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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:

This essay will aim to critically evaluate the role of the College of Policing, explaining its purpose and how it aims to support police officers within England and Wales. The essay will also expand on aims that have been set for police forces in the United Kingdom (UK) and how they are expected to be met. With these aims and requirements in place, I will also reflect on my own personal role as a police officer in my final year of probation and how it has changed throughout my first 3 years of service. I will be using the Gibbs reflective cycle (The University of Edinburgh, 2024) to support the presentation of my reflection.


The College of Policing acts as a professional body for policing in England and Wales to support all its 43 police forces. The college helps to set standards of professional practice by providing training and promoting good practice based on evidence. It also promotes values, ethics and holds standards of integrity within policing (HMICFRS, 2023). The College of Policing was set up in 2012 by the UK government to act as an independent professional body to policing (Home Office, 2012). 


The College of Policing helps to develop a professional framework that outlines the skills and competencies required for police officers at various levels. Using the competency and values framework (CVF) created by the college, help is provided to officers to inform and guide them regarding the behaviours that are expected as a police officer. CVF upholds the code of ethics based around courage, public service, respect and empathy. It also considers competencies where police officers are expected to take ownership, to collaborate, critically analyse, support and inspire, be emotionally aware, be innovative and open minded (College of Policing, 2024). This framework is also used in the process within the recruitment, assessment and officer development processes.

Additionally, the College of Policing provides officers with a number of online learning packages to assist officers with the wide variety of topics and crimes they are likely to deal with. These courses are the same for all forces in England and Wales to ensure continuity in the service that is provided by police and to uphold the standard that is expected by all officers. These courses are evidence based and promote best practices to ensure the continuous professional development of officers. The courses are constantly updated to keep with the challenges of modern-day policing and upcoming technology (College of Policing, 2025).


Policing vision 2025 is a strategic framework that was developed by the national police chief’s council (NPCC) and the association of Police and Crime Commissioners (APCC) to ensure that policing across England and Wales is more effective and efficient than in previous years and continues to improve. Set in 2016, the vision aims to make use of the latest technology, such the use of artificial intelligence to support police operations, investigations and crime prevention. It also outlines the need to continue to build stronger working relationships with local communities to ensure that the public are able to trust their local force, and that they are held accountable for their actions. Collaborations with other police forces and public services are an area of focus to support vulnerable victims and address underlying causes of crime. Other key points include strengthening leadership within the force at all levels whilst also investing in continuous development for officers and investing more resources into crime prevention. Within the framework each vision and goal is supported by actions of exactly how the objectives will be met (NPCC, 2016).

College of Policing (2024) states that as part of the policing vision 2025, it aims to help support forces in meeting its objectives and addressing concerns from the past. In particular, the police culture within the police has been highlighted as a particular need for change in making sure it is an inclusive organisation. The College of Policing aims to work with forces by providing guidance and development programmes. The College of Policing has stated that it will perform scrutiny processes to ensure that chief officers within their respected forces deliver on the need for change in regard to police culture and all other aspects of policing vision 2025.



The strategic policing requirement was first set in 2012 and established by the UK home secretary to ensure police forces in England and Wales are adequately equipped and prepared to tackle the most serious threats of crime that the UK faces. The strategy helps to set out the national policing priorities and where police forces and other agencies should work together to address the issues (Home Office, 2023).

The College of Policing also supports developing and promoting standards, providing training and development to ensure officers are equipped with the relevant skills and knowledge. It also supports policing models to increase efficiency and performance which are all aims of policing vision 2025 (College of Policing, 2024b). Also the College of Policing works in line with the workforce transformation 2018 programme by developing a framework model to help forces meet the requirements expected and setting clear aims and objectives. This is aimed more towards those higher up in each individual force such as the chief constable, who then implement the model into their workforce and delegate responsibilities to each level of command as deemed appropriate (College of Policing, 2022).


Through my first 3 years of being a police officer my role has continued to change based on the new skills I have acquired, knowledge I have gained, the vast amount of different calls I have attended and the different situations I have dealt with. Whilst reviewing the current expectations set by the College of Policing as to the role of a police constable, it has become clearer how these expectations align with my daily tasking as an officer. 

College of Policing (2024b) lists the different key accountabilities expected from modern day police officers. These expectations include to provide appropriate initial and ongoing frontline response to a wide range of incidents that include threat, risk and harm. Taking a lead role to problem solve and engage with victims, suspects and witnesses. To conduct effective and efficient high-volume investigations to conduct and analyse information, intelligence and evidence are just some of the key points of being a modern police officer. 

