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Task 1

As a serving police officer there are many challenges that I face on a daily basis. This has dramatically changed since the very first day I started my training, to where I am now today, nearing the end of my third and final year of probation. During this essay I will discuss how my role has changed during this probationary period and how I am developing into a modern professional police officer. 

Firstly, I would like to discuss the role of a police officer. “A police officer serves to maintain law and order in local areas by protecting members of the public and their property, preventing crime, reducing the fear of crime and improving the quality of life for all citizens.” (University of Southampton, 2023). 

During my initially six months of training, I learnt a lot about detecting and reducing crimes. Furthermore, I developed my understanding about the role of a police constable. The Police Constabulary was formed by Sir Robert Peel, who set out his ideas of policing. (University of Washington, 2023). In the UK, policing has been defined by the philosophy of policing by consent (UK Government, 2012) based on the nine Peelian principles, set up by Sir Robert Peel. Going back to the Victorian Era the traditional British model of policing includes the fundamental premises of upholding of law and order, that the power of the police is dependent on the approval of the public, and the need to seek and maintain public favour and respect. (McDowall and Brown, 2019).

The role of a police officer is set out and governed by the College of Policing. The College of Policing (2023) state that they are an organisation who support professional development, set standards, and share knowledge and good practice.

“The College of Policing was established in 2012 as the professional body for everyone working in policing in England and Wales. Our purpose is to provide officers and staff with the skills and knowledge necessary to prevent crime, protect the public and secure public trust.” (Politics Home, 2023)

“The College of Policing set standards in professional development, including codes of practice and regulations, to ensure consistency across the 43 forces in England and Wales. They also have a remit to set standards for the police service on training, development, skills and qualifications.” (Police Federation, 2023).

This does include the Degree Holder Entry Programme and the Police Constable Degree Apprenticeship qualifications that new police officers must work towards, such as myself. 

The Degree Holder Entry Programme and the Police Constable Degree Apprenticeship “are part of Policing Education Qualifications Framework (PEQF), which aims to introduce a national standard level of education and training within the police service which reflects the current and future challenges we face.” (Cambridgeshire Constabulary, 2023). 

By successfully completing the Degree Holder Entry Programme Norfolk Constabulary (2023) state you will “earn a Level 6 Diploma in Professional Policing Practice.” They further state that successfully passing the Police Constable Degree Apprenticeship you will gain “a Level 6 Degree in Professional Policing Practice.” 

The college of policing is vital to policing within England and Wales because all police officers receive the same level of training, no matter what police force they are trained in. This is crucial when it comes to police forces working together, or if a police officer transfers to another police force. 

Having conducted the role of a police constable for nearly three years, I have an understanding of the role however, it is so vast, diverse, and unexpecting. I will explain a small part of the role by explaining an incident that I have played a significant role in. 

When I was on duty, a call was received of a verbal argument between a male and female who are known to be partners. The reporting person told police that the male was extremely aggressive and had gripped the female by her arms and was dragging her around. Due to this my colleague and I attended as an emergency call. Upon arrival at the address, there was no person answering the door. After I conducted checks on the people linked to the address, I established that there was a significant concern for the female. As a result of this my colleague and I forced entry into the address. Inside the address, we located the female crying in the bedroom and the male who had locked himself in the bathroom. After a brief conversation with the female, she told me that he had assaulted her by punching her to the face. I then engaged in conversation with the male who was initially refusing to open the bathroom door, but after negotiating with him he opened the door. I then arrested the male on suspicion of the assault, and he was conveyed to the custody suite. I later reattended the address to obtain a written statement from the female detailing the events of that day. Once I had extradited all fulfilled all lines of enquiry, I interviewed the male in line with the Police and Criminal Evidence act 1984 (PACE), whereby the male was later released with bail conditions. 

This kind of incident is often a reoccurring incident on a day to day basis throughout policing and is has become a big issue for police officers. 

National Police Chiefs’ Council (2016) state that police forces in England and Wales have come together with an and set out a plan for policing namely ‘Policing Vision 2025.’ Furthermore, they state that there are five priorities for reform including, local policing, specialist capabilities, police officers to be trained regarding digital crimes, the college of policing to develop the workforce skills, and for IT to be shared across multi agency platforms. 

Furthermore, the police transformation fund (PTF) is intended to transform policing by investing in digitalisation, a diverse and flexible workforce, and new capabilities to respond to changing crimes and threats. (Home Office, 2018).

