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Task 1

Relevant areas of the National Policing Curriculum: 
Understanding the Police Officer Role.

You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.

Critically reflect upon how your final year of probation has seen your role as a police officer change. 


Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.



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



ANSWER:

The College of Policing plays a central role in shaping and professionalising modern policing within the UK. As the professional body for policing, the College sets national standards and values that guide how officers conduct themselves both operationally and ethically. From recruitment and training through to leadership development and ongoing practice, the College of Policing’s influence can be seen at every stage of an officer’s career. Its work aims to improve professionalism across the service, not only by driving up standards but also by embedding a culture of accountability, ethical conduct, and continuous improvement.

Throughout my own probationary journey, the influence of the College of Policing has been clear. From my earliest days in training school to operational duties on division, many of the expectations placed upon me, including reflective practice, adherence to the Code of Ethics, and balancing degree study alongside operational demands, have been shaped by the College’s strategies and frameworks. The standards it sets are not just abstract; they are embedded in daily policing and influence the decisions I make when dealing with the public, victims, and offenders alike.

For me, professionalism in policing means acting with integrity, courage, and accountability, while keeping both the public and my colleagues at the centre of every decision I make. A professional officer must be presentable, take ownership of their actions, and work ethically to build public trust. In this reflection, I will take a critical and reflective approach to evaluate the strategic role of the College of Policing, evidence how I am fulfilling the expectations of a modern police officer and reflect on how my role has evolved as I approach the end of my probation.

The College of Policing (CoP) has had a significant influence on shaping modern professional policing within the UK. Its strategic role is to set national standards, develop training frameworks, and promote a culture of ethical practice and continuous improvement. For me, this influence has been difficult to ignore, as it has fundamentally shaped how I approach my role on a daily basis. The Code of Ethics, which is at the core of the College’s work, has guided every operational decision I make, from safeguarding victims to managing offenders in high-pressure situations.

The College’s 5-Year Strategy (2018-2023) has focused on raising professional standards, developing leadership capability, and embedding evidence-based practice across all policing functions. The strategy also aligns closely with national priorities outlined in the Policing Vision 2025 and the Workforce Transformation Strategy (2018), both of which seek to create a workforce that is not only technically skilled but also reflective, adaptable, and grounded in professional values. As a probationary officer under the PCDA (Police constable degree apprenticeship) route, I am myself a product of this workforce transformation, experiencing first-hand the requirement to complete degree-level study alongside operational duties. This initiative reflects the College’s push to ensure that officers today are both academically and operationally prepared for the growing demands placed on modern policing.

In my time with the police, I have witnessed several notable changes to how officers operate, many of which can be traced back to the College’s influence. One example is the evolving approach to safeguarding and responding to mental health incidents. In my area, mental health-related calls are one of the biggest demand drivers, and the College of Policing’s continually updated guidance on these issues has shaped how both I and my colleagues manage these complex situations. These updates have not only enhanced officer understanding of safeguarding but have also improved how we engage with vulnerable individuals and partner agencies.

At a national level, the Strategic Policing Requirement (SPR) further demonstrates how the College’s professionalisation agenda links directly to operational priorities such as protecting vulnerable people, maintaining public confidence, and addressing emerging threats. The CoP provides the underpinning training and ethical frameworks that ensure these national priorities are delivered consistently and professionally across all forces.

Ultimately, the College of Policing has not only influenced wider organisational culture but has directly shaped how I perceive my role as an officer. I am now more reflective, more accountable, and more focused on continuous personal and professional development than when I first joined.

As I approach the end of my probationary period, I believe I have consistently worked to fulfil the role of a modern professional police officer, as envisioned by the College of Policing and national policing strategies. For me, this role is underpinned by key values such as integrity, compassion, fairness, pride, and a commitment to continuous learning, qualities that are embedded in the College of Policing’s Code of Ethics and promoted by the wider Policing Vision 2025.