Whilst reviewing some of the points mentioned above, it is clear to see how these accountabilities have formed into part of my daily working routine. From assessing threat, risk and harm at incidents is something that I have gained a vast amount of experience in dealing with through my time in probation. Having to manage the threat risk and harm appropriately whilst it is on my workload along with other personal investigations and responding to further calls is also a challenge, but one I have learnt to try and stay on top of to the best of my ability following advice and guidance from my colleagues and also personal experience and coping methods.

Taking a lead to problem solve is another skill I have improved on with experience in dealing with crimes, spotting reoccurring themes and investigative methods and implementing these along with training I receive through the force of via the College of Policing online learning material. This allows the confidence to engage with suspects, victims and witnesses by having a foundation of knowledge that allows me to carry out my role.

It is also worth mentioning the use of the national decision model (College of Policing, 2024) is a useful tool that I have followed throughout my policing career and one that I will continue to use. By using the national decision model, I am able to make informed decisions in a quick manor to help manage a situation by taking into account risk, powers and policies and the information available and it allows to make an informed decision in often diverse and fast paced environments.

Throughout my probation I have constantly continued to learn and push myself, both mentally and physically, to be able to continue to carry out the role of a police response officer. In my final year I feel I have particularly expanded my knowledge, taking on more complex investigations and being able to see investigation through until an end result is received from the crown prosecution service. I believe this is a credit to the hard work that I have put in throughout the course of my probation. I have also seen my role within the team change from a new probationer relying on my more experienced colleagues to now helping the new officers coming through their first year of probation, offering my help and advice wherever I can. This also falls in line with the policing vision 2025 by forming effective leadership and involved in forming a culture allowing police staff to maximise their contribution to the force and others (NPCC, 2016).


Although I feel I have progressed, I acknowledge that there are still many elements of policing that I am unfamiliar with and will continue to learn about. I will continue improve on my existing skills and continue to make use of the new technology coming through that enables officers to carry out their role.

Whilst reflecting on my final year, I have understood how my personal development and improvements are in line with the Policing vision 2025 strategic framework (NPCC, 2016). A part of the vison, the key aims are around ensuring that strategies are evidence based, allowing for a more effective response to incidents. This is something I have gained through experience and the guidance of the College of Policing learning packages. Also, improving public confidence and accountability, the College of Policing supports these goals by ensuring police behave and act in line with the code of ethics when carrying out their role and dealing with the public. This also applies to internal matters within the force, challenging unprofessional behaviour to ensure the integrity of the police service (College of Policing, 2023).

In terms of further improvement, I would like to pay further attention to my mental health and wellbeing. I have come to realise the role of a police officer is incredibly demanding both mentally and physically, and it is vital to look after yourself as much as possible. Before joining the job, I read about the facts and figures into mental health and burnout with (Police Federation, 2024) reporting a record 14,508 officers being signed off work with poor mental health within the past year, but I did not fully take these into account, I was more focused and excited on starting a new career. I have now experienced the issues first hand and I feel more support is needed in terms of supporting officers and making the job less stressful. I appreciate due to the nature of the job and that the circumstances officers find themselves in are often not pleasant and the right support is offered in that sense. But there are areas such as the demands and pressures of meeting unrealistic expectations with minimal resources and minimal time set by those of higher commanding authority within the force. I have personally noticed the impact this has on policing, particularly within response department.


Word count = 1865











1

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:

This essay will aim to critically evaluate both the positives and negatives of the use of social media for the police. This essay will provide some background knowledge into social media and it’s users. The essay will also explain how the use of social media can help police achieve key fundamental elements of policing and work towards the code of ethics. It will also talk about the negatives of social media whilst critically reviewing its use and purpose. I will also explain what impact social media has had on myself in policing, and will be using the Gibbs reflective model (The University of Edinburgh, 2024) to reflect upon this.

Social media, if used correctly, can be key for police to both inform their local communities of the work they are doing and also to engage with the public. (Dixon, 2024) states that there are 56.2 million active users of social media within the UK whilst the general estimated population of the UK is 68.3 million (Office for National Statistics, 2024). This allows for police forces to easily engage with potentially a large number of the population within their area via the use of Facebook, Twitter and Instagram, or other social media accounts, all of which are free to use and actively used multiple times on a daily basis.

