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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.



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



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


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

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


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




ANSWER:


Social media is fundamental part of society in the year 2024, it is used across multiple generations and has huge capabilities in terms of communication, digital interactions and engagement across various platforms, recent data insights document 97.8 percent of the UK population utilise the internet and there was a total of 56.20 million social media users in the UK as of January 2024, (S. Kemp, 2024).

With this sort of data available and reach of media social media very prevalent, it is an obvious means of communication that Police forces would utilise. In my two and a half years’ service I have seen the use of social media within my force of Gwent Police on an almost daily basis, within this essay I am going to reflect on the ways in which social media can be used within policing and evaluate the strengths and risks surrounding this form of communication, I will also look into the current force policy and its professional information and engagement purposes and reflect on incidents in which I have seen social media implemented. 

Within Gwent Police there are many social media platforms used and I Myself follow or subscribe to some of these platforms as I often find them useful to gather information about other areas in force and also for my own enjoyment as often, I will see colleagues mentioned and on one occasion I Myself was posted as part of an initiative to promote response policing awareness in 2023 on Gwent’s Instagram profile. Gwent Police states on their community guidelines policy that their use surrounding social media involves channels in which communities can be updated on events, ongoing investigations into offences, to post results of court proceedings, request appeals from the public and to post news regarding positive stores, (Gwent Press Office, 2024). 

On a more national level the college of policing sets out guidance and policy surrounding open-source data and social media use and the premise and intentions are promising and look to provide communities with easy access to information. The College of Policing documents that effective and positive engagement can assist in identifying and shaping the public needs from the service, and I would strongly agree with this statement as social media allows the Police to get a real sense of the public’s opinions, views and needs and this, if monitored and understood correctly is a positive factor. Police forces are utilising social media to draw in wider caption and audiences so to understand the needs of all aspects of communities and also using these platforms to determine the publics preferred method of communication, (College of Policing, 2020).

A recent positive factor that has been identify recently in a 2017 research paper from London Metropolitan University, which I can side with details how there has been an uplift of the younger generation engagement with Police through the use of social media as it is a form of engagement to which they can relate to and interact with that feels familiar to them, there are findings that suggest it’s not that younger people are disinterested in the Police and what we are doing but simply that the traditional frameworks such as physically visibility are not meeting the needs of younger individuals, (Stapleford, 2017), I agree that the use of social media is a more practical engagement tool for the younger generation and often with my own interactions with under 25 year olds they will often refer to aspects of policing they have seen online and on such apps as Instagram and TikTok. 

Furthermore, I have seen this engagement first hard within my own force, such sites as Facebook and Twitter are utilised by us to share appeals such as Missing Person Reports and unfortunately in 2024, missing persons are often children under the age of 17 years old. This form of information sharing often supplies credible leads that can assist investigations and often this information will be posted by school friends or relatives or members of sports groups etc at the younger level. These appeals also assist in sharing the appeal to wider communities and often charity pages for missing person will also re-share the information. This type of social media information sharing can look to afford constabulary with credibility, visibility and editability and often promotes association between both the police and the community in which it serves, (Bullock, Garland and Couper, 2020). I have been involved in this type of information sharing first hand whereby I have visited a home address of a school friend of a missing child after the family had seen the appeal over a weekend period, due to the Gwent Police Facebook page posting a full documented appeal including photos of the missing child, it allowed that family to engage, message Gwent force control room and provide valuable information surrounding potential locations. Those actions can all be accredited to the reach of platforms on a 24hr basis to the public and I my view an invaluable service and tool available to police forces. 

Although I have seen positive factors of social media being used as a communication tool with the community the Police serve, there are also some clear risks attached to its use such as inaccurate or misleading posts, as false information can be detrimental to the police and public relationship as communications need to be open and transparent to reduce inaccuracies in reporting and information sharing. I have seen first-hand how obtaining truthful and accurate data is important, especially if the information is needed to assist an investigation, false information or “fake news” can manipulate the publics opinions and the right language needs to be used to deliver the correct message and the factual news rather than an emotional opinion, (Ghanel, Rosso and Rangel, 2020). I have found that the information placed onto social media platforms by Police needs to be of use to the pupil and also relevant to their needs if someone can’t find a common interest of a piece of information of relevance they will often disengage or not engage at all. A 2012 report from the Home Office also documented this, illustrating the importance of tone when engaging via social media, as posts with limited practical benefit to the public can leave the viewer or reader of said post feeling Police could be utilising their voice more effectively, (Home Office, 2012). The tone used when provided social media information is important as it has a direct effect on how the public are likely to engage and from there if the information and delivering of news is presented when with the right tone it is more likely to be distributed by the public to further members of the community. 

