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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:











Modern policing in the United Kingdom has undergone significant transformation over the past decade, driven by increasing complexity in crime, technological change, and heightened public expectations. Central to this transformation is the professionalisation of policing, led by the College of Policing and guided by national frameworks such as the Policing Vision 2025 and Workforce Transformation agenda. These initiatives aim to develop policing as a profession grounded in evidence-based practice, consistent standards, and continuous professional development.
This essay critically evaluates the strategic role of the College of Policing in professionalising policing in the UK. It reflects on a policing incident in which I played a significant role involving a domestic abuse victim, demonstrating my development as a modern police officer. The essay will also analyse how my final year of probation has influenced my role, linking practice to national strategies including Policing Vision 2025 and workforce transformation priorities.
During my final year of probation, I attended a domestic abuse incident involving a female victim reporting ongoing coercive and controlling behavior by her partner. Upon arrival, I prioritised safeguarding, separating the parties and ensuring the victims were safe. The victim disclosed a pattern of emotional abuse, financial control, and intimidation. Although there were limited visible injuries, the psychological impact was evident.
I applied a victim centered approach, recognising the importance of building trust and ensuring the victim felt heard. I utilised the DASH (Domestic Abuse, Stalking and Honour-Based Violence) risk assessment tool to identify high-risk factors and completed a referral to specialist safeguarding services. The suspect was arrested on suspicion of controlling and coercive behavior.
Critically reflecting on my actions, I demonstrated effective communication and empathy, aligning with professional standards. However, I recognise that I initially focused more on evidential aspects rather than fully exploring the victim’s long-term safeguarding needs. This highlights an area for development, particularly in adopting a more holistic approach to vulnerability. This incident reflects the shift in policing from reactive enforcement to safeguarding and prevention, consistent with modern policing expectations.
The College of Policing plays a central role in professionalising policing in England and Wales. Established as the professional body for policing, it sets standards, develops guidance, and supports training and development across all forces (College of Policing, 2024). One of its key contributions is the Competency and Values Framework (CVF), which outlines the behaviors expected of police officers, including integrity, transparency, and accountability. In my incident, I demonstrated these values through ethical decision-making and victim-focused practice.
The College also leads the Policing Education Qualifications Framework (PEQF), which integrates academic learning with operational practice. This has strengthened evidence-based policing, encouraging officers to use research and data in decision-making. Evidence-based policing has been shown to improve outcomes and embed problem-solving approaches in frontline policing. However, there are criticisms of the College’s role. While it promotes standardisation, some argue that it can create a disconnect between academic theory and operational realities. Martin (2021) suggests that professionalisation models may not fully capture the complexities of frontline policing, particularly in high-pressure situations. In my experience, while academic frameworks are valuable, practical experience remains essential in developing confidence and decision-making skills.
Overall, the College of Policing has significantly contributed to raising standards and consistency, but its effectiveness depends on how well its frameworks are applied in practice.
The Policing Vision 2025 provides a strategic direction for modern policing, focusing on collaboration, digital transformation, and a more skilled workforce. It aims to ensure policing is efficient, effective, and trusted by the public. A key aspect of this vision is recognising that crime is becoming increasingly complex, particularly with the rise of digital crime and safeguarding challenges. This aligns with my experience in domestic abuse cases, where non-physical forms of abuse require greater awareness and investigative skills.
The Workforce Transformation program complements this by emphasising the importance of a skilled and adaptable workforce. Policing is “critically reliant on the quality of its workforce”, highlighting the need for continuous professional development. Additionally, investment in learning and development has been a key priority. Programs aimed at transforming police training have focused on improving skills, knowledge, and adaptability in response to changing demands.
Despite these positive developments, challenges remain. For example, public confidence in policing has declined in recent years, and there is inconsistency in performance across forces  . This suggests that while strategic frameworks exist, their implementation is uneven.