The use of social media also helps police forces to work in line with the code of ethics, which are the key fundamentals to delivering a fair, quality service to the public and that all officers should be aware of and follow. The key fundamentals include showing courage, by taking responsibility, setting an example, being honest, open and accountable and also encouraging feedback and scrutiny (College of Policing, 2024b). Social media provides a platform where all these fundamentals can be easily met by publicising the good work that police do and being honest by releasing details of an incident and the work that has been completed in response to the incident. It also allows for the public to openly share, engage and provide their views and feedback in relation to any post released on social media by a police force.

Whilst it is key for police to adhere too the code of ethics when communicating with the public, there are confidential factors the police must keep in mind. The police service has a duty to safeguard individuals and respect their rights to privacy. Police must also not jeopardise any ongoing cases or release information on any suspects unless they have been convicted for their offences. When someone is proven guilty of a crime, using the national decision model in line with the code of ethics and any other relevant legal frameworks, the police can make an informed decision on what details to share with the public (College of Policing, 2017).


However, it is also key to remember that not everyone will use social media and it is therefore crucial that in-person community engagement is still available for those who require it, or for anyone who wishes to present their views or concerns in person due to underlying factors or sensitivity issues. This also aligns with the code of ethics in ensuring the police are delivering a fair and impartial service and responding to individual needs (College of Policing, 2024b).


Social media also brings other benefits to the police in terms of recruitment. Dawkins (2023) states that social media can be used as a form of recruitment by the police by publicly advertising a career opportunity within the police to encourage more applicants and recruit future officers due to the large audience that it appeals to. This applies to all users of social media, but in particular the younger generation who have grown up with social media and would be considered to be competent with its use. This allows forces to save on costs in terms of freely advertising job opportunities and encouraging applications from a wider audience due to the power and reach of social media to ensure a steady recruitment of officers.

Social media also allows for the police to post real time updates which is then viewed by a large audience instantly. This is particularly useful at times where a major road may be closed due to a road traffic collision, advising the public to use other routes, or to advise and reassure the public. Social media is also particularly useful in addressing what would be considered as ‘fake news’ or rumours, in order to state the truth and again reassure the public from official or verified police accounts. (The Police Foundation, 2014). This allows police to stop any potential unrest based off false information, as seen before in the UK, particularly in the 2011 summer riots.

However, posts and videos on social media can be taken out of context and cause further issues. Incidents of suspected police brutality whereby for example a member of the public could be filming an incident and then edit the video to only show the police using force and not showing the full incident and sharing this on social media can cause a variety of issues. With the use of social media, the footage can be shared and sent to others instantly and the damage may already be done before police can release an official communication via their own channels, which could incite violence or ensure a bad reputation (Openr, 2023).


Social media can also be used as an investigative tool for police. Members of the public who use social media may use their accounts on facebook, Instagram, snapchat, etc, on a daily basis and use it as a keyway of communicating with their friends and family, along with sharing live updates and posts. All this can provide police with open and live intelligence. Each post on social media platforms such as snapchat, Instagram, tiktok etc, provide geotagged content, which reveal live locations. This can be used to assist police to gather intelligence and identify a suspect’s routine and help locate them or potentially link a suspect to a crime scene. This provides a huge advantage to police in terms of evidence gathering (Police1, 2025).


Social media accounts can also be examined by police if an electronical device is seized in a criminal investigation, and it is believed it may hold key evidence. This provides the police with further evidence that can be used within investigations and possibly revealing the identities of others who may be involved in crime though the use of online communications. This must be completed in line with the data protection act 2018 and other relevant case law to ensure you are examining the phone for the right and legal reasons and not recklessly invading someone’s privacy without a policing need (College of Policing, 2021).
 

It is also important to note that the use of social media poses a risk of potential security risks or even being hacked. This could provide the hackers access to sensitive information or provide them with the opportunity to release information or upload a post via trusted verified police accounts or even contact individuals pretending to be the police. This poses a significant risk to members of the public who may fall victim of such an incident.

In my personal experience in the role of a police officer, the use of social media has been particularly useful in assisting with a previous investigation of mine. I was dealing with an incident that took place in a park during a certain time, but unfortunately there was no CCTV within the area. Due to the fact it was daytime in a park that usually has a high footfall I requested that a social media was released asking for any potential witnesses who were in the park on a certain date and time who might have witnessed the incident. Several people came forward, and although many had witnessed the actual incident itself, they were able to provide accurate descriptions of the suspect to help us trace the individual on other nearby CCTV cameras. This eventually led to the arrest of the suspect as CCTV caught the suspect entering a vehicle and the registration number was clearly caught on camera. The suspect was later identified via vehicle checks. 

