Wellbeing and Resilience

	Having achieved Independent Patrol Status, reflect on the impact of organisation culture within policing on your wellbeing and resilience (organisation change, retaining personal values in a wider organisational culture). 

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


1250 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:


Achieving independent patrol status, is the process of progressing from a tutorship phase, into a fully independent and operational constable. With this milestone, it brings many challenges and responsibilities. Understanding the upscale in responsibilities each officer must endure, is a crucial part of the role, this may impact an officer’s wellbeing and resilience, but handling this is also a key com ponent to a successful constable. This essay will identify and assess how various strategies of keeping wellbeing and resilience is affected by organisational culture, as well as any risks that are associated with the adherence of organisational culture and the impact of this.

Organisational culture in policing is a complicated system from shared values, beliefs, norms and practices that have evolved over time (Schein, 2017). Organisational culture emphasises hierarchy, discipline, operational effectiveness and a strong sense of camaraderie which is brought about through shared experiences of risk and responsibility. (Chan, 2016). This culture provides officers with a sense of belonging and shared purpose, which is particularly supportive to officers in times of challenge. Furthermore, Maanen, 1973, states that newly independent patrol officers embrace aspects of this culture, such as adherence to procedures and rely on more experienced colleagues to look up to, it is crucial for effective performance and personal safety, although this article is dated it is still relevant as these aspects of becoming a newly independent officer are still in practice to this day. The informal socialisation and learning process in organisational culture often provides practical knowledge that compliments formal training (Paoline, 2004). This initial stage can provide a sense of competence for officers and positively impact their early career wellbeing by providing them with relevant structure and guidance.

However, the influence of organisational culture is not set in stone. Policing organisations are continuously undergoing change, this is driven by societal expectations, technological advancements, and shifts in crime patterns (Loader & Mulchay, 2003). These changes can be seen in new policies, operational strategies, and leadership styles, which in turn impacts the culture. Officers who are trying to navigate this culture, the change in culture may impact their role, workload, and sense of professional identity. Furthermore, Lines, 2005, states that resistance to change within an organisation can create uncertainty and friction, leading to increased stress and a decrease in job satisfaction. Additionally, established ways of working can be impacted by the introduction of new technologies and performance management systems, this requires adaptation of ingrained cultural norms and values. Maintaining wellbeing and resilience relies on a proactive approach, engaging with the rationale behind change and seeking clarity on how it will affect officers daily duties (Burnes, 2017).

A critical aspect of navigating organisational culture, is the ability to retain personal values while operating in a wider framework. Individuals are drawn to policing for a number of reasons, they often desire to serve the community, uphold justice, and to make a positive impact (Silvestri, 2019). On the other hand, Rokeach, 1973, states that, the dominant organisational culture, has emphasis on operational demands and cynical perspectives that are developed through exposure to darker aspects of society, can erode these initial values. In addition to this, Litz et al, 2009, states that, the pressure to conform to group norms and values can create internal conflict and moral injury, even when they conflict with personal ethics. This can create feelings of disappointment, burnout, and a lack of purpose, directly impacting their wellbeing. Actively reflecting on personal values and aligning their actions with these values, even with the constraints of an organisation, is a crucial element for maintaining a sense of integrity and psychological wellbeing (Schwartz, 1992). While a strong organisational culture can foster unity, a lack of conformity carries significant risk. A prominent risk is the ”us versus them” mentality, where officers view the public with suspicion and distrust (Loftus, 2010). This can lead to a breakdown in community relations and undermine the legitimacy of policing. Furthermore, another danger lies in the potential development of the “code of silence”, where misconduct and unethical behaviour is overlooked or actively concealed (Punch, 2007). This in turn, can create a toxic environment where there is a lack of accountability, where individual officers may feel pressure to compromise their standards. In addition to this, over-identification with a potentially negative subculture within an organisation may negatively impact an officer’s outlook on life, both personally and professionally, which may contribute to decreased empathy (Skolnick, 2008). However, Bandura, 1999, states that, recognising these risks is the first step towards consciously resisting pressures that may compromise their personal values and ethical principles.

Developing robust strategies for maintaining wellbeing and resilience is paramount. One key strategy is the cultivation of strong social support networks, both within and outside of the force (Hobfoll, 1989). Furthermore, Mitchell & Everly, 2001, states that, peer support from trusted colleagues can provide valuable emotional and practical help. In addition, Stephens et al, 2013 states that, supportive relationships with family and friends outside of policing, offers a different perspective and a crucial break against the demands of the job. Tending to these connections provides a vital release for processing difficult experiences which mitigates feelings of isolation.

Another crucial strategy involves prioritising physical and mental health. Regular physical activity has been consistently linked to improve mood, reduced stress and enhanced cognitive function (Sharma et al, 2006). Similarly, actively engaging in mindfulness practices such as, meditation, or deep breathing exercises helps to manage stress and improve emotional regulation (Kabat-Zinn, 1990). In addition to this, Richardsen & Martinussen, 2007, states that, seeking professional support such as counselling or therapy is a proactive step towards maintaining mental wellbeing, in particular when dealing with traumatic experiences.

Furthermore, maintaining a healthy work-life balance is crucial for long term wellbeing and resilience (Maslach et al, 2001). This involves setting boundaries between professional duties and personal time, engaging with hobbies and interests outside of work, also ensuring that an adequate amount of time for rest and recovery is essential. Developing interests and pursuing activities outside of policing, can provide a sense of perspective and prevent burnout, by offering a break from the often intense and demanding nature of the job (Coleman & Iso-Ahola, 1993).

Finally, cultivating self-awareness and engaging in regular reflective practices are a vital part of navigating the complexity of organisational culture and maintaining personal values. Regularly reflecting on experiences, identifying stress triggers, and evaluating a response to personal challenges in stressful situations, can foster more effective coping mechanisms (Schön, 1983)

In conclusion, achieving independent patrol status marks not only a professional accomplishment but a deeper understanding of the policing culture. While this culture can provide essential support, it also presents various challenges in wellbeing and resilience. (1123)
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