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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:
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Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
[bookmark: _Hlk201851769] 
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:

Social media is the most common way for people and communities to connect in modern society and in recent years organisations, such as the police, have adopted it as a tool for engagement and investigation. Social media can be a great aid when conducting investigations as information can be shared in real time, avoiding unnecessary delay. Within this essay I will discuss the use of social media within the context of policing and aim to critically evaluate my own personal experience of using it to conduct enquiries for a missing person. 

The way in which Police forces within the UK conduct themselves is under pinned by specific laws, legislation and guidance. The College of Policing (CoP) provide a mass of guidance to forces and individuals on how to conduct themselves and the do’s and don’ts within policing.  Guidance from the CoP states that the methods of communication used by the police need to be proportionate to what the public they serve require. It acknowledges that communication is not limited to contact that is had face to face and that the use of social media and technology provides an opportunity to police to connect and engage. (College of Policing, 2020) There are 7 key principles that the CoP want police staff and officer’s to be aware of when using social media, these are as follows; credible, consistent, responsive, an ambassador, inclusive, ethical and personable. In essence these principles state that the information shared must be honest and accurate, there must be a consistent tone and two way communication is encouraged, when posting on social media users must not forget their role within the force and that they are acting as an ambassador for the force in it’s entirety, in addition to this the tools for engagement must be inclusive and accessible for all, the information provided must follow ethical guidelines and lastly posts should retain an element of personability and represent force values in addition to the individuals making the posts. It has been suggested that by police using tools such as social media it will aid in the understanding of the role of the police and improve confidence and connection within communities. (WeCops, 2024) In addition to this it has also been stated by a Police Foundation review that the use of social media will not only enhance response times but will also allow officers to be more transparent and accountable for their actions. (ACPO, 2013)

There are several social media platforms that have been adopted by Police, specifically within Gwent Police the main platforms used are Facebook, X (formally known as Twitter) and Instagram; each platform serves a different purpose and aims to communicate with different groups in society. In an article written by Channel 4 it discussed the fact that social media has allowed police to gain numerous leads and solve several crimes and that the exposure it can provide to missing person cases that are publicised can also not be understated. (Rigby, 2012)

In the UK it is reported that over 300,000 missing person reports are made to police yearly. (Fyfe et al, 2015) and it is often believed that the first 24-48 hours are crucial in order to locate the individual safely. For the locality that I am based I would estimate that there are 3-4 missing people reported each day, with at least one of these being a frequent missing person. When referring to a frequent missing person I mean someone who is reported as missing several times within a short period. These types of missing people are unfortunately extremely common within Gwent, specifically among the youth who are involved in county lines and child sexual exploitation. 

To highlight the use of social media and evaluate its place within policing I am going to discuss a relevant case that I was assigned to recently. The circumstances involved the disappearance of a 17-year-old male which lasted for a number of days, the male was graded as a High Risk missing person. For clarity the definition of High Risk according to the College of Policing states that 
        “the risk of serious harm to the subject or the public is assessed as very likely”
(College of Policing, 2022)

The male was considered vulnerable due to being under the care of social services and residing in supported accommodation. He was visited by staff from social services once a day and they assisted with providing him food, transport and any other needs that were present. The male I dealt with was well known to police due to his links to criminality and the likelihood that he was and is still being exploited and involved in county lines. The increase of young people who are exploited criminally is on the increase with figures showing that just within London there are 4,000 teenagers currently involved. (National Crime Agency, 2023) Whenever a child is reported missing the risk is already heightened, this combined with the involvement in criminality means that enquiries must be completed expeditiously with the aim of minimising the risk and shortening the length of the missing period. Social media played a vital role in locating the male and facilitating his safe return. 

The initial actions that are taken with any missing person involve obtaining a Missing Person Report and within this you must gain consent for a media approval to be put out regarding the individual, this is the start of social media’s involvement within the investigation. Once this authority is given, a photograph, as well as some basic information will be shared regarding the missing individual, this information tends to include their last known location, the time that they were last seen and any places that they frequent. These posts will be published on both Facebook and X and allow for live responses from members of the public which aids an investigation massively, images and information being shared with members of the public may prompt recollection of a sighting of the missing person and can allow for a map of their movements to be created and so the missing male was circulated on social media. Although obtaining potential and confirmed sightings is extremely valuable within missing person enquiries, research findings have suggested that viewing an image of a person or place can cause false memories and therefore information, unless reinforced with photographic proof, cannot always be trusted and confirmed to be accurate. (Garry and Gerrie, 2005) False memories are not the only drawback when evaluating the implications of posts on social media. Unfortunately not everyone wants to aid in the investigations ran by the police due to an ever-growing attitude of distaste towards the organisation, it has also been stated in a study conducted by Sindall, McCarthy and Braunton-Smith that many young people have a more negative attitude towards policing and with young people being the primary users of social media this may mean that the information provided may not always be reliable as a direct result. (Hurst and Frank, 2000) Many members of society are willing to provide misinformation to the police, whether this is to cause a harmless distraction or with the intention of wasting valuable time and resources and the information provided via social media cannot always be verified prior to action being taken which results in time and money wasted for the force. 

