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Title: Analysing the support services available to Police Officers during their probationary period.

The probationary period for police officers plays an important part in developing and shaping the officers career. New police officers transition from training school to frontline policing, often encountering highly stressful and complex situations for the first time. These stressful environments along with the policing degree, or diploma, and the cultural expectations of new police officers highlight that a support network is required for new officers across the UK.
The probationary period is thought to be one of the most challenging parts of a police officer’s career. There are several implications recognised including wellbeing, retention, performance, education, and professional socialisation.  Between 2017 and 2024, 59% of officer’s who resigned before reaching retirement reported that the psychological trauma they have encountered played a part in the officers decision to leave (Police Federation, 2024) and 74% of police officers who resigned during the same period stated that low morale was one of the reasons that they left policing too. Support services both within the police forces and external sources of support play a critical role in developing and influencing new police officers, potentially shaping how their 35-year career will unfold before them.
The research into support services which are available to police officers has expanded over recent years. This has been conducted alongside the large recruitment drives by UK police forces who have used initiatives such as the Police Uplift Programme (PUP) (Gov.uk, 2024). The  PUP is stated to have recruited 46,504 new officers between November 2019 and March 2023 and a survey conducted by the UK Government invited only 10,206 new officers, with only 3,462 officers answering the survey. (Gov.uk, 2022). The findings of this survey highlighted that 81% of new officers intended to stay to retirement age, with only 1% wanting to leave as soon as possible. There is research that contradicts these findings, which displays that new officers feel under supported especially when continual professional development is looked in to as the online learning has been reported to be ineffective and not supportive to new officers (Kassem and Erken, 2024). Understanding the effectiveness and the types of support services available to new officers during their probationary period is vital for research into the retention and wellbeing of new officers.
The probationary period within modern policing consists of three key stages. The first stage is the training school where theories, policies, and legislation is taught. The second stage is tutorship, where the new police officer is mentored by an experienced officer in the real world and the third stage is when the new officer gains independent patrol status (IPS). This is where the new officer has been signed off as competent by the tutor and they can now respond to calls and make decisions independently, all while continuing their learning with either a degree, or diploma in professional policing. The tutorship stage is one of the most important parts of a new officer’s career. This is a ten week period (Thames Valley Police, 2024) where officers are able to apply their learning from training school into real world environments. This is where the first of many support services are on offer to new officers. The tutor officer provides support and guidance to the new police officer (College of Policing , 2019), sometimes during incidents that the new police officer has never encountered before. Although there is support available to new police officers in the UK, research suggests that there may be issues with this support as a significant number of police officers resign prior to receiving their confirmation in rank at the end of their probation (Gov.uk, 2023).
During the probationary period, new police officers are subject to high workloads, educational pressures from both universities and the respective police forces, and both emotional and psychological strains all while having to work as a professional police officer (Porter and Gavin, 2024). Police officers both new and experienced reported that they experience work related stress as a result of workloads, traumatic events, and continued exposure to such events. These feelings within the probationary period display the need for adequate support for new police officers.
There is research to suggests that during the initial developmental stages of a police officers’ career, support systems are not evenly distributed and they are based on individual factors. Stubbs and Tong (2024) report on how new police officers utilise their social networks, mentoring, and organisational support influence their progression through the recruitment process and early socialisation while starting their new role as a police officer. Several differences were found in relation to access to support and the relationship of this support and the retention of officers and how confident new officers feel within their new roles. This suggests that support is not evenly distributed across the police force and that some officers may be missed out in terms of support.
This theoretical insight aligns with further research relating to the broader organisational issues surrounding police forces today, highlighting that access to social support has a direct impact upon job satisfaction and retention within high stress workplaces such as policing. 
There is a clear gap in research surrounding the support available to probationary police officers and how this relates to retention of officers. However, there is research into the support available to the wider workforce within the world of policing including wellbeing and organisational support to promote healthier living, reducing stress, and improving productivity. Phythian et al. (2021) states that there are several policies and interventions in place to offer support to police officers at a national level, but there is limited research into this support at a local level. It is suggested that poor organisational support increases stress and reduces the wellbeing of the workforce, emphasising the importance of supportive organisations for health and overall performance of its staff.
Mentoring plays a crucial role during a probationary police officers’ development. The mentor officer combines the theoretical practices and allows the new police officer to use their newly learnt skills in the ‘real world’ thus bridging the gap between training school and working on shift. The mentor provides guidance, emotional support, and learning opportunities all while being a role model officer themselves. Research from Wikström et al. (2023) which is from outside of the world of policing have displayed that mentoring provides numerous benefits for the new employees and their substantive counterparts. These benefits include psychological learning, social support, and role modelling. All of which play key roles in the policing areas, supporting the requirement for mentors within policing. This research also highlighted that a mentorship programme provides the new employee with a feeling of self-confidence, safety, and improved knowledge of their skills which is crucial to policing. Another study in 2025 into workplace contexts displays the importance of mentoring and how it can positively impact the mental health of the employees (Gau and Paoline, 2025), placing mentorship as a promising element to the support toolkit of probationary police officers.