The incident that I have dealt with falls under the local policing category within the policing vision 2025. This is due to the vulnerabilities of the female and how not dealing with the incident could impact the local community, and future demand on police officers.

“As part of the policing vision 2025, it was highlighted that:

· There was a need for consistency, accreditation, and defined roles.
· That roles need specific skills and knowledge, backed by qualifications.” (South Wales Police, 2023).

This has developed the need to ensure police officers work towards accredited qualifications and are able to learn the specific skills and knowledge to become a modern day police officer. This is where the Degree Holder Entry Programme and the Police Constable Degree Apprenticeship were launched within England and Wales. 

Further to the policing vision 2025, the College of Policing (2014) state that the five year strategy was set up to help plan how policing would evolve over the next 5 years. This document stated that they would equip “members with the skills and knowledge to prevent crime, protect the public and secure public trust.” 

Alongside completing the Degree Holder Entry Programme and the Police Constable Degree Apprenticeship, newly recruited police officers must complete an Operational Competence Portfolio, for every year of their probation. Student Police officers. The Metropolitan Police (2023) state that new recruits compile an Operational Competence Portfolio throughout their programme. This can then be evidenced to show that they are competent in several areas, set out by the college of policing. 

By completing the Operational Competence Portfolio, police officers are able to evidence their work, and how they are developing as police officers. This will also show senior ranking police officers, that new recruits are progressing in becoming modern professional police officers. 

To ensure I am always working towards becoming a modern professional police officer I am always considering and adhering to the code of ethics. “The code of ethics is central to the professionalization of the police service and police practices. All police officers and staff must observe the Code and ensure it is applied for all police officers, staff, and volunteers engaged in policing within the service.” (Bryant and Bryant, 2020, p.73).

As my time as a police officer in probation is nearing an end, I have seen a dramatic change in how my role within my shift has changed since I joined. Initially, upon completing my tutorship period, I was placed onto a shift whereby there was a range of experience. Other than one police officer, who had three months more experience than myself, all the other police officers on my shift had over five years of experience. At the time of writing this, I have currently less than 3 years’ service, however, I am now the most experienced police officer on my shift. This has been for multiple reasons. One reason is for some of my colleagues either gaining promotions or taking up a new role in a new department within the police force. There are however, four other police officers who have all left the police force to take up employment, away from policing. That is over 50 per cent of my shift who have quit policing within the last three years. This is not just an issue for my police force, but this appears to be ‘normal’ across all of the police forces in England and Wales. 

From a freedom of information request, the Metropolitan Police (2020) state that during the year 2019-2020 1162 frontline police officers left their employment with the Metropolitan police service which is at a rate of 6%. This is mimicked by the Police Federation, (2022) who state, “West Midlands Police Federation is calling for a greater focus on retention after 5.4 per cent of the Force’s new recruits quit before completing their probation.”


This does not seem that alarming, as expected in all types of employment people will leave within a few years. However, “the latest Pay and Morale survey has shown that 18% of respondents intend to resign either within two years or as soon as they can.” (Smith, 2023). 

Furthermore, Austin (2022) explains, more than 43,000 of the 140,000 police in England and Wales have less than five years on the job, and that 11,737 police officers have less than one year experience. Austin goes on to state that, 20,000 are to be recruited by next year to fill gaps left by experienced officers leaving their roles. 

In conclusion, the college of policing are fundamentally the organisation who set out the standards set for all police officers within England and Wales. They are able to put forward new training models such as the Degree Holder Entry Programme and the Police Constable Degree Apprenticeship. Along side completing these programmes, new recruits are also required to complete the Operational Competence Portfolio. This is where police officers evidence work they have completed to show how they have developed as a police officer. 

Police officers have guidance in a number of ways to assist them in becoming modern day police officers. These are often through the guidelines set by the college of policing such as the code of ethics but also through the National Police Chiefs’ Council’s Policing Vision 2025. 