As a probationary officer nearing completion of my training, I have developed skills aligned with the expectations of a modern professional police officer. I have increasingly used evidence-based approaches in decision-making, such as risk assessments and structured investigative processes. This reflects the professionalisation agenda promoted by the College of Policing. In the domestic abuse incident, I prioritised communication and empathy, recognising the importance of building trust. This aligns with modern policing, which emphasises legitimacy and public confidence. I have consistently applied ethical principles, particularly in safeguarding vulnerable individuals. The CVF reinforces the importance of integrity and accountability in policing. Throughout my probation, I have engaged in reflective practice and training opportunities. The College of Policing’s emphasis on continuous professional development supports this approach.
However, I acknowledge areas for improvement. For example, I need to further develop my confidence in managing complex safeguarding cases and improve my ability to challenge inappropriate behaviour where necessary. My final year of probation has seen a significant shift in my role and confidence as a police officer. Initially, I relied heavily on supervision and guidance. However, I have developed greater independence and decision-making ability. One key change has been my understanding of vulnerability and safeguarding. Early in my training, I focused primarily on enforcement. Now, I recognise the importance of prevention and long-term support, particularly in cases such as domestic abuse.
Another area of development is my ability to apply professional judgement. I am now more confident in assessing risk and making decisions under pressure. This reflects the transition from novice to competent practitioner. However, challenges remain. Policing is increasingly complex, and balancing competing demands can be difficult. For example, managing workload while ensuring high-quality investigations is an ongoing challenge. The introduction of new strategies, such as digital policing and leadership development initiatives, highlights the need for continuous adaptation. The College of Policing’s focus on leadership and development aims to address these challenges by supporting officers at all levels.
The professionalisation of policing has brought significant benefits, including improved standards, accountability, and consistency. The introduction of frameworks such as the CVF and PEQF has helped to formalise policing as a profession. However, there are limitations. One key issue is the potential gap between theory and practice. While academic knowledge is valuable, it may not always reflect the realities of frontline policing.
Another challenge is organisational culture. Efforts to improve diversity and inclusion highlight the need for cultural change within policing. Building trust and legitimacy is essential for effective policing. Additionally, resource constraints and increasing demand place pressure on officers, which can impact the implementation of professional standards. Overall, while professionalisation has improved policing, it is not without challenges. Ongoing investment in training, leadership, and culture is required to ensure its success.
This essay has explored the role of the College of Policing in professionalising policing in the UK, alongside key strategic frameworks such as Policing Vision 2025 and Workforce Transformation. Through reflection on a domestic abuse incident, I have demonstrated my development as a modern police officer, highlighting strengths in communication, ethical decision-making, and evidence-based practice. I have also identified areas for improvement, particularly in safeguarding and confidence. The College of Policing has played a crucial role in raising standards and supporting professional development. However, challenges remain in bridging the gap between theory and practice and addressing organisational culture. As I complete my probation, I recognise the importance of continuous learning and adaptation in meeting the demands of modern policing. Professionalisation is an ongoing process, requiring commitment from both individuals and organisations.













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 has become a central feature of modern policing, transforming how police forces communicate with the public, gather intelligence, and promote policy initiatives. Platforms such as Twitter (X), Facebook and Instagram allow police organisations to disseminate information rapidly, engage with communities, and shape public perceptions. However, while social media offers opportunities for transparency and engagement, it also introduces significant risks, including reputational damage, misinformation and ethical concerns.
This essay critically evaluates the use of social media in policing, drawing on policing related incidents and wider literature. It considers relevant force policies, identifies common platforms used in policing, and explores both the benefits and risks of social media. The discussion aims to demonstrate an understanding of communication strategies within policing while acknowledging limitations and challenges.
In a recent incident I attended involving a missing vulnerable person, social media was used by the force to appeal for public assistance. The force’s official Facebook and Twitter accounts shared an image and description of the individual, requesting information from the public. Within a short period, the post was widely shared, leading to a member of the public recognising the individual and reporting their location. This contributed to a safe recovery.
