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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:

This essay will critically evaluate the strategic role of the College of Police in professionalising policing in the UK. It will evidence how I am working to fulfil the role of a modern professional police officer now that I am in my final year of probation and critically reflect upon how my final year of probation has seen my role as a police officer change.

The professionalisation of policing in the United Kingdom has been a central reform agenda since the early 21st century. The College of Policing plays a pivotal role in professionalising policing in the UK by setting standards, providing training, and promoting evidence-based practices. It was launched in 2012 and was established to reform the structure of policing bodies (Home Affairs Committee, 2016). One of the primary pieces of work developed by the College of Policing was bringing existing ethical standards guidance into the Code of Ethics, which underpins the key principles and standards of behaviour which all police officers and staff are expected to uphold and maintain (Home Affairs Committee, 2016).

Another key role the College of Policing has played in professionalising policing involves developing and maintaining the Policing Education Qualifications Framework (PEQF). This was developed with the aim to address inconsistencies in the recruitment process and within police training, thus, to provide consistency and quality across different police forces, contributing to a more professional and standardised approach to policing. With the creation of PEQF came the introduction of three new entry routes to policing, the Police Constable Degree Apprenticeship (PCDA), the Degree Holder Entry Programme (DHEP), and the Degree in Professional Policing (PPD). As of 2024, there is now an additional entry route, which is the Police Constable Entry Programme (PCEP) (College of Policing, 2020). Even with the professionalised entry routes into policing, there are still challenges in officers consistently meeting the standards and ensuring that initial training and learning is effectively translated into actual on the beat policing. The College also provides leadership development programmes and frameworks designed to prepare officers for supervisory and strategic roles. Initiatives such as the National Leadership Centre aim to ensure a pipeline of competent, ethical leaders capable of guiding forces through contemporary challenges such as austerity, digital crime, and community legitimacy.


The Policing Vision 2025 is a 10-year initiative which aims to shape and transform policing for the better. The Policing Vision 2025 can only be achieved and delivered by the whole of policing working together collaboratively in the public interest, which includes the College of Policing. Some of the ways in which the plan aims to achieve changes in local policing are by creating new entry, exit, and re-entry routes to policing – this has come in the form of the programmes previously discussed (NPCC, 2016)

A further way in which the College of Policing are supporting the delivery of the 10-year plan, are by delivering and overseeing police training and development. This may be achieved through providing academic accreditation, recognising the skills and knowledge held by police officers throughout the force (NPCC, 2016).

In addition to this, the College of Policing have the responsibility of creating frameworks of continuing professional development, which will help all police officers gain recognition for the knowledge and skills they possess, progress in their careers and promote, and fulfil their potential to be the best possible officer that they can be (NPCC, 2016).

Another way in which the College of Policing are involved in the professionalisation of policing, is demonstrated in The Strategic Policing Requirement. This is direction from the Home Secretary to address the nation’s biggest public safety threats and to ensure that police across the UK can deliver a vigorous response nationally (Home Office, 2023).

One of the issues in which the requirement addresses is violence against women and girls (VAWG). The College of Policing have created framework for delivery, which sets out expected police attitudes and responses to best respond with to VAWG. The framework is simplified into three main objectives, which are to improve the public’s, particularly women and girls’ trust and confidence in policing and the police, to relentlessly pursue suspects, and to create safer spaces for women and girls. All police forces must also adhere to the relevant Authorised Professional Practice stipulated by the College of Policing, as well as utilise their learning materials, to aid in creating a more effective response to VAWG (Home Office, 2023).

A further issue addressed by the College of Policing is terrorism. Chief Constables must ensure that the College of Policing authorised professional practice is being followed in relation to responding to incidents, operations, crisis management, investigations, armed policing, forensics and prosecutions, to ensure that national standards are being met (Home Office, 2023). The College of Policing also has authorised professional practice standards in relation to child sexual exploitation (CSE), and public order. Any and all deployed vehicles and equipment must also meet national requirements, and all public order commanders must receive continuous professional development and accredited training as per College of Policing standards (Home Office, 2023).

