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Task 1

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

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


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

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

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


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



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



ANSWER:

In this essay I will critically evaluate the effect I believe the College of Policing (CoP) to have had in relation to the professionalising of the profession of a police constable within the UK. I will draw from my personal experience during my probation so far, as well as outline some of the effects I believe it will have on the future of my career within policing.

While it is widely renowned as one of the most rewarding careers available to citizens of the UK, a career in policing is also infamous as being one of the most challenging and demanding. In order to properly prepare individuals as well as organisations for the demands that safeguarding our communities presents, a carefully deduced and implemented regime of training and continuous professional development has been introduced on a national level by policing organisations within the UK. This cannot be evidenced more appropriately than by the introduction of the Policing Education Qualifications Framework (PEQF) in 2016.

The PEQF is defined by the CoP as follows “This is a professional training framework for police officers and staff. It’s based on a modern curriculum of dynamic operational training, underpinned by sound theoretical education. Currently focused on new joiners to the police, the PEQF is being developed to cover the range of professional training, including some voluntary roles, and staff and officers at all levels”. (College of Policing, 2022).

Put simply, the PEQF introduced a standardised, academic training aimed at providing new prospective police constables with a level of training which afforded them skills, knowledge, experience and training that would allow them to be able to perform effectively as a modern day police constable.

While, in my opinion, the introduction of the PEQF has had a positive effect on policing and staff within policing organisations nationwide, it is not without its critics. I will attempt to outline some of my opinions of the PEQF, which will address the ultimate question of the effect that the CoP has had on strategic policing.

My opinion that the PEQF has been a positive introduction to policing across the UK is based upon the increase in knowledge which is now afforded to student officers during their initial training when joining a policing organisation. It is widely recognised that police constables have been historically required to perform to a level which far surpasses the training and knowledge which is provided to them. Until the introduction of the PEQF, the age old skill of ‘life experience’ was considered by many as being ample expertise in problem solving needed to address the needs of our service users in policing. By the identifying of underlying social and psychological issues that often contrive to result in the need of intervention by police constables through the application of research such as The Adverse Childhood Experiences Study in 1998 to name but one, the CoP have formulated a training package which will now properly prepare officers with a much more rounded toolbox to use when addressing such issues.

As well as the recognition for an improved level of training, the PEQF now provides a standardised, nationally recognised qualification in the form of a degree in Professional Policing Practice. This goes some way to address the need for ‘consistency, accreditation and defined roles’ and that ‘roles ned specific skills and knowledge, backed by qualifications’ which is highlighted within the Policing Vision for 2025. The Policing Vision 2025 is a 10 year plan formulated by the National Police Chief’ Council in 2015. It has taken the views of the NPCC along with other policing bodies such as the CoP in order to draft a 10 year plan to ensure that policing is modernised and targeted effectively in order to be effective in safeguarding our communities in a forever evolving world. (NPCC, 2016).

In summary, the PEQF has been implemented by the CoP as it identified that the traditional training afforded to student police constables was not adequate in preparing staff for the demands of frontline policing in modern communities. As it became recognised that a new officer must develop and apply high levels of professional judgment in complex and diverse situations, the PEQF was designed to address the gaps in knowledge and training afforded to student officers. While officers have historically been performing to such a complex level without official accreditation, the PEQF now ensures that officers are recognised for the skilled work which they are required to carry out. I believe this to be a positive effect that CoP is having on the professionalisation of policing in the UK.

I am however not ignorant to the views of those who say that the PEQF is not having a positive effect upon policing. Since the Scarman report of 1981, it has been recognised that the UK police force needed to be radically diversified. The Scarman report was a report commissioned by the UK Government tasked with conducting an enquiry into the Brixton riots of 1981. The report published its findings which in summary deduced that due to racial disadvantage and a non-representative police force, violent disorder erupted. (Scarman, 1981).