The publication of images on media platforms may benefit an investigation by encouraging the missing person to reach out themselves as they may not want their photo being circulated or it may be the case that they could be unaware they have been reported missing and make contact with the force so that they can confirm they are not harmed in any way.  With regards to the missing person I dealt with, he is known to reach out to police quite frequently after he becomes aware that he is reported missing and so the circulation of his image aided in this. 

In specific incidents such as High-Risk missing person cases there are additional media platforms that prove vital to the investigation and may be less known. GoodSam is another vital social media/online platform that aids during police investigations, GoodSam allows for a link to be sent to the phone of the missing person and if the link is opened it provides the sender with an accurate and live location for that individual. This tool is vital when dealing with High Risk missing people, certainly ones with the potential for suicidal intent as it narrows down search parameters, allowing resources to be targeted. 

In this specific incident social media was found to be very beneficial. The use of platforms such as X and Facebook allowed for a mass of engagement between the public and the police and it led to numerous sightings being reported which gave a specific town within Gwent that the male had most recently been in. This town being identified meant that officer’s could tailor the search and it also meant that CCTV could be checked for more specific locations which aided massively in locating the male. The use of CCTV in this circumstance also allowed for others, who the missing person was with, to be identified; without the sightings from member’s of the public being reported these enquiries would have taken a lot longer and there is potential that information would have been missed, meaning more risk to the individual, so it cannot be understated how beneficial social media was in regards to this incident. Eventually the missing person was sighted within a shopping complex in the Blaenau Gwent area by CCTV as they continued to monitor and assist the investigation, officers were dispatched to this location and the male was safely located and returned home. 

I will now, more broadly, discuss the benefits of social media within the context of policing. According to online research and sources there are approximately 56.2 million people within the UK who are social media users and the amount of time that is spent on social media is growing with the average being 1 hour and 49 minutes spent online daily. (We Are Social, 2024) Each of those individuals could aid an investigation at some point in their lives if they are privy to police social media and the ability to reach so many different individuals at a quick and efficient pace is something that face-to-face contact cannot compare with due to the lack of resourcing on the streets and physical limitations. A criticism that is ever present within the policing world is the idea that police officer’s do not care for what the public has to say and therefore confidence is reduced. A study by Myhill and Bradford made suggestions that it is within the police’s capacity to increase public confidence and a way in which to do this is by showing an interest in public opinion; the use of social media as a two-way form of quick and efficient communication is only going to aid this as people will feel that police advice and support is accessible. (Myhill & Bradford, 2012)

Whilst there are benefits, as discussed, the argument for social media is not one sided and there are also hindrances. Social media can encourage misinformation to be spread, whether this is intentional or not and having to sift through large amounts of information to identify what is and is not accurate can take up a lot of time as there have to be an adequate number of resources allocated to this. Within a major investigation such as a missing person or a murder a large amount of financial cost comes from having to set up individualised teams to deal with all of the information being provided and whilst this can be very beneficial, it is not always cost effective, and this is a consideration for the force. When using social media as a police force there is always a risk that the organisation is opening themselves up for criticism and abuse; it may be counterproductive to give those individuals a platform, especially when their intention is to spread misinformation and cause harm to public perception and on-going investigations and discourage other users from engaging. 

When considering all the information discussed within this text and the wider research that is accessible regarding the use of social media and how it can benefit within policing it would be reasonable to suggest that it is an effective tool for police forces. It can allow for effective engagement with communities that may not necessarily have any other contact with police. Additionally using social media allows the opportunity for information to be shared; ensuring communities remain informed on on-going investigations and operations that their local force are running as well as providing key information when they can. Social media has its place within policing and there are times where it will be more and less appropriate, depending on the nature of the incident its use is being considered in. Overall as long as drawbacks such as, misinformation being spread and the welcoming of negative backlash, then social media really can be an invaluable team when looking to modernise policing and keep it in line with the wants and needs of society.
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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:















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:


Since joining Gwent Police in 2023, I have balanced the demands of full-time policing with undergraduate study — both challenging in their own right, and particularly so in combination. Successfully managing this period has required personal resilience and the support of colleagues, which has contributed significantly to both my professional and personal growth. In this essay, I will reflect on these experiences using Borton’s (1970) model of reflection, which comprises three stages: What?, So what?, and Now what?. I will maintain confidentiality throughout.