The College of Policing and the National Police Chiefs’ Council (NPCC) have developed a five-year culture and inclusion strategy called the National Policing Culture and Inclusion Strategy 2025 – 2030. This works alongside and goes hand in hand with the Police Vision, to make the UK police the most trusted and engaged policing service, as well as making our communities safer and stronger, and a better place to live (College of Policing, 2025).

There are multiple reviews into policing which have identified issues rooted in police culture, which has led to a loss in trust and confidence from the public and from workforce (College of Policing, 2025). Therefore, the College of Policing create and regularly review standards, guidance and development programmes. An example of this, is the policing Code of Ethics being revised in 2024, which led to additional guidance being created by the College of Policing. As well as this, The Vetting Code of Practice and vetting authorised professional practice have been made more robust, and new approaches have been taken to address changes and improvement in behaviour (College of Policing, 2025). However, reforms such as PEQF have raised concerns about accessibility, potentially creating barriers for those from non-academic backgrounds (Holdaway, 2017). There are also questions about whether professionalisation initiatives have translated into improvements in public confidence, particularly in communities with strained police relations (Rowe, 2020).

As I approach the end of my probationary period, I actively work to embody the qualities of a modern professional police officer. This involves continuous professional development, seeking out opportunities to enhance my skills and knowledge through additional training and mentoring. I strive to apply the principles of ethical policing in all my interactions, ensuring fairness, impartiality, and respect for the rights of individuals. Furthermore, I actively engage with the community, building trust and fostering positive relationships to enhance community safety and address local concerns.

As a probationary officer in my final year, I have actively worked to embody the characteristics of a modern professional police officer as envisioned by the College of Policing. This has involved integrating ethical, evidence-based, and community-focused approaches into my practice. I consistently apply the Code of Ethics in decision-making, ensuring that my actions are lawful, proportionate, and respectful. For example, in situations involving vulnerable individuals, I have prioritised safeguarding and dignity over expediency, reflecting professional values of compassion and accountability.

My final year of probation has seen a significant shift in my role as a police officer. Initially, I relied heavily on the guidance and supervision of experienced officers, gradually taking on more responsibility as my confidence and competence grew. I have sought feedback from supervisors and peers, reflecting on incidents where my performance could improve. I have also engaged with training opportunities in various areas, including completing NCALTs as well as in person training courses, recognising that ongoing learning is integral to professionalism.

Now, I am expected to work more independently, making critical decisions under pressure and taking ownership of my actions. This transition has required me to develop my problem-solving skills, critical thinking abilities, and leadership qualities, preparing me for the challenges and responsibilities of a fully qualified police officer. This change has seen me develop resilience, confidence, and the ability to apply professional judgment. On the challenging side, the weight of responsibility can be overwhelming, particularly in sensitive cases involving vulnerable victims or complex safeguarding. This sometimes leads to stress, requiring me to improve my coping strategies.

To continue in my professional development, I have recently completed the tutor constable course, which will allow me to be qualified in mentoring future probationers. This will enable me to apply my own learning and experiences to support their development, and allow me to consolidate my own knowledge, and will ensure that I am always keeping up to date with relevant policies, procedures, and legislation.

In conclusion, the College of Policing plays a vital strategic role in embedding national standards, evidence-based practice, professional education, and ethical leadership. At an individual level, my probation has mirrored this professionalisation by embedding ethical principles, evidence-based problem solving, community engagement, and reflective practice, I have sought to embody the values of a modern police officer. My role has matured from procedural learner to reflective practitioner. Going into the future, sustaining professionalism will require ongoing reflection, development, and commitment.
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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:

This essay will critically evaluate my experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives. Social media has become an indispensable tool for modern policing, offering unprecedented opportunities for community engagement and information dissemination. My experience with platforms like Twitter and Facebook has shown their potential in promoting policy initiatives and fostering transparency. However, these benefits come with inherent risks that must be carefully managed to maintain public trust and operational integrity.