This example demonstrates how social media can support operational policing by increasing public awareness and engagement. Research shows that social media enables police to communicate quickly and effectively with large audiences, enhancing information sharing and public cooperation (Cullen, 2022). In this case, the use of social media is aligned with the principles of community policing, where collaboration between the police and the public is encouraged. However, reflecting critically, the use of social media also raised concerns. The individual’s privacy was potentially compromised, and there was a risk of misinformation if incorrect details had been shared. Additionally, comments on the post included speculation and insensitive remarks, highlighting the challenges of managing online engagement.
Police use of social media is governed by force policies and professional standards, including the Code of Ethics. These policies emphasise professionalism, accountability and integrity in online conduct. Officers are expected to avoid behaviour that could damage public confidence or bring the service into disrepute.
Recent research highlights that social media misuse can constitute misconduct and harm the reputation of police organisations (Wong, 2026;). This reflects the importance of adhering to clear guidelines when using social media both professionally and personally. Force policies also emphasise data protection, confidentiality and safeguarding. In the example above, the decision to publish information about a missing person would have required a careful assessment of risk versus benefit. While the outcome was positive, it demonstrates the need for clear decision-making processes when using social media operationally.
Police forces commonly use a range of social media platforms, each serving different purposes:
Twitter (X): Used for real-time updates, public alerts and engagement during incidents.
Facebook: Often used for longer posts, appeals and community engagement.
Instagram: Used to promote a positive image of policing and engage younger audiences.
YouTube: Used for campaigns, public information videos and transparency initiatives.
Research suggests that social media has significantly transformed police communication strategies, allowing forces to reach wider audiences and present their work more effectively (Cullen, 2026). However, the effectiveness of these platforms depends on how they are used and whether they encourage genuine interaction rather than one-way communication.
One of the key benefits of social media is the ability to communicate directly with the public. Social media enables police to share information quickly, provide updates and engage with communities in a more accessible way. Research shows that communication and transparency are important factors in building public trust and confidence in policing (Home Office, 2023). By providing timely updates and responding to concerns, police can improve their legitimacy and encourage cooperation.
In the incident described earlier, the rapid sharing of information enabled public involvement, demonstrating how social media can support community engagement. Social media can also assist in crime prevention and detection. Police can use platforms to issue warnings, share crime prevention advice and gather intelligence from the public.Studies suggest that social media can contribute to crime solving and the policing of new forms of crime, particularly those occurring online (SCIRP, 2023). For example, appeals for witnesses or information can reach large audiences quickly, increasing the likelihood of useful responses.
In addition, social media monitoring can help identify emerging threats, although this raises ethical concerns discussed later. Social media has increased the visibility of policing, allowing the public to observe and evaluate police actions. This can enhance accountability and encourage professional behaviour. However, this transparency can be both positive and negative. While it allows scrutiny, it can also lead to misinterpretation of incidents when context is missing (CrimRxiv, 2023). Social media provides an opportunity for police to promote positive stories and highlight their work. This can help improve public perceptions and strengthen relationships with communities. Research suggests that social media can play a role in shaping police image and legitimacy, although its impact varies depending on how it is used (Cullen, 2026).
One of the main risks of social media is the potential for reputational damages online behaviour, whether professional or personal, can impact public trust. Research highlights that inappropriate social media use can be considered misconduct and harm the reputation of the police service (Wong, 2026). Even minor mistakes can attract significant public attention. Social media can spread information rapidly, but this also increases the risk of misinformation. Posts may be shared without context, leading to misunderstanding or criticism of police actions. Studies show that social media content can lead to misinterpretation of events and generate negative commentary towards police (CrimRxiv, 2023). This can damage public confidence, particularly when incidents go viral. Public trust in policing is influenced by media coverage, including social media. Negative portrayals or controversial incidents can reduce confidence in the police.