It is therefore concerning that figures published by the CoP which outlined the number of student officers from Black, Asian and minority ethnic backgrounds seemingly diminished since the introduction of the PEQF.
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The tables above are taken from a data collection exercise that was carried out by the CoP as part of the PCDA evaluation and conducted in seven early-adopter forces. This provided data from 181 student officers on the PCDA and 137 concurrently on the traditional entry route. The data suggests that the number of recruits from BAME backgrounds have diminished since the introduction of the PEQF. Considering that one of the priorities of the Policing Vision for 2025 is to ensure that policing organisations secure a diverse and representative workforce, it is concerning that the introduction of the PEQF could be evidenced as hindering work towards this priority when considering the figures shown in the table above.

Another criticism levelled at the PEQF is the retention level of officers during their study. While I believe that the need to professionalise the role of a police constable, and evidence this process with official accreditation is apparent, during my personal experience of completing my initial training and joining a response team, I have witnessed first hand a retention level of 50% of student officers within my team. Including myself, my team have received 4 officers recruited through the PEQF entry route. 2 of these officers have left their role through resignation with 1 other requiring sickness absence due to illness attributed to overwhelming stress levels. All of the officers mentioned have stated to me personally that the reason for their resignation or absence is their inability to acclimatise to the effective balancing of completing both workplace and study related tasking while ensuring personal wellbeing is maintained. Despite my experience however, it is reported nationally that there is currently a 95% retention rate of student officers recruited through the PEQF programme. (CoP, 2020).

As previously stated, I believe that the introduction of the PEQF will ultimately benefit policing by providing police officers with nationally standardised and officially accredited skills in order to assist them in not only providing the maximum possible level of service to the communities in which they serve, but the knowledge to begin to understand and address the underlying issues that may have been previously ignored or undiscovered to historical generations of police officers. This knowledge will ultimately lead to the development of new leaders within the profession that can continue to develop and improve working practices based on a level of research and academic practice that has been seemingly lacking in policing according to reports such as the previously mentioned Scarman Report.

The governing bodies can only go so far in setting out their visions and guidelines for policing however, and it is ultimately up to the individual officer to study, understand and adapt the practices into their every day roles. I believe that I can evidence this by outlining some examples of work that I have completed within my third year of probation so far.

When considering guidelines such as the Policing Vision for 2025, there are 6 identified areas in which policing must adapt in order to ensure it is providing an effective and relevant service to the communities which it serves. These areas are categorised as Local Policing, Specialist Capabilities, Work Force, Digital Policing, Business Delivery, and Governance and Accountability. While it is understandably impossible for me to deliver the required development as a lone police constable, I believe some of my work and skills gained during my third year of probation could be considered as contributing to successfully achieving the required aims.

The Vision states that by 2025, police organisation will become aligned with partner agencies to ensure they better address the sources of demand upon services. I believe this aim to be imperative to the survival of effective policing in the UK. I believe this as there is national increase in the number of people reliant on services, we need to ensure that demand drivers are identified and dealt with by relevant services using a robust partnership working orientated response. For example, an individual who is suffering from mental ill health may result in a member of public request police assistance. It is important that this individual is then identified and referred to the relevant partner agencies to ensure that repeat calls are minimised, the maximum amount of safeguarding is afforded to all persons affected, and that the demand upon services is minimised by ensuring the issues, both primary and tertiary are addressed at the earliest opportunity effectively.

I believe that I evidence this required approach when operating in my role of a police constable by the utilisation of Problem Orientated Policing. It is well documented that policing, much like other public services, was widely disadvantaged by austerity measures implemented in 2010 in the UK. A 20% cut to the budgets allocated to policing organisations (Brogden, 2012) materialised itself in a diminished workforce and a subsequent necessity to focus resourcing on reactive policing. This in turn meant that new methodology had to be formulated in attempts to identify and effectively address factors which contributed to the occurrence of crime.

The theory of ‘Problem Oriented Policing’ (POP) was first formulated publicly by Herman Goldstein in 1979. The core principle of the theory was that policing should look to address underlying contributing factors which led to the occurrence of crime as opposed to the standardised reactive model that was currently in place (Goldstein, 1979). This theory was expanded upon further with the introduction of theory such as the SARA model of problem solving by John Eck in 1987. The SARA model in summary is a tool which can be used to identify and analyse the occurrence of crime to better understand the core underlying reasons for the committing of crime (Eck, 1987).

