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Workbook Guidance 

Please read these notes carefully; they provide essential information. 

What is the workbook for? 

The purpose of this workbook is to enable learners to demonstrate and provide 
evidence of how they meet the learning outcomes set by the College of Policing, for 
the BSc programme. Essentially, you are being asked to outline your experiential 
learning based upon your theoretical understanding in a range of operational 
situations. 

• Understanding the Police Officer role 
• Modern Professional Police Officer 
• Strategic Role of the College of Policing 
• Communication Skills 
• Social Media 
• Leadership and Team Working 
• Leadership style 
• Flexibility and Leadership Strategy 
• Coaching 
• Mentoring 
• Professional and Organisational goals 
• Assessment 

You may wish to use the same incidents as you’ve outlined in the Occupational 
Competence Portfolio.  
  
How should the workbook be presented? 
  
Blank electronic copies can be found on Moodle of this workbook. You must submit 
this document electronically therefore it is important that you save your work 
regularly and upload the final typed version through Turnitin on Moodle.  
  
Word count policy can be found in chapter 7 of the Academic Quality under section 
7.7 (this applies to presenting work above and under the specified word count).  
  
(https://www.uwtsd.ac.uk/media/uwtsd-website/content-assets/documents/academic-
o f f i c e / a q h - c h a p t e r s / c h a p t e r s - - - e n /
C h a p t e r _ 0 7 _ A s s e s s m e n t _ Ta u g h t _ P r o g r a m m e s _ P a g e s _ 7 2 - 7 9 -
UPDATED-05-11-2019.pdf)  
  
Reflective practice is a core aspect for your workbooks and although there is a 
variety of useful resources on Moodle, there is one particular book, that is specifically 
based on reflective practice in policing, here is a link to one chapter from Selina 
Copley’s Reflective Practice for Policing Students:  
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https://www.uwtsd.ac.uk/media/uwtsd-website/content-assets/documents/academic-office/aqh-chapters/chapters---en/Chapter_07_Assessment_Taught_Programmes_Pages_72-79-UPDATED-05-11-2019.pdf
https://www.uwtsd.ac.uk/media/uwtsd-website/content-assets/documents/academic-office/aqh-chapters/chapters---en/Chapter_07_Assessment_Taught_Programmes_Pages_72-79-UPDATED-05-11-2019.pdf
https://www.uwtsd.ac.uk/media/uwtsd-website/content-assets/documents/academic-office/aqh-chapters/chapters---en/Chapter_07_Assessment_Taught_Programmes_Pages_72-79-UPDATED-05-11-2019.pdf


https://moodle.uwtsd.ac.uk/pluginfile.php/298870/mod_resource/content/1/
R e f l e c t i v e % 2 0 P r a c t i c e % 2 0 f o r % 2 0 P o l i c i n g % 2 0 S t u d e n t s % 2 0 -
%20Selina%20Copley%20Chapter5.pdf 

  
How is the workbook assessed? 
  
Advice and support about the completion of this workbook was provided by 
university staff as part of your initial training day and further help and advice is 
available on Moodle.   

Your tutor constable and in-force training staff will not be involved in assessing or 
marking your workbook after it has been submitted.  
  
Dates of workbook submission will be made available and posted on Moodle. 
  
Once submitted your workbook will be assessed and marked independently. 
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https://moodle.uwtsd.ac.uk/pluginfile.php/298870/mod_resource/content/1/Reflective%2520Practice%2520for%2520Policing%2520Students%2520-%2520Selina%2520Copley%2520Chapter5.pdf
https://moodle.uwtsd.ac.uk/pluginfile.php/298870/mod_resource/content/1/Reflective%2520Practice%2520for%2520Policing%2520Students%2520-%2520Selina%2520Copley%2520Chapter5.pdf


Confidentiality 

It is important that no individual can be identified either directly or indirectly from the 
information in the workbook. Therefore, you must: 

• adhere to guidance in the Student Handbook about unfair practice and 
plagiarism. 