I believe the role of a police officer has changed dramatically for any new recruit, who has joined the police force in recent years. This is shown by the statistics showing the vast number of recruits leaving the role prior to their probation ending. Further to this, the statistics in the recent Pay and Morale survey show 18 per cent of respondents intend to resign or leave the role within two years. This is almost a quarter of police officers in England and Wales. As you could imagine this would have a detrimental impact on policing due to this large number. There would a huge affect on new recruits and police officers in their probation, such as myself, because of the added pressures of being under staffed. This will effect the morale and is very likely to increase stress levels, impacting the amount of police officers taking sick days. This again would affect the role of police officers. 
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Task 2


Police forces across England and Wales, engage with a variety of audiences, by multiple means of communication, for numerous purposes. One way police forces communicate with people is often through the means of social media. This has been a recent way to communicate due to the rise and development of technology. In this essay I will discuss how police forces use social media to communicate information with their local communities, and the positive and negative uses of this. 

Firstly, I will review why police forces use social media as a means of communication. “Police have appropriated digital communications to educate citizens about crime prevention, promote lawful behaviour, and request information about, among others, wanted offenders, missing persons, and general law-breaking.” (Walsh et al., 2022).

Additionally, Williams et al., (2018) states, “Social media use by police departments has diffused widely and rapidly. Police social media use aims to reach the public, which includes both individuals (i.e., community residents) and organizations (e.g., peer police departments, media, and community groups). Most notably, social media has emerged as important for responding to crises.” 

This shows the importance of the use of social media within police forces, as a tool to engage with the public, not only to inform them of certain local incidents but to also advise them of any major incident to occur in the area. 

Bryant and Bryant (2020, p.164-165) state police use different social media platforms such as Facebook, Twitter and Instagram to gather, use and share information, and provide an up to date communication tool between police and the local communities that they police. 

Social media is a good tool to get information out to the masses quickly, but this has only been a more recent tool. Scobbie (2010) states that police forces have realised that more tradition methods of advising the public, which police have relied upon in in the past, are having less impact and are only make it to scarcely any people. 

There are many types of social media accounts that are associated with police forces and police organisations. Gloucestershire Police (2023) stated that there are three different accounts on social media. These are Official accounts of the organisation, where the public view for information surrounding incidents or general information. Secondly, there are affiliated accounts, who are owned by individuals in the organisation, who are higher ranking police officers. Finally, there are personal accounts for police officers which are used outside of work to post about life, interests, and activities.

Furthermore, Ferguson (2017) and Trottier (2012) state that police have also used social media as a means of being covert and undetectable.

Not only do police use social media to communicate with the public they, “social media sites have been used by police departments to engage the community and solve crime” (Bertot et al., 2012). This is something that I have been able to see first hand whilst working as a full-time police constable. 

During an incident that I had attended, whereby a female had entered a store and had placed items from the shelves into a carrier bag that she was holding. The female had then proceeded to walk towards the door of the store without making any attempt to pay for these items. The shop keeper challenged the female, who then became verbally aggressive. The female then continued to shout at swear at the shop keeper until a member of the public intervened, telling the female to calm down. The female then picked up a bottle from the shelf, within the store, and began to hit the member of public with it, causing significant injuries to their face and head. Upon my arrival at the scene, the female had already left. Once all witnesses had been spoken to, it was evident that no one knew who the female was. I then obtained a copy of the CCTV footage and captured a CCTV still of the female’s face and clothing.

I discussed the incident with my sergeant and due to the seriousness of the unprovoked assault, we deemed it necessary to seek advice from the communications department, who have control over the social media pages.

After conferring with the communications department, I sent an email to them of the CCTV stills showing the female’s face. In the email, I detailed the outline of circumstances of the incident and a short time later a post was sent on all of the police force’s social media pages. 

After a couple of days being out in the public domain, I was informed by the communications team that eight members of the public had got in touch regarding the post, and that the post had been shared over one thousand times by the general public. All eight respondents, named the same female as being responsible for the incident. I then made enquiries into this female to try and establish an address or contact number for her, which I was not able to trace. As a result of this, I recontacted the communications department who recontacted the eight people to find if they had an address for the female. One of the eight, replied stating the female told them that she was aware she was wanted by police for the incident. 

On the same day, the female attended at the local police station and handed herself in. I then attended the station to arrest the female for the offence. The female went on to say that she had received several phone calls and texts messages saying what she had done was “disgusting,” and how she needs to hand herself in. She told me that she had seen the post made by the police force with a picture of herself. She stated that she was ashamed for what she had done and that she wanted to hand herself in, so that the post could be removed. 

Crump (2011) exclaims that police forces “make public service announcements, notably to refute ill founded rumours of incidents. Police appeal for photographs and videos to be sent in to complement their own material, much of it gathered from CCTV.” This was conducted by the communications team, when dealing with the incident of the unknown female.

