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Task 1

Relevant areas of the National Policing Curriculum: 
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)





**I have  not completed task 4, I have already raised issues in my personal life that has effected submission of this workbook to sarah jones. 
I have been advised to submit and liaise with the university after to sort out. 
This is not apart of answer**



ANSWER:

Since gaining Independent patrol and being another year in service, there has been more experiences had and going more confidence in the role. It can take a toll on your mental wellbeing.
As I’m gaining more length of service the more independent I am becoming, meaning that I am attending more complex and serious incidents and now becoming the officers that has more experience than the colleague that I am with. Unfortunately, there has been a number of serious incidents that I have attended, deaths, infant deaths and attending to rape victims.  These can really have an affect on your well-being. 
Firstly, I am fortunate that I have a strong team and a supportive chain of command, the comfort that colleagues can give can be enough  to give you the encouragement and the copy strategies that you need to be able to carry on. For police officers and even for other people who work in certain professions, we are all encouraged to talk to one another and look out for one another. 
As Officers we are encouraged to look out for one another and check in with each other.  If we are struggling, especially after a particular serious incident we are offered something called TRIM .

TRIM is a peer run programme that is done by other officers. So other officer helping other officers that are experiencing difficulties in dealing with an incident that has been graphic or highly emotional or sensitive. As well as this , there is the occupational health department , from there you can be referred to counselling or which ever service you need. South Wales Police, in my own experience has been very vocal about officers having this support. 

This can be a positive element to Organisational culture.
Organisational culture is described as “The culture of an organisation is its personality and character. Organisational culture is made up of shared
values, beliefs and assumptions about how people should behave and interact, how decisions should be made and how work activities should be carried out. Key factors in an organisation’s culture include its history and environment as well as the people who lead and work for it.” (Chartered managemnet insistute , 2015). 

Organisational Culture within any workplace can be a positive or negative influence on you as and individual. 
Working as a police officer, I do see this and mainly have experienced the positive side. In the service, you learn how its important to be a team player and to have your colleagues well being and safety in the forefront of your thoughts when you attend incidents, with that said it also to trust that your colleague has your back, and that colleagues has your back as it were. I would go as for as saying that one of the reasons that officers go out singled crewed or attend incidents that appear violent; is because we all know that we are collectively there for one another, regardless the department.
A negative element to the organisational culture could be that, as an officer you are perceived as being fearless in any situation, depending on what group of officers there can be the ethos. You need to be level-headed to realise that it is absolutely okay, even normal to feel fear. As an officer you deal with the most violent offenders an go to the most upsetting situations , so this is when its really important to know yourself and your team , and to work together to overcome any perceptions such as that. 

Above I have put a quote, this is from a report that has had a overview look at the breakdown of Organisational culture, Edgar Schien, for is a psychologist, he has said that within the culture you are mostly likely to find these elements which finer explains what I have said about working as an officer ; 
“Artefacts - organisational attributes that can be seen, felt and heard by the uninitiated observer, including the facilities, offices, décor, furnishings, dress, and how people visibly interact with others and with organisational outsiders
› Espoused values - the professed culture of an organisation's members. Company slogans, mission statements and other operational creeds are useful examples
[bookmark: _Hlk132218580]› Basic underlying assumptions - which are unseen and not consciously identified in everyday interactions between organisational members. Even people with the experience to understand this deepest level of organisational culture can become accustomed to its attributes, reinforcing the invisibility of its existence.”
 (Chartered managemnet insistute , 2015).





This report takes a very interesting look at all aspects into what makes Organisational culture work or not , including “Power Culture, Role Culture , Task Culture,  Person Culture” Chartered managemnet insistute , 2015).
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Task 2

Relevant areas of the National Policing Curriculum: 
Decision-making and Discretion, Vulnerability and Risk, Public Protection.  
 
You must choose an incident, for example a domestic related incident, and reflect on how you made decisions in complex and unpredictable circumstances using dynamic risk assessment. 

	
Give a brief description of the problem including social and legislative contexts and any relevant cultural, ethnicity and language issues. 

Evaluate decisions made during the incident and your use (or otherwise) of the National Decision Model. Explain the rationale behind your decisions and your considerations when recording details of the incident. Consider your ethical approach to the decision. Outline the consequences of your decision making. 

1750 words (+/- 10%: include your actual word count at the end of each section)





ANSWER:



One of the most crucial abilities a police officer can have is the ability to quickly analyse the risks of various scenarios and develop a workable plan. Every incident you respond to carries some element of uncertainty by virtue of the nature of the job. What you may initially perceive as a routine call that you have handled many times might swiftly escalate into a highly complicated and potentially dangerous situation. We learn about the National Decision Model in our training phase, a Model that deconstructs the stages of decision-making. You can stay as safe as possible while ending the event by continuously using the National Decision Model and dynamic risk assessment to the circumstance.