• not identify individuals including witnesses, victims or offenders by name. 
• not write information that enables any individual to be identified indirectly 

through the description you provide. This includes references to names, 
colleagues, places (including hospitals, schools, town, villages, streets) 
specific incidents which were high profile and could be identified due to past 
publicity, other professionals or any other personal information including 
medical or other conditions; 

• take personal responsibility for adhering to confidentiality rules.  
• not include any dates of any incidents or anything that specifically identifies an 

actual incident. 

Please be aware that any content that is deemed to be inappropriate, disrespectful, or 
abusive will not be tolerated. Following review of any content of this nature the 
information will be shared with the employer of the student responsible.   

Should any health and wellbeing concerns be raised because of disclosures made by the 
student within this workbook, the employer of the student will be informed.   

NOTE 

Your workbook will be submitted electronically via Turnitin on Moodle. Guidance on 
this is in the Student Handbook.  

Remember that the workbook is YOUR responsibility you must not rely on the 
assessor or anyone else to pick up any confidentiality breaches as this is your 
work and you must accept full responsibility for confidentiality. Meeting all the 
confidentiality requirements is very important.  

Dyslexia and other special circumstances 

If you have any condition that you feel may affect your ability to deal with any part of 
the programme, please see the Student Handbook for further guidance. The 
University has a Student Services Unit that may be able to help but it is the 
learner’s individual responsibility to contact them.  

 4



Guidance:  

• Your workbook must contain the items specified in the table below (clearly 
identified and in the order given). 

• You should use this document (electronically on Moodle) - insert your text / 
answer within each section of this workbook. 

• You should upload your completed document as a saved pdf file of this 
workbook; if this is not possible then a Word Doc file is acceptable. Do not 
send a scanned file from a photocopier, an apple.dot file, or a Microsoft 
publisher file as Turnitin will not be able to assess them despite you being 
able to upload them. 

Contents  

Workbook Area of Professional Practice  W o r d 
count

Task 1 Understanding the Police Officer Role 2000

Task 2 Communication Skills – social media 2000

Task 3 Leadership and Team Working 2000

Task 4 Coaching, Mentoring, Assessment 2000

 Bibliography

Total 8000
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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.   

ANSWER: 

Unfinished - to be completed. 

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)
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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.   

   

ANSWER: 

Over the last two decades, social media has played an increasingly significant 

role in the police's communication strategy, shaping how forces across 

England and Wales engage with the public (The Police Foundation, 2014). 

Platforms like Facebook and X (formerly Twitter) provide instant and far-

reaching channels that the police can utilise to interact with their communities, 

with clear operational benefits (College of Policing, 2020). However, it is not 

without its challenges. 

In this essay, I will critically evaluate the use of social media as a tool for 

informing and engaging with the public, drawing on an incident I experienced 

as a police constable. I will reflect on the benefits and limitations of the 

approach taken and consider them within the broader context of social media 

use in policing, using academic literature to support my analysis. The essay 

will be structured using Gibbs' Reflective Cycle (MindTools, 2022), allowing 

me to reflect on the incident and its broader implications. 

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)  
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Social media refers to websites or applications that "allow people to 

communicate and share information like opinions, pictures and videos on the 

internet" (Cambridge Dictionary, 2023). This includes platforms such as 

Facebook, Instagram, X and YouTub. While all of these platforms facilitate 

communication, some are more suitable for policing purposes than others, 

and their use varies depending on force objectives. X, for example, has been 

widely used by police forces across England and Wales to provide real-time 

public safety updates, including during the 2024 U.K. riots (Robinson, Ralph 

and Aitken, 2025). Comparatively, YouTube is often used to share non-urgent 

video content, such as road safety campaigns, while Instagram is used to 

share insights into police officers' daily responsibilities. Facebook, on the other 

hand, plays a role in promoting the police's corporate identity online (College 

of Policing, 2020). 

