining to the reader when those specific leadership styles can be used at different types of policing incidents.
It is said that over the years there are many different definitions of leadership. Leadership could be defined differently by each person who is a leader, I say this because each leader may lead a group or individual differently. I believe that leadership is about an individual forming a group of individuals to all aim and achieve a specific set goal. Therefore, the best definition from research is “Leadership is the art of motivating a group of people to act towards a common goal” (Ward, 2020). 
Leadership within policing is broader, whilst each individual will play a part in being a leader at some part in their career. More often than not, officers will be leaders more than they recognise because of the situations they may face and the responsibility they hold required them to take leadership in many different scenarios.  The College of Policing (2021) states that policing is a leadership role. This involves tasks such as project delivery, managing a large team, tutoring a new recruit and taking lead whilst attending an incident. Leadership plays a large part in policing and police forces are required to always recognise leaders and future leaders to adapt to changes in policing. As part of the HMICFRS (2017) PEEL assessment they found that the police leaders that they interacted with were dedicated to serving the public and took ethics and values into account at all times. 
There are many different leadership styles which are adapted by different industries and organisations, however there are three general leadership style which have been recognised since 1939. Kurt Lewin (psychologist and researches identified that the main leadership styles were Autocratic, Democratic and Laissez-Faire (Organizational Behaviour and Human Relations, 2022). 
Autocratic leadership is known as a direct and individual leadership style. This leadership has limited team input or judgement and is having authoritarian control of a group of people. Whilst a leader uses and adapts this leadership style, they make decision based on their own judgement and ideas and do not seek any advice or guidance from others. Autocratic leadership is a style which is used in situations that requires a centralized control, where the leader is making fast time decisions and has to take accountable and responsible for all decisions made (Resource Management, 2010). The main advantage of this leadership style is having a clear chain of command, which is very important in many policing incidents. This assists with clear and concise tasks set for each individual and communication is key for success. On the other hand, with there being only one decision maker there may not be any fall-back ideas for if the task doesn’t go as planned and this could cause pressure on all those involved in the process (Kramer, 2020). This specific type of leadership will commonly be used for incidents with threat/risk or crimes in progress. 
Democratic leadership is the complete alternative to autocratic and is more focused on the group of individuals all participating in the decision making process. This specific leadership style would still have an appointed leader which will give guidance and have the core control of a situation/event, it heavily relies on discussion and a group effort to come to a concluded route for solution (Cherry, 2022). This style will be utilised with tasks that do not necessarily have any time restrains, threat or risk. Some benefits of this style are that more ideas will allow back up ideas if something fails, whilst also considering that each individual will feel more encouraged to complete the task whilst having given an input. Increased morale and team work can have a positive outcome on the task. Whilst on the other hand, with more people being involved in the decision making process it could lead to lack of communication and understanding of the core ideas when completing the task. This specific type of leadership will commonly be used for incidents involving community resolution or anti-social behaviour, which is a long term policing problem. 
Laissez-Faire is a type of leadership which allows people to work independently, whereby a leader would be required to trust their employees to make the right decisions without any guidance. This means that each team member leads their own work, but doesn’t mean that they aren’t guided if it is required. Typically this leadership style is the opposite of Autocratic and Democratic because it is seen to be less ‘micro-managing’ (Western Governors University, 2020). Benefits of this leadership style are that it allows individuals to develop their own performance, enhance teamwork. It can also builds a better working relationship between the leader and their employees, whilst the employees can feel that they are trusted and supported in making their own decisions. On the other hand, some individuals will prefer being led by someone and can more often than not feel that their leader is uncaring and this could affect team morale (Lindberg, 2020). This specific type of leadership is used by officers on a day to day basis at many different types of calls, however a common type of incident will be a domestic violence incident. 
All three main leadership styles discussed above are used in policing, some more often than others. Policing requires officers to adapt to changing information when dealing with incidents and this will often mean the leadership style adapts to the current situation. An example of this will be discussed below, whereby I was a leader of a policing incident. 