Throughout this reflection, I will refer to both mentoring and coaching. Mentoring involves a collaborative relationship where an experienced individual supports the development of a less experienced colleague (Institute of Directors, 2024). Coaching, by contrast, is typically a structured, goal-focused process led by someone trained in that approach, often with a defined endpoint (CIPD, 2024).

In a dynamic environment like policing, where responsibility is high and legislation continually evolves, fostering a culture of growth is essential. Such a culture promotes continual learning, openness, and constructive feedback (Westover, 2020). Research indicates that coaching can enhance job satisfaction, support stress management, and improve confidence and retention among officers (Magny, 2021).

What?
Throughout my probationary period, I have undertaken numerous responsibilities and faced various obstacles, all aimed at progressing towards becoming a substantive police constable.

I experienced an abundance of learning and new challenges within the first year. I completed a 10-week tutorship period which allowed me to access a consistent support system until I found my feet within the role and once this came to an end, I became an independent police officer. My 10-week tutorship period was completed with a male colleague who had 3 years of experience in response policing, which at the time felt like a lifetime worth of knowledge compared to mine, but upon reflection was a massive responsibility for someone so young in service. This was a formal and structured tutorship where I had to successfully hit set criteria and achieve independence. My tutor took on a “coaching” role and used his experience to provide me with both guidance and a solid foundation to build upon as my career progressed. During this time I received feedback from my tutor and space was also allowed for me to provide feedback on what I felt was beneficial and aiding my learning and what may be hindering my learning. All of the feedback was provided verbally in both formal and informal settings, some took on the form of chats in the car after a difficult call and others were recorded via Teams to be used as evidence that I had successfully completed tasks. Once the tutorship period came to an end I feel that the real learning began. Being independent was an eye-opening experience and a good opportunity to embrace autonomy and the ability to make decisions and develop my own understanding and way of working. The concept of autonomy has been discussed in a mass of research including studies conducted by Piaget regarding how autonomy is learned and what influences this. (Piaget, 1932) Autonomy is very relevant to today’s policing culture and the criticism that is ever prevalent about decision making within the force, specifically in highly publicised incidents within the media. Within this stage there was space to reflect on the intentions and thought processes behind my own actions and how this differed from those around me. (McLeod, 2024) Alongside my day-to-day role I had to ensure that I was completing my university work punctually and to a high standard to transition into Year 2. 

Year 2 began for me in January 2024; I do not feel that the expectations of me were too dissimilar from what they had previously been but I certainly felt a large amount of pressure internally to be able to be independent and efficient within my role and to meet high standards. This year became more challenging due to personal circumstances that were present and at times it was hard to navigate a highly stressful job when things in the background were also difficult, but I was able to maintain a balance by managing my stress levels and leaning on those around me within the work setting. Research conducted into this topic has found that there is a significant link between positive workplace relationships and an efficient work force and that the security of these relationships allows for individuals to handle disruption better. (Parkinson, Hollowood and Frampton, 2020) Within year two I did not experience any formal mentoring or coaching but I feel that there was always an environment which encouraged questions, curiosity and learning and all of my colleagues would have been willing to step into a mentoring role should they have been required to do so. 

Year 3 is where I presently find myself and it has been the most challenging and transformative year so far. As discussed previously, my role has remained a constant throughout the years but as I have moved into the final year the expectations I place on myself have risen and my ambition has grown within the role as I have gained more experience. Year 3 for me has provided a lot of learning and the main “mentor” that I have worked with and benefited from within this time frame has been my Sergent. This year there has been a real focus on the importance of responsibility and accountability within my role and being able to manage a workload efficiently, this is something I have received a fair amount of feedback and guidance on in order to assist me. In addition to having guidance myself, I have also been expected to take more of an active mentoring role and assist other colleagues; this year I was given the opportunity to myself become a tutor for new starters within the role which I have not yet completed but would be looking to do so when the opportunity arises. Although I have not completed a tutor role as of yet, I have still had opportunities to provide and receive feedback amongst colleagues and on my shift it is typical for us to reflect when attending difficult, emotional or challenging incidents. Providing feedback has been proven to be beneficial when aiding the learning experience and although it does have its drawbacks, with criticism sometimes being hard to accept and take on board, in general there are overwhelming benefits. (Hays, Kornell and Bjork, 2010)

Now that an overview of my coaching and mentoring experiences has been provided; I will move onto analysing how both have aided my development and the research, both current and historic, that supports them. 