The main use of social media is to have communication with friends and family, however Ray et al,. (2017) claims “activists, concerned residents, and other members of the public have previously used social media as a means to raise awareness and create a feel of perceived injustice.”

Moreover, Hale et at., (2013, p.150) states, “Facebook is used to schedule protests, Twitter is used to coordinate events, and the worlds is simultaneously informed, enthralled and scandalized through Youtube and Wikileaks.”

This clearly falls in line with what members of public do on certain social media platforms. People may feel injustice in certain incidents and will then create a perceived injustice for others to relate. They could then organise a protest or an event, on social media. Although this could be deemed as a negative for social media, this can help police forces in England and Wales. The police are also on social media platforms and are able to see such protests or events. This enables police officers to be deployed at such events, to ensure public safety and safe events. 

There are often certain guidelines that police officers and staff will have to follow before posting any information online any social media account, whether that be the police force’s account, or a private account. Surrey and Sussex Police (2021) state in their social media policy that the posts on the police force’s accounts need to be apolitical, must maintain pubic confidence by preventing and detecting crime, be transparent, and aim to keep the public safe.

This also applies to police officer’s private social media accounts. Goldsmith (2013) looks at how police officers have entered information onto social media whilst off duty and as a result been reprimanded for this. This has been investigated by the Independent Office for Police Conduct (2021), announced, “Following a number of investigations into police officers posting or sharing offensive, material via social media, the Independent Office for Police Conduct today warned that such behaviour from serving police officers is unacceptable, and that individuals could face investigation for misconduct.”

Police not only have to be careful what they put online on associated accounts to their place of work, but also their personal social media accounts. This has highlighted by the Independent Office for Police Conduct and advise police officers could face discipline.

Now that I have explored police forces, and police officers using social media as a means of communication, I will now explore the positives and the negatives of this. 

Firstly, Police Foundation, (2014) state that police need to use social media effectively and to balance the social media posts between mainly being informative, and engaging, entertaining and fun. The social media posts need to be eye catching so that the audiences are able to gain the information that police are publishing on their accounts. This could be challenging, however, this must be adhered to so that communities and the public are kept informed. 

Furthermore, Fowler (2017), states “People knew they were receiving accurate and timely information from the police department and felt confident enough that they challenged media outlets when they presented misinformation on Twitter.” 

When it comes to incidents that are in progress, the general public want to know the correct information as soon as possible. Quite often information will be passed around communities and not be accurate, and then this information is shared from media outlets or through other social media accounts. This could cause panic or fear amongst local communities, so it is vital police are transparent and share information when possible. 

A further issue with social media is the rise of members of public using their mobile phones to record incidents taking place. Not only can people video record incidents, but they are also able to monitor police officers online. The public are then able to post, share and expose, any police misconduct, which could lead to further investigations. (Bock, 2016).

On the flip side of this, a high profile incident that took part in Swansea in 2021 was pivotal, by the publics use of social media. The Mayhill riots, of 2021, was an incident where by members of the public shared images and videos of themselves on social media committed offences. Thus, a major investigation was conducted by South Wales Police. A huge part of this investigation was the collection of videos and photographs, that the rioters themselves, posted upon their social media pages. Evans (2022) states the judge convicted 18 persons, who were all sentenced to prison, and South Wales Police were commended by the judge for their “collection and analysis of the wealth of video footage in the investigation.”

In conclusion, police forces in England and Wales have many uses for social media. From informing the public of an incident, to trying to seek identification of a suspect, there are an endless list of reasons for police to use it. As always there are positives and negatives in police forces using social media, however I believe the positives greatly outweigh the negatives, due to the success I have witnessed at first hand. For this reason, policing and social media are able to communicate with local communities and promote any initiatives across the force area. 


Word count: 1895 words













Task 3

In policing, leadership is a fundamental skill that any police officer requires. Not only do police forces have higher ranking officers who are required to have good leadership skills, but so too do police constables of no higher rank. Leadership is a skill and a way of thinking, which is an adroitness that I have developed during my probationary period. In this essay I will discuss the different leadership strategies and theories that are used within policing, and how I have had to use one of these leadership styles during an incident. 

Firstly, leadership is defined as “a process of social influence, which maximizes the efforts of others, towards the achievement of a goal.” (Kruse, 2013).