In 2025, there are an estimated 54.8 million active social media users in the 

U.K., representing approximately 79% of the population (Dixon, 2025). It is, 

therefore, widely agreed that social media has significant potential as a 

communication channel for the police (Association of Chief Police Officers, 

2013). Despite this, there is currently no national, standardised strategy when 

it comes to police content on social media. Instead, individual forces create 

their own strategies, guided by materials from the College of Policing and the 

Association of Chief Police Officers (ACPO). 

The College of Policing instructs that police-operated social media accounts 

adhere to several key principles to maintain professional and ethical online 

engagement. These include being credible, consistent, and responsive while 

encouraging "constructive feedback and discussion." Accounts must also 

reflect the professional values of the police force, presenting officers and staff 

as ambassadors for policing (2020). 
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According to the ACPO, appropriate social media use also requires a critical 

awareness of risk. This includes the risk of breaching public trust, violating the 

Data Protection Act (2018), discrediting the police service, and sharing 

personal information that could increase vulnerability to corruption or 

blackmail. It also includes the risk of disclosing material that could harm 

investigations (Association of Chief Police Officers, 2013). Ethical 

considerations are also central to the guidance, with a clear expectation that 

officers avoid posting discriminatory or potentially harmful content online 

(College of Policing, 2020). 

The guidance is clear that social media use should not alienate the community 

(Association of Chief Police Officers, 2013). Although its broad reach enables 

communication with traditionally hard-to-reach groups, including those who 

are unlikely to connect with police via traditional methods such as public 

meetings or community groups, the police must also be careful not to 

marginalise those who do not find social media accessible (Knibbs, 2013). 

This includes individuals with limited internet access, residents in rural areas, 

older people, and those who choose not to use social media (Park, 2017). To 

continue protecting the public and to avoid creating new inequalities, a 

balance must be struck between utilising new technologies and maintaining 

traditional, non-digital communication methods (Roberts et al., 2017). 

Despite the detailed guidance from the College of Policing and the ACPO, the 

understanding and subsequent implementation of these principles can be 

inconsistent (Akhgar, Bayerl and Leventakis, 2019). Interpretation can vary 

between individual officers and forces, resulting in discrepancies in how social 

media is used in practice (Dekker, Van den Brink and Meijer, 2020). This has 

the potential to impact the quality of content shared and increase the risk of 

public misunderstanding and reputation damage (Crump, 2011). When 

mistakes do occur, the fast-paced and far-reaching nature of social media 
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means errors are amplified, which risks widespread attention and impact 

(Shahbazi and Bunker, 2024). 

This is further complicated by the fact that individual officers have the ability to 

operate their own social media accounts. A 2012 review found 357 instances 

of potentially inappropriate behaviour by police officers on social media over a 

nine-month period. They were categorised as offensive language or behaviour 

(132 instances), commentary on police protocol or procedure (119), negativity 

towards the police service (70), and extreme opinions on the government (36) 

(HMIC, 2012). While these findings suggest that existing social media 

guidelines are insufficient in guiding officers, it is important to acknowledge 

that the HMIC review is 13 years old. It is possible that officers' social media 

literacy and understanding of the guidelines have since improved. However, 

without a more recent review, it is difficult to conclusively determine whether 

these issues have been addressed. 

When used appropriately, the benefits of social media in a policing context can 

be significant. I experienced these first-hand during a high-risk missing person 

call. The incident involved a man who failed to return to a mental health facility 

following a period of authorised leave. He was vulnerable, and the standard 

procedures for locating him were quickly exhausted. The case was escalated 

to our force's social media unit, who posted a public appeal that included a 

recent photograph and the man's name, age, physical description and details 

of his last known location. It was posted via Facebook and X, where it was 

quickly and widely shared. Within a few hours, a member of the public 

contacted the police to report the man's location at a nearby bus stop, which 

led to his safe recovery. 