A key element of modern policing is reflective practice, which I have actively embraced throughout my probation. I regularly reflect on incidents I have attended to identify learning points and areas for improvement. After complex or challenging situations, I seek feedback from my colleagues and, where appropriate, from my sergeant. This process has helped me develop as a more self-aware and competent officer, aligned with the Workforce Transformation Strategy (2018), which places emphasis on developing reflective practitioners across the service.

Safeguarding and protecting vulnerable people have also been a significant part of my role, particularly in my final year. I have worked directly with high-risk domestic violence victims and regularly responded to incidents involving individuals in mental health crisis. These experiences directly relate to the Strategic Policing Requirement (SPR) and Policing Vision 2025, both of which prioritise safeguarding, protecting the vulnerable, and promoting public confidence. In these situations, I apply College of Policing guidance to ensure my actions meet the highest professional standards, whether it involves securing safety plans for victims or engaging partner agencies to provide long-term support.

Over this final year, I have also noticed a shift in my role and level of responsibility. I now feel more confident leading incidents, especially those involving safeguarding risks or dynamic operational challenges. Additionally, I have had the opportunity to mentor new officers on my shift, informally acting as a tutor when needed. This has strengthened my leadership skills while allowing me to model professional behaviours for junior colleagues.

While I may not consciously consider the Policing Vision 2025 or SPR during each incident, I can see how these strategies are inherently reflected in my daily duties. Whether supporting vulnerable people, maintaining public trust, or working collaboratively with colleagues and partner agencies, I consistently strive to meet the expectations of a modern, professional police officer.

One incident that stands out as a reflection of my development as a modern professional officer involved responding to a young adult in significant mental health crisis. The individual had recently witnessed domestic violence against his mother and had also experienced the traumatic removal of five of his six dogs by police. This chain of events had led to him harming himself and damaging property inside the home.

As the lead officer on scene, I was responsible for engaging directly with the young adult, building rapport, and attempting to de-escalate the situation. I also directed colleagues, coordinated with mental health services and hospital staff, and engaged with the individual’s extended family, who had arrived on scene to support him. The College of Policing’s Code of Ethics, which prioritises fairness, integrity, and compassion, guided my actions throughout.

The situation was complex and high-risk. The property was in disarray, and the young adult was surrounded by several hazards, including shards of glass, bottles, and knives, which he threw at me and my colleagues. One of the most immediate challenges was his distrust of police, likely exacerbated by the removal of his dogs earlier that day. Despite this, I remained calm and focused on building trust through empathetic communication, ensuring that the individual felt heard and supported rather than threatened.

In line with the Strategic Policing Requirement, which emphasises protecting vulnerable people and promoting public confidence, my response centred on safeguarding and risk reduction. I prioritised calming the individual to prevent further harm to himself or others. This also demonstrated key elements of professional leadership, as I took charge of directing officers on scene and ensured a coordinated approach in working with mental health services and the young adult’s family.

The collaborative element of this incident was critical. By working alongside mental health professionals and hospital staff, I was able to arrange for the individual’s safe transfer to hospital for assessment. I also liaised with his family, whose involvement proved vital in reassuring him and de-escalating tensions. This multi-agency approach is consistent with national priorities highlighted in the Policing Vision 2025, which promotes greater partnership working to improve safeguarding outcomes.

This incident also provided a valuable opportunity for reflective practice, a key principle outlined in the Workforce Transformation Strategy (2018). Reflecting on the event has reinforced my understanding of the importance of leadership under pressure and the need for emotional intelligence when managing vulnerable individuals. I continue to draw on this experience to inform how I respond to similar mental health-related incidents, ensuring that I apply the same levels of empathy, ethical decision-making, and safeguarding.

Ultimately, this experience highlighted my ability to demonstrate the professionalism expected of modern officers. I remained composed under pressure, applied leadership in a challenging environment, and delivered a safeguarding-focused response that aligned with both College of Policing guidance and wider national policing priorities.

Reflecting on my final year of probation, I can clearly see how my role has evolved from that of a learning-focused student officer to a confident and more autonomous police officer. While the fundamental role of a constable has remained constant, my responsibilities and mindset have noticeably shifted. In my first year, I often looked to more experienced officers for reassurance and guidance, whereas now I find myself naturally stepping into leadership roles, taking the lead on incidents, and acting as a role model for newer colleagues.