During my third year of probation in my role as a police constable, I recognised a local demand driver as being appropriate for the utilisation of POP in order to address the issue effectively.

A local supermarket car park was being utilised by local subjects to host unlicensed motoring events. During these events, likeminded subjects would attend the locality on mass in vehicle that were often modified and would be used in such a way that would cause a diminishing effect on the quality of life of local residents. I used data systems available to me as a police constable to establish the particular timeframe in which there was an increase in demand on police to the area in relation to calls such as vehicle related antisocial behaviour and identified a time in which the issue became more apparent. Following the identification of a timeframe, I analysed the physical features of the location which appeared to make it an attractive location for the offenders in this case. I identified that the problem seemed most apparent once the store had closed. Despite being closed, the car park of the premises was unsecured and uninhabited until the revival of business hours the following day. I spoke with the controller responsible for the area, who I identified as the manager of the premises. It was agreed that even though the issue was no direct fault of the area controller, they did hold a responsibility to the local residents in cooperating with police as a partner in addressing the issue.

The controller for the area agreed to construct a small, relatively cheap gate that could be secured by staff upon them leaving the premises at the end of opening hours. This coupled with exercising policing powers such as vehicle seizures following antisocial use, or use without proper documentation saw the issue resolved and an area that was considered for a long period of time as a demand driver for the local policing organisation see a drastic reduction in the level of police attendance.
My framework for dealing with this area has since been adopted and utilised by neighbourhood policing teams throughout Gwent as an example of POP. The successful result I achieved through the use of POP is also being duplicated when adopting my framework. I believe this evidences my work towards fulfilling my role as a modern police constable.

In summary, the College of Policing has attempted to professionalise the role of a police constable by introducing the PEQF which has provided a nationally standardised level of academic training in which the appropriate skills and knowledge to effectively serve our communities is provided to student officers over the course of a 2 or 3 year probation. This training provides the student with an accredited qualification which recognises the level that a police officer is required to operate. In turn, this advanced training and accreditation will ensure a new generation of leaders are produced within the profession with the view that these individuals can formulate new and ever improving working practices to continue to improve the level of service provided by policing organisations within the UK.

As well as the work that the CoP is responsible for, I have evidenced my learning and application of the training provided to me in order to fulfil my role as a modern, professional police constable.

(Word count: 2388)
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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:

In this essay I will critically evaluate the use of social media as a means of engaging and informing with the community in which I serve as a police officer.

The use of technology has become an almost unavoidable aspect of everyday life in the modern world. Although this technology has brought rise to certain problems such as technological advancements in criminal activity, so to has it birthed benefits for policing organisations.

One such benefit is the ability to communicate via social media.

Social media has allowed policing organisations to reach a widespread audience who may otherwise have been impossible to reach in historical times. For example, policing organisations may have been limited to community based meetings as their only opportunity to communicate with the community in which they serve. Although considered as effective for some time, the larger number of recipients and increased ease in which a message can be broadcast has now rendered such meetings almost no existent in modern times.

Gwent Police use the following social media platforms;
· Facebook
· Twitter
· Instagram
· YouTube

While each one has individual restrictions, when combined, policing organisations are able to broadcast a widespread message in a range of different formats, be it written word, audio, video, or combination of all three. This is useful when attempting to create engaging media with which to build public confidence in policing.

Public confidence in policing can be increased through the use of social media by broadcasting good work examples which local residents may otherwise have been unaware of. I can provide the following personal experience of this. While working a tour of duty covering twilight hours in my role of police constable, I was involved in the discovery, seizure and disposal of an illegal cannabis farm with a street value in excess of £50,000. This farm was discovered in an abandoned property during the early hours of the morning when there were little to no residents awake or aware of the discovery.

Following the completion of this work, I utilised Gwent Police’s social media platforms, namely Facebook, Twitter and Instagram to broadcast the fact that due to the collation of intelligence likely provided to us by the local residents of the area, officers were able to discover and dispose of this large quantity of illegal drugs in the area. This would also be considered as a major disruption of criminal activity in the area. Following this post, a large number of social media users who identified themselves as local residents used the platforms to express their gratitude and satisfaction that their local police officers were taking actions based on the intelligence provided by them to better safeguard their community. This in turn may have led to a greater desire in local residents to provide further intelligence in the knowledge that actions would be taken to improve their quality of living in their local community.