From this experience it is clear that the use of social media played a significant part in identifying a suspect through the appeal for potential witnesses. This was an easy and effective way to communicate with the public and a method that would not have been possible without social media as I would not have known who was in the park during that specific date and time to try and contact them directly. Instead, I was relying on the public to come forward and luckily members of the public were willing to engage. This was a very positive experience for myself and one that I would again reconsider if needed in any future investigations.

In conclusion, overall the police use of social media can be very beneficial. Allowing for live updates to be released to a large audience through the use of social media is extremely beneficial. Social media is something that many people use multiple time a day and almost all the big social media companies such as facebook and X are free to use. Social media also helps police to work in line with the code of ethics by being honest, encouraging feedback and helping to create a better relationship between the public and the police. 

Social media has also become key investigative tool, revealing possible evidence, locations of possible suspects and leaving evidence of online communications with other potential suspects or victims. Social media profiles can also be very personal, providing the police with an idea of someone’s character or lifestyle, and even providing the police with a variety of intelligence and information. It can also be used to appeal for potential witnesses or help to identify potential offenders. Members of the public can also contact the police without the fear of others knowing rather than having a police car within their street or police at their front door which can be an uncomfortable experience for some. 

It is also important to note that not everyone may use social media and therefore the more traditional methods of contacting police or speaking to someone face to face must remain an option to ensure a fair service. Social media does carry risks in terms videos being edited to make the police look bad or the potential to spread lies or false rumours at a fast rate, but police can also remain on top of this by acting quickly and releasing a statement within a timely manner.

The biggest risk to police is the potential to have their verified social media accounts hacked. This could provide a criminal gang the opportunity to contact or engage with the members of the public through the disguise of a trusted police account and the effects of this could be huge for the police force and any potential victims. 

Overall, social media is an extremely useful tool if used correctly, but the security of these accounts must be a thorough and secure as they possibly can be to avoid a potential data breach or a significant event that may cause trust issues between the public and police.
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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.  


	
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:

This essay will critically analyse and evaluate different leadership styes and how they are used within policing. The essay will provide definitions for each leadership style, clearly explain the difference between them, and how they are implemented by police when carrying out their role and how other factors may influence this. I will also talk about an incident which I attended and what leadership strategies I used to deal with the situation and then reviewing the positives and negatives of this and things I could improve on going forward. I will be using the Gibbs reflective model (The University of Edinburgh, 2024) to reflect upon this.

There are different leadership styles required as a police officer. Whilst some leadership styles come with experience within the role, others are instinctive and become key traits from the very start of your time as an operational unit.
All police officers are able to develop and present different leadership styles by attending different incidents, taking in information and then acting upon it in the appropriate way. Learning from your mistakes in order to identify areas of improvement is key for developing leadership strategies.

There are two main leadership styles that are applied in the context of policing, they are leadership flexibility and situational leadership.

Leadership flexibility is the ability for someone to change their leadership style is order to become more versatile and effective in different situations. (Jordan, Wade and Yokoi, 2022). This leadership style emphasizes around responsiveness and adaptability in terms of considering tactics and making decisions in real time.

Situational leadership is where leaders are able to change how they think, act and work in a variety of situations. It is the ability to adapt to the needs of others in order to support others and to achieve an overall goal or end result (TheKnowledgeAcademy, 2025).

From my time within the police force, which is just under 3 years, I have noticed how my personal development has improved, and this has contributed towards how I carry out my role and make decisions based around my style of leadership. The role of a police officer is diverse, fast paced, involves working under pressure whilst considering a range of factors and having to make assertive decisions based on the information that is available. In terms of being able to deal with all these factors there must be a style of leadership in order to carry out the role. I have noticed that every officer will follow a particular leadership style based off their individual experience, knowledge and possible a mix of gut instinct or doing something that they consider to be morally right, in line with police policies.

In terms of being able to deal with an ongoing incident, I will make use of both situational and flexibility leadership qualities. From first arriving at a scene, I would be working in line with the national decision model (College of Policing, 2024) by gathering all the information and intelligence available, assessing the threat, harm and risk whilst developing a working strategy. I will then consider my powers and policies before identifying options and taking action. By carrying out these actions, I would be applying situational leadership qualities by considering tactics and making decisions in real time. 


