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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:

The College of Policing provides a framework for standards of professional development in policing across 43 forces in Wales and England, by defining the standard of training, qualification, and required skills for police officers (Police Federation, 2016).

As part of the required qualification, police officers are required to undertake a Police Constable Degree Apprenticeship undergraduate degree or complete a Degree Holder Entry Programme. The PCDA entry route involves officers working a full-time role as a police officer, whilst working to complete an undergraduate degree. The DHEP entry route involves officers that currently hold a degree completing academic learning alongside the role. The PCDA and DHEP requirements aim to strengthen professionalism and the standard of training in policing, despite many of the key attributes associated with being a police officer being character focused such as courageous or effectively using initiative and common sense (Leek, 2020).

(Leek, 2020) found that the introduction of both the PCDA and DHEP programmes overseen by the College of Policing have benefited police forces, with officers demonstrating commitment and being more effectively trained whilst developing resilience when working a full-time role alongside completing academic work. With the College of Policing ensuring the professionalizing of policing, the role of a police officer itself can now be viewed similarly to roles in social work, medicine and teaching as it strives to ensure all police officers meet the same level of higher education and provides continual professional learning and development throughout (Birch, 2020). It has been recognised that the College of Policing need to allow consideration for academic work to be completed, with (Casey, 2023) finding that much of police officers protected learning time had been disturbed, with personal learning days being re arranged, moved, or officers being called in to work. 

Developed with the National Police Chiefs’ Council and the Association of Police and Crime Commissioners, and the College of Policing, the Policing Vision 2025 outlines a ten-year plan for how policing will develop and transform, focusing on areas including collaborative partnership working, digital technology, and professionalized policing (National Police Chiefs’ Council, 2025). 

The College of Policing encourages research and experience led learning, with academic work being focused on the role itself and current up to date policies and procedures, along with the realism of the role of a modern-day police officer. It promotes self-reflection and development with workbooks being focused around reflecting on incidents whereby the officer has played a significant role. Despite the PCDA and DHEP programmes being in place for some time, a better understanding of the requirements set out by the College of Policing needs to be had by line managers of officers, with sergeants not always being fully aware of the demands of completing said programmes (Honess and Clarke, 2023). 

In addition to the DHEP and PCDA programmes, the College of Policing seeks to further professionalize policing through its Direct Entry and Fast Track programmes. With the aim of identifying more talented officers who seek to progress to senior management levels, this programme allows individuals the opportunity to reach the rank of an inspector within two yours and potentially progress to superintendent (College of Policing, 2019). 

Despite the College of Policing promoting development and leadership through the Fast Track and Direct Entry programmes, there has been concerns noted around the level of life experience these candidates poses, with age restrictions recently being lowered. Senior management within the police noted that to successfully fulfil the role of a Detective Constable, a significant amount of time as a Police Constable should be carried out before progressing to the role of Detective in order to better understand policing and the role itself. In addition to this, promoting development at an early stage contributes to the high rate of turnaround on response policing shifts, with many new constables being tutored by officers with minimal experience (Vanida, 2022).

The College of Policing also implemented the Code of Ethics which provides guidance to officers to ensure they are making the right decisions for the right reasons, whilst maintaining public service, courage, respect, and empathy. Supported by the Code of Practice of Ethical Policing, the Code of Ethics promotes reflection and accountability.  (College of Policing, 2024). 

Along with other partners including the National Police Chiefs Council, Police and Crime Commissioners, and the National Crime Agency, The College of Policing plays a role and is consulted in the Strategic Policing Requirement. The Strategic Policing Requirement identifies where action is needed in terms of policing to both a local and national level. The College of Policing’s role in relation to Strategic Policing Requirement involves ensuring all officers are trained and meeting the standard required to address threats identified (Home Office, 2023). 

The Police Vision 2025 sets out clear goals and actions to address and improve community issues, public confidence and trust, and technology. With the aim of further professionalizing police forces through use of the Code of Ethics, it focuses on collaborative working amongst police and partner agencies including probation and social services. With an increased use of technology to commit offences, the vision aims to enhance polices use of technology to prevent and investigate crime (Connect, 2020). 