What?
Whilst supervising a team, we received a call which reported that a male had been seen assaulting a female and he was dragging her out of the car. The information provided initially by the caller was that they had heard a disturbance in the street and when they looked onto the street they could see a female being dragged out of the car by a male. She has then gone from the window to get her mobile and call the police, meanwhile the vehicle was then driving off whilst the female was handing out of the car window shouting. When this call was received, as a supervisor I knew that I was going to have to take charge as a leader and instruct officers on the ground with the enquiries to help locate the female. At the time of the call and information being known, it was unclear if this could be a high profile call with possibly a serious risk to those involved. I asked the control room to call all available units to the area to ensure that any golden hour enquiries could be competed, in hope that flooding the area with police would locate the vehicle. 
I made the decision to remain at the station and manage the incident from a computer to be able to complete and request the revenant intelligence checks, whilst being able to ensure I could instruct officers on the ground with any further information which would lead to the location of the female. 

So What?
The objective of the task that we had was to locate the male and female involved and ensure the safety of them both. It was important at this stage that each individual knew the task set and their roles and responsibilities when dealing with the incident. 
With this incident, I felt that it was important to take control of the decisions being made and to ensure that officers were instructed to follow out enquiries. This was important because the golden hour enquiries were vital to the investigation. The College of Policing (2021) describes golden hour enquires as “the period immediately after an offence has been committed, when material is readily available in high volumes to the police”. 
Whilst I was instructing officers of locations to attend based on information we had, I was able to re-assess the information and intelligence to lead to further lines of enquiry. I was managing the information and making decisions solely, whilst instructing individual officer’s different tasks. I knew that leadership was important at this stage, allowing there to be no miscommunications or errors in the investigation, whilst making sure that each avenue and line of enquiry was completed. 
Whilst I was able to conduct enquiries in the station, I was able to locate an address which the vehicle was registered to. Officers were sent to this location and spoke with the registered owner who stated that his son had the vehicle. Again, managing resources allowed me to allocate another unit straight away to the location whilst the other officers were gathering more information. In the meantime other officers were still circling the area and conducting a search for the vehicle. 
Officers located the male and female at another address and then spoke with the female separately. Based on the information provided to them and the information from the witness, an arrest was made on the male to safeguard the victim. 
During this incident I used two different leadership styles. Autocratic was the style used for the initial part of the investigation because of the nature and pressures against time, whilst Laissez-Faire was used for the second part of the investigation when things slowed down. 

Now What?
As a result of my leadership and the officers working with me, we managed to locate the male and female and it resulted in the male being arrested by police. 
In the case of this incident, I believe that I adapted well against time to autocratic leadership. Whilst reflecting on the incident it is clear that this was the best approach and decision because all information and intelligence had a main source, which was me. This enabled the decisions made to be based on all the information known rather than something being missed and possibly hindering the investigation. It also helped with communications, ensuring that each individual involved knew their task and completed that to the best of their ability. Whilst reflecting and researching, Gaille (2018) reinforces my reflection by discussing that autocratic leaders are able to effetely deal with situations of crisis. Whilst this specific leadership style also reduces the stress levels for those working on the ground for the leader, it can enhance productivity during the task. Whilst discussing stress, it was a pressurised task for me as a leader and considerations have been thought that it could have caused errors on my part. However, overall as a team we worked efficiently and got the task complete. 
During the task the leadership style changed from autocratic to Laissez-Faire. Whilst the leadership style changed from one to the other, it was done smoothly and without any discussion. Whilst I knew that the male and female had been secured by officers I knew that I could then step back and allow officers to take lead of the situation based on the information they knew. As officers we deal with domestic incidents on a regular basis and there are certain policies and procedures that we follow. Whilst considering my flexibility with this incident, I believe I displayed good flexibility when changing the leadership style. Although I took a step back, the officers dealing with the incident still contacted me for advice regarding the further information they had gathered, however I still allowed them to make a formal decision on the outcome. 
Whilst leading this task, it allowed me to learn the strengths and weakness of other officers. I was able to understand their working styles better and with the knowledge I already had I was able to allocate each officer a task based on this. Although I always want to help people develop, in a situation like this incident it is best to allocate officers to their areas of strength to get the best outcome out of the task. 
Although I am reflecting in this assignment, as a team we reflected on the incident and had a briefing after the incident. I am fond of reflection periods and believe they benefit each individual involved. I provided feedback to the officers involved and sought feedback from them to improve as a leader to be able to continue improving morale and productivity on the team. 