Research from the UK Parliament highlights that media coverage and perceptions of police misconduct are key factors affecting trust (POST, 2024). Social media amplifies these effects by enabling rapid dissemination of content. The use of social media raises ethical issues, particularly around surveillance and privacy. For example, the use of undercover accounts or monitoring tools may raise concerns about civil liberties. Evidence shows that social media surveillance can lead to potential abuse, particularly when used to monitor individuals or groups without clear justification (Brennan Center, 2023). In addition, sharing information about individuals, such as in missing person cases, must be balanced against privacy considerations.
Police officers and organisations may also face online abuse, harassment and criticism. Social media increases exposure to negative comments, which can affect morale and wellbeing. Research highlights that police are subject to increased levels of online abuse and criticism due to their presence on social media (ResearchGate, 2025). Furthermore, managing social media requires resources, training and clear strategies. Without proper management, social media accounts may become ineffective or inconsistent.
Social media is also used by criminals for activities such as fraud, exploitation and extremism. This creates additional challenges for policing. Evidence suggests that social media can facilitate criminal behaviour, including grooming and terrorist recruitment (UK Parliament, 2022). Police must therefore balance using social media as a tool while also addressing its risks.
Overall, social media has both positive and negative impacts on policing. While it enhances communication, engagement and transparency, it also introduces risks related to reputation, ethics and public perception. The example discussed earlier demonstrates the effectiveness of social media in operational policing. However, it also highlights the need for careful decision-making and adherence to policies. A key issue is whether social media truly improves engagement or simply acts as a one-way communication tool. Some research suggests that social media has not fully achieved its potential for meaningful interaction between police and the public (ResearchGate, 2025). This suggests that further development is needed to maximise its benefits. Another limitation is the reliance on social media as a communication strategy. Not all members of the public use social media, which may exclude certain groups and reduce accessibility.
In conclusion, social media plays a significant role in modern policing, offering opportunities for communication, engagement and crime prevention. The use of platforms such as Twitter and Facebook allows police to reach large audiences quickly and promote transparency. However, social media also presents challenges, including reputational risks, misinformation, ethical concerns and the potential impact on public trust. These risks highlight the importance of clear policies, professional conduct and effective management. The example discussed demonstrates both the benefits and limitations of social media in policing. While it can support operational outcomes, it must be used carefully to avoid negative consequences. Overall, social media is a valuable tool in policing, but its effectiveness depends on how it is used. Continued development, training and evaluation are necessary to ensure that social media contributes positively to policing and public confidence.













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:















Leadership within policing is a complex and dynamic process that requires adaptability, ethical awareness, and effective decision-making in high-pressure environments. Modern policing increasingly emphasises evidence-based practice, reflective leadership, and community engagement to ensure legitimacy and effectiveness (College of Policing, 2023; 2024). This essay critically evaluates my flexibility in leadership style during a policing incident involving a domestic disturbance and analyses the leadership strategies applied to manage changing operational demands. It draws upon leadership theories such as transformational, transactional, and situational leadership, alongside evidence-based policing principles.
The incident involved responding as the first officer to a domestic violence call where a victim reported escalating aggression from their partner. Upon arrival, the situation was volatile, with heightened emotions, risk of harm, and the presence of children. My role involved ensuring immediate safety, coordinating additional units, gathering information, and supporting the victim. Initially, I adopted a direct leadership style, focusing on control and rapid decision-making due to the high-risk nature of the situation. As the incident stabilised, I transitioned to a more participative and supportive approach, engaging with colleagues and partner agencies to manage safeguarding and investigative processes.
Situational leadership theory suggests that leaders should adapt their style depending on context, task complexity, and team capability. In policing, this is particularly relevant due to unpredictable environments (Klijn et al., 2022). During the initial phase of the incident, a direct approach was necessary to prioritise safety and control. This aligns with policing expectations to act decisively in high-risk situations. However, as the situation became less immediate, I demonstrated flexibility by shifting towards a more collaborative style. This included consulting colleagues, sharing decision-making, and considering safeguarding options. This reflects the importance of adapting leadership to operational demands, rather than relying on a single style. Despite this, my flexibility was not always fully developed. At times, I remained overly directive, particularly when delegating tasks, which limited opportunities for team input. This suggests a partial understanding of situational leadership rather than a fully consistent application.