A real-life example of an incident I’ve been involved in whereby I have made use of a style of leadership was during a night shift, it was early hours in the morning myself and colleague were on patrol and driving around when we came across a young boy standing on the side of the road. Immediately our concerns were raised and the use of the national decision model is put into action as this boy was standing in the cold late at night in his pyjamas and a dressing gown. When we asked the boy if he was ok and why was he out, he stated that his house was on fire and pointed down a side lane. Myself and my colleague immediately walked with the boy and noticed smoke coming from one of the rooms downstairs of a detached family home.

At the point, I would consider my actions to be acting in line with flexible leadership style. Dealing with an ongoing incident whereby a variety of factors have become apparent and carrying out actions to ensure the needs and safety of others. I have instantly used my radio to inform the force control room of my location, the ongoing situation and the urgent need for the fire and rescue service to be contacted. I have also asked the boy how many other people live at the address, to which he stated four.

Acting in line with the core values of being a police officer, my attention immediately turned to protecting life and property and ensuring that help and medical aid is given to any injured or affected person at the earliest opportunity (College of Policing, 2013). I have then ran towards the home and shouted through the front door for everyone in the property to leave immediately or shout if they are stuck or in danger. 
Two other children and their mother have then come running out of the house through the smoke. At the point the downstairs front room was engulfed, and the windows were smashing due to the heat. The mother continued to shout that her husband was still inside the property.

I could see that my colleague, who had just became independent and was still very new to the role was standing back and looked to be indecisive in what he was trying to do between listening to the radio to hear what information was being passed or helping myself. I have immediately shouted towards my colleague, informing him to make sure the kids and their mother move a safe distance away from the house. I feel at this moment my leadership style changed to become more situational by adapting to my colleague’s needs and providing clear instructions on what he should do. From this my colleague instantly got on with the task at hand. Thankfully, the father also made it out of the address with the family dog and once confirming there were no other persons left within the address. I shouted for everyone to move away for everyone’s safety. 

My attention then turned to other residents within the street. I could see the fire was getting worse and may pose a risk to neighbours. I have gone on my radio and asked for any available units to attend the area and assist with evacuating neighbours within the street.  I have then instructed for my colleague to help keep the family at a safe distance whist I started to bang on the neighbour’s doors and directed them towards my colleague. This was something that was instinctive as I had dealt with a house fire before and was instructed to carry out similar actions therefore, I was acting on experience. The fire and rescue service arrived on scene and evacuations continued whilst the fire was eventually brought under control. 


I believe that the way myself and my colleague dealt with the situation was affective and did have positive impact of ensuring the safety of others and preserving life, showing courage, taking responsibility and responding to individual needs as per the code of ethics (College of Policing, 2024b).

 By following the national decision model, we were able to make fast decisions by identifying our priorities and assessing the risk involved. I feel I showed characteristics of having a flexible leadership style by acting immediately and considering all options from when I saw the young boy to discovering the house fire, calling the fire service then evacuating the family and neighbours.  Ultimately, we helped to save lives which is our main priority.

Whilst I was particularly quick to act, from reviewing this incident I noticed that my colleague was slower in his decision making and general actions being a new officer. This was a particular negative in my flexible leadership style as I was so focused on the task at hand and the ongoing situation that I did not clearly communicate my actions with my colleague, leaving him uncertain of what actions I was going take. A report by Boogaard (2024) highlights that flexible leadership requires a leader to have situational awareness and emotional intelligence and from this incident I acknowledge that a clear plan could have been set with my colleague before acting. This was made more difficult due to the fact the fire was growing, and time was limited.

However, when I noticed my colleague to be standing back and needing direction, I felt my leadership changed to a more situational style. Gaille (2018) states that situational leaders must monitor their surroundings and are able to take different developmental stages into account, maximizing the output for each team member based on their experience. When dealing with the incident, I noticed that my colleague, who was very new to the role, was stood back and looked like he needed direction. I was able to identify this and provide my colleague with instructions which helped to maximise his ability to contribute and feel comfortable within that situation by helping to move others to a place of safety.

The situation was also challenging due to the fact there were just two of us dealing with the ongoing incident. Salama (2023) states that situational leaders can help allocate resources more efficiently by focusing on the most important tasks in hand. At the moment of arrival, I should have recognised the need for more units to attend the scene due to the ongoing circumstances and the need to minimise the risk. I later asked for more units via my radio but appreciate this is something that could have been done much sooner to make the situation easier for myself and my colleague to deal with.