While the benefits of using social media include the ability to broadcast a message in a multitude of formats to a widespread audience quickly and easily, there are risks which must be considered during it’s use.

Not all members of a community may have the ability or the desire to use social media. This means that if an organisation relies solely upon it’s use to disseminate information then there will be members of their community which they will unable to reach directly.

As well as this, considerations must be made when sharing information to any audience. For example, the sharing of personal information which may lead to offenders and/or victims being identified may be in breach of data protection laws. This can cause the policing organisations to be victim to considerable reprisal such as large fines.

As well as the sharing of personal information, if information integral to an investigation is shared inappropriately, this may compromise ongoing investigation and lead to loss of successful results in policing.

In my opinion, the careful use of social media is a benefit to policing organisations. As previously mentioned however, careful consideration must be paid to the risks of its use and it is to be used in conjunction with relevant legislation such as data protection laws. 
(Word count: 696)













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 essay, I will critically analyse and evaluate different models of leadership styles encountered during my time as a police constable as well as some leadership models which can be commonly used during policing. I will evidence my flexibility in utilising these leadership models within my work.

Leadership is defined as “the action of leading a group of people or an organisation”. (Oxford Dictionary, 2022). An additional definition of the term leadership is given by Gary Yukl in his 2010 book titled Leadership in Organisations as follows, “Leadership is the process of influencing others to understand and agree about what needs to be done and how to do it, and the process of facilitating individual and collective efforts to accomplish shared objectives” (Yukl, 2010).

Policing organisations are considered to be structured, disciplined organisations with a clear hierarchy in which effective leadership and management is essential in order to achieve desired outcomes when considering the vast level of demand placed upon its employees. Which this being the case, the development and utilisation of leadership methodology is imperative to the organisations success.

One such methodology of leadership which is considered to be successful within policing is the leader making themselves a role model for their team through their own actions. In turn, this development of a positive role model in a leadership position would serve to strengthen a positive sense of organisational justice.

Organisational justice is generally defined as the feeling of fairness, or otherwise, felt by employees belonging to an organisation. In the policing sense, this can be affected by multiple factors. I will discuss some of these factors and the possible consequences that this can have on a policing organisation.
The concept of organisational justice was introduced by a Professor Greenburg in 1987. GREENBURG theorised that employees that felt valued and fairly treated were more productive and effective at their jobs. The theory was supported by evidence as he conducted a test of proof reading amongst employees of a company. The test subjects were comprised of one group of staff who believed that they were fairly payed in their role, compared to a group who believed that they were underpaid following a disclosure to them that their equally skilled colleagues may be being paid a higher rate than them. The result of this study supported Greenburg’s theory that employees who felt they were treated fairly were more productive (Greenburg, 1987).
This study shows the effect that organisational justice can have within a workforce. This can be related to policing as just like any other company, police officers are employees and the same concepts apply to police services throughout the nation. By this reckoning, a police service staffed with officers who feel valued and fairly treated will in theory perform to a higher standard than the alternative.
Within policing, positive organisational justice can be achieved and maintained in different ways. One such way would be the senior management team ensuring that they always conduct themselves according to the code of ethics and core policing principles. This would serve to provide serving officers with an example of the behaviour that is expected of them. Should the SMT be found not to be conducting themselves in accordance with the code of ethics or the core policing principles, then serving officers may begin to feel unfairly treated when their own conduct is called into question.

I believe the utilisation of organisational justice to be an effective methodology of leadership within policing as it encourages the individual to perform to a high standard through the development of a sense of duty. In my experience, the leaders which I have worked with have most effectively motivated me when I consider them to be performing to a high level of service delivery themselves, as I am inspired and compelled to ensure my level of performance matches their own.

Effective leadership is commonly reliant on the selection of the correct leadership style for the situation in question. Factors affecting the success of a leadership style can include the traits of the induvial leader as well as the group that they are attempting to lead. Successful leaders within policing are often most successful when they consider themselves as role models and attempt to develop their team.