This progression is aligned with the broader push for professionalism set out in national strategies such as the Workforce Transformation Strategy and the Policing Vision 2025, both of which emphasise developing officers into confident, skilled practitioners who can operate with autonomy and accountability. My ability to coach and mentor new officers, including acting as a tutor for several days at a time, highlights how I have transitioned into a position of trust and influence within my team.

Additionally, my confidence in decision-making has grown significantly, particularly in my final year. I am now able to make faster and more effective decisions during complex or high-pressure situations, relying on my own judgement and experience to guide me. Reflecting on my journey so far, I now fully view myself as a professional officer who embodies the values of integrity, accountability, and continuous learning.

Reflecting on my probationary journey, I am proud of the officer I have become, dependable, confident, accountable, and able to lead when required. The College of Policing has played a pivotal role in shaping this transformation, embedding professional values and standards that I carry into every aspect of my work. Through reflective practice, which I now view as a core part of my professional identity, I have grown into an officer who is both capable and committed to continuous self-improvement.

As I near the end of my probation, I fully intend to continue developing my skills and leadership abilities, with the goal of progressing towards promotion in the future. National strategies such as the Policing Vision 2025 and the College of Policing’s 5-Year Strategy have not only influenced my development so far but will continue to shape how I approach my responsibilities. I am determined to build on this foundation and continue to grow as a modern, professional officer.
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


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

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


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




ANSWER:















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:

For me, leadership in policing is about focusing on people first. It is about building strong relationships, recognising individual strengths, and guiding others to achieve a shared goal while fostering a positive and supportive working environment. I believe that a leader is someone who inspires, motivates, and uplifts others, helping them become the best version of themselves while ensuring operational success. In my own role, leadership has meant having a clear vision, being decisive when needed, and supporting others to grow and perform at their best.

Through my experiences during probation, I have noticed that my leadership style is rarely static. In most cases, I begin with a collaborative approach, involving my colleagues in decisions, but I am also prepared to quickly adapt my style to meet the evolving demands of different situations. I believe that flexibility in leadership is crucial within policing, where incidents often change rapidly and unpredictably. This adaptability has not only helped me manage operational challenges more effectively but has also built trust and respect among my colleagues.

In this reflection, I will critically evaluate how I applied flexible leadership strategies during a significant policing incident, using recognised leadership models to frame my analysis.

Given the unpredictable and high-stakes nature of policing, effective leadership demands more than simply giving instructions. It requires officers to develop an adaptable leadership approach that fits a range of operational situations. In my role, I have consistently found that building trust through a collaborative and supportive style is most effective, particularly in the early stages of incidents. By seeking input from others, sharing my own ideas, and encouraging open communication, I create space for colleagues to contribute and feel valued, which in turn improves decision-making and teamwork under pressure.

Leadership in policing is commonly underpinned by a range of models, including the Situational Leadership model (Hersey & Blanchard, 1969). This model emphasises the need for leaders to adapt their approach depending on the competence and confidence of their team, shifting between styles such as directing, coaching, supporting, and delegating. I often recognise this approach in my own leadership, especially when leading mixed-experience teams where newer officers may require more guidance while experienced officers can be trusted to take on delegated tasks.

Another model highly relevant to my leadership experience is Transformational Leadership (Burns, 1978; Bass, 1985). This approach focuses on inspiring and motivating team members by building strong interpersonal relationships, showing empathy, and providing a clear shared vision. This resonates with how I see leadership, not only as task-oriented but as relationship-focused. The qualities I value most in myself and others, such as empathy, patience, decisiveness, honesty, and clear communication, align closely with the characteristics of transformational leaders. These qualities help foster trust and cohesion within the team, particularly during complex or stressful incidents.

In contrast, I also recognise the necessity of applying Transactional Leadership (Bass, 1985) at times, especially during critical or time-sensitive incidents. In such situations, adopting a more directive and structured approach is necessary to maintain control, ensure compliance, and mitigate risk. This style is often reinforced through clear instructions, setting expectations, and applying organisational procedures.