In conclusion, the importance of being able to utilise a specific style of leadership is particularly important when arriving at an incident as police officer. There are a variety of factors that must be considered, and the use of the national decision model plays a key part in being able to identify these factors. Protecting life and ensuring the safety of yourself and your colleagues is vital and therefore the need to constantly review the ongoing situation is key. Both situational and flexibility leadership have their positives and negatives and ultimately it comes down to a person’s experience, knowledge and personal characteristics to determine what suits their style best. There is no right or wrong way to judge whether the correct style of leadership was used, but it is important to constantly review your actions and consider what went well, what did not go so well and what could be improved next time. This is key to the continuation of development and taking feedback from others will only benefit yourself and how you manage future incidents based on experience.
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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:

This essay will aim to critically reflect upon my three year probation. Within this essay I will explain what mentoring and coaching is, and have how it has helped me to progress through my tutorship and probationary period. I will talk about my personal feelings and experiences of my probationary period within the police. I will also reflect on the learning models that were used within my tutorship period and explain how they were applied in order for me to successfully complete my tutorship and how it has helped me to become the officer I am today. I will be using the Gibbs reflective model (The University of Edinburgh, 2024) to reflect upon this.

Shah, (2017) states that mentoring is whereby a mentor, who is often someone with more experience within a specific role, helps to facilitate the development of their mentee, who is often someone that is new to a specific role. The mentor will share their knowledge, experience and guidance with their tutee and help them progress, with the end goal being that the tutee is able to carry out a specific role without the need for their mentor to be present.


Coaching is described as a practice that involves a coach and a learner(s). A coach is used to help an individual or a group achieve specific goals by helping the learner(s) to enhance their performance and achieve their potential. It is a supportive process whereby a coach will recognise what needs or style of leadership an individual or team will need to succeed, and the coach will then implement these changes. Ultimately, a coach will provide guidance, encouragement and feedback (TheKnowledgeAcademy, 2025a).


My three-year probation within the role as a police officer has most certainly been challenging and at times rewarding. Through the course of my probation, I have gone through 6 months within training school, learning about policing practices, the law and different legislation that is used by police. Once I had completed my time in training school, I had to take what I had learned and studied within the classroom and apply this to role of a response police officer on the front line. 

At the start of my time on response I was allocated a mentor to help guide and teach me whilst I was brand new on shift. The role of my mentor was to share their experience and knowledge of the role as a police officer, whilst also making sure that I completed my matrix, which was used to decide whether I passed my tutorship phase, which by passing, would allow me to operate independently. The reasoning for the matrix was to make sure I had enough experience and knowledge in dealing with specific incidents, completing administrative work and applying particular force policies and procedures. By completing my matrix this allowed me to successfully evidence that I have achieved this.

My mentor would take me to different incidents/calls and explain how to respond to the real-life scenarios while applying policing practices to successfully deal with the incidents. My mentor would also be there to answer any questions or concerns I might have whilst dealing with live incidents. It was also useful to have a mentor to help introduce me into the organisational culture to get a better understanding by asswering any questions or queries I might have had. It was clear that my mentor was ultimately there to ensure my career development for the benefit of the organisation.

The 70:20:10 model (Arets, Jennings and Heijnen, 2018) is a model of learning that I feel helps to describes my tutorship period. This involves learning new skills and improving my knowledge through 70% of learning from experience, 20% of learning through social interactions and feedback from my mentor and colleagues and 10% of formal learning with further personal study. This method of learning helped me to gain experience in dealing with domestic incidents, missing people, conflict, etc, by learning from each incident attended. It allowed me to deal with incidents how I felt would be the most appropriate way in line with force policies and the law. I would receive instant feedback on how it went and what I could do to improve. I was then able to carry over this experience and knowledge to the next incident I attended, showing progression by doing so.

However, my mentoring during my tutorship was also considered to be in line with the developmental and structured model, and force policy. Kamarudin et al., (2020) states that through structured and developmental mentoring, the mentor is more experienced and helps the mentee to discover their own way of dealing with incidents. The mentor’s experience and wisdom is not passed on, but is there for the mentee to refer back on if necessary. This was particularly true in the sense that everyone has different opinions and sometimes, in line with police force policy and the law, each officer will make different decisions on how to deal with a certain incident based on their views and knowledge. Therefore, my mentor helped to advise me and provided me with that foundation of knowledge to work from, but I was able to use this for reference and adapt my own style of being an officer as I have progressed out of my mentorship and throughout my probation.