The College of Policing plays an essential role in achieving goals outlined in the Police Vision, including working alongside the National Police Chiefs Council and Association of Police and Crime Commissioners to ensure the academic standard is as required to ensure police forces are performing to the expected standard. Along with new officers joining, the College of Policing is responsible for ensuring officers can progress to more senior positions to promote growth and development. Finally, the College of Policing works collaboratively with professional bodies to strengthen police performance when tackling issues and addressing priority targets (Calam, 2017). 

As a police officer in my final year of probation, I continue to aim to perform to the high standard required to successfully fulfil my role. I remain open to ongoing learning and development opportunities and have attended courses such as Police Support Unit and Chemical Biological Radioactive and Nuclear training. I continue to complete all required E-Learning packages set out by the college of policing and attend all training days available to me. I aim to further enhance my knowledge by reading material that is available to me via the College of Policing website. I ask for ongoing feedback and guidance when required to ensure I am performing to a high standard and regularly reflect on how I have managed incidents to improve my capability going forward. 

I use evidence-based policing to ensure I am proactive within my role. For example, during briefing I utilise my electronic pocket note pad to take note of hot spot areas for anti-social behaviour, wanted persons, and persons with conditions in place such as bail conditions or criminal behaviour orders. During any free time I have, I use the information and intelligence that has been gathered to conduct patrols and stop searches to increase public confidence and engage with the community. 

For example, I was recently making my way back to a marked police vehicle following an incident when I observed a vehicle behaving suspiciously in an area known for drug dealing. I used the Police National Computer to check details of the vehicle which had markers for drugs. I remained in the area to act as a deterrent and reassure the community with police presence and sighted a person I had seen engaging with the driver a few moments ago. Based on the information I had I stop searched the person, located a small amount of cannabis and issued them with a Community Resolution. I then inputted intelligence in relation to the vehicle I had sighted and the person I had stop searched. 

To fulfil the role of a modern-day police officer I ensure I work well with communities and members of the public. I demonstrate active listening skills when speaking with members of the community and use good communication skills. For example, when stopped by a member of the community recently reporting anti-social behaviour in their area, I used open body language and asked questions to show that I was interested and listening to what they had to say. I provided them with safety planning and reassured them I would submit intelligence in relation to the individuals named. I also advised I would share this information with local community support officers and neighbourhood policing teams. Sharing this information resulted in increased patrols in the area, which ultimately increased public confidence. 

I continue to use effective leadership skills and share my knowledge with officers that are new to the role. I am very aware of strong team working principles and the benefits of these and strive to ensure I work collaboratively with my team. To ensure those around me feel motivated, I provide praise and am always open to constructive feedback and reflection to improve my own performance. For example, a new officer that recently joined my team appeared to struggle in situations involving conflict. As opposed to attending calls of this nature with another more confident officer, I ensured I attended as many of these types of calls with him. My aim was for him to gain exposure to conflict to build his confidence, and for him to observe my communication skills and how I work to deescalate individuals that are behaving aggressively. As a result of taking time support him, he is now confident in taking the lead at these types of calls and remains calm under pressure. 

In every aspect of my role I am to follow the Code of Ethics and demonstrate integrity and accountability. I do this by challenging any behaviour that is inappropriate and recently highlighted an issue whereby an inappropriate comment had been made to a colleague leaving them upset. I spoke with them and quickly established this was not the first time an offensive comment had been made towards them. I spoke with my Sargeant about what I had overheard and been told, and as a result a conversation was held after the next briefing highlighting the importance of respecting one another and behaving professionally. 

With the increase of use of digital technology, I ensure I am up to date with my forces policies and procedures around technology. For example, I ensure my body worn video is charged and active when attending calls. This allows me to ensure any evidence is captured and I am accountable to any decisions I have made, along with my actions being justified and proportionate. 

To critically reflect on my final year of probation, I will use the Gibbs Reflective Cycle (1988). I will reflect on how my final year has seen my role as a police officer change, and how my performance and confidence as a police officer have grown. 