The College of Policing highlights that leaders must balance these models to adapt to the constantly changing demands of operational situations (College of Policing, 2019). The ability to switch styles depending on context is essential for ensuring public safety, supporting team wellbeing, and delivering effective results.

In the next section, I will describe a significant incident where I applied a flexible leadership approach and adapted to the challenges presented on the ground.

One particular incident where I demonstrated flexible leadership involved managing a high-risk robbery suspect known for violent behaviour and repeat offending within the area I police. The offender, who was already wanted for multiple offences, was also with a high-risk domestic violence victim, adding a safeguarding dimension to the situation. Myself and a slightly less experienced colleague were the first officers on scene after reports that the offender had threatened two individuals, attempting to steal one of their vehicles.

On arrival, the scene was initially calm as the suspect had already fled on foot. This provided an opportunity to speak with the victims and gather early accounts, confirming the offender’s identity and establishing that immediate action was needed. Given my knowledge of the offender’s history, particularly his tendency to commit further offences when at large and evade police, it was clear that rapid coordination was essential to prevent escalation.

Although several additional resources were deployed, including traffic units, dog units, and other response officers, my colleague and I were the only ones who knew the full background on the offender and his connections in the area. Recognising this, I naturally stepped into a leadership role, briefing incoming units on the offender’s profile, likely movements, and arrest criteria.

The situation became more complex due to multiple risks: the offender’s unpredictable and violent behaviour, the safeguarding concerns surrounding the high-risk domestic violence victim, and the geographical challenge of searching for the suspect at night over a large area. A key concern was preventing the offender from ‘going to ground’, which he was notorious for, potentially triggering a prolonged and resource-intensive search.

With these challenges in mind, I quickly moved to coordinate efforts, directing units to key locations and leading a targeted strategy to locate and contain the offender before further harm could occur.

At the outset of this incident, I adopted a collaborative leadership style, which is my default approach when operational circumstances allow. On arrival, the scene was relatively calm, with no immediate threat present, as the offender had already fled. This provided my colleague and me with the space to jointly assess the situation, gather information from the victims, and make shared decisions regarding the next steps. Given the absence of an urgent physical threat at that moment, a collaborative style allowed for joint problem-solving and a more open discussion on how to manage the situation effectively.

My decision to approach the incident collaboratively was also influenced by the strong working relationship I have with my colleague. Despite her being less experienced, we have worked together consistently for almost two years and have developed a high level of mutual trust. We naturally operate as a team, where both of us feel confident taking the lead when necessary but also supporting each other when making key decisions. This shared leadership dynamic was well suited to the early stage of the incident, where we could calmly discuss and prioritise actions without the added pressure of an immediate physical threat.

From a theoretical perspective, this aligns well with Situational Leadership (Hersey & Blanchard, 1969), where the leader adapts their approach based on the competence and confidence of their team. Knowing my colleague’s capabilities and experience allowed me to adopt a “supporting” style, encouraging her input while still guiding the direction of our response.

One of the early challenges was managing the unknown risk while waiting for additional units to arrive. As it was a night shift with reduced resources, we had to act cautiously and make calculated decisions with limited manpower. Reflecting on this, I believe that my collaborative approach at the start was the correct choice, ensuring that both officers on scene were aligned in their understanding of the situation and could act effectively as one cohesive unit.

As the incident progressed and new information emerged, I shifted my leadership style to meet the rising demands and complexity of the situation. Initially collaborative, my approach became far more assertive and directive once I confirmed the identity of the offender. The moment we realised we were dealing with a high-risk individual with a known history of violence and evasion, the urgency to act decisively became clear. Given the offender’s profile and the safeguarding risk to the high-risk domestic violence victim, I knew the situation could quickly escalate and potentially tie up resources for hours if not handled robustly.