Transformational leadership focuses on motivating and inspiring others, while transactional leadership emphasises structure, supervision, and task completion. Research indicates that transformational leadership is positively associated with ethical behaviour and organisational culture in policing (Francis and Ahmad, 2021). During the incident, I demonstrated elements of transactional leadership by allocating roles, ensuring compliance with procedures, and maintaining control. This was appropriate given the need for clear direction and accountability. There were also limited elements of transformational leadership, such as supporting colleagues under pressure and reinforcing professional values. For example, I encouraged clear communication and maintained a calm demeanour to reduce tension within the team. However, my ability to fully inspire or empower others was limited. I focused primarily on task completion rather than developing team motivation or reflection. This reflects a moderate level of leadership capability rather than a highly developed transformational approach.
The College of Policing emphasises the importance of integrity, accountability, and public trust in leadership (College of Policing, 2023). During the incident, I ensured that actions were lawful, proportionate, and victim-focused, particularly when considering safeguarding measures.

I demonstrated ethical leadership by:
Prioritising the victim’s safety and wellbeing
Communicating respectfully with all parties
Ensuring transparency in decision-making
However, there were limitations in fully challenging behaviours within the team, such as when assumptions were made about the victim’s credibility. While I internally questioned these views, I did not actively challenge them at the time. This highlights an area for development in demonstrating confidence and ethical leadership in practice.
Evidence-based policing (EBP) involves using research and data to inform decisions and improve outcomes (College of Policing, 2024). In this incident, decision-making was partly informed by training and established procedures, such as risk assessment tools and safeguarding protocols. For example, I applied a structured risk assessment to determine the level of threat and appropriate response. This reflects an evidence-based approach, ensuring decisions were not solely based on instinct. However, my application of EBP was limited. While I followed procedures, I did not explicitly consider alternative evidence-based interventions or reflect on their effectiveness during the incident. This suggests an emerging awareness of EBP rather than a fully embedded practice.
Effective communication is a key component of leadership in policing, particularly in high-pressure situations. During the incident, I maintained clear communication with colleagues, ensuring roles were understood and information was shared effectively.
This supported teamwork by:
Reducing confusion during the initial response
Enabling coordinated actions
Supporting decision-making
However, communication was sometimes one-directional, particularly during the early stages. I focused on issuing instructions rather than encouraging discussion. Research highlights that leadership in policing is increasingly viewed as relational and collaborative rather than purely hierarchical (Roberts, 2024). This indicates that while communication was effective in achieving immediate outcomes, it could be improved to enhance team engagement and shared understanding.
Policing often involves complex and unpredictable situations requiring adaptive problem-solving. Street-level decision-making is influenced by situational factors, organisational constraints, and professional judgement (Klijn et al., 2022).
During the incident, I demonstrated adaptability by:
Adjusting my leadership style as the situation evolved
Balancing enforcement with safeguarding considerations
Coordinating with partner agencies
However, my problem-solving was primarily reactive rather than proactive. I focused on immediate issues rather than considering longer-term solutions, such as referral pathways or prevention strategies. This reflects a developing ability to manage complexity but highlights the need for more strategic thinking.
The situational leadership model was evident throughout the incident, as I adapted my approach based on risk and context. Initially, a directive style was appropriate, but later stages required collaboration and support. While this demonstrates an understanding of the model, the application was inconsistent. A more structured approach to assessing team capability and situational demands could improve future performance.
Transformational leadership was partially applied through maintaining professionalism and supporting colleagues. However, the focus remained on task completion rather than inspiring or developing others. This aligns with research suggesting that police leadership often remains operationally focused rather than fully transformational (Williamson, 2024).