In a policing context this can be clearly used at all levels of police ranks. As police constable can still use their social influence to achieve a goal, whether that be to deal with an incident safely, or as a sergeant managing a team of police officers. 

For police officers an effective leader is pivotal in getting results. Police need to have a leader amongst them so that they can be productive and achieve results. This is evidenced by Baker (2011, p. 120). “Officers may be physically present and punctual, but for officers to be productive, leadership must instil enthusiasm and win their hearts and minds.”

Higher ranking police officers need to be good leaders, so that their departments are able to police their communities safely. Krimmel and Lidenmuth (2001) explain that there is an issue where the public have placed increasing demands on higher ranking police officers, to become innovative when managing their departments. Not only do sergeants and inspectors have the pressures from the public, they also have demands from within the police department. This is something that the leaders need to manage to avoid stresses. 

Martin et., al, (2017) postulates, “Previous approaches to leadership styles, based upon hierarchy and rank, may not be the best approach for leaders in such a dynamic and professional organisation.” 

Furthermore, “recent cases of police officer misconduct, corruption, criminality, and ineffective leadership have tarnished the reputation of the police service in England and Wales and polarised debate on leadership. The bulk of this discussion tends to gravitate between assessing the merits of transactional and transformational leadership styles, with the latter typically emerging as the superior model that offers the potential to enact reform and cultural change.” (Ramshaw and Simpson, 2019).

However, there may be questions raised over leadership, but there is not a routine fix. “Leadership is key to performance. However, whenever there are concerns about performance within the public sector, and leadership ‘comes under the microscope’ there is no generally accepted theory against which the practice can be tested.” (Dobby, et., al 2004). 

Subsequently, policing has changed, and a number of guides have been composed, which leaders are able to follow to assist them in becoming a good leader. One of these guides is the code of ethics. His Majesty's Inspectorate of Constabulary and Fire & Rescue Services (2018) state that the code of ethics is a guide of principles and standards of behaviour, which leaders should be adhering to the values within the code, so that they are setting a good example to their workforces, colleagues, and staff. 
  
Furthermore, College of Policing (2017), produced a document discussing organisational leadership. Within this document they state that there are three themes, understanding leadership, developing leadership, and displaying leadership. 

The document continues to explain the three themes in more detail. At the first stage of understanding leadership this is where a leader is required to acknowledge the current team’s capabilities and set direction. At the developing stage, this is where performance is reviewed and learning, and development goals are set out. Finally, a leader displaying leadership is where they are conscious of their team’s morale and wellbeing, become innovative, and ensure that they are diverse to enthral all. 

Haberfeld (2006) says there are various theories of police leadership. Some of these are, team theory, leader member exchange theory, transformational theory, situational leadership theory, contingency theory, path goal theory, psychodynamic theory. 

Zaccaro et., al, (2001) states that the team theory is where all persons within the team have distinctive and unique roles, where success is achieved collectively by everybody performing well. The teams are also required to perform in complex and dynamic situations, where certain members of the team are responsible for deciding the team goals. This is often a higher ranked police officer. 

The leader member exchange theory focuses on the relationship between the leader, and the other members of the team. Breukelen, et., al (2006) says that if there is a good relationship between the leader and the team members, then they will work harder. Additionally, newly recruited members of the team often have a better working relationship with the leader, in comparison to other team members who had been working at the location for a long time. 

The reasoning behind this is possibly because they do not know previous leaders and how they managed the team. It is as if the new recruit does not know any different, therefore not knowing if another leader is better or worse. 

Transformational leadership theory is defined by Murphy and Drodge (2004) as the ability of the leader to motivate the team, so that the team members will surpass their own targets to help the organisation. This in turn will give the team member a perception, that the leader has helped, progressed, and supported them. 

Thompson and Vecchio, (2009) say the Situational Leadership theory predicts that an optimal style of supervision can be prescribed for given levels of maturity amongst the team members. This means team members with low level of maturity should have lower consideration and higher task structuring. As the team members experience increases, task structuring should decrease, and considerateness should increase.  

Kriger and Seng, (2005) state the Contingency theory incorporates both the external and internal environments of the organisation or business unit as well as the internal environment of the leader. This means that the leader will observe the environment around them and may change their leadership style depending on that environment. 