In line with Situational Leadership (Hersey & Blanchard, 1969), I adapted to a more directive style, especially when briefing and positioning incoming units. As the scene grew busier with response units, traffic officers, and dog handlers unfamiliar with the offender’s profile, it was essential that I provided clear instructions, briefed them thoroughly on arrest criteria, and quickly coordinated a containment strategy. This phase leaned towards a task-oriented, transactional approach (Bass, 1985), where structure, efficiency, and clear expectations were necessary to manage the search effectively and prevent the offender from escaping.

At several points throughout the incident, I switched back to a more collaborative leadership style, especially when working alongside my colleague. Given our shared local knowledge of the offender and the area, we maintained joint decision-making, supporting one another while leading aspects of the wider team.

Interestingly, on reflection of the incident, the sergeant who attended later deferred much of the operational knowledge to us, recognising our familiarity with both the offender and the local area. This fluid approach to leadership, alternating between assertive direction and shared leadership, came naturally and was responsive to the dynamic nature of the incident. Reflecting on this now, I believe that adapting my leadership style in response to evolving circumstances was key to successfully managing the complexities of the situation and achieving a swift arrest.

Reflecting on this incident, I believe my leadership strategy was effective in several key areas. One of the strongest aspects was the collaborative dynamic I maintained with my colleague. Despite her having less experience, our well-established working relationship allowed us to lead the incident together smoothly, sharing decision-making and supporting one another. This strong partnership provided a solid foundation for how we managed a complex and high-risk situation.

Additionally, I was pleased with how I coordinated multiple units across divisions, providing clear instructions and guiding officers to key areas. My ability to quickly and repeatedly shift between collaborative and directive leadership styles, depending on the urgency or complexity at different stages, was another strength. According to Hersey and Blanchard’s Situational Leadership model (1969), this ability to tailor leadership styles to suit evolving circumstances is essential, especially when balancing high-pressure demands with safeguarding needs. The incident resulted in the swift arrest of the high-risk offender and ensured the safeguarding of multiple victims, including the high-risk domestic violence victim, which I believe was a testament to the leadership decisions made on scene.

However, through reflection, I can also identify areas for improvement. In hindsight, I could have requested additional officers earlier, which may have strengthened our initial response given the known risks linked to the offender. Additionally, seeking more intelligence from the control room, who were aware the suspect was travelling on a bus nearby, could have led to an even swifter resolution. Another learning point was the value of technological assets; while dog units were deployed, I now recognise that requesting NPAS (National Police Air Service) or a drone could have enhanced the search strategy, potentially speeding up the arrest.

My leadership style also contributed to efficiency on scene, answering most operational questions before they were raised, and fostering trust between different teams and divisions. This incident has provided a significant boost to my confidence in handling complex situations and strengthened my self-awareness as a leader. I now better understand my ability to flex between leadership styles and how this adaptability contributes to successful incident management.

Overall, the experience reaffirmed my belief in relationship-focused leadership while highlighting the importance of continually reflecting on my decision-making processes to refine my approach for future situations.

Reflecting on this incident has reinforced just how important flexible leadership is within policing. My ability to shift between collaborative and directive styles allowed me to adapt to the evolving risks, manage a range of different teams, and ultimately achieve a positive outcome with the swift arrest of a high-risk offender. One of my key takeaways from this experience is the value of clear communication and having a structured plan when managing complex, multi-faceted incidents. It also provided insight into the real demands faced by sergeants and operational leaders on a daily basis.

Importantly, this reflection has reminded me that leadership in policing is not only about operational effectiveness but also about supporting and safeguarding the people involved, both victims and colleagues. By remaining adaptable and relationship focused, I helped foster trust and ensured the wellbeing of the team during a challenging situation.

This incident has strengthened my confidence in stepping into leadership roles, particularly in fast-moving, high-pressure environments. Looking ahead, I aim to continue developing my leadership skills as I work towards one day becoming a sergeant myself. I will take this reflection forward by being more proactive in leading, trusting my judgement, and helping foster a supportive and effective operational team.