From reviewing my tutorship, even though I managed to complete my matrix, I did at times struggle my mentor’s style of teaching. I experienced difficulties in how my mentor sometimes relayed information, and I felt they were not adapting to my style of learning to help make the experience slightly easier. This was a particular disadvantage of the developmental and structured model in how my mentor was not able adjust their way of teaching in order to suit my learning needs at times, instead sticking to the strict structure and police definitions which is difficult for someone who is new to the organisation.


I was able to rely on my mentor and colleagues in terms of emotional support. Through my role I have witnessed incidents that would be considered to be traumatic and witnessing these type of incidents for the first time can be difficult in terms of processing what I have witnessed and dealt with. I was made aware of the importance of my mental health whilst carrying out the role of a police officer and the different support agencies available to me should I need to use them. Recent statics in a report by Police Federation (2024) states that between 2023-24, 14,508 police officers were signed off work due to stress, anxiety or post traumatic stress disorder. This is a 9% increase from the previous year. I have not personally used any mental health service whilst in the role, but have learned the importance of not keeping things to myself and being open to both my colleagues and family in terms of how I’m feeling.


Once I completed my tutorship period and successfully passed my matrix, I was then able to operate independently. Whilst I was excited to be able to patrol independently, I felt there was still lots to learn and whilst this initially put more pressure on myself, I was reassured by my colleagues that I would continue to learn as I dealt with new incidents, tasks and procedures and this was normal. I was also able to continue to rely on my more experienced colleagues for further help and support. My colleagues in a way then became coaches, by continuing to support myself by providing guidance, encouragement and feedback as I operated independently.

As I progressed through my probationary period and attended more incidents, my personal workload started to grow. In order to help manage this, I would have one to one meetings with my sergeant every few months. The point of these meetings would be to carry out a review into my performance, workload and discuss any issues that I might have. A coaching model that I feel my sergeant adhered to whilst carrying out my one to one reviews is the GROW model.

Panchal and Riddell, (2020) states that using the GROW model, clear and specific goals should be set between someone in a position of management or a leader and a learner. The situation should be assessed, identifying any potential challenges or issues. All options should be explored in terms of strategies or solutions in order to deal with the task or situation. Finally, actions should then be agreed upon and carried out by the learner as they progress.

Within my one-to-one meetings with my sergeant, a review of my workload would be conducted to assess where I was at with my current investigations and consider all possible strategies and solutions to appropriately deal with them. Following the meeting, for each job I would be provided feedback with clear and specific actions to carry out in order to progress my investigations. This was extremely useful as the more crimes I acquired on my workload, the more complex they gradually became. My sergeant was able to help guide me by showing what actions I could take to successfully carry out a thorough investigation. I found this extremely useful and it helped to reassure myself by not letting my workload getting out of hand and becoming unmanageable.

 
As I have continued to progress and gain more experience, my role within the team has also changed. Whereas I used to rely on my colleagues for help and guidance, I am now confident in my own ability to carry out the role. As other colleagues move onto different departments within the force, my role within the team naturally becomes more senior. As a result, I am now able to help and advise new colleagues who join the shift from training school, offering my experience and knowledge wherever I can. As a result, my role within the team has naturally transitioned and my leadership has become more transformational. Transformational leadership focuses on inspiring and motivating others to achieve their potential. It’s whereby someone is able to act as a role model, by providing motivation, encouraging creativity and critical thinking and offering personalised support to others (Baker, 2023). Within the police force this is crucial to promote a culture of growth within the organisation and ensure that long term future of the force.

In conclusion, it is clear to see how my role throughout my probationary period has changed within my shift on response policing and the different learning models and theories that encouraged this growth. From joining the shift straight from training school whereby everything was very new to me, I was relying constantly on colleagues for help and advice, to now coming towards the end of my probation period and acting independently whilst helping new officers joining the job. Whilst the probationary period was relatively positive and I was able to receive relevant help from others, it is also key to recognise that sometimes someone within a position of leadership (coach or mentor) may need to adapt their teaching style to help the needs of their learner. This may involve moving away from a more structured style of mentoring or coaching and developing a more personal approach to ensure that the tutorship period is more successful for the learner.
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