Within my service I have seen the importance of the tone and content of posts on social media platforms and much like delivering information in person at community events such as community engagement sessions or Police open days, it needs to be captivating to the service provider. Engagement is not just the delivery of information to the user, in the context of social media it is a balance between the provision of information and finding trends and posts which are fun, exciting and prompt the public to get involved with the information, (The Police Foundation, 2014), like Myself, if users find the content interesting, valuable to themselves and all round good sources of information they are then more likely to engage and also shared the content further afield. Police forces now have the capability of tracking these types of online interactions through what is called Social Media Monitoring, this is a method my own force utilises to enhance engagement, monitoring tools track and follow conversations online, (College of Policing, 2020) they assist in identifying emerging trends, issues, and aide in monitoring online communities most influential towards police. The purpose of these tools is to aid the police in understand current issues surrounding policing and what communities are discussing online in relation to these issues, and they also assist police in online and social media decision making, for example how to best engage with communities to promote confidence. In a force as small as Gwent Police tools like this are critical and really assist the force in identifying needs of small and potentially unheard communities and then delivering a service which mirrors to online views of the public. Through highlighting issues and hot topics via this monitoring method the police are able to identify what sites are producing the most positive and negative comments surrounding the Police, through discovering this information the force can then use the data to establish social media strategies to best provide information to the community. Gwent Police published findings in their 2018-2022 engagement and communications report alongside the Gwent Crime Commission stated that it was critical to take these findings from the measuring of social media and use the data to establish the impact of each post, (Officer of Police and Gwent Crime Commissioner, 2022), from these findings the strategy is then to increase the range and reach of the content the police is posting to reach more people. It also highlighted that there was a need to increase viewership of Police social media platforms and websites, and this was noted as a priority, as the agencies see the online portfolio as the “shop window” for the public to interact with the organisations. 

I agree with this statement and can see the importance of having appealing and easily accessible platforms for users in the community, the Police need to have user friendly social media pages to attract a selection of different users and also be visibly attractive to encourage users to return to the platform. In recent years Instagram has been the top of the social media ladder and its multi-functional design has been incredibly popular with its user face, its easy function and multimedia creative features make it one of the fastest growing platforms (Casaló, Flavián and Ibáñez-Sánchez, 2017). I have seen how this interface has been incredibly popular as an engagement tool for Gwent police as they often post policing initiatives via this platform, examples can be Roads Policing, Specialist Operations week. I have seen first hand how the use of “Reels” on Instagram have assisted in promoting this awareness initiative by following on duty officers on camera showing the public what a specialist officers duties include. Another example would be Domestic Abuse week initiatives whereby Instagram allows the Police to post polls and short video clips to speak with Domestic abuse survivors and special liaison officers to spread awareness of the issues.

Continuing on the topic of Policing initiatives, social media is often utilised as an actioning tool not just an engagement method. A clear example of this is “Operation Spotlight” a project that combines several initiatives to reduce and combat serious crime in the UK, such as knife crime and violence against women, (College of Policing, 2024) This initiative uses its post as a deterrent as well as a sharing tool, it raises awareness for more patrols in areas at risk of knife crime, something I have seen in my own force utilised and it uses a positive or nudge message to encourage person in the effected areas to action and consider their actions. Overall, this is a positive deterrent tool and use of social media but there is also a risk person living in these affected areas could feel singled out and targeted by Police, so it is critical the message is clear on what the police are hoping to achieve by such highlighting posting on platforms. 

To conclude my evaluation, I have most definitely seen the importance of social media use in modern policing and the positive effects of its implications if perform properly and transparently, there is clear positive findings detailing its capacity to encourage community engagement and its range in developing to reach wider audiences. I can also see the risk present if the information is not evaluated correctly before publishing as false information or viewpoints seen disingenuous to the publics opinions present problems surrounding community trust of police and this could hinder the Polices ability to best serve its community. 
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Task 3

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


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

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

Policing in its nature is incredibly dynamic, the working environment consists of variable situations, whereby the organization has many systemically moving parts which need a high level of coordination (Herrington and Colvin, 2015). Here accurate decision making is of the upmost importance to achieve the best outcome. At time officers will have to take a leadership stance to assist in dealing with a situation and will have to become role models for other officers to encourage them to follow them and trust their decisions.