Word count = 2111




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:

My three-year probationary period as a police officer has been a journey filled with both significant challenges and rewarding achievements. Balancing the demands of frontline policing while undertaking a degree has tested my resilience and pushed me to accomplish more than I believed I was capable of. Throughout this time, I have grown not only as a professional but as a person, developing levels of confidence and self-belief that have had a lasting impact on both my work and personal life. 

One of the highlights of this journey has been the relationships I have built, specifically those with colleagues who have become lifelong friends, and the deep sense of pride I now hold in my role.

Coaching and mentoring have been central to this transformation, shaping me into the officer I am today. From the early influence of my tutor to the ongoing support of my Sergeant and colleagues on shift, I have consistently benefited from a culture of guidance and support that has enabled me to flourish. In this reflection, I will critically explore how coaching and mentoring have contributed to my development, with reference to established definitions and theories that underpin these practices within policing.

To fully appreciate the impact coaching and mentoring have had on my journey, it is important first to define these concepts and consider the theories that support their application within policing.

Coaching and mentoring are integral elements of professional development within policing, helping officers to enhance both their technical skills and personal effectiveness. According to the College of Policing and Police Superintendents’ Association, mentoring is the process by which a more experienced colleague provides structured guidance, advice, and support to develop a less experienced officer (Police Superintendents' Association, 2024). Coaching, on the other hand, is described as a collaborative, often shorter-term relationship, aimed at enhancing an individual’s performance through goal-setting and problem-solving (CIPD, 2020). In my experience, both formal and informal aspects of coaching and mentoring have been pivotal to my growth.

Within the policing context, the GROW model (Whitmore, 2017) is a widely used framework that underlines many coaching conversations. This model helped shape many of my own learning experiences, even when I was unaware of it formally being applied. GROW encourages individuals to identify a clear ‘Goal’, assess their current ‘Reality’, explore available ‘Options’, and decide on their ‘Will’ to take action. Reflecting on my probation period, I can now recognise how this model applies to me and my tutor. During formal sit-downs, we would often discuss areas I needed to improve (Reality), brainstorm solutions together (Options), and set personal objectives (Goal), with a clear path on how I would implement them (Will). This structured but supportive process gradually built my confidence and resilience.

Additionally, Kolb’s Experiential Learning Cycle (2015) has relevance to my development. Kolb suggests learning occurs in a cycle of four stages: Concrete Experience, Reflective Observation, Abstract Conceptualisation, and Active Experimentation. A perfect example of this for me was when I made a significant mistake while dealing with an incident. Rather than receiving purely corrective feedback, my sergeant used the moment as an informal mentoring opportunity. During a quiet conversation en route to another emergency call, he helped me reflect on the situation, understand where I went wrong, and consider strategies to prevent similar issues. This mirrors Kolb’s approach of learning from experience, reflecting on it, and applying new knowledge in future situations.

The Johari Window (Luft & Ingham, 1955) is another helpful model, particularly around feedback and self-awareness. Informal mentoring from my colleagues often helped reduce my ‘blind spots’ by offering insight into behaviours or habits I hadn’t noticed in myself. This informal but constant feedback loop fostered a stronger sense of professional awareness and improved how I carried myself on and off shift.

Overall, these models reflect the blend of formal and informal coaching and mentoring I experienced. Whether in structured sessions with my tutor or quick chats with colleagues and supervisors, each interaction contributed to shaping me into a more capable and self-sufficient officer.

Having explored the theoretical foundations of coaching and mentoring in policing, I will now reflect on how these approaches have personally and professionally benefitted me throughout my probationary period.

Coaching and mentoring have played a vital role in both my personal and professional development throughout my probationary period. On a personal level, the most noticeable change has been in my self-confidence. When I first began my career, I was unsure of how quickly I could adapt to the demands of policing. However, with consistent guidance from my tutor, sergeant, and colleagues, I have grown into an officer who is not only self-assured but also trusted by my shift and leadership team. This increase in confidence has extended beyond day-to-day policing and has positively impacted my decision-making under pressure. Where I may have once second-guessed myself, I now approach high-stakes situations with clarity and composure, which is essential in policing.