The path goal theory basically focuses on how leaders motivate their followers to achieve set objectives. The theory is built on how employees believe an achievable target set by their employer or leader, and they are then rewarded when the target has been achieved. The members of the team must believe the reward is valuable enough and is worth their while, otherwise the theory does not work. (Bans-Akutey, 2021).

The psychodynamic approach to leadership “focuses on the dynamics of human behaviour which are often the most difficult to understand. It acknowledges that people are complex, unique and paradoxical beings with rich and myriad motivational drivers, and decision-making and interaction patterns.” (Kets de Vries and Cheak, 2014).

Working as a police officer, I have seen many of these leadership strategies from different sergeants. These can also be used by police constables when dealing with the public, whilst attending incidents. This was proven when I dealt with an incident which I initially attended with a new recruit. The police control room received a 999 call from a member of the public who was hysterical. The call taker was not able to get much information from the caller but managed to get an address. Upon my arrival at the address, I was greeted by a female who was visibly upset. She allowed myself and my colleague into the address. Inside the address it appeared that there was some kind of party on going, due to the number of alcoholic drinks, and party banners placed around the rooms. There was 10 people inside the address, whom were all intoxicated. None of these people were willing to talk to police about what had happened, nor did they disclose who contacted police, so I took leadership of the incident and tried to speak with everybody separately. After a few minutes, one male at the address became aggressive towards me. As a result of this male becoming aggressive, a second male rallied him on. I then called for a further double crewed unit to attend to assist us. 

Once the other units had arrived, I discussed the matter with them. I immediately told my two colleagues to assist me in removing the one male from the address to enable us to deal with the incident safely and appropriately. Once the male was taken outside the second male, calmed down. I instructed the new recruit to speak with any neighbouring properties to establish if they had witnessed any incident. I was then able to discuss the incident with all involved when initially no one was willing to give information to me. Upon the new recruits return to the address I told them to speak with the upset female. They were able to break their barriers down, when the upset female disclosed that her brother was the male outside with our colleagues. She claimed her brother became verbally aggressive towards her after drinking too much at a family party. 

To prevent any further incidents taking place, my colleague and I conveyed the brother to another address. 

During this incident, I was in a position where I had to be flexible and change between leadership strategies. Initially, I took the leadership role within this incident. This was mainly because my colleague was a new recruit and did not have much experience. After the further officers arrived, I was able to initiate the team theory. This was where we all had distinctive roles to achieve the best goal. This was maintained throughout the incident. I was always in the contingency theory, observing the environment and requesting my colleagues to remove the aggressive male. I later switched to the situational exchange theory. I was able to give higher tasking structure to the new recruit, so that we could prevent any further aggression. It was vital to be able to be flexible and change through the strategies fluidly, so that the end goal was achieved. 

In conclusion, there are many kinds of leadership strategies such as team theory, leader member exchange theory, transformational theory, situational leadership theory, contingency theory, path goal theory, psychodynamic theory. These can be used in all ranks of policing from higher ranking police officers dealing with teams of police constables, or whether it be a police constable leading a team of equal raked police constables. This was evidenced by me when dealing with the incident mention. It is often that leaders will change between the different strategies to enable them to achieve the desired result. 

Flexibility is required when doing this and not to use previous approaches as these appear to be ineffective. When leadership comes under scrutiny there is not a routine theory that can test against the practice.
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Task 4



I started my career as a police officer back in September 2020. In the height of Covid-19, I have seen a dramatic change not only in a way of policing but also in the way of training newly appointed police officers. 

In this essay I will discuss the different coaching and mentoring theories, including Situational Leadership Theory, Cognitive Coaching, Transformational Leadership Theory, Solution-Focused Coaching, and Mentoring Circles. I will also reflect upon my three year probationary period which is nearing an end and how I have been able to meet goals set out in training. 

Firstly, I will compare the difference between mentoring and coaching. 

Mentoring is defined as an “employee training system under which a senior or more experienced individual (mentor) is assigned to act as an advisor, counsellor, or guide to a junior trainee,” (Hussey and Campbell-Meier, 2021).

In contrast, coaching is interpreted as “a development activity that takes place between a coach and client over a set period of time, with the aim of enabling the client to identify and follow set goals or objectives.” (College of Policing, 2023). 

Coaching and mentoring are often used interchangeably, but there are important distinctions between the two.

Coaching is a development tool that focuses on specific skills or behaviors, typically relating to job performance. It is often short-term in nature and involves a coach who is an expert in the relevant area and a coachee who is seeking to improve their skills or performance. Coaching may involve instruction, feedback, practice, and support.