In conclusion, it is evident that leadership plays a huge part in policing and each and every police officer is a leader throughout their service. Leadership styles can easily be adapted through changed circumstances and on reflection of my work, I believe that I adapted well to different leadership styles in changing circumstances. My performance throughout the incident proved me to be a good leader during the incident, whilst focusing on the officers involved and the core result that we wanted to achieve. As a result of this incident, it has proved the importance of a leader knowing all of the information and intelligence available to be able to make the right decisions. I now have a better understand of the different types of leadership styles for any future incidents so I can consider which style is best adapted for different types of incidents in policing. If I was to take on a leadership role of a similar incident in the future there are many things that I would do the same again, however on reflection of anything I would do differently I would identify at an early stage the strengths of the team working in order to ensure a positive outcome comes of the task like in this one. 
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

This assignment will specifically be focusing on how mentoring and coaching has helped me develop my skills throughout my probation period. I will discuss my understanding of mentoring and coaching, whilst also amalgamating it with how it is utilised in policing for the reader to understand my experiences. My main aim is to discuss how I have adapted to policing with the guidance of a mentor and coach, whilst evidencing my progression to my current standard.  
Mentoring is generically known as a less experienced person being guided and overlooked by someone with more experience in the same area of expertise. Mentoring is usually set across a period of time, whereby someone more senior guides someone less experienced in areas of professional, personal and academic development (Donaldson, Ensher, and Grant-Vallone, 2000). In terms of mentoring in the police, more often than not you are placed with a more experienced police officer who will mentor you. 
Coaching is generally known as a way in which someone assists a person in enhancing their skills and bettering their performance in specific set areas. This can generally be set across a period of time, whilst considering that each learner may take different time scales to achieve their goals. Whitmore (2017) defines coaching as “unlocking a person’s potential to maximise their own performance. It is helping them to learn rather than teaching them”. In terms of policing, a coach would generically be known as your line manager. Their role is to guide and mentor you, whilst setting specific targets for you to improve within your role. 

How have you benefited from mentoring and coaching? 
Mentoring and coaching has been brought into policing to help develop the skills of new recruits and also to assist in officers and staff in progression throughout their career. They have become part of improving things in the workplace for the individual, their colleagues and the organisation itself. Kutilek and Earnest (2001) support this by stating “Mentoring and coaching have become a part of the everyday workplace contributing to increased job satisfaction, personal productivity and employment stability within an organization”. Whilst considering this on a personal level I would say that mentoring and coaching has provided me with more of a job satisfaction and allowed me to feel supported in my role. With the support of my tutor and my supervisor I have been able to enhance and develop my skills, allowing me to excel in areas that I feel strong in. Whilst considering the organisation that I work for, I believe that my work and progression is playing a huge part to the success of frontline policing and providing a positive service to the communities that I police. 
On reflection of my mentoring whilst joining as a police constable, I believe that everything I learnt from the experience of my mentor has built my core knowledge. When I first joined an operational team, I was paired with a mentor to learn the role. The knowledge of my mentor taught me many different ways of dealing with situations, as well as core skills needed when dealing with incidents. The main element that I believe had a great impact on my learning was my mentor asking and understanding my learning style. When learning new things I learn from watching what is done and then putting it straight to practise and learning from reflection. From this I built confidence in speaking with the public and dealing with different situations under pressure. When we had dealt with an incident, my mentor would provide me with feedback and we would discuss strengths and weaknesses of each individual call. 
McWilliams (2019) explained that having a good mentor will enhance your confidence to set yourself goals, pursue goals and believe in yourself. I was lucky to have an experienced mentor that was diligent whilst working with me, this allowed me to build trust in her, whilst believing in myself. 
One of the main benefits of mentoring was that I was able to gain a better belief in what I was capable of. I often doubt myself and I feel that working closely with my mentor encouraged reflection of my own work, which allowed me to feel confident in what I was doing. Along with this I was able to identify my own errors when dealing with incidents, this allowed me to push myself to achieve better goals in the future. Mentoring also allowed me to build a network to seek guidance from specialist teams when dealing with more complex investigations, which is an important value to have whilst policing because of the change that you are faced with on a regular basis. 
I often like to learn from structure, although I knew it may not always be possible in policing. At the very start of my mentoring we discussed how to move forward with development and feedback. Whilst we discussed each call when it was completed, we also had a one to one meeting every set of six shifts to help with my development. 
The GROW model is a theory which we implemented during my tutorship, which worked well for me to provide and receive feedback. Elsey (2022) describes the GROW model as an effective way to identify goals and to be able to work towards them efficiently. The model is set into four key components goal, reality, will do and options. The below diagram will explain each component [image: ]separately. 