During my first year of probation, I was focused on learning the basic requirements of the role, learning and observing more senior officers, and ensuring I was gaining exposure to different situations. My third year has differed from this in the sense that I am more focused on further enhancing my performance. I am now at the stage where I am confident in my decision making and am one of the more senior officers on shift. I therefore provide guidance to other officers and have had to factor in supporting and mentoring those around me into my performance. I generally feel a sense of increased responsibility and am regularly the officer taking the lead and making decisions under difficult circumstances, where in my first year of probation I was very much observing others in this position and trying to gain an understanding of effective decision making. 

I am now also managing more complex investigations and am tasked by my Sargeant to deal with offences that are more sensitive and require more critical thinking. For example, during my first year of probation I would receive crime allocations for minor shoplifts and am now receiving crime allocations involving multiple offences or more sensitive crimes such as sexual offences. 

On entering my final year, I felt more confident in my own abilities, however I was mindful that what was expected of me had increased. When initially being tasked to support and mentor new officers I felt nervous and doubted my ability, however with time I have grown significantly in confidence. 

Positive aspects in the change in my role include being able to confidently make decisions and take the lead, an increased knowledge of the area in which I police and my powers and policies. Some of the challenges I have faced include managing expectations of my Sargeant in supporting and mentoring my colleagues whilst managing my own workload and being allocated more complex crimes which require more time to investigate and progress. 

I have been able to progress from being the individual that is taking direction and guidance to an officer that is taking the lead in stressful situations and providing direction to others. I have grown in my ability to investigate crimes effectively and provide a high standard of service to victims as with experience I am aware of what I need to do and which areas of an investigation to prioritise. As an officer taking the lead in stressful complex situations, I am now able to think critically and analyse what is in front of me, picking up on any inconsistencies whilst remaining calm. 

My third year in probation has been a time during which I have grown significantly in my ability to be accountable, professional, and a critical thinker. Going forward, I aim to continue to push myself out of my comfort zone and work on areas I am less confident in. I will do this by attending attachment days where possible, and training courses to better my understanding and knowledge.  
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Task 2

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:


With an increase in information sharing and distribution through social media, police now utilize social media to engage with communities of various ages, backgrounds, and cultures. Social media platforms such as Facebook, Instagram, and TikTok can be viewed as one of the most direct and effective ways to engage with communities. This includes both sharing and receiving information. 

Police now use platforms including Instagram, TikTok and Facebook to share policing initiatives, goals, and targets, along with to request information. For example, a police force social media account may use social media to post videos on community engagement initiatives, or share an appeal for vital information on a high risk missing person. 

The use of social media in policing also encourages community engagement and allows members of the public the opportunity to questions and provide feedback in relation to success stories, priorities, and goals of the force. In addition to this, social media builds public confidence and trust through sharing success stories within a force and addressing plans such as targeting and reducing anti-social behaviour. 
 















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:

As a police officer, I am required to work alongside a range of different people with various lengths of service, strengths, and areas that require development. As part of my role, I attend a range of incidents which present different risks and levels of threat and often work in high pressured environments. With many of the incidents I attend often being dynamic, I am required to alter the way in which I deal with situations and adapt my communication and leadership dependant on what I am faced with. Within policing, there are many leadership styles that suit different situations including transactional, transformational, and authoritarian. 

The transactional leadership style involves the leader consulting with others prior to making a decision whilst remaining as the person that makes the final decision. This style of leadership could be viewed as a more motivating style as followers are able negotiate expectations with their leader which results in more positive relationships between the leader and follower (Swid, 2014). 
An example of how transactional leadership might be used in policing includes a sergeant liaising with police officers at a call prior to deciding on what the best course of action should be. This allows a sense of empowerment with the police officers feeling valued as their opinion is being sought. 

Transformational leadership is whereby a leader will aim to motivate followers through setting out clear goals and targets that are aligned with followers’ morals and ethics. This is a more inclusive style of leadership which encourages building rapport and transparency. Transformational leadership also focuses on the followers’ desire to succeed and achieve their potential (Campbell and Kodz, 2011). An example of how transformational leadership applies to policing would be an Inspector taking time to understand a Sargeant that he is responsible for managing. This might include understanding their goals and aspirations and working with them to set out ways in which these can be achieved. This allows the Sargeant to feel empowered and motivated going forward, which might increase productivity and performance. 