Mentoring, on the other hand, is a longer-term relationship that focuses on the personal and professional growth of the mentee. Mentors offer guidance, advice, and support to help mentees develop their skills, knowledge, and career aspirations. Mentoring may involve more informal interactions than coaching and may include social and emotional support as well as cognitive- and skill-building activities.

There is a clear link between the two where they work closely together for student police officers, within their probation. Magny (2021) states police are under much scrutiny and stress, with many media stories about officer misconduct and other issues such as the use of force. However, there is evidence-based approach to assist police officers which is coaching. This shows it is critical for student police officers to receive the correct level of coaching and mentoring to enable them to progress into good police officers and refrain from entering the media. 

Whilst being coached and mentored, I have been able to learn a dramatic amount of knowledge from more senior police officers. According to Knowles et al. (2005), several researchers agree to the definition of “Learning is the act or process by which behavioural change, knowledge, skills, and attitudes are acquired.” 

This has enabled me to achieve my independent patrol status, where I am now working to completing my probationary period. 

There are many benefits to being mentored and/or coached. “It is known that mentoring creates benefits for the mentee and the organization in relation to performance, motivation, knowledge, skills and change but less so for the mentor” (Megginson et al. 2006).

Additionally, Cronin (2019) explains the benefits of being mentored are increased self-confidence, increased self-awareness, improved communication skills, better personal network, increased capacity to self-reflect, learning from other people’s experiences, being supported by someone, increased job satisfaction.” 

Lang (2020) states that Bandura’s social learning theory and observational learning theorised that the observational learning process consists of four parts, attention, retention, initiation, motivation. 

This means as a student police officer, if you pay attention, you retain the information, which will build up initiation and motivate you to do well within the organisation. 

From my personal experience mentoring and coaching can provide numerous benefits, including:

1. Personal development: Mentoring and coaching can help individuals identify areas where they need to improve and provide guidance on how to do so.

2. Improved decision-making: The guidance provided by a mentor or coach can help individuals make better decisions by considering various perspectives and options.

3. Increased self-awareness: Through conversations with a mentor or coach, individuals can gain a better understanding of their own strengths, weaknesses, and values.

4. Enhanced career growth: Mentoring and coaching can provide networking opportunities and help individuals develop skills necessary for career advancement.

5. More effective communication: Regular communication with a mentor or coach can improve an individual's ability to articulate thoughts and ideas more clearly and concisely.

Overall, mentoring and coaching can lead to personal and professional growth and help individuals reach their full potential.

I believe that the main benefit from being mentored and coached is learning from other people’s experiences. I have been able to witness my mentors and coaches in dealing with incidents, which I have later been able to put into practice. This has enabled me to establish what works best in certain types of scenarios. 

I have reviewed some current coaching and mentoring theories used in policing where I will now explain some of these which I found relevant in regards to my time as a student police officer. 

1. Situational Leadership Theory: This theory suggests that effective leaders must adapt their leadership style to the needs of individual employees based on their level of competence, commitment, and motivation.
“Hersey and Blanchard’s situational leadership theory (SLT) is one of the best-known theories in the field of managerial leadership. In their model, a leader applies different leadership styles according to a follower’s (an employee/subordinate’s) maturity level.” (Meier, 2016). 

This theory is often used when a coach or mentor is teaching different people. Whether the person is young or old, does not necessarily matter, the younger person may have more of an understanding of the role of a police officer due to their past experiences. 

2. Cognitive Coaching: This model emphasizes the development of metacognition, or awareness of one's own thought processes, in order to promote learning and problem-solving.

Cornett et., al, (2009) advises that cognitive coaching “supports individuals and workplace cultures that value reflection, complex thinking, and transformational learning.’

This is often used when a student police officer is a reflective thinker, when they like to discuss an incident after they have dealt with it and review what has happened, in furtherance of making improvements for the next time. 

3. 	Transformational Leadership Theory: This theory emphasizes the importance of inspiring and motivating followers to achieve a common vision, rather than simply directing, or controlling them.

Bass and Riggio (2008) state Transformational leaders are leaders who stimulate and inspire followers to both achieve goals and to help them grow and develop into leaders, by aligning their needs with the goals of others, or the organisation. 

For instance, this is often used by sergeants to get the best out of their shifts. However, this can also be used to assist student police officers in achieving their goals.