(The Coaching Tools Company, 2022)
Grow:
The goal we discussed was achieveing all the elements expected of me for me to be signed off as independet, whilst ensuring that each element was met to a high standard on more than one occasion (if it was achieveable). We discussed that perhaps every single element would not be achievable on more than one occasion because it would depend on the call demand. 
Reality:
We looked at my current situation which was that I had no experience with hands on front line policing. I had a good knowledge of legislation, however due to my training being during the COVID-19 pandemic I did not have a great experience with scenario based learning. We also considered my previous expiernece in the police control room, which allowed me slight scope with skills in speaking with members of the public in stressful situations. I identifed that I had lack of dealing with confrontation and therefore this was an area for development. 
Options: 
Whilst considering the options it was decided that we would attend a variety of calls as this would best help us achieve our goal. Whilst considering this we decided we would attend a variety of emergency calls (fast time), and also priority calls (slow time). We also considered my lack of dealing with confrontation and therefore decided to attend more calls with confrontation to ensure that I felt safe whilst dealing with such situations. 
Will Do:
We spoke about how I like to self-reflect and we often discussed and wrote down areas of development so that I could continue to develop those areas. My supervisor also came in to our meetings so that he could provide feedback from a supervising prospective. I discussed that if I felt an area of weakness and a call came out for that then I would ask to attend for self development in that area. 

How has it helped you to meet personal, professional and organisational goals?
When I started as a police constable, during my initial training and mentorship I had to adapt certain views and ethics to work to a standard expected in the police. This was for a personal and a professional reason, meaning that the core ethics mattered inside and outside of the workplace. 
The Code of Ethics in policing is based around the behavioural standard expected of police officers and staff. This includes individual beliefs, judgements, values and attitudes (College of Policing, 2014).
Prior to joining the police I already had values and beliefs, however for me to be a successful officer I had to consider adapting my own views on certain things. During my mentorship I was able to be guided by my mentor in relation to the standards expected of me. This was considerably challenging on occasions because whilst I was new to the job I was still expected to challenge any behaviours of others working in the organisation. This was to ensure that my colleagues and I worked to a professional standard. On the other hand, whilst I was adapting my views and values, I was still surround by friends and family that may not have agreed with the changes I made. I believe that learning these core values and ethics have impacted me inside and outside of work, which reflects on personal and professional success.  
Whilst relating to my own mentoring and coaching, I would describe it as a successful and rewarding. From building a good relationship with my mentor and coach I believe I have been able to achieve a high standard of work, with good ethics. This has helped me preform to a standard which has a positive impact on public perception of the organisation. 
Mentoring can often have a positive impact on students wanting to transfer their skills further on in their career. I discuss this point because I have developed an interest in mentoring and believe this is as a result of my positive experience during my mentorship. Studies have shown that the impacts of having a good mentoring phase lead to higher success in your career, increasing your opportunities and developing a route for promotion (Abbajay, 2019). 
Part of the Policing Vision (2025) is to increase accountability and professionalism in the police force and specifically enhance the educational level required to become a police constable. Whilst I have been put forward to be a mentor, I believe this will be beneficial for the organisation because I can guide others in working to a high standard, which will have an impact on the organisations mission to professionalise policing. I will be able to transfer my skills to other students, to allow them the opportunity to progress and become a more competent officer, working to the standard expected by the organising and the public. The perception of the public is highly important to the organisation and policing in general, and I believe my skills from mentoring and coaching have an impact on this.