Another key area of personal growth has been my mindset regarding challenges and failure. Mentoring has encouraged me to ‘give things a go’ regardless of uncertainty, reinforcing the importance of learning from experience — a concept underpinned by Kolb’s Experiential Learning Cycle (2015). Kolb’s model suggests that even mistakes are valuable as they form the basis for reflective observation and future improvement. This was especially true during the informal mentoring conversation with my sergeant after I made a notable error. Rather than undermining my confidence, the discussion helped me view mistakes as learning opportunities, strengthening my resilience and ability to recover quickly.

Professionally, my development has been equally significant. Early coaching from my tutor greatly improved the structure and detail of my incident write-ups, while later mentoring from my sergeant refined my ability to balance detail with conciseness — a critical skill in effective write-ups. I have also become adept at identifying offences more swiftly and creatively problem-solving during incidents, even when offences aren’t initially apparent. This ability to think outside the box has undoubtedly been nurtured by informal mentoring from experienced colleagues, which aligns with the GROW model (Whitmore, 2017) by helping me explore options and solutions collaboratively before committing to a course of action.

Perhaps most rewarding has been my leadership development. The informal coaching and role-modelling I observed within my shift allowed me to shape my own leadership approach, blending styles based on what I saw work effectively. This has contributed to me being trusted to act as a mentor for newer officers, even in the absence of formal tutor training. The trust my sergeant and peers now place in me, assigning me to support less experienced officers on several occasions, has been a proud milestone, demonstrating how far I have progressed both professionally and personally during my probation.

While these personal and professional benefits are invaluable, they also played a crucial role in helping me achieve both individual and organisational goals, which I will now explore further.

Throughout my probationary period, coaching and mentoring have been essential in helping me meet a range of personal, professional, and organisational goals. On a personal level, I entered the police service knowing that I needed to build self-confidence and improve my self-worth. Coaching from my tutor and informal mentoring from colleagues created a supportive environment where I could begin to challenge limiting beliefs. By receiving constructive feedback and encouragement, I gradually became more confident in my abilities. This aligns closely with the GROW model (Whitmore, 2017), which helped me to focus on specific goals (such as improving confidence), reflect on my current position (low self-belief early in training), explore strategies to overcome barriers (taking on more responsibility and seeking guidance), and finally commit to actions that pushed me outside of my comfort zone.

Another personal goal was to improve my health and fitness. While this is still a work in progress, the mentoring culture on my shift encouraged a positive mindset towards wellbeing and resilience, which has motivated me to keep working towards this ambition alongside my professional demands.

Professionally, several formal goals were set at the start of my probation. These included achieving Independent Patrol Status (IPS), completing a job-based competency matrix, and progressing through my degree while working full-time. The structured coaching provided by my tutor early on was critical to achieving IPS, giving me the tools to make confident decisions and operate autonomously. Later, my sergeant’s mentoring helped me refine key professional skills, such as producing high-quality investigations and applying legislation accurately. Their guidance often reflected principles from Kolb’s Learning Cycle (2015), where reflective practice on real-world incidents helped me continuously improve. Additionally, the informal mentoring I received both from colleagues and family helped me balance academic pressures with operational duties, which was a vital factor in successfully progressing through my university studies, even when I found the academic work challenging.

Organisationally, my force’s priorities and values are core to its culture, and coaching has helped me align my daily practice with these principles. By promoting compassion when dealing with victims, exercising courage in decision-making, and maintaining a positive attitude on shift, I believe I have contributed to wider goals such as increasing public confidence and supporting vulnerable individuals. Mentoring has also enabled me to adopt leadership behaviours aligned with my force’s ‘keep learning’ value, as I now support junior officers and model the positive attributes expected by my organisation.

Overall, the mentorship I have received has ensured my development is closely aligned with both my individual ambitions and the wider objectives of the force.

Beyond helping me achieve key goals, coaching and mentoring have also shaped how I learn, develop, and perform in the workplace, which I will now reflect on further.