As a police officer, I utilize both transactional and transformational leadership when attending emergency graded calls where I am faced with a high level of threat risk and harm. For example, when attending these types of calls with an officer new to the role it is my responsibility to ensure all policies, procedures and guidelines are adhered to. This might ensure the proper use of force Is used and relevant paperwork completed following the incident. 

I recently attended an emergency graded call with an officer who had recently been made independent following his tutorship period. The call involved a highly intoxicated aggressive male assaulting a taxi driver resulting in life changing injuries. To ensure a prompt and effective response and the gathering of evidence required, I adapted the transactional leadership style. I did this by reminding my colleague that his body worn video was to be activated to capture evidence and an initial account. I then ensured that he was effectively supporting me to handle the subject by use of force including handcuffing and utilizing fast straps due to the level of aggression he was demonstrating towards us. Following the incident, I ensured he completed all use of force paperwork and had effectively completed the required documentation in preparation to hand over to the day shift. 

As transformational leadership focuses on reflection of performance, I spoke with my colleagues following the incident and praised him on how well he engaged with the victim in this assault. In relation to the way in which he supported me to handle the subject, I recognised and relayed areas that required development and explained that some of his actions put myself and him at risk. For example, he was not able to effectively gain control over the subject and was unsure of how to use fast straps despite recently attending his officer safety training. I explained that to achieve his goals of becoming a competent and confidence police officer he would need to improve on these areas and strengthen his knowledge and experience. I spent time speaking with him to understand areas that he struggled in and what his aspirations were as a police officer, and provided him with advice and guidance based on my own experiences of how to achieve them. 


Using transactional leadership in these situations has allowed me to set clear goals and direction to ensure high standards are met and the incident is dealt with effectively. It also ensures that the individual I am leading is aware of expectations of them and highlights their responsibility. In transactional leadership, I ensure I am clear in the direction I provide which also increases accountability, and critical thinking. Using transactional leadership however can demotivate individuals and I have noted that those I adapt a transactional leadership style with tend to lack in use of independent decision making and use of initiative whereby the individual becomes reliant on my direction and guidance. For example, an officer might receive the same disclosure as myself from a victim but be looking to me for reassurance or confirmation on whether it is appropriate to arrest the subject or not as opposed to making the decision themselves. 

By creating a balance of transactional and transformation leadership, I have been able to support my colleagues to use initiative and think independently without being over reliant on my advice. It has also allowed me to quickly identify officer strengths as opposed to only areas that require development which has increased motivation and productivity. 

Another style of leadership commonly used in policing is authoritarian leadership, whereby there is an emphasis on dominance and the leader being seen as an authoritative figure. Research shows that overly using the authoritarian leadership style can demotivate followers as they feel less empowered and valued (Du and Luo, 2020). An example of how authoritarian leadership might be used in policing might include a senior police officer that focuses on giving instruction and delegating as opposed to liaising with colleagues around their views and thoughts on a situation. 

I recently attended a call whereby a female was reporting her ex-partner breaching his bail conditions by being at her address. On attending, the subject was located on the floor having fallen from the third floor of the block of flats. As the most experienced officer attending this call, I was mindful there was a lot to consider including the fact that this male may have been pushed from the window. I quickly adopted the authoritarian leadership approach, ensuring I gave clear instruction to my colleagues to gather and preserve all evidence, this included speaking with eyewitnesses, conducting house to house, and conducting CCTV and house to house enquiries. 
 
I gave clear instruction and delegated where officers were required in terms of dealing with the casualty, speaking with the reporting person, and establishing details of how this male had come to be in this position. Due to the severity of the incident, I adapted this leadership style as I was aware prompt action was required. I was able to make decisions quickly in terms of prioritizing actions and where officers were whilst feeding back to the on-call Detective Sargeant. 

Due to the nature of this incident, adapting the authoritarian leadership style was crucial to ensure all officers had a clear understanding of what was required. By presenting myself as the authoritarian leader and giving instruction, there was less risk of information being misconstrued or tasks being duplicated with the presence of multiple officers. By providing clear instruction directly to officers, I was able to re-enforce accountability. 