4. 	Solution-Focused Coaching: This approach focuses on identifying and building on existing strengths and resources to find solutions to problems, rather than dwelling on weaknesses or impediments.

Passmore (2006) advises that the coaches’ skills are entirely here to help the student describe their problem. They can then talk about it where this should aid the trainee to understand and define the problem and move towards a solution.

Similar to the Cognitive coaching theory, the Solution-Focused coaching seeks the coach to allow the student to talk about their problem. However, in contrast this theory allows the student police officer to find a solution to the problem rather than review their performance. 

5. 	Mentoring Circles: This model involves a group of mentors and mentees who work together to provide support and guidance to one another, allowing multiple perspectives and experience levels to contribute to the student’s development. 
“Mentoring circles is where a mentor will create a circle where different perspectives from group members about their own experiences are shared, giving the trainee a sense of having more than one tutor/coach.” (Darwin and Palmer, 2009).

As shown, this theory allows the student to discuss a scenario with a peer group, often other police officers on their shift. This will allow a number of people to voice their opinions, which can open up the students mind to a different way of thinking. 

These theories and models offer a range of tools and strategies that can be used to support the coaching and mentoring of police officers, with the ultimate goal of improving performance, engagement, and well-being within the policing organization.

Probation periods serve as a trial period, allowing employers to assess whether an employee is a good fit for the company and also for the employee to assess whether the job meets their personal and professional goals.

Wiltshire Police (2023) state that the probationary period for all student police officers is set out under the Police Regulations, whereby they will be on a 2 year probation, unless they are on the Police Constable Degree Apprenticeship. Student police officers must complete the period, whereby they satisfy the Chief Constable of their capabilities to complete student training, academically and practically. 

Below are some ways in which a three-year probation can help meet personal, professional, and organizational goals:

1. Personal Goals - During the probationary period, employees are expected to demonstrate their ability to work towards their personal goals. This includes showing up to work on time, completing work assignments, and taking initiative to learn new skills. Ho (2023) explains that personal goals can help achieve organisational requirements.

2. Professional Goals - Employees are also expected to demonstrate their ability to work towards their professional goals. This includes performing their job responsibilities effectively, communicating with co-workers and managers, and contributing to the overall success of the company.

This is evidenced by completing an Occupational Competence Portfolio.  Bryant and Bryant (2020, p. 119) say that all trainees will be expected to evidence their development, involving reflection on their practice, by creating an electronic journal, known as an Occupational Competence Portfolio.

3. Organisational Goals - The probationary period also allows employers to assess whether an employee is a good fit for the overall goals of the organization. This includes evaluating an employee's alignment with the company culture, their ability to work with others, and their potential for growth within the company. This has been assessed regularly by meetings with my sergeant and training officers. There are regular reviews which my performance and role is assessed by higher ranking officers, to establish if I am meeting the satisfactory requirements for my role as a modern day police officer.

Overall, a three-year probationary period can provide the opportunity for both the employer and employee to ensure that they are meeting their personal, professional, and organizational goals. It allows for a more informed and confident decision to be made regarding the employee's future within the company.


A three year probation can be a valuable learning experience for employees if utilized effectively. During this period, employees have the opportunity to learn about the company's policies, procedures, culture, and expectations. This allows them to gain a deeper understanding of their role and to develop the skills necessary to perform well in their job.

Additionally, the probationary period provides employees with feedback on their progress and areas that need improvement. By receiving regular feedback, employees can make changes to their behavior, performance, and work quality, allowing them to make progress towards their goals and meet the expectations of their employers.

Finally, the probationary period also serves as a time for employees to demonstrate their commitment, work ethic, and reliability. By demonstrating these qualities, employees can build trust with their employers and colleagues, which can lead to more opportunities for growth and development within the company.

In conclusion, I have been a police officer for almost three years, and thus will have completed my probationary period. This has allowed me to fulfil my role as a police officer after receiving coaching and mentoring from other police officers. The coaches and mentors were able to use a range of theories to assist them in training me to a level that the organisation is satisfactory with. This has then enabled me to develop as an officer and become more competent, evidencing this in the occupational competence portfolio. 

I believe the probationary period of three years is a good length of time to enable student police officers the time to understand the role and to progress their knowledge. I have thoroughly enjoyed my time as a probationary police officer, but I am also excited for what the future may hold.
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