How has it aided you to learn, develop and perform in the workplace?
Mentoring and coaching has guided me to a standard that is higher than expected of me for my level of service. I say this not through bias, but from feedback that I have received from many of my colleagues and officers of senior rankings. Throughout my three year probation I have been provided with feedback on work that I have completed, which has allowed me the scope to develop my skills in areas of weakness. Self-reflection has also played a part in my learning and development, allowing me to enhance my performance standard, whilst achieving goals set by myself and my supervisor. 
An example of my learning is feedback that I received in relation to my case work for investigations. Within the police we are required to compile a file of evidence with all the material from the investigation from start to finish. In basic terms this is to paint a picture of the crime/investigation to a prosecutor in order to determine whether there is a realistic prospect of conviction. My supervisor (coach) provided me with feedback for improvement and we discussed ways in which I could achieve a higher standard of work. An attachment was arranged for me to attend an investigation hub. During the attachment I pushed myself to deal with the investigations from start to finish, whilst being guided by a mentor. I also dealt with my original investigations, knowing that I could get advice and guidance whilst in the department. Once the file was completed, I submitted it to my supervisor and on my return to shift I received positive feedback. Whilst completing my attachment in the department, I also received good feedback in relation to my work ethic and standard of work.
From the coaching and mentoring I received in this area of weakness, I believe that I took accountability for my development and this payed off. I took the feedback on board and encouraged myself to seek further guidance and this lead to my standard of work increasing dramatically. 
The above example provides evidence of development in my work, however I continued to seek help in any areas which I identified as my weaknesses. I always thrive to better myself and preform to a standard that is expected of me, whilst also most of the time wanting to work higher than the standard expected. Throughout my three year probation, I have had many different supervisors coaching me. My current supervisor identified an area in which he believes I could be coached and has taken it upon himself to develop me in that area. Earlier this year my supervisor asked me to start taking charge of investigations for the team and to guide others on the team with less service. This was in preparation for me to start acting up as the supervisor in his absence. Whilst I have been doing this I feel that I have developed a skill in managing my workload, which has developed my work to a higher standard. With this development opportunity I believe that I am now preforming to a high standard in the workplace and it is evidenced by being recognised by my supervisor. From this experience I have noticed that not only am I completing my work to a better standard, I have also identified that I feel more confident in my own decisions. With leading other people, it has increased my confidence in making decisions because sometimes it takes you to explain your decision to feel confident in yourself. 

How do you provide and receive feedback?
Feedback can be given and received in many different set formats. More often than not feedback can often be seen as negative. As stated by Chamorrow-Premuzic (2015) “almost 70% of feedback recipients will perform above average, however 30% of feedback actually hurts performance”. Sometimes people can believe they are preforming excellent, however when receiving feedback in areas of development, it tends to knock them back more than expected. 
Feedback is not only given to make improvements, feedback also includes positives (recognition) and general observations of your work. It is important to use feedback to create goals to achieve a better working standard. Throughout my probation period I have received feedback which is both recognition and areas of development. 
One example of good feedback that I received is my attention to detail when updating the calls that I attend and writing statements. I have been praised by my mentor and my coach in relation to this. I took this on board, however I did not become complacent and continued to work to that standard as I believe reputation is an important part in my career. On the other hand, whilst having this discussion, I provided feedback (praise) to my mentor in a way of reversing the feedback. I believe that what I have achieved and learnt has come from the support and guidance of them. 
Furthermore, an example of feedback that was an area of development was in relation to my personal safety when dealing with incidents of conflict. This was provided in a one to one meeting with my mentor and I felt that it was constructive and it was provided for my safety and others. I took this on board and I decided to re-educate myself in relation to my officer safety distances and I was always cautious when attending calls after this. It was seen that I was improving and therefore, I was praised by my tutor for taking the feedback and working to achieve to the goal we had set. 
Whilst being provided with feedback by both my mentor and coach, I am big on self-reflection and evaluation of incidents. I thrive to better myself and believe it is important to set yourself with goals to become more competent at the job. I would more often than not seek feedback from them in relation to incidents. 
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Help client review
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what's in the way of
them moving forward.

GOAL

Work with client to
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outcome for the

coaching session.

OPTIONS
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forward.

WILL DO
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and commit to the
action/s they will do
to move forward.