Leadership can be defined as when an individual exerts influence over a group of people to achieve an aligned outcome, a leader will assist others in understanding what needs to be done and how to action it, (Mahsud, Yukl and Prussia, 2010), a leader will facilitate a collective effort to accomplish shared objectives. 

Collaboration and teamwork are a key factor in modern policing and a cornerstone to UK policing’s competencies and values framework, and in goes beyond just simply working within a daily team set up. To be effective and push traditional boundaries, Police must build bounds with third party agencies, community groups and the public themselves to achieve genuine lost lasting relationships with a collective aim and not just that of one organisation (College if Policing, 2022).  This type of joint collaboration is so important in modern policing, and I have found many incidents within my working area will involve this shared approach to solve problems, prevent, and protect the public from harm and also build relationships for future incidents.

Within this essay I am going to explore the topics of Leadership and teamwork in the setting of modern response policing in my busy urban area, I will look to critically evaluate various Leadership models and evidence how I have implemented these strategies and whether they have benefitted a situation. I will also explore the importance of teamwork and how my style of leadership may impact my colleges, other professionals, and members of the public for whom I serve as a constable. 

In the current Policing climate officers are expected to operate in a difficult environment, filled with social, economic, and political issues. There are now higher levels of scrutiny than ever previously exhibited, and an increased demand in accountability, as new technologies emerge, crime patterns evolve and new challenges present themselves, (Pearson-Goff and Herrington, 2013). This is documented in the book, “Police Leadership: A Systematic Review of the Literature”, P, Goff, and Herrington document that Leadership is one of the most important aspects as to whether an organization is able to function effectively in fluid and dynamic environments and as such positive Police leadership is needed more than ever across the board within organizations. 

In my two and a half years’ service I can relate to this statement and agree that leadership should be at the forefront of Policing as it is a people orientated trait and the police is very much a public facing entity. In this time, I have found Myself stepping into a Leadership role, especially when in dynamic situations and in the company of newer officers who may still feel they have not yet obtained the relevant skills to put themselves into that position. One key strategy that I have witnessed positive results on daily operational duties is that of Transformational Leadership, this is a leadership style that involves setting out shared goals for all team members involved and being very much involved in a process, this style focuses in on enhancing the group as a collective, so everyone achieves the best outcome, (Cherry, 2013). I can recall implementing this style of Leadership on multiple occasions, an incident that highlights itself involved a male in his twenties suffering with mental health hanging out a second story window with a knife threatening to harm himself and others. I was aware of this male and took a leadership role in the incident as I was one of the more experienced officers at scene and I was carrying Taser. I implemented the Transformational model here as I knew the incident was going to be testing to all involved and I had to show emotional awareness to get a sense of my colleagues’ thoughts, emotional awareness is importance in relation to leadership as emotions cans have effects on how others operate around you and good emotional awareness helps build strong relationship management between colleagues, (Laundry, 2019). In this incident I made sure I influenced my team of approximately three other officers by being clear and concise in my delivery of information, as an STO (Specially Trained Officer) I gave each person a clear role in the incident and provided a desired outcome, of everyone coming away from the incident safe, I feel I accomplished this through good communication as well as making sure my goals were aligned with other team mates, I gave clear enthusiastic direction and as a result the incident was a success and all involved reached the desired outcome, the male was arrested and no parties were harmed. The outcome was evidenced by my colleagues’ responses following on from the incident, they stated they approved of the direction and clear group goal, so this then illustrated the effectiveness of this style in this particular incident. However, there are some potential negatives to Transformational, such as “Burnout” this can take place when team members cohesion is depleted due to the strain on a constant collective effort, (Cherry,2013), this is something I have absorbed and, in the future, I feel utilising emotional intelligence would allow me to perceive when burnout could be on the horizon in team settings. 