Adherence to the force's social media policy is paramount to mitigate risks and ensure responsible use. The policy provides clear guidelines on what information can be shared, how to engage with the public, and the importance of maintaining confidentiality and impartiality. By following these guidelines, officers can leverage the benefits of social media while upholding the highest standards of professionalism and public trust. The Association of Chief Police Officers (ACPO) guidelines on the safe use of social media recognise that social networking sites assist the police in engagement, allow officers to respond in real time to incidents, and help the police to demonstrate greater accountability and transparency.

Digital policing has also been addressed in the Policing Vision 2025. It describes how digital policing makes it easier for the public to contact police, from anywhere in the country (NPCC, 2016). In my police force, South Wales Police, they have a presence on Facebook, X, Instagram, TikTok, LinkedIn, WhatsApp, and YouTube (South Wales Police, 2025). South Wales Police have developed policies to regulate officers’ and staff use of social media. The Social Media and Online Engagement Policy emphasises professionalism, accuracy, and alignment with the Code of Ethics (College of Policing, 2014). It recognises social media as a professional tool for informing communities about incidents, safety, and prevention, engaging with diverse audiences to build trust and accessibility, and promoting policy initiatives. The policy also outlines restrictions to mitigate risks, such as maintaining confidentiality, avoiding personal opinions, and preventing reputational damage (South Wales Police, 2020).

As previously mentioned through South Wales Police, there are many different purposes that social media use for the police provides, such as providing information. Social media allows for the effective, and widespread distribution of information, quickly and cost effectively (The Police Foundation, 2014). Social media also allows the police to engage with the public, which can allow the public to connect and build relationships with the police service (The Police Foundation, 2014). As well as this, social media can be utilised by police for intelligence and investigation purposes, allowing the police to gather information from communities, and can use this to potentially build evidence for investigations. An example of this can be when putting an appeal out for a missing person on social media (The Police Foundation, 2014).

This is reinforced by Jones et al (2025), who state that social media has provided the police services with a new opportunity to become more visible, and to engage with communities. It is also stated that with this, comes the potential to encourage transparency and openness public policing. One negative noted by Jones et al (2025), is that police services have been criticised in the past for being ignorant and one sided in their communication. However, social media does provide the police with an opportunity to reengage with the public to salvage the low trust and confidence, through utilising more creative and interactive methods (Jones et al, 2025). It also provides a modern opportunity to demonstrate police visibility in different ways, with members of the public stating that a social media presence in policing is essential in the ever-increasing digital world (Jones et al, 2025). Social media also provides a platform to promote policy, community safety campaigns, and partnership initiatives. For example, South Wales Police has used Facebook to publicise “Operation Sceptre”, a national initiative on knife crime, and X to promote campaigns on violence against women and girls.

In a study conducted by Jones et al (2025), that posts which solely contain text information were not deemed as being effective in community engagement, with these posts receiving little interaction being unnoticed. More visual posts which were accompanied with written information, performed much better in terms of being seen online within the competitive platform of social media (Jones et al, 2025). In particular, photos and videos provide the police with opportunities to highlight their visibility in the community and evidence what they have been doing on a day-to-day basis, with many officers stating that they make a point to capture and post content whilst out engaging with the community to highlight police visibility and engaging. One officer in the study stated that they want to demonstrate to the public that on all days, even in adverse weather conditions, officers are still on the street and still keeping the area protected, which they feel is important for members of the public to see (Jones et al, 2025).

Participants of the study discussed the potential benefit that visual engagement on social media will have on recruitment for police officers, especially by using social media to challenge myths about diversity and inclusion within the police. The public still hold the belief that the police force is predominantly made up of white men, and using social media to highlight some background aspects of policing can work to address and expel these myths (Jones et al, 2025). This direct interaction helps build trust and strengthens community relationships, which are essential for effective policing.

This same study also explores the use of social media whereby the police use social media to ask for public participation in investigations, such as the use of sharing photographs of wanted suspects, with a call to the public to provide the police with on their current whereabouts, to help police find them. Another example is publishing CCTV clips on social media, in a bid to help police identify suspects (Jones et al, 2025). Social media is helping police to reach a wider audience of people than ever before, including a variety of age ranges and cultural groups. Research by Ofcom (2014) shows that 55% of the adult population has a social media profile, with this number having increased today.