This incident highlights several key benefits of social media use within 

policing, including the ability to share information instantly, reach a broad 

audience, and actively involve the community in urgent police enquiries 
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(Meijer and Torenvlied, 2014). The process is immediate and far-reaching, as 

well as more efficient and cost-effective than traditional communication 

methods such as press conferences or printed materials (Dekker, Van den 

Brink and Meijer, 2020). Social media posts on platforms like Facebook or X 

can be published within seconds, with the added advantage of followers 

resharing onto their own platforms.  

A successful social media strategy also has the potential to build public trust 

by creating a two-way communication channel that supports information 

sharing and intelligence gathering (Ruddell and Jones, 2013). This allows the 

public to engage directly with the police, creating a sense of an accessible and 

accountable organisation (Lee and McGovern, 2014). Police can also appeal 

for witnesses, request help identifying individuals, and seek tips from the 

public while also monitoring and responding to online feedback (Association of 

Chief Police Officers, 2013). Moreover, the police can utilise social media to 

trace and monitor the profiles of known or suspected offenders, offering 

insights into locations, friendships, activities and behaviour patterns (College 

of Policing, 2020).  

However, critics have questioned the extent to which this two-way 

engagement and the subsequent benefits are achieved in practice 

(Fernandez, Dickinson, and Alani, 2017), as many forces use social media as 

a broadcast channel rather than an opportunity for dialogue (Zavattaro and 

Brainard, 2019). 

Anonymity, however, is one feature of social media that can support online 

communication between the police and public. Research suggests that people 

may be more likely to engage with the police if their identities are hidden, 

which can be valuable in intelligence-gathering contexts (Accenture, 2012). 

This is also beneficial when attempting to reach groups that are less inclined 

to engage, such as vulnerable people, victims, and young people (Knibbs, 
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2013). However, anonymity also presents clear challenges. It can facilitate the 

spread of misinformation and harmful commentary, and the lack of 

accountability can embolden individuals to behave inappropriately or abusively 

online (Kim, Ellithorpe and Burt, 2023). This risks complicating or undermining 

policing objectives and, in turn, eroding public confidence (Fowler, 2017). 

The speed and scale of social media can complicate these challenges further. 

The ability to share information instantly and widely can be valuable during 

urgent scenarios, such as natural disasters, active crime scenes, or vulnerable 

missing persons (Dencik, Hintz, and Carey, 2017). However, this immediacy 

also introduces risk. In an environment where information can spread quickly 

and without context, the potential for misinformation or harmful speculation is 

significant (Fowler, 2017). 

During the incident involving the missing man, I was seriously concerned 

about his safety. Therefore, I was initially pleased with the decision to post a 

public appeal on social media. My colleagues and I did not discuss the 

potential broader implications of publicising the man's identity and personal 

circumstances. The sense of urgency due to his vulnerabilities influenced our 

decision-making, and our immediate priority was ensuring his safe return. 

Reflecting on this now, I recognise that our urge to give the case wider 

visibility may have overshadowed our consideration of the potential broader 

impacts. 

In line with force policy, the social media appeal was deleted as soon as the 

individual was safely located. However, by that point, it had already been 

widely circulated online, and members of the public had begun creating and 

sharing their own posts. Because the man was well-known within the 

community, the appeal attracted added attention, including speculative 

comments about his mental health and criticism directed at his family and the 

facility where he was staying. Additionally, the facility's location was disclosed 
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by a member of the public, raising serious concerns about privacy and 

safeguarding. 

This highlights a critical limitation of social media as a policing tool. Once a 

post is released into the public domain, control over its narrative and reception 

decreases significantly (Fielding, 2021). As Fowler (2017) argues, this loss of 

control can contribute to reputational harm, increased public scrutiny, and the 

unintentional amplification of stigma or misinformation.  