In contrast to the more motivational Transformational Leadership style, Authoritative Leadership takes a more traditional role of a leadership style, it is most often linked to the military and follows a strictly rule based style of leadership and is stated as being “Hardnosed”, within this style a leader essentially exerts full command over colleagues, (Fritzvold, 2016). A style that draws similar point from authoritative leadership is Transactional Leadership, this is a style that I have not often utilised in my operational duties, but I do however see it has a place in some situations. Traditionally transactional leadership would involve a manager to employee relationship and have outcomes whereby there may be a monetary reward based on good performance of a team member, or the more negative aspects discipline for lack of adherence to set rules, (Cherry, 2013). In occasions I had implemented this style of leadership, it would usually focus on achievement short term goals and instead of transactions of funds, I would focus this style on transactions of actions, for example within any incident there are often a minimum of four to seven administrative actions to complete, such as statements, Public Protection referrals, Investigation updates etc. Reflecting on my team setting I know certain members prefer certain task, So with this in mind I have adapted the transactional style and given team members direct roles that suit then wants but also fulfil a need, this is a key benefit of this style as members have defined roles and they will understand by completing the action I have requested it means they will not have to complete an action less desirable to them, completing the exchange, (Hussain, et.al, 2017).

In relation to this style, I have found it also very useful when assisting with proving new recruits with direction, in dynamic incidents decision making is key and often certain situation can be overwhelming and having a set task with boundaries can assist in removing an element of stress. In relation to this point I would then be adapting my leader style to more of a supportive style of leadership, whereby a leader focuses in and builds on the relationship with a team member, (Giblin,2017).
Despite the positives of orientating towards strong relationships with team members I have also seen how being overly supportive in leadership styles has its downfalls and can negatively impact situations. I have found by being too supportive can impact other officers’ progression as they may develop a dependence on your actions rather than stepping into their own leadership role and learning new skills. However there have been numerous studies that also highlight the key benefits of this model and it is being widely adoptive in modern policing practice, organizational change is an ongoing process within policing to achieve best outcomes but research documents that’s through leadership styles such as transformational and supportive, forces can be effective in overcoming organizational change (Jusino, 2018).

Another incident in which I can highlight when I adapted my leadership style, involved a high-pressure road traffic Collison, the incident involved lots of people and a lot of moving parts making the situation very dynamic. Within this incident I have implemented more of a situational style to leadership among my colleagues to hopefully achieve the best outcome. Situational Leadership has been proven to be a successful form of leadership as it draws from other models and does not confine itself to one way of thinking, Dr Paul Hersey and Leadership Expert Ken Blanchard, developed the model and suggest, being flexible to the needs of others as well as being task orientated, they explore the need to not confine to one static form of leadership and instead read situations and the environment in which they need to lead and adapt the style to meet the needs, (Will Kenton, 2024). Within my incident I found this form helpful as is consists of four fundamental components, Telling, selling, delegating and participation, at the road traffic collision all four of these factors were utilised, there were more junior officers that needed direct actions to give them a purpose this covered the telling and delegating aspect, others whom maybe had not experience a call at this level were in need of encouragement and motivation, the selling aspect came to use here as I knew the team members had the ability to perform but then needed some coaching to unlock that potential at scene and finally participation, putting myself into action and performing tasks alongside team members to achieve best outcome.

As this situation developed in front of Myself and team members, the need to adapted styles was very prevalent, dynamic and high pressure environments are very stressful, however there are studies that detail how police officers often do perform at a higher level under pressure, goal orientated tasks and direction assist in good performance as officers will often process threat and execute active decision making (Kelley, Siegel, Woodworm, 2019). Being adaptive helps in this decision making and I feel by being open to changes in style depending on circumstance and environment does not isolate a leader to one option, at this incident the crowd at scene grew to an almost unmanageable size and I could this this increased threat was slightly uneasy for some team members, this is where I implemented a direct message to the team and used my voice and clear communication to make sure everyone understood we need to hold the crowd. Through displaying confidence in my actions and reverting to the transformation style, my team took on the task and perform at a high level and the desired outcome of a controlled and safe scene was achieved.

To conclude on my reflection into leadership styles in policing I believe the style in which you adopt relies on the environment of the situation, the maturity of the team members and the ability of the team. Recalling incidents I have been involved in I do not think there is one model that fits all, I believe through emotional intelligence and the ability to access threats, environment and make accurate decisions, a leader must be able to adapt a model and lead with confidence, honesty and integrity is a key factor and knowing when an option is not working, I feel at this moment I have then taken a breath and explored other options. I feel anyone can be a leader and it does not just have to be at an organizational level but at a personal level also, exploring models is important and I feel in modern policing there is no right or wrong option, simply the option that has the best outcome. 
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Task 4

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

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

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

How do you provide and receive feedback?