In adapting this leadership style, I recognise that officers may have felt disempowered in relation to being provided with instruction however I felt this essential to avoid duplication and ensure the incident was dealt with in a prompt and thorough manner. I did however incorporate transactional leadership and provided praise and positive feedback to officers involved and ensured this was relayed to our sergeant to motivate officers going forward and maintain morale. 
















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:

To critically reflect on my three-year probation, I will be using the Gibbs Model of Reflection. The model, developed in 1988 provides a cycle to structure reflection to support development going forward (The University of Edinburgh, 2024). 

During my three-year probation, I have worked with a variety of different police officers with a range of experience. This has provided me with an insight into how different people work and respond to various situations. I have observed different strategies and skills from experiences officers, which I have put in to practice in my own policing. 

(College of Policing, 2023) defines mentoring as a relationship whereby an officer with a higher level of experience provides guidance to an officer with less knowledge to support their progression. Mentoring and coaching has also supported me to improve my decision making. 

As a police officer based in a dynamic city, I am required to make decisions in high pressured environments under stressful circumstances. Mentoring and coaching has not only provided me with support in terms of turning to an experienced colleague for guidance and support in these situations, but it has also allowed me to observe and learn from those experiences’ officers in relation to considerations they make when making similar decisions and their rationale for doing so. 

With policing being a role that requires a high level of emotional resilience, coaching has supported me ensure I am able to not only deal with stressful situations as they unfold but utilize positive coping mechanisms following distressing incidents. I have observed the way in which my colleagues debrief with one another following emotionally challenging situations, and being involved in the debriefing process has allowed me to better process what I have observed, manage my emotions, and reflect on the situation. 

For example, following attending my first call involving the unexpected death of child I utilized the opportunity to debrief with more experienced officers including my own Sargeant. As a team, we debriefed following the call and were able to process the incident by sharing how the incident made us feel emotionally, and areas of the situation that we found personally distressing. In the days following this incident, more senior officers on shift were able to continue to provide reassurance and advice to the rest of the team including myself on how to maintain emotional resilience and access support through TRIM referrals if required, This area of coaching and mentoring allowed me to meet personal goals of psychological resilience and continuing to remain professional whilst demonstrating empathy and understanding towards my colleagues around me. 

Throughout my three-year probationary period, mentoring and coaching has enabled me the opportunity to receive ongoing constructive feedback and encouragement going forward. This has included regular meetings with my PEQF assessor who as part of their role has had to review my body worn video footage of a range of incidents and calls and feedback to me. Whilst I have found it difficult to rationalise some of my decisions to a person who was not present and therefore would not have appreciated the intensity and various factors, I would have had to consider in dealing with the incident, I have benefitted from their insight when revieing the incident externally overall. 

In addition to feedback and constructive criticism from my assessor, I have received positive re-enforcement from the experience’s colleagues around me. This has allowed me to develop my confidence and provided me with motivation to improve. For example, an area in which my confidence and overall knowledge requires improvement is around traffic related incidents. I have worked closely with a tutor carrying 8 years’ experience and a high level of knowledge of roads policing. Mentoring and guidance from my colleague has allowed me to develop my own, as I have been able to receive feedback and guidance around all aspects of dealing with traffic related incidents ranging from initial attendance to the required documentation to progress an investigation. 

Working closely with mentors and being open to coaching has allowed me to progress my integrity and accountability and ensure that my actions are justified and in line with the Code of Ethics. 

Providing and receiving feedback has been a crucial part in enhancing my performance and confidence as a probationary police officer. When receiving feedback, I ensure I am open minded and actively listen to the feedback that is being provided. As opposed to self-justifying or being oversensitive, I take on board what is being said to me as I know it will enable me to strengthen my performance going forward. When receiving feedback, I like to make notes to better understand where and how to improve going forward. If any constructive feedback or criticism is unclear, I ensure I ask questions for clarity to ensure I can successfully utilize the advice I have been given to develop my knowledge and performance. 