These concerns were evident on a large scale during the high-profile 

disappearance of Nicola Bulley in Lancashire in 2023. After she went missing 

while walking her dog, the case attracted widespread attention across social 

media platforms. Thousands of amateur sleuths shared unsubstantiated 

theories, and misinformation became widespread. The public response was 

described as a "carnival of hysteria" that ultimately hindered the police 

investigation rather than assisting it (Brown, 2023). Lancashire Police faced 

significant criticism from both politicians and the public over its handling of the 

case, particularly its decision to disclose Bulley's personal health information, 

which many viewed as unnecessary and as a catalyst for the social media 

frenzy (Jermyn and Horeck, 2025). 

In both the case of Nicola Bulley and the individual who went missing on my 

shift, data privacy was a significant concern. Public appeals often require the 

disclosure of sensitive personal information. While this may be justified in 

situations involving risk of harm, the ethical boundaries are complex and must 

be considered carefully (Williams et al., 2018). Reflecting on the incident, I feel 

conflicted. I was relieved that the individual was located safely and that the 

appeal led to a positive outcome. However, I was also uncomfortable with the 

public response, which included inappropriate and speculative commentary. 

The experience has led me to reflect more critically on the broader 

consequences of police outreach via social media, particularly where 
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vulnerable individuals are involved. Although the appeal achieved its 

immediate objective, it came at a reputational and emotional cost to the 

individual, their family and the police force itself. 

It is important to recognise that my reflection is biased because the incident 

had a positive outcome. Had the individual not been found quickly or safely, I 

might have questioned whether we had acted quickly enough. Decision-

making in policing often takes place in conditions of uncertainty, and in this 

instance, I believe the choice to utilise social media was reasonable and 

proportionate. If faced with a similar situation in future, I would likely make the 

same decision again. However, I would advocate for more discretion when it 

comes to details like vulnerability and suggest a more active strategy to 

monitor online responses where possible. 

In conclusion, when utilised appropriately, social media has significant 

potential as a communication tool for the police. Its benefits include instant 

information sharing, the ability to reach broad and diverse audiences, and 

valuable opportunities for intelligence gathering and public engagement. I 

have witnessed first-hand how social media can effectively support police 

investigations and contribute to positive outcomes. 

However, my experience also highlights the challenges associated with police 

social media use. While the appeal achieved its purpose, it also exposed 

challenges related to data privacy, reputational harm, and the impact of public 

commentary, particularly in cases involving vulnerable individuals or ongoing 

investigations. 

With more people than ever using social media, it is undeniable that police 

forces must engage with these platforms. However, it is essential that 

communications remain grounded in the core values of policing — ethics, 

accountability, and the public interest. 
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Task 3 

Relevant areas of the National Policing Curriculum:   
Leadership and Teamworking  
  
You must choose a policing  incident  in which you played a significant role with an 
offender/service user/victim and reflect on what happened.   

ANSWER: 

Unfinished - to be completed. 

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)  
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Task 4 

Relevant areas of the National Policing Curriculum:   
Coaching, Mentoring, Assessment 
  
  

ANSWER: 

Mentoring and coaching are widely considered to be effective tools for 

developing an individual's skills, which in turn can benefit the organisation 

they work for (Arter, 2006). Throughout my three-year probation, both 

approaches have contributed to my development as a police constable, 

enabling me to improve core policing competencies alongside more general 

qualities such as resilience, confidence, and decision-making. In this essay, 

I will critically reflect on this period and discuss how mentoring and coaching 

have contributed to my personal and professional growth. I will use 

academic research to support my experience and complete my reflection 

using Gibbs' Reflective Cycle (MindTools, 2022). 

Although similar in nature, mentoring and coaching have distinct definitions 

and key themes that set them apart. The definition of mentoring is 

multifaceted and, as Roberts (2000) describes, a "definitional quagmire." 

However, for the purposes of this reflection, mentoring will be understood as 

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)  
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a developmental relationship between an experienced individual (the 

mentor) and a less experienced colleague (the mentee), in which the former 

provides ongoing guidance, support, and encouragement (Kram, 1985).  