There are mentoring initiatives within policing, and these initiatives are becoming further integrated into daily practices within police forces. For example, the ‘Positive Steps ‘mentoring network in the Metropolitan Police provides mentors to its employees to assist with their probation period including support with developmental challenges, networking, confidence, and guidance (College of Policing, 2023a).
There is significant evidence that indicate through structured mentoring with regular contact prolongs an employee’s longevity within a company. Although the effectiveness and quality of mentoring varies due to training, the importance of mentoring within companies, and clear objectives given to the mentors themselves. The College of Policing highlights the importance of mentoring and this along with other interventions provide a sustained positive impact for new officers (College of Policing, 2016). Although there have been some positive impacts of mentoring found, research surrounding the impacts of mentoring within police probation remains limited displaying that there is a need for further research to be conducted to ascertain if mentoring provides support for new police officers and how this impacts longevity within policing. 
Direct supervisors play an important role to probationary police officers. These supervisors are the initial line of support within the workplace environment as they are the direct link between new officers and the wider organisation. Sergeants are responsible for debriefing following incidents, wellbeing of officers, informed one to one meetings, and acting upon distress signals from their officers allowing for signposting to the appropriate resources to provide further support to their officers (College of Policing, 2019). There is guidance form the College of Policing which highlights the importance of support from supervisors to their staff, however these guidelines relate to the wider staff network as oppose to only probationary police officers (College of Policing, 2022). 
There is research that shows the relationship between help-seeking intentions and both individual and organisational cultures within policing. A project conducted by the University of Leicester, which is due to be completed in September 2026, aims to show how stigmas, support, and leadership influence a police officers readiness to seek psychological help (College of Policing, 2023b). Even though this research is yet to be published fully, this study displays that there are still cultural and organisational stigmas preventing officers from obtaining support.
This suggests that probationary support programmes and services must be embedded within organisational cultures that normalises probationary police officers obtaining support and seeking help for themselves, reducing the stigma surrounding struggling within the police force.
There has been a significant rise in the amount of specialised support programmes available to police officers including programmes such as the National Police Wellbeing Service (NPWS) (Oscar Kilo, 2022), and Code 0 which provides peer to peer support for police officers who are suffering with their mental health (Code 0, 2025). These services provide toolkits, guidance, and other resources which are all geared towards improving the awareness of mental health within policing. Although most wellbeing support initiatives are not specific to probationary police officers, they do provide probationary police officers with the support that they need to ensure their mental wellbeing is prioritised and offers referrals should they be required. 
Within police forces, there is specific training available to officers such as becoming a mental health first aider, which further contribute to the psychological support available to police officers in their probation. The Metropolitan Police have made it a necessity that new police officers are aware of the mental health services available by providing inputs by their mental health support network within their initial 17 week training, which displays that support is available to those new officers within their probation (Metropolitan Police, 2025).
There is limited academic research within the field of the training programmes which support mental health for probationary police officers, this indicated that further academic research is required to highlight the impact of this support on probationary police officers.
Current academic research displays there is a broad focus on police wellbeing organisational support or mentoring within the policing environment. Despite many relevant findings from the broad research, there is limited targeted research into the services available for probationary police officers. Studies such as the social support research by Stubbs and Tong (2024) contribute indirectly to displaying the importance if support within the early stages of a new police officer’s career, however, academic research into the support available within the probationary period remains limited.
There is a clear need for this research to be conducted including the impact of mentoring, supervisors’ interventions, wellbeing programmes, and training available to probationary police officers with the relation of these areas to the long-term retention of police officers. This research needs to also take a view of how the long-standing stigma surrounding mental health and receiving support impacts probationary police officers and their attitude towards obtaining such support.
The literature surrounding support services available to probationary police officers reflects a complex area of research. Mentoring has been shown to be a core support mechanism for probationary police officers as it displays many psychological benefits, but it requires further evaluation within the probationary perspective. Supervisory support and organisational culture are both important in the wellbeing and help seeking behaviours of new police officers, the way in which these operate vary between forces. Further research into this will be beneficial. Wellbeing services both national and local provide important support and resources to police officers, however, their impact within the probationary police officer’s career remains under researched and may offer insights into retention of police officers who utilise such services. 
There is a clear gap in the research which shows that there is an immediate need for probation focused research is required to display what types of support services are the most effective and how their implementation reflects upon the retention of police officers within their probationary period. Strengthening this research will be important for improving the retention of officers, the wellbeing of officers, and allow longevity for officers.
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