Transactional leadership was effectively applied in ensuring compliance with procedures and achieving operational objectives. This is particularly relevant in high-risk policing contexts where clarity and control are essential. However, over-reliance on this approach may limit team development and innovation.
The incident highlights several strengths in my leadership approach:
Ability to take control of high-risk situations
Clear communication and task allocation
Awareness of ethical responsibilities
However, there are also areas for improvement:
Greater consistency in adapting leadership style
Increased use of transformational leadership techniques
More active application of evidence-based policing
Improved confidence in challenging inappropriate behaviour
The College of Policing emphasises the importance of reflection and continuous professional development in leadership (College of Policing, 2023). Reflecting on this incident has identified key learning points that can inform future practice.
Leadership in policing requires flexibility, adaptability, and a balance between control and collaboration. This essay has demonstrated that while I was able to apply different leadership styles during a complex incident, my approach was not always fully developed or consistent. The use of situational and transactional leadership enabled effective management of the immediate situation, while limited elements of transformational leadership supported team cohesion. However, there is a need to further develop my ability to inspire others, apply evidence-based approaches, and engage in critical reflection. Overall, my leadership performance aligns with a moderate standard, demonstrating reasonable understanding and application of leadership concepts, but with areas requiring further development to achieve a higher level of practice.












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:
















Coaching and mentoring are central components of the National Policing Curriculum and play a key role in supporting officers during their probationary period. Within policing, these approaches are used to enhance learning, improve performance and support professional development in complex and unpredictable environments. This essay will reflect on my three-year probation, exploring how mentoring and coaching have contributed to my development, how they have supported personal, professional and organisational goals, and how feedback processes have shaped my learning. Relevant theories and contemporary research will be applied throughout to support reflection.
Coaching and mentoring are often used interchangeably but differ in focus. Coaching is generally performance-driven, aiming to develop specific skills through structured conversations, whereas mentoring is broader, focusing on long-term personal and professional development (College of Policing, 2024a). Coaching enables individuals to reflect on their strengths, solve problems and improve confidence, while mentoring provides guidance, support and role modelling over time. In policing, both approaches are embedded within leadership and professional development frameworks. The College of Policing promotes coaching as a leadership style that supports culture change and encourages reflective practice. Mentoring is also widely used to support career progression, particularly for new recruits and underrepresented groups.
During my probation, mentoring has been particularly beneficial in helping me understand the realities of frontline policing. Research suggests that mentoring supports individuals in developing role-specific skills, increasing motivation and enhancing career progression opportunities. This reflects my experience, as my mentor provided practical advice on decision-making, communication and dealing with challenging situations. Coaching has also contributed to my development by encouraging reflective thinking. For example, after incidents, supervisors often used questioning techniques to help me evaluate my actions. This aligns with the purpose of coaching, which aims to improve problem-solving and self-awareness. Additionally, mentoring has supported my confidence and resilience. Policing can be stressful, and research indicates that mentoring can improve wellbeing and reduce anxiety among officers. In my experience, having a mentor to discuss difficult situations has helped me manage stress and remain focused. However, the effectiveness of mentoring has varied depending on the mentor’s engagement. At times, support has been inconsistent, which limited the potential benefits. This reflects wider research suggesting that mentoring outcomes depend on the quality and frequency of interactions.
Coaching and mentoring have supported my personal development by helping me identify strengths and areas for improvement. For example, through coaching conversations, I have developed better communication skills, particularly when dealing with vulnerable individuals. This aligns with evidence that coaching improves self-awareness and interpersonal effectiveness. Professionally, mentoring has helped me understand expectations within policing, including ethical decision-making and professional standards. Exposure to experienced officers has allowed me to observe best practice and apply it in my own work. Mentoring also encouraged me to consider long-term career goals, such as specialising in a particular department. From an organisational perspective, coaching and mentoring contribute to developing a skilled and competent workforce. Leadership within policing emphasises the importance of developing future leaders who can uphold values and improve performance. By supporting probationers, mentoring helps ensure consistency in standards and enhances overall effectiveness. Despite these benefits, there are limitations. Organisational pressures, such as workload and time constraints, can reduce opportunities for coaching and mentoring. Research highlights that lack of time and resources can act as barriers to effective development within policing. I have experienced this during busy shifts where structured mentoring was not prioritised.