This is consolidated by The Police Foundation (2014) who state that social media may enable police to engage with ‘hard to reach’ communities in the public and can reach a new demographic from members of the public who traditionally engage with police. For example, young people tend to engage highly with police forces online. Social media may also prove effective in connecting with members of the public who might be uninterested or antagonistic towards the police (The Police Foundation, 2014). On the other hand, not all communities use or have access to social media. Over-reliance risks excluding older, digitally excluded, or economically disadvantaged groups. Policing must therefore combine online and offline engagement to ensure inclusivity.

The use of social media can bring about challenges for the police, such as risking the spread of misinformation, as well as having the potential to create and share biased or inappropriate content. Maintaining the integrity of information shared on social media is crucial to avoid spreading false narratives or compromising ongoing investigations. Furthermore, officers must adhere to strict guidelines to ensure their online conduct reflects the professionalism and ethical standards of the police force. Any and all information and data shared online by the police must be useful and relevant, as well as adhere to Data Protection policies. Furthermore, the tone in which information is posted is crucial, and does affect the likelihood of that information being read and shared (The Police Foundation, 2014).

In conclusion, social media platforms such as X, Facebook, Instagram, YouTube, and TikTok are now integral to modern policing, offering significant benefits in informing communities, engaging diverse audiences, and promoting policy initiatives. However, these benefits are accompanied by risks, including reputational damage, misinformation, confidentiality breaches, and exclusion of digitally marginalised groups. South Wales Police’s policy seeks to manage these risks by embedding professionalism, ethics, and training into social media use. While social media cannot replace traditional policing engagement, it provides powerful tools to enhance transparency, trust, and legitimacy when used responsibly. In an era of increasing digital reliance, the ability of forces such as South Wales Police to harness social media effectively will remain central to maintaining public confidence and legitimacy.
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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:

This essay will critically evaluate and evidence my flexibility in leadership style. It will also critically analyse leadership strategies which I have developed to manage a range of different operational situations. Leadership is a critical determinant of organisational effectiveness, particularly in public services such as policing. The role of a police leader extends beyond directing resources; it encompasses motivating teams, maintaining public trust, and adapting to complex, uncertain, and politically sensitive environments. Flexibility in leadership has therefore emerged as a core competency, enabling leaders to navigate diverse operational contexts ranging from routine patrol management to critical incidents and organisational change.

The College of Policing (2023) sets out guidance for leadership standards at five organisational stages. Stage one is leadership foundations, stage two is first-line leaders, stage three is mid-level leaders, stage four is senior leaders, and stage five is executive leaders. The standards set a baseline for leadership knowledge, skills, attitudes, behaviours and performance, as well as demonstrate what good leadership looks like. The standards are also informed by the Code of Ethics, the competency and values framework (CVF), leadership research and national policing priorities (College of Policing, 2023).

At every stage, leaders should act in accordance with the Code of Ethics, uphold the highest standards of professional behaviour, and build and maintain trust and confidence with colleagues, other professionals and the public alike (College of Policing, 2023).

There are multiple types of leadership styles which are used within policing. The first is the transformational leadership style. This is where leaders aim to inspire, set a vision, and adhere to moral values. There is evidence that these leaders have a positive impact on employees’ organisational commitment and their willingness to exert extra effort (Campbell and Kodz, 2011).

The second is transactional leadership. This reward and punishment style of leadership can be found to have fewer positive impacts. However, there is evidence that these behaviours can have positive impacts, for example ‘goal-oriented’ leaders may be preferred by lower ranking and less experienced officers than those in higher ranks. Furthermore, officers that tend to prefer external direction and control rather than being self-motivated, may have a preference for transactional style leadership behaviours (Campbell and Kodz, 2011).

The third is fixed style leadership, and there is evidence which suggests that police leaders who combine transformational and transactional behaviours are more effective than those who rely solely on transformational leadership tendencies (Campbell and Kodz, 2011).

A further style is active leadership and role-modelling. Leaders who are active, have high visibility, and who set a good example are more effective at influencing behaviour than transformational leaders, who may prefer approaches such as inspirational motivation (Campbell and Kodz, 2011).

