                        Transcript of Dyfed Powys Police and their critique of their honesty value.
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Growth in your values is growth in your future.

Starting with a quote from “Steven C. Hayes. P H.D”
“Values are what bring distinction to your life. You don't find them, you choose them. And when you do, you're on the path to fulfilment.”
From adventure and achievement to wonder and wisdom, not to mention professionalism, innovation and kindness, values are some of the most important things you deem in life. They are profoundly what you pursue day to day in expressing what you care about the most, shaping the trajectory of your whole life. They are enactments of the quality of actions only embraced and shown. You don’t find them, you choose them (Psychology Today, 2018).

What are Beliefs?
An idea that a person holds as being true, is a belief based upon certainties, probabilities or matters of faith, always evaluating or seeking reason or evidence in an adopted part of their individual belief system ( Ministers of Business, innovation and employment, 2020).
(Hoffman. B, 2018) states that self-beliefs are verry powerful evaluations that provide strong influencers of the relationships we pursue, the careers we seek and unquestionably what we do or don’t accomplish in life. 
Control is the most dominant self-belief, assessing our degree of control we have over our own destiny. If we leave accomplishments to fate, luck, or circumstances then it is a diminished capacity within ourselves to believe we can achieve any destiny or decision (Elsevier, 2020).

How values, Beliefs and Attitudes affect behaviour and success.
Attitudes can be mental dispositions people have towards others and their circumstances before making decisions that result in behaviour. Primarily people form attitudes from underlying values and beliefs (Ministers of Business, innovation, and employment, 2020).
(Swindoll. C, 2014) quoted “The longer I live, the more I realise the impact of attitude on life”.
Life is 10% what happens and 90% how we react (Iran Daily, 2014)
Positive attitudes create performance improvement. The way we then behave in our everyday actions determine how attitudes, beliefs and values are expressed and developed successfully (The Relationship Between Beliefs, Values, Attitudes and Behaviours, 2018).


Dyfed Powys police and their value of honesty.

One core value that Dyfed Powys police pride themselves on is honesty. Part of their honesty policy is an admittance, they can’t guarantee that every crime or incident reported can be solved but are committed to responding professionally (Dyfed-Powys Police, 2020).
Positive reviews from indeed.com (2020) show ex-employees of Dyfed-Powys police rating the organisation 4 out of 5 stars, however this is only based on 13 reviews of previous employees.
A freedom of information act request was made to the Dyfed-Powys police by J.D. Williams requesting how many complaints they had received in regard to the honesty of all types of officers and how many of those complaints resulted in officers being disciplined as a result. Mr Williams was unknown to status or identity, but the email was typed professionally displaying some education. Dyfed-Powys police however responded promptly but not honestly or forthcoming, followed by several emails deviating from the question. A week later notification to Mr Williams expressing a fee involved for receiving the information even if permitted.
This is not a question that Dyfed Powys Police entertained discussing or elaborating on, however elements of honesty did not seem like an attribute portrayed. There is a policing protocol order (2011) where there’s requirement to monitor all complaints made are followed by the departments regulations.
This protocol is called dip sampling which scrutinises the performance of the force’s complaints management process. This process follows a Misconduct of honesty and integrity where assessed through a quality assurance panel so many measures are taken in place to process, ensuring the correct disciplined outcomes are appropriated (Complaints Scrutiny Framework Protocol, 2011).
A serious incident involving an armed robbery found that a sergeant of the police force was found guilty of professional misconduct following allegations concerning honesty and integrity, however again processed by professional standards department, charging the sergeant guilty in court  (Western Telegraph, 2020).
Another case where an officer was found guilty of professional misconduct, breaching honesty and integrity standards was when attending a football game in Feb 2020, captured on cctv shouting bad language and making hand gestures. He was questioned by another officer who had just happened to be attending the game and lied about his identity. He was later charged for misconduct of honesty and integrity (Wales online, 2020).

Red Model critical Analysis. 

Using my RED model analysis, I have highlighted the key issue being honesty, bullet pointing the facts of 6 incidents pointing to an extreme lack in code of conduct being dishonesty. Some facts however do point out that there are positive reviews of the department by ex-employees. There is also a system in place which maintains order and lawfulness to unprofessionalism.
My assumptions of honesty within the service are based on facts of many articles portraying misconduct, but gaps in reasoning would lead to believe that there’s likely thousands of recorded incidents good and bad. Newspapers wouldn’t necessarily post every good deed by the police as nothing is as compelling as bad news.
Other assumptions are, that there wouldn’t be a professional standards department within the organisation to discipline officers breaching code of conduct, if there weren’t levels of honesty in their mission statement. Ideas that need to be explored is my critique based on only so few articles, could be explored for lengths of time with vaster amounts of information including of officers themselves and not just reported news.

Evaluation.

Evaluating the RED model shows there are pros and cons that need to be weighed up before drawing a conclusion. Thirteen reviews posted by recruitment agencies commending a good rating of the force are not by signed officers with official records.
Swift responses are made by the complaints department but are neither forthcoming in honesty.
There are officers breaking the code of conduct but are met consequentially by the professional standards department. 
Not all officers are of bad nature or moral code as shown in my evidence that other officers will report on their colleagues. This shows a standard of integrity and honesty to their profession. Many officers could disagree with the level of information online as their credibility as officers may display numerous acts of honest behaviour themselves.
An evaluation of the impact of my report is important where examining the credibility of the organisation with not enough evidence and destroying credibility of good officers.

Conclusion.

Conclusion of the RED Model evaluating all the evidence, assumptions and facts would be that you must be open minded to the fact that as much as there are many credible bad reports there are thousands of good reports. However, the articles that I have uncovered do show a lack in professionalism in honesty.
If we didn’t have a professional standards department then there could be a high level of unprofessionalism by officers along with gross misconduct. This as it may be comforting, but also a concerning aspect to the level of employee training standards preaching honesty.
Although the organisation is swift in response it is also not forthcoming to the F.O.I act, however certain remits of information must be respected. My overall conclusion is that there are going to be levels of dishonesty but being mindful of how we judge the whole department of officers based on small extrapolated amounts of evidence isn’t enough, as there has shown there are many honest officers in service.
The fact that there is law and order by protocols within the system which we rely upon can only be an element of honesty that no misconduct by officers is unturned. An unnecessary bad judgement which could impact the service and employees is not enough corelated data of the actual honest work. There’s not enough critical evidence to be gathered in such a small report so an element of impartialness must be considered when looking at the service where professional standards departments play a large role in keeping the balance. 
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