There are a number of different theories in relation to leadership models that have been developed by different persons which include the following;
· Transformational Leadership
· Transactional Leadership
· Action Centred Leadership

Transformational Leadership;
Developed by B. Bass in 1995, Transformational Leadership is concerned with a leadership style in which a charismatic leader aims to inspire followers in performing their duties admirably as a result of direct motivation. Examples of such leadership would include individual such as Nelson Mandela, or Martin Luther King, as they often relied on motivational speeches in order to inspire followers. In a policing context, this style of leadership can be exhibited by a chief officer or senior management team taking an active role in inspiring their staff to perform their duties as opposed to relying upon intrinsic factors such as self motivation and values. (Bass, 1995).

I believe that this methodology of leadership lends itself well to the aforementioned methodology of developing positive organisational justice and culture. With a motivational leader who develops themselves as a positive role model, an individual can develop positive traits and mindset which in turn promotes the desire to complete their duty to a good standard.

Transactional Leadership;
Developed by Burns in 1978, this theory is based upon the thought that followers perform tasks requested of them by their leader in exchange for rewards or to avoid punishment. This theory states that followers are motivated by extrinsic factors such as money, or that they complete tasks required of them in order to avoid disciplinary proceedings. An example of this is an athlete competing as part of a sports team. The athlete completes tasks set out for them during a competitive match by a coach due to the promise of reward in the form of payment or victory. In a policing context, this can be seen as police officers simply conducting their duties as is required due to the fact that they are receiving payment in order to do so. (Burns, 1978).

In my experience, this is one of the weaker forms of leadership I have experienced during my time in policing. While police constables are inherently self-motivated by a sense of duty and goodwill, to rely solely upon the reward of payment for service or fear of reprisal for failure to complete their duty is not an effective way to ensure that officers are compelled to complete what is notoriously regarded worldwide as one of the most difficult jobs in modern society.

This methodology of ‘Hands Off’ leadership could be related to Kurt Lewin’s ‘Laisezze-Faire’ leadership theory however. This methodology is considered as more of delegation of responsibility and decision making however as opposed to simply relying on staff to complete tasks without external motivation. In my opinion, there is some place for this style of leadership within policing if utilised effectively as it promotes a follower’s ability to develop good decision making skills which could ultimately develop an individual to be able to operate autonomously and independently. (Lewin, 1939).

Action Centred Leadership
[image: ]Developed by J Adair in 1973, the theory views leadership as having 3 focusses which must be equally addressed simultaneously in order to achieve effective team working. These 3 considerations are as follows (Adair, 1973);
-	Achieving a task
-	Developing the team
-	Developing the individuals within the team

 Within this theory, Adair goes on to outline possible failing from a leader which would lead to the team becoming unsuccessful at achieving its goal. In a policing context, the goal of the team would be to protect the public and therefore any such failing left unaddressed could have dyer consequences.

Those failings occur when any one of the 3 factors considered within the model are afforded more attention than the others. The different failings are detailed as follows;
-	Task – If too much importance is placed upon achieving the task and the needs of the team and individuals are ignored, then cooperation of staff may be sacrificed. This means that there would be an increase in resistance to any actions attempted.
-	Team – If too much importance is placed upon creating a positive working atmosphere then team members may become complacent and motivation to achieve the task at hand would be sacrificed.
-	Individuals – If too much importance is placed upon a select few individuals then the morale of other team members may suffer due to the perception of being treated unfairly. This would obviously have an adverse effect on an individual’s motivation to complete the task at hand.

In my experience, this methodology of leadership, when implemented effectively within policing, is the most beneficial and successful. It is an effective methodology which focusses upon the achievement of a task, which in policing’s case is the safeguarding of communities, as well as ensuring officers are being individually developed where appropriate.

During my third year of probation, my supervisor has effectively identified strengths and aspirations in individual officer to ensure that they receive training in required and desired areas. Personally I have received training in skills such a being authorised to carry taser. This has allowed me to better be able to respond to demand, as well as provide me with essential skills needed to pursue my desired career path. In turn, this training has ensured that I am better suited as an individual to achieve the task needed, thus contributing to the success of our team, and evidencing the methodology outlined by Adair’s theory.