Furthermore, there is situational leadership - leaders in which modify their behaviour to suit the context, whether the context may be experience, rank, department or role, is likely to be most effective (Campbell and Kodz, 2011).

Moreover, participative leadership encourages participation in decision making, which can positively impact job satisfaction and organisational commitment
(Campbell and Kodz, 2011).

Finally, there are passive/avoidant leaders. Police leaders who practice inactive leadership are less effective, and they can even have a negative impact on officers’ willingness to exert effort (Campbell and Kodz, 2011).

There is evidence in leadership that having high emotional intelligence is positively linked to police leader effectiveness, although, high levels of emotional intelligence can also undermine effectiveness when paired with high levels of narcissism in a leader (Campbell and Kodz, 2011).

Effective leadership requires the ability to adapt one's style to fit the situation. In policing, this is especially critical due to the dynamic and often unpredictable nature of the job. A rigid approach can lead to missed opportunities, decreased team morale, and ultimately, a failure to effectively serve the community.

Situational leadership models emphasise adjusting leadership style based on the competence and commitment of team members. For example, a new recruit might require a more directive approach, while a seasoned officer can thrive under a more delegative style. Recognising these differences and adapting accordingly is key to maximising individual and team performance. In real life practice, a more transformational leadership style might be necessary initially, however, as officers become more familiar, a more participative leadership style, involving officers in decision-making, may then foster ownership and improve outcomes. This example demonstrates the practical application of adapting leadership to changing circumstances.

Flexibility also involves being able to adjust strategies in response to unexpected challenges. If a particular approach isn't working, a leader must be willing to reassess and try something new. This might involve seeking input from the team, consulting with other experts, or even completely changing course. The ability to learn from mistakes and adapt is a hallmark of effective leadership in any field, but particularly in the high-stakes environment of policing. Critically, flexibility is not about abandoning consistency but about anchoring strategies in core values such as fairness, integrity, and accountability. This aligns with the Code of Ethics (College of Policing, 2014), which provides a moral compass for navigating diverse operational challenges. However, flexibility can be constrained by hierarchical structures, political pressures, and resource limitations. As well as this, inconsistent application of leadership strategies risks creating uncertainty among officers. Effective leaders therefore require reflective practice, continuous professional development, and robust self-awareness to balance flexibility with consistency (Rowe, 2020).

In conclusion, flexibility is essential for addressing the diversity and complexity of modern policing, from crises and routine operations to organisational reform and multi-agency collaboration. Effective leadership strategies draw upon multiple theoretical frameworks, including situational, transformational, transactional, adaptive, and servant leadership. The ability to integrate these approaches enables leaders to balance directive clarity with participative empowerment, vision with accountability, and enforcement with compassion. However, flexibility must be grounded in ethical consistency and core policing values to avoid risks of perceived inconsistency or loss of authenticity. As UK policing continues to face challenges from terrorism to public confidence, the need for flexible and adaptive leadership has never been greater. Future leadership development must therefore prioritise emotional intelligence, collaborative capability, and resilience to ensure that police leaders can navigate operational demands while sustaining public trust.
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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:

This essay will critically reflect upon my three-year probation. It will aim to explore how I have benefitted from mentoring and coaching, how it has helped me to meet personal, professional, and organisational goals, and how it has aided me to learn, develop, and perform in the workplace. Probationary periods in policing represent a critical stage in shaping officers’ professional identity, ethical orientation, and operational competence. Over the course of my three-year probation, I have benefited from formal and informal mentoring and coaching relationships, which have played an important role in supporting my personal, professional, and organisational development. Throughout my probation, I have applied reflective learning models to evidence learning from my experiences.

Coaching is defined as achieving the best performance and improvement. Coaching focuses on specific goals and typically lasts for a defined period of time (CIPD, 2025). Although there are a number of different definitions, there are some generally agreed principles of coaching, such as it is a non-directive form of development, which focuses on improving performance, coaching activities can have both organisational and individual goals, and it’s a skilled activity which should be delivered by those trained in coaching skills (CIPD, 2025).