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



ANSWER:

When considering a role as a police constable I knew it would be a difficult and constantly evolving process, I recognised there would be various challenges linked to the role and that I would have to find resilience, determination and unlock skill sets I had not yet recognised in Myself. Through the process of my initial 10 weeks with my tutor, then reaching independent patrol status and now nearing the end of my probation period I have benefited from coaching and mentoring in various different forms and from various individuals such as colleagues such as constables and line managers, multi-agency speakers on training days and my original tutor.

Coaching and mentoring are fast growing tools within workplace settings and are noted as being effective mechanism to enhance and improve employees not just in the workplace but as individuals, (Hayden, 2023). Coaching can be recognised in different ways by different individuals but ultimately is in place to assist in developing new skills and improving workplace performance. My first-hand experience of coaching within the police started in my 10-week tutorship, I found this part of my probation incredibly instrumental, and the process assisted in setting the foundations for my policing style. During my tutorship I benefitted from the one to one approach which is often linked to coaching and mentoring, it allow me to be supported through what was a constantly changing environment, the intimacy of the style of training allowed me to feel safe and I trusted my tutor which in turn allowed me to feel more confident in my ability and it also assisted in me in self-directed learning and development (Hayden, 2023).  I feel I benefitted further from this coaching as there was almost a dual focus as coaching had both formal and informal aspects to it, for instance the formal aspect came from the institution and the workplace agendas which needed me to progress through the training and then the informal aspects were related more to my personal goals of improvement which were being set of weekly by my tutor and Myself for me to work towards. Furthermore, another contributing factor of why coaching worked so well was that there was no judgement, and the agendas were no confined to certain tasks, but more to a collection of outcomes that needed to be achieve throughout the whole 10-week period. There was a lot of open and relaxed conversation which I believed benefited my development experience and actually allowed me to retrain more information, (Mind Tools Team, 2024), however, to achieve this outcome the conversation did need to be focused to development points so targets could be achieved, and this is where the structure was introduced, this period of development was set to a 10 week period which is generally to relationship duration within a coaching set up, compared to mentoring which can be over a longer duration. 

Flexibility has also played an importance role in my coaching experience, and this has not just been highlighted by myself in my 10-week period but throughout my three-year probation as new working challenges have presented. Flexibility was something that was promoted and taught by my tutor and have a elevated level of flexibility allowed me to adapt my learning style to best suit my objectives and as a result I have found it easier to engage with new information, (CPD, 2022), to expand on this, as I have progressed through my probationary period I have found that flexibility has become a tool for which I use regularly as the working environment is constantly changing and by adapting communication methods, strategies and decision making it allows for a better service as more options become available to utilise in a situation. Flexibility has been a foundation in my now developed skill set and reflecting on my tutorship period it allowed me the opportunity to set individual checkpoints for which I wished to achieve. It also facilitated sessions with my tutor where we looked back on previous incidents and re-access goals and targets and allowed for re-development to fit in with the changes in circumstance as well as previous feedback supplied to me by my tutor. 

Mentoring although similar to coaching does have differences, Coaching focuses on self-learning and development, whereas Mentoring zeros in on the sharing of expert opinions and teachings by disseminating knowledge to assist others in growth, (Police Superintendents Association, 2018), this form of information sharing is seen to not just benefit the individual but the organisation as a whole as the skills and abilities learn with ultimately benefit the wider organisation. The college of Policing documents this in one of there many mentoring schemes, the “Executive Mentoring Scheme” which focuses on officers stepping into senior rolls such as Chief Constables, the scheme highlights the benefits of mentoring, such as sharing of skills and useful networks to the mentee, the enhanced focus on career and personal development and the use of the expert roles mentors sit in within the organisations, (College of Policing, 2023). Mentoring for Myself has presented on numerous occasions in my three-year probationary period, but mainly it has been more prevalent when on specialist training courses, such as My CED Taser course, EDIT drugs testing course and my Standard Blue Light Driver course. During these courses there would be criteria set the organisation and standards that needed to be achieved, however there would also be a confidential relationship in place between Myself and the trainer present, this is where Myself as the mentee had the opportunity to set outcomes I wished to achieve and also identify further resources of mentoring support I might need. On reflection I believe I benefitted from this structure massively as it allowed me to create agendas for myself and also then line said agendas up with the organisational criteria, which as a result allowed me to focus on my career and personal development. 