Coaching, on the other hand, refers to the focused development of specific 

skills or knowledge, typically delivered through short-term guidance or 

structured support (Parsloe and Wray, 2000). In a policing context, this often 

takes the form of practical feedback and performance-based reviews, like 

feedback after responding to an emergency call, reminders to manage 

caseloads effectively, or guidance on handling high-risk incidents (Staller, 

2021). These interactions are generally more task-specific than those found 

in mentoring relationships, with an emphasis on immediate performance 

rather than long-term support and guidance (Parsloe and Wray, 2000). 

[TBC] 

Ragins and Kram (2007) identified two broad but complementary functions 

within effective mentorship in the workplace: career development and 

psychosocial support. The former includes job-related assistance, such as 

teaching and feedback, while the latter encompasses more personal 

elements, including emotional support, counselling, friendship, and role 

modelling (Kram, 1985).  

During my three-year probation, I have been fortunate enough to have a 

mentor who has guided me through the process of becoming a police 

constable. Assigned to me during the tutorship phase, my mentor was a 

more experienced officer whose role was to support my development both 

as a police officer and as an individual navigating a demanding profession. 

While the primary purpose of mentorship is often understood as the transfer 

of experience and practical insights from mentor to mentee (Hamlin and 
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Sage, 2011), Parsloe and Wray (2000) suggest that its actual value is in 

enabling a developmental process that challenges both parties, promoting 

growth and self-reflection on both sides. Likewise, Dennen (2004) argues 

that the relationship itself must remain central to the process, with helping, 

teaching, learning, and reflection forming its core principles.  

For me, the early stages of the mentoring relationship were challenging. My 

mentor and I were previously unknown to one another, and it took time to 

build rapport and understand each other's distinct personalities and working 

styles. Having come from a previous role where I led a large team, I 

struggled to adapt from the "mentor" to the "mentee" role. I initially 

experienced frustration and, at times, acted defensively. My research has 

since informed me that this is an emotional response not uncommon in 

mentoring relationships (Eby and McManus, 2004). Although negative 

outcomes in mentorship can sometimes be attributed to a personality 

mismatch (Eby et al., 2013), this was not the case for my mentor and me. 

Instead, we required time to develop a mutual understanding and find an 

approach that worked for both of us. 

Roberts (2000) outlines eight attributes of effective mentoring, including a 

supportive relationship, a helping process, a teacher-learning process, a 

reflective process, career development, formalisation, and a clearly defined 

mentor role. While it took a few weeks to build mutual trust and establish 

boundaries, once I had fully embraced my position as a mentee, the 

mentorship process began to reflect these attributes more clearly. From that 

point onward, the supportive and developmental aspects of the process 

became more evident, and the personal and professional benefits became 

increasingly clear. 

Academic literature widely agrees that, when implemented effectively, 

workplace mentoring offers a range of benefits, particularly when introduced 
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early in an individual's career (Carter and Francis, 2001). From an 

operational perspective, having a mentor has contributed significantly to my 

development as a police officer. My knowledge and understanding of the 

core policing competencies significantly improved, and regularly observing 

my tutor helped me to engage more effectively with members of the public. 

This, in turn, boosted my confidence and situational judgement and, 

therefore, improved my capacity to make decisions under pressure. This 

developmental progress is likely to continue shaping my career, as research 

indicates that employees with mentors report higher levels of job 

satisfaction, increased promotion prospects, and greater earning potential 

(Allen et al., 2004). 

However, it was on a more personal level that I found mentoring most 

helpful. The human side of mentorship has the potential to foster 

confidence, enhance interpersonal skills, and boost self-worth (Fowler & 

O'Gorman, 2005), which can have socio-economic implications for the wider 

police force, such as reduced leave and improved workplace morale (Young 

and Perrewe, 2000). My own experience reflects this. The support I received 

through mentoring extended beyond operational development and became 

a critical form of personal and emotional support. 