According to the College of Policing (2025), mentoring is when a more experienced or knowledgeable police officer offers support, guidance and advice a less experienced police officer. The focus in mentoring is on career and personal development. The student will accept advice and help from their mentor, and their mentor will have a specific professional role, and possess a wide range of knowledge in that area (College of Policing, 2025).

There are various different types of coaching and mentoring theories which will be used by mentors and coaches within policing. One is the Biggs’s Presage-Process-Product Model, which states that learning is a dynamic process which involves learners, learning, and teachers. The first stage in the model is the presage stage, which occurs prior to any learning taking place (Kamarudin et al., 2020). In coaching and mentoring, the presage stage describes prior knowledge, abilities, and skills of the person who is being coached/mentored. Next is the process stage and is the way in which the person being coached/mentored’s characteristics respond to tasks set by mentors/coaches. The process stage then leads to the product stage of the learners (Kamarudin et al., 2020).

Another model is the GROW model, which was created by Alan Fine, Graham Alexander and Sir John Whitmore during the 1980s. The GROW model is a performance coaching model which is used by most companies when they deal with performance issues (Kamarudin et al., 2020). The GROW model helps to solve problems and achieve goals due to it being a solution-focused model. There are four stages in the model. The first is setting goals, the second stage is the reality in which the learner will explain their goals, and what is needed to achieve their goals. It is essential for both parties to know the current situation, because together they cannot solve the problem if they do not have a clear goal - people cannot solve problems they do not understand (Kamarudin et al., 2020).

The option stage is to then generate ideas to help the student to develop and reach their goal. The solutions need to be structured, and then every option needs to be evaluated, and the learner needs to feel safe to express their ideas and thoughts. The last step is to make the choice of one option and make it into a definite plan and taking action (Kamarudin et al., 2020).

In my three-year probation, mentoring has provided a broader perspective on career development and organisational culture, while coaching addressed more specific performance gaps. This combination has ensured a well-rounded development experience. The guidance received through mentoring and coaching significantly contributed to achieving personal, professional, and organisational goals. Personally, I gained confidence and resilience in handling challenging situations. Professionally, I improved my investigative skills and understanding of legal procedures, leading to better case outcomes. From an organisational perspective, my enhanced performance aligned with the police force's objectives of maintaining public safety and fostering community trust.

Mentoring and coaching have been instrumental in my learning, development, and performance in the workplace. By applying behavioural theories in coaching, my mentor helped me understand the impact of my actions and develop strategies for improvement. Regular feedback sessions, grounded in situational leadership theory, allowed me to adapt my approach based on the context and needs of each situation, enhancing my overall effectiveness.

A personal goal throughout probation was to build resilience and confidence in independent decision-making. Mentoring relationships provided reassurance and normalised the anxieties of probationary policing, helping me manage self-doubt. Coaching, by encouraging me to evaluate my own actions, developed confidence in taking ownership of decisions.

I actively seek feedback from supervisors, peers, and community members to gain diverse perspectives on my performance. As I have gained confidence, I have started to provide feedback to peers and probationers in earlier stages of their career. Providing feedback reinforced my own learning, as articulating guidance for others clarified my understanding of topics. When providing feedback, I focus on specific behaviours and their impact, using a constructive and respectful tone. I also ensure that feedback is actionable and timely, promoting continuous improvement and fostering a culture of open communication within the team.
I have found that I enjoy providing feedback and help and support to probationers, so much so that I have now completed the tutor constable course myself, to become a mentor and pass on my knowledge and experience to new probationers.

In conclusion, mentoring provided reassurance, role-modelling, and guidance for me, whilst coaching encouraged independent reflection, critical thinking, and ownership of decisions. Together, they supported the achievement of my personal resilience, and professional competence. Personal reflection has transformed experience into professional growth, and feedback has been central to this process, reinforcing continuous improvement and accountability. Mentoring and coaching have been vital in shaping me into a reflective and professional officer. Moving forward, my goal is to transition from being a probationer, to utilising my new skill in being a qualified tutor constable and actively supporting new probationers in the start of their careers.
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