Despite having a preferred method of leadership, I have had to be able to adapt to work with a number of supervisors to date and therefore my capability to perform in a multitude of leadership and management styles has been imperative in contributing to my success as a police constable so far.

I will summarise this essay by saying that I have critically analysed and evaluated a multitude of different leadership methodologies commonly used in policing organisations. I have provided person experience and opinions in my evaluation.

(Word count: 1706)











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:

In this essay I will critically reflect upon my three-year probation by outlining how I believe I have benefited from the mentoring and coaching which I have received so far.

Coaching and mentoring are essential in policing to ensure that staff are equipped with the relevant skills needed to ensure an effective level of service delivery is achieved by all persons across the organisation.

Coaching is defined by the Chartered Institute of Personnel and Development as “developing a person’s skills and knowledge, leading to the achievement of organisational goals and objectives” (CIPD, 2019).

Coaching is often focussed on an individual or small number of persons in order to identify areas of required and desired improvement. Through effective coaching, an individual can become more self aware of their learning requirements, which can result in an increase in self motivation to take personal responsibility for their development. With effective coaching, an individual could one day develop into a leader capable of providing coaching to another, as well as being able to operate to an effective level autonomously while maintaining self awareness and identifying areas of required development.

The process of coaching can be outlined as follows;
· Coach and student identify, discuss and map out desired outcomes.
· Coach and student exchange information, become acquainted with each other, and map out activities and prospected coaching process.
· A series of assessment and feedback is completed where the areas of required improvement of the student are identified.
· Development plan is formulated to map out desired rate of progress.
· Ongoing coaching so that progress is being monitored and confirmed to be progressing as required.
· Completion and review of primary objectives. Next steps formulated if necessary.

I believe that this process is evidenced perfectly while a student is completing their initial training period and begins to work within the protected Professional Development Unit for 10 weeks in company with a tutor before starting to work independently on a shift proper. The process of the PDU begins with the tutor outlining the learning objectives and required competencies that must be demonstrated before discussing a timeframe in which this must be achieved. The student is then assessed over the coming weeks before a review session is scheduled at approximately 5-6 weeks where required objectives are reviewed. Work is then completed before a final review to ensure all required competencies are demonstrated before the process is extended or the student is allowed to progress on to independent working to continue their development.

Aside from coaching, student officers are afforded development in the form of mentoring. This can be in both a formal, or informal setting, as I will explain. Mentoring is defined by the CIPD as “a relationship in which a more experienced colleague acts as a trusted advisor and guide and uses their greater knowledge and understanding of the work to support the development of a member of staff”. (CIPD, 2019).

This definition lends itself perfectly to a student officer joining a shift on which they will look to more experienced colleagues for advise and guidance on working practices. Although this ‘mentor’ may be formally identified to them in some instances, through my personal experience I have witnessed certain individuals take this role upon themselves without instruction.

In my opinion, it is my responsibility to pass on advice and knowledge to individuals who request it in order to aid their development, just as my development as a police constable has been aided. This responsibility is derived not only from a knowledge that my organisation and subsequently the community in which we serve will benefit, but also from the more selfish viewpoint that a more developed colleague will serve to lessen the burden upon me personally by being more effective at relieving demand placed upon the individuals in their team.

As well as coaching and mentoring as a method of enstilling knowledge and skills upon a student, there is also the recognition that learning can be effectively achieved by an individual’s workplace experiences. Through Work Based Learning, an individual can now gain knowledge that is of academic validity. WBL can be evidenced within police through an individual completing a secondment with a desired department in order to gain first hand experience that may otherwise be difficult to achieve. I have personally completed a multitude of secondments during my probationary period so far following personal identification of area of required development. The departments I have completed secondments with thus far are the Roads Policing Specialist department in order to advance my knowledge of roads policing which I feel I would not gain the desired level of exposure to without WBL, as well as the Neighbourhood Policing team in order to conduct targeted policing allowing me to evidence my use of theories such a Problem Orientated Policing for previous required academic writings.