Following receiving feedback, I ensure I use this to implement changes going forward. For example, I recently received feedback on a file that had been sent to CPS for advice around a domestic related offence. I received feedback from my sergeant that this file could have been of better quality and that there were areas that could have been improved. I actively listened to the areas that required development and was able to submit a file of high quality following this as I put the feedback, I received in to practice. 

As opposed to waiting for feedback, I proactively request it from a more senior or experienced colleague when I feel it is needed. For example, when I have left incidents that have been particularly challenging and feel the outcome or the way in which the situation was dealt with could have been better, I will ask for feedback from a more experienced officer that was present. Asking for feedback from someone that was there provides me with a range of considerations going forward and options around my decision making in particular, as the officer providing the feedback is able to then broaden my considerations for similar situations going forward. 

When providing feedback to my colleagues, I ensure it is motivating as opposed to disempowering. For example, I refrain from focusing on areas that could have been improved and ensure I highlight areas of good work. Providing feedback to colleagues that are younger in service than myself strengthens the performance of my team going forward and ensures collaborative working. 

In addition to highlighting areas where I may have done things differently, I give examples of my own experience to make feedback more relatable and ensure I am respectful and understanding. 

During my three-year probation, I have been exposed to various areas of policing ranging from attending emergency calls, liaising with the Crown Prosecution Service, investigating crime, managing offenders on bail, dealing with vulnerable victims, handling subjects, and dealing with high risk missing persons. These experiences have increased my confidence, challenged my personal development, and improved my capability and understanding. 

Despite having achieved more experience and knowledge over the last three years, I continue to work alongside officers with significant experience who have supported my growth and learning. Initially, I felt a sense of pressure to be able to perform to a high standard in a role that involves significant pressure and responsibility. I was aware of the demands of the role and the fast pace in which I would be required to police effectively in a busy city. 

Over time, my confidence grew as I was quickly exposed to difficult situations in a dynamic area. At times, I doubted my ability and decision making, and whilst not all my colleagues were approachable and understanding, I quickly came to learn who I was able to approach for guidance and mentoring. I built a rapport with more experienced officers that valued supporting one another and felt comfortable in asking them for feedback and guidance. 

In addition to utilizing my colleagues on shift for support and guidance, I was open and honest with my PEQF programme assessor who was able to provide constructive feedback and experienced based advice in the areas I struggled with. I also used attachment days whereby I would work alongside different departments such as the Public Protection Unit as an opportunity for coaching and mentoring. For example, with Roads Policing being an area that I particularly struggled with, I attended my attachment period of three days with an experienced Roads Policing officer and asked for advice throughout this time to better my understanding and knowledge. During this time, I was able to deal with road related offences, with guidance and coaching from an experienced officer who provided me with feedback and information to take forward in my career such as Traffic Aide Memoirs. 

My probationary period has presented me with both positive and challenging experiences. At times, I have been heavily critical with myself which has left me feeling negative and doubting my ability. To overcome these feelings, I have focused on areas where I have achieved good outcomes and reminded myself that every officer with struggle in certain aspects of the role. 

Over the last 12 months, my confidence and knowledge has grown significantly. I am now much more confident in my ability and decision making in high pressured environments and take pride in the fact that my colleagues are confident in turning to me for advice and guidance as a knowledgeable officer. 

In addition to coaching and mentoring supporting me to develop within my role, it has helped me to balance my work and home life. I have been honest with my supervisor where I have experienced difficult circumstances within my personal life and have received understanding and flexibility to allow me to continue performing to the best of my ability during difficult times. 

On reflection, I now understand the importance of maintaining my emotional wellbeing to ensure I can perform to a high standard due to the mentally challenging aspects of the role. I also recognise the importance of asking for support and feedback from those around me, whilst ensuring I am not too heavily critical on myself. I now understand that each officer thrives in different areas, and that there is a learning opportunity to be had by all, irrespective of length of service. 

Moving forward with the experiences I have gained; I will I continue to trust my ability and initiative in decision-making whilst continuing to turn to colleagues for advice when needed. I will ensure I continue to work on areas I lack confidence in and will do this through familiarising myself with legislation, powers and policies, and definition understanding. I will aim to attend courses and training days that will support my development and skill set going forward and will continue to be open to feedback whilst providing constructive feedback to others. 
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