During my probation, I experienced periods of work-related stress that 

adversely impacted my mental health. The high-pressure nature of policing, 

especially during the early months, was at times overwhelming. During this 

period, I leaned heavily on my tutor for support. Research has shown that 

the interpersonal aspects of mentorship can have a positive effect on the 

mentee's wellbeing, reducing stress and improving mental health outcomes 

(Eby et al., 2013). This is particularly relevant in policing, where officers 

experience high levels of stress and are especially vulnerable to mental 

health challenges (Bullock and Garland, 2017) yet operate within a culture 

that promotes stoicism and discourages emotional vulnerability (Bell and 
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Eski, 2016). These benefits are not limited to the mentee. Some studies 

suggest that mentors themselves may experience improved mental 

wellbeing, mitigating some of the adverse effects of the occupational culture 

within policing (Gill, Roulet and Kerridge, 2018). 

It was during this period that my mentor introduced me to the GROW model 

(Hancock, 2024). Together, we used this framework to unpack the stress I 

was experiencing, with the aim of identifying root causes and setting 

practical objectives to manage this differently moving forward. We followed 

the GROW structure (Goal, Reality, Options, Wrap-Up) to set expectations, 

assess the current situation, explore possible next steps, and agree on an 

action and support plan to help prevent the same situation from arising 

again. Although I initially felt hesitant, I found the process surprisingly 

beneficial. Through this reflection, I recognised that I had waited too long to 

ask for help with my caseload, which allowed feelings of stress and 

frustration to accumulate. I can now understand that early intervention is key 

to managing pressure and that seeking support sooner is not a weakness 

but a proactive step toward maintaining wellbeing. Next time, I hope to be 

able to apply this model independently during professional challenges, 

particularly those related to stress and resilience. 

The potential benefits of mentoring extend beyond my personal experience. 

Research has shown mentoring to be particularly effective for individuals 

from underrepresented groups, such as women or minority groups, 

particularly in fields like U.K. policing, where diversity remains limited and a 

"macho culture" prevails (Chandler and Ellis, 2011; Jones, 2017). However, 

effectiveness is not guaranteed. Critics argue that mentoring can reinforce 

the existing status quo rather than challenge it, limiting its potential as a tool 

for development (Gulam and Zulfiqar, 1998). Negative mentoring 

experiences can also undermine outcomes and lead to disengagement 

(Bozeman and Feeney, 2007). 
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I have also been supported during my probation period by my Sergeant, 

who has taken on more of a coaching role. Their responsibility has been to 

guide me through operational tasks, such as supporting victims on my 

caseload, while also helping me to develop key competencies, including 

procedural knowledge, workload management, and decision-making. Unlike 

my mentor, whose focus included longer-term personal development and 

emotional support (Kram, 1985), my Sergeant's role focused on developing 

me within the police constable role specifically. 

Comparatively, I did not find the coaching process as personally challenging 

as the mentorship. In reflection, this may be because it was a more 

formalised and task-specific process, with less emphasis on long-term 

personal development and more focus on performance within a work 

context. Meetings with my Sergeant were scheduled regularly and followed 

a consistent structure, during which we would discuss my workload, 

upcoming objectives, and specific areas for improvement. This regular, 

focused format provided clear expectations, making it easier for me to 

understand and measure progress over time. 

Comparatively, the mentorship required more ongoing and open-ended 

discussions, regular feedback, and honest communication, which initially felt 

emotionally demanding, particularly before my mentor and I had established 

mutual trust. In reflection, I can recognise that I also found it easier to 

receive feedback related to professional performance as opposed to 

personal attributes. Initially, I found it difficult to accept feedback on aspects 

such as my communication style, decision-making under pressure, or my 

approach to conflict resolution, as these felt like more personal critiques that 

provoked a more defensive emotional response. 

To be completed.  
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