Personally, I believe I have utilised all forms of learning available, be it coaching, mentoring and work based learning to ensure I continue to develop as a police constable throughout my probationary period so far.

Prior to my career as a police constable, I previously held a frontline policing role as a Community Support Officer. This meant that without even realising, I had already embarked upon a degree of WBL which gave me a good base knowledge upon which to begin my learning and kickstart my career. Despite this knowledge base, I was able to build upon this and take advantage of the coaching available to me during my time as a student officer within the PDU. I was able to demonstrate the required competencies with minimal learning points during this stage of my development.

I believe my learning curve increased once I had joined my shift proper and gained independent patrol status. At this point, I was able to conduct proper self assessment of my decision making processes and test my policing knowledge while acting autonomously in the role of a police constable. During this time I was able to ask my colleagues and supervisors for advise when needed, and it was at this point in my career which I believe to have formed a multitude of mentoring relationships. In my opinion, these relationships allowed me to complete further development of my policing knowledge and continue to build upon the knowledge provided to me through my initial training and coaching. I enjoyed this development as I was able to see the theoretical knowledge afforded to me begin to be utilised in a practical manner. This gave me satisfaction when achieving results as it acted as a confirmation that my development was providing successful yields.

Finally and more recently, I have relied upon WBL to assist in my further development. As mentioned previously, I believed that there were aspects of policing which I was not being exposed to enough in order to develop my knowledge in my role as a response police constable. In order to further my development, I sought out WBL by requesting secondments with relevant departments.

I believe that my development thus far has allowed me to meet personal, professional and organisational goals. Personally, I have been afforded training to provide me with the skills required for me to pursue my desired career path. Although I prefer to focus my early career on development, it is my long term goal to pursue a career within the Area Support Unit and/or Joint Firearms Specialist Unit. In order to do this, I am required to demonstrate my ability to learn, apply and utilise advanced tactics in my duties. By completing courses which allow me to carry equipment such a taser during my duties, I am already able to begin to evidence this required ability which I believe will aid me in my future career development.

In terms of professional goals, I believe I have become a competent member of my team and am able to perform autonomously when completing required workplace procedures with minimal supervision. These procedures include things such as the complex custody processed when arresting and processing a detained person. Relating to my professional goals of becoming a competent police constable, I believe that I am contributing to the organisational goal of safeguarding our communities by developing my skills and knowledge continuously when available through WBL as well as formal training when afforded to me.

I will now use Gibbs’ Reflective Model (Gibbs, 1988) to reflect upon my learning thus far in my career.

Description;
My probationary period as a student police constable spans a timeframe of 3 years. I have completed just over 2 years of this process so far. The period is designed to develop my skills and knowledge as a police constable to ensure I am sufficiently prepared to perform in my role.

Feelings;
Before the commencing of my probationary period, I was apprehensive that I would possess the knowledge and skills required to perform as a police constable. I was wholly committed to developing myself and taking advantage of all learning opportunities that were afforded to me in order to ensure I best prepared myself for my career.

Now that some time has passed since the beginning of my probationary period, I am satisfied with my development up to this point. As I have previously mentioned, my ability to evidence competence in the workplace has afforded me the opportunity to complete advanced training in order to further my development as a police constable. I am excited to continue my development and progress my career.

Evaluation;
I believe that the introduction of academic learning to have benefited me in my development. Despite the increased demand upon myself, the additional learning afforded to me in terms of theory has provided me with additional perspective when performing practical duties as a police constable. For example, I often utilise the theory of Problem Orientated Policing within my work as I feel this has a great benefit in relation to problem solving and reducing demand upon poicing organisations. I am currently undertaking further study into this area of research in the form of completing a project and writing a dissertation on the subject.

Analysis;
I believe the success of my development so far has been my ability to take advantage of learning methodology including coaching, mentoring, and WBL thus far. I plan to continue my personal development in the form of acquiring new skills upon the completion of my probationary period and throughout my career in order to ensure progression. 

Conclusion;
The learning afforded to me has benefited my development both personally and professionally. This has allowed me to effectively perform and deliver successful results, contributing to the achievement of organisational goals.
(Word count: 1769)
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