As well as being great tool to promote growth and performance within a workplace environment, coaching and mentioning can benefit an individual in other avenues also. Coaching and mentoring are shown to both effective and evidence-based approaches to combating stress, (Magny, 2021), healthy wellbeing in vital in a stress rich environment such as policing and on multiple occasions I have made sure I have identified possible stress factors quickly in my probationary period and addressed them. When stress has arisen, I have made sure I have spoken with my sergeants who have acted as a trusted role model figures for myself through my probationary period, and through open conversation and discussions that have helped Myself develop further emotional intelligence with a policing set up, I have found this form of mentoring very beneficial when addressing workplace stress and potential challenging situations. This resource of having a sergeant as a source of information and advice has been invaluable for myself and I would safely say maybe student officers alike, Garvey, et al notes that organisation line mangers often fill the role of a Hybrid, coach / mentor and I agree with this statement. Coaches can be seen as a vital part in the success of an employee and by working through competency based-frameworks, coaches or mentors can influence practice in the workplace and assist in bettering the organisation and the employee (Garvey, Stokes and Megginson, 2017). My supervisors have certainly aligned with these points documented and when I have maybe needed some extra assistance with a process, I was not familiar in or an opinion on a decision I had made on duty I have approached my sergeants as I have felt comfortable in doing so as part of the mentoring relationship.

Maintaining the focus on mentoring, Police forces globally recognise the benefit of mentoring within policing organisations, an Australian research study illustrates how immediate support when starting a new profession is crucial for new officers to be trained in the science of their profession, (Tyler and McKenzie, 2011). The paper focused in on mentoring and professional support within a regional police headquarters in south-eastern Queensland and documented how mentoring early in training helped sustain long term professional learning. I can relate to the importance of immediate support in the training period, I gained this resource from my tutor which was expected but also from more experienced shift members and through conversations and sighted learning I was able to learn skills and other organisational qualities from team members and I have often sought advice from other officers, in doing this they have then taken on a mentor role for my needs. Knowing this support was available has assisted myself in learning through work, and this method of development is important in maintaining and progressing vocational practice, (Boud and Garrick, 2012).

Throughout my three-year probation reflection and feedback has also played a highly important role, the use of coaching and mentoring have been beneficial, but only as beneficial as the required feedback to take remarks on board and learn from constructive feedback from tutors and trainers alike. Feedback can be defined as a kind of regulatory mechanism whereby the effect of an action or behaviour is provided back to assist the learner in improving future efforts and improvement processes, both for individuals and the organisation, (Ramani et al, 2019). Within my ten-week tutorship I would have to provide and receive feedback on a regular basis with my tutor, the way this was achieved was via weekly reflection documented on excel spreadsheets. The benefit of this method was that it allowed me to review and read through my tutor’s opinions and feedback notes and easily highlight learning points and key aspects which I could refer to on a regular basis. Then we would utilise open conversation and check in meetings to produce a learning planned to achieve personal goals and to meet organisational criteria. Feedback is essential in workplace development and research highlights that peer feedback has shown to have a significant affect on the learning process when delivered to colleagues correctly, (Dahl, et al, 2023), feedback can influence the educational setting as well as improve the learning environment set out by the organisations. Constructive feedback from colleagues has been instrumental in my development as an officer and it is something I now utilise with new recruits myself; I have found reflection especially at difficult jobs allows for improved learning as discussion can often highlight points the learner has maybe missed in the heat of the moment from here learning points can be developed for further incidents. 

At the centre of coaching and mentorship throughout my three-year probation sits, work-based learning itself, this is the process in which the organisation has put in place to that oversees all, the professional policing degree, which is a university lead programme incorporated with workplace learning has academic validity and assists new officers in personal and professional organisational development, then the employer led programmes utilises in work training and coaching. Both these programmes then promote reflective practice from the workplace experience, and this has assisted myself in growth overall as I have learnt the importance of reviewing my decisions which coaching has provided. 


To draw a conclusion, effective curriculum design and organisational structuring for workplace learning plays a vital part within new recruits or learners’ development, there is an increased emphasis on professionalism and a growing need for support in the early stages of training and the development of new skills to best achieve positive outcomes, (Goggin, et al, 2015). Coaching I feel allow for this development and I have found the process of coaching nothing but beneficial throughout my three-year probationary period. The initial 10-week period allowed for creative reflective practice which allowed me to absorb new and useful information and then as I have progressed through my service multiple individuals have filled the role of a mentor such as supervisors and senior colleagues. Coaching in my opinion allows the officer to adhere to organisational policies as well as pursue individual growth as a police officer and trains new recruits in vital skill sets such as communication, decision making and resilience.  
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