Coaching and mentoring have significantly contributed to my learning during probation. Learning in policing is not limited to formal training but involves continuous development through experience and reflection. Coaching supports this by encouraging critical thinking and independent decision-making. For example, after attending incidents, supervisors often asked reflective questions such as “What went well?” and “What could you improve?” This approach aligns with experiential learning theories, where reflection on experience leads to improved performance. It has helped me develop problem-solving skills and adapt to different situations. Mentoring has also supported my development by providing guidance in unfamiliar situations. For instance, when dealing with complex cases, my mentor offered advice based on their experience, helping me to make informed decisions. This demonstrates how mentoring facilitates knowledge transfer and skill development. However, my reflection suggests that learning has sometimes been more descriptive than analytical. While I have developed practical skills, there have been occasions where I relied heavily on guidance rather than independently analysing situations. This highlights a limitation in my critical thinking development, which is necessary for higher-level performance.
Several theories underpin coaching and mentoring practices. One relevant model is the GROW model (Goal, Reality, Options, Will), which structures coaching conversations to support problem-solving. During my probation, supervisors have used similar approaches by setting goals, discussing current performance and identifying ways to improve. Another relevant concept is transformational leadership, where leaders inspire and motivate individuals through support and development. Coaching is often linked to this style, as it encourages empowerment and personal growth. In policing, this is important for promoting a positive organisational culture. Mentoring theory also highlights the importance of psychosocial support and career development. Mentors provide encouragement, role modelling and guidance, which supports both personal and professional growth. My experience reflects this, as my mentor has acted as both a role model and a source of advice. While these theories provide a useful framework, their application in practice is not always consistent. For example, coaching conversations are sometimes informal and lack structure, which can reduce their effectiveness. This suggests that further training may be needed to ensure consistent application of coaching models.
Feedback is a key component of coaching and mentoring. During my probation, I have received both formal and informal feedback. Formal feedback includes performance reviews and assessments, while informal feedback occurs during daily interactions with supervisors and colleagues. Receiving feedback has helped me identify areas for improvement, such as communication and report writing. Constructive feedback has been particularly useful, as it provides specific guidance on how to improve. However, there have been occasions when feedback was limited or unclear, which made it difficult to understand expectations. Providing feedback to others has been less common due to my role as a probationer. However, when working in teams, I have contributed to discussions and shared observations. This has helped develop my communication skills and confidence. Effective feedback should be timely, specific and balanced. In practice, this is not always achieved due to time constraints. Research suggests that structured support and guidance are essential for effective learning within policing. My experience reflects this, as feedback is most beneficial when it is clear and delivered soon after an incident.
Overall, coaching and mentoring have had a positive impact on my development during probation. They have supported my learning, improved my confidence and helped me meet organisational expectations. However, there are areas for improvement. Firstly, the consistency of mentoring could be improved. At times, limited availability of mentors has reduced opportunities for learning. Secondly, coaching conversations could be more structured to maximise their effectiveness. Finally, I need to develop greater independence in decision-making and critical thinking. This reflection demonstrates that while coaching and mentoring are valuable, their effectiveness depends on how they are implemented. Both organisational support and individual engagement are essential for success.
In conclusion, coaching and mentoring are essential components of professional development within policing. During my probation, they have supported my learning, improved my performance and helped me achieve personal and professional goals. While there are some limitations, such as inconsistent support and time constraints, overall, they have had a positive impact. Future development should focus on improving the consistency and structure of coaching and mentoring, as well as enhancing critical thinking skills. By doing so, officers can maximise the benefits of these approaches and contribute to a more effective policing organisation.
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