So what?

There are a number of accepted and well researched theories that support both the idea of mentoring and coaching; these are accepted within policing and adapted to fit within the tutorship process and act as an aid for the tutor. It is acknowledged that the use of models, such as GROW, allow clear goals and structure which inevitably aids the growth of officers and development of their skills.

The GROW model (Whitmore, 1980-1990) of coaching and mentoring is a framework developed in the late 1980’s that sets out a clear structure of how to coach and mentor a person and can be very beneficial for those who have not had any formal training in how to teach. The GROW model, much like the STAR model for setting targets, is an acronym that encompasses 4 main sections. The first letter, G, stands for Goals. It is vital to define a clear goal to achieve throughout the learning experience so that progress can be tracked and there is an end, it also positively impacts motivation. (Coreen, 2024) The second letter, R, signifies the Reality of the situation and how this must be considered throughout the process. The third letter, O, represents the options that will be looked at throughout the experience and it suggests the important of having several contingencies and solutions in order to obtain one’s goal. The final letter, W, stands for the Will or some have referred to it as “way forward”. This refers to the persons willingness and ability to complete the goal and who will do what within the scenario. (Wilson, 2020)

The GROW model can be applied to my personal experience with both mentoring and coaching. Throughout each year of my probation I was aware that I would have a set criteria to follow, which I will refer to as my learning Matrix, that I had to complete; the Matrix was slightly adapted as I progressed into Year 3 but within it were clear goals and criteria that I knew I needed to achieve and by what date this needed to be complete. I feel that the use of a matrix was extremely beneficial because it allowed me to stay on track and have clear expectations in my mind of what I needed to achieve, in addition to this it meant that my tutor could ensure that we attended certain calls so that I was given a fair opportunity to gain enough experience. Another benefit of the Matrix was that it allowed to visually see that my targets were being hit; research ha suggested that by setting visual goals it aids in motivation and I certainly feel that this was veracious in my experience. (Anderson, 2024) The use of goals within each year of my career allowed me to ensure that I was achieving was what expected of me by the force, they set out clear expectations and this being a requirement to progress forward within my role meant that there was no room for failure. 

I feel that separate to the goals that were provided to me by the force, it was vital to have personal aspirations to work towards and with the support of my Sergent I was able to nurture these goals and bring them to fruition. A real-life example of this was completing a SOLO course within the role, SOLO stands for Sexual Offences Liaison Officer and it is a course that provides the attendee with an in-depth knowledge about sexual offences, the motivation behind them, how to support victims and the formal processes that must be carried out when dealing with these offences. I feel that taking part in this course and setting this goal for myself, without encouragement from others or it being a requirement, showed the importance of autonomy and being independent. Although there have been many times where I have benefited from the support and guidance of others, it is also crucial to be able to make decisions without input from others and to have your own path but I must also acknowledge that without the ability to access courses I would miss out on vital knowledge and teaching from a person who has more expertise than myself. The Zone of Proximal Development theory supports the idea that there are a number of tasks and goals that are unobtainable individually and that guidance from a partner/colleague who is more skilled provides access to these goals. (McLeod, 2025)

Now what?

Reflecting on the past three years, I can see the significant contribution that mentoring and coaching have made to my growth as a police officer. Structured support during my tutorship laid a strong foundation, while ongoing informal mentoring has encouraged continuous development. The opportunity to observe others’ working styles and engage in reflective dialogue has been particularly valuable, enabling me to refine my own practice in ways that feel authentic rather than imposed.

Importantly, my experiences have highlighted the value of flexibility in mentoring and coaching approaches. Individual learning styles and preferences mean that not every method will suit every individual. I have benefited most from environments that balance structure with autonomy, providing guidance while also allowing space for independent thought and reflection. As I continue my career, I aim to build on this learning by adopting a mentoring style that is adaptable and responsive to the needs of colleagues.

Looking ahead, I intend to formalise my role as a mentor or tutor, supporting new colleagues in their development. I also aim to pursue further specialist training, recognising the importance of lifelong learning within policing. The critical role of coaching and mentoring in promoting growth culture cannot be understated, and I am committed to contributing to this culture as both a learner and, increasingly, as a mentor.
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