Coaching and mentoring have been central to my learning, development, and performance throughout my probation. As a “learn by doing” learner, I have always found that practical experience, coupled with informal mentoring, has been more effective than traditional classroom learning. During initial training, I often struggled to stay engaged during the structured classroom work, but mentoring on shift allowed me to learn dynamically through real-world situations. This is closely aligned with Kolb’s Experiential Learning Cycle (2015), which suggests that individuals learn best by engaging directly with challenges (Concrete Experience), reflecting on those experiences (Reflective Observation), conceptualising new approaches (Abstract Conceptualisation), and then testing these in practice (Active Experimentation). Mentoring allowed me to move through this cycle in a supportive environment, applying new learning almost immediately.

One significant area of development has been my ability to balance workload. In my early IPS months, I often neglected investigations in favour of responding to calls and patrolling, but informal coaching from the senior officers on shift helped me develop stronger time-management strategies. Over time, this mentoring encouraged me to adopt a more proactive approach to investigations while still being responsive to operational demands.

Another key improvement has been my confidence in managing larger or more complex incidents. Early in my service, I would frequently seek reassurance from my sergeant, often asking questions where I likely already knew the answers. Over time, coaching relationships on my shift helped me transition towards self-reliance, where I now only seek supervisory input when genuinely needed. This progression reflects Schön’s (1983) concept of Reflective Practice, where professionals develop competence by reflecting on their actions both during (reflection-in-action) and after events (reflection-on-action). Mentoring moments with my sergeant encouraged me to trust my judgment and become more reflective in real-time, improving my performance under pressure.

One of the most impactful mentoring experiences was after attending a PRUDiC (Procedural Response to Unexpected Death in Childhood) incident, where I felt my confidence had been shaken. During a private, informal chat, my sergeant reassured me that my decisions had been entirely appropriate, reminding me to believe in myself. This conversation had a profound effect, restoring my self-belief and helping me carry that confidence into future incidents. It also demonstrated the value of emotional intelligence and psychological safety in mentoring, supporting both my professional growth and mental wellbeing.

Ultimately, this combination of practical coaching, reflection, and reassurance has significantly enhanced my ability to learn, develop, and perform to a higher standard, shaping me into a more capable and independent officer.

In addition to the mentoring I have received, the role of feedback has been a key component of my development, shaping both how I learn and how I now support others, which will be discussed next.

Feedback has been a crucial part of my development during probation, shaping both my emotional intelligence and leadership growth. Most feedback I received came through informal debriefs or 1-1 conversations with my sergeant, complemented by frequent colleague feedback. This supportive environment helped me build self-awareness and emotional resilience, particularly through the use of reflective questioning and positive reinforcement, which suited my learning style best. Reflecting on these experiences, I can relate them to the Johari Window (Luft & Ingham, 1955) model, where open and honest feedback helped reduce my ‘blind spots’, behaviours or habits I hadn’t noticed in myself, while building trust within the team.

As my confidence and competence grew, I naturally transitioned into providing feedback to junior officers. I focus on offering informal, supportive feedback, especially during or after incidents. Having personally benefitted from brief but encouraging comments during my early probation, I now aim to replicate that for others, helping them feel valued and capable. I tend to give feedback through informal chats, balancing reassurance with constructive advice when appropriate, which mirrors the approach I found most effective during my own development.

This feedback loop has contributed to my leadership growth and enhanced my ability to manage relationships, both of which are essential for fostering a positive team culture.

Reflecting on my probationary period, I am most proud of the officer I have become, someone who is confident, dependable, and trusted by both my colleagues and supervisors. Coaching and mentoring have been central to this transformation, helping me develop not only technical skills but also resilience, leadership, and emotional intelligence. The consistent support I received through both formal and informal mentoring has enabled me to grow into a capable and self-sufficient officer who can now support the development of others.

As I near the end of my probation, I fully intend to continue seeking coaching from my sergeant and colleagues to maintain and build upon the progress I have made. Looking ahead, I recognise the importance of coaching and mentoring in shaping effective leaders, and I hope to one day apply these skills as a sergeant, helping others grow as I have. The experiences gained through mentoring will remain a core part of my professional identity moving forward.
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