The National Decision Model is defined as “The national decision model (NDM) is suitable for all decisions and should be used by everyone in policing. It can be applied: to spontaneous incidents or planned operations, by an individual or team of people and, to both operational and non-operational situations” (College of Policing , 2022). Throughout the incident I will be discussing, I kept the National Decision Model (NDM) in mind, which aided in my decision-making and helped me defend it. The NDM can be utilised by decision-makers to plan a defence of their choices made during an event. The NDM is divided into six sections:
· Gather information and intelligence
· Assess threat and risk and develop a working strategy
· Consider powers and policy
· Identify options and contingencies
· Take action and reflect
· Code of Ethics    (College of policing , 2022) 

The graphic below illustrates the connection that these have to one another. This demonstrates how all the components interact to produce the greatest decisions and outcomes . I'll describe how I use this while responding to an occurrence further down:
[image: ]
(empac, 2017)

In the beginning of this year, I had been made aware of a call, someone had concerns about the mental health of his relative. The call was that the person of concern had left his home address and was wondering in the nearby area. Colleague and I had located the person and the relative attended the location. In my experience, looking at the male, the male was indeed suffering with mental health issues. He was in need to attend the hospital. 
Now this incident it was important that I knew what I  could do in this situation, know my powers and more importantly know how to make the situation work safely. 

I am aware and familiar with the Section 136 Mental Health Act legislation. This power allows me as a police officer to detain someone lawfully if I have reasonable suspicion that someone is someone is suffering with their mental health. The person of concern would undergo a mental health assessment by mental health practitioner and doctors. The other option I was thinking of on the way to the incident, was voluntarily attending the hospital with the subject, this would require the person to agree to attend. 

The Section 136 MH act is defined as by a mental health charity as “Section 136 allows the police to take you to (or keep you at) a place of safety. They can do this without a warrant if: you appear to have a mental disorder, AND
you are in any place other than a house, flat or room where a person is living, or garden or garage that only one household has access to, AND
you are "in need of immediate care or control" (meaning the police think it is necessary to keep you or others safe).” (Mind, 2017)

The subject in question was really unwell and the voluntary route was not an option, now when dealing with someone who is going through this it is important to remember that they are frightened, or can become frightened, especially when they realise that there is some action taking place to get them to hospital. 
As an officer, it is important to recognise the signs when someone is becoming fearful, or are changing their demeanour or to try an notice if they are looking for ways to escape from you. This is the point where I would need to consider using force against the person. 

To say “use force against the person” appears very harsh, even as a someone who is a police officer it sounds awful, but ultimately, that person’s safety is paramount, getting that person safely to get the help they need is the power the Section 136 gives the police. At this point of the incident I’m considering what the risks are to the subject, to myself as this male was considerably larger then myself . I made the decision to physically restrain the subject as he became slightly violent and was trying to escape my care. 
The male was detained, and I was able to safely convey the male to a hospital where he received the care he needed. 

Throughout this incident my knowledge of NDM and dynamic risk assessment aided me in critically thinking a decision making, provide me with the best strategy of doing so, ensured that I kept the to the code of ethics, keeping all the policing principles and ensuring the good and correct outcome was achieved. 

To expand, using all the information that I was given, the information I could see in the incident assisted me in keeping me, my colleague and the subject safe. The subject was a danger to himself and in  his confusion or scaredness could have been a danger to ourselves. Knowing the section that allowed us to take action to ensure that the subject could seek medical help, to be placed in place of safety was a great advantage as this sage as it was something that I could quickly realise I needed to use and able to reasonably use. 

Ultimately in a situation like this, the main thing above anything is the safety and well being of the individual, what is best thing to do for the person. The heart of all that a police officer does is what’s right and what’s best for that situation and for that person, even if it seems like the officers are taking the harsh option. To explain, I Have been to many domestic situations, and it could seem to the victim that an arrest of the partner or family member would be the worst option, however we always consider the safeguarding and well-being of the people we deal with.  














Task 3

Relevant areas of the National Policing Curriculum: 
Maintaining Professional Standards, Leadership and Team-working

	
Evaluate theories of team dynamics as a means of developing team cohesion (reasons why some teams cannot function, theories and models relating to team dynamics, ways to improve team cohesion).

Consider why inter-personal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. 

Consider how team dynamics within the police service can result in failing to comply with professional standards requirements (Code of Ethics, policies, procedures, protocols or legislation).


1750 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

I'll be talking about how vital it is to maintain the code of ethics and policing principles in this essay, as well as the positive and bad dynamics that can exist within a team. all while investigating group unity. 

The personalities of the team members generally influence how a team works and set the tone for how the group interacts and interacts . Team dynamics are influenced by a variety of factors, including the team's members' personalities, interpersonal connections, and the environment in which they work. Understanding team dynamics is essential for team cohesion and maximising a team's potential.

I have had positive team dynamics experiences this far in the position. Being in the position for a short while, I can say that it is true when people say that the Police are like a family; you do grow close to one another, get to know one another well, and develop a sense of trust for one another. Because of this, you must have faith that your teammates have your back and will protect you in case something bad happens or someone is violent towards you. 
We also have a form of colleague relationship because of the situations and sights we see. As a result, we watch out for one another and pay attention to how our co-workers are doing.

 A model that could break down and explain what happen when a team first comes together is  the Bruce Tuckman Model. Tuckman was a psychologist, in 1975 he came up with “Forming, Storming, Norming, and Performing”, these are stages of a teams development  
“The stages are, put in picture form to show the relationship between stages;
[image: ]
(Wagingen university and research, 2022)

In order to better understand how important these steps are in creating a successful team, I'll explain them here and then apply them to the working environment of the police. 
Everyone is getting to know one another throughout the developing stage. Since new team members join the team quite often and officers frequently switch positions, it is crucial that the team has friendly, outgoing individuals. As an officer, you will discover that the majority are hospitable, converse constantly, and foster a adopting environment. The team will naturally go through this phase whenever a new team member joins because you want to get to know them while also making a strong first impression.

As a team works through that initial stage they will naturally start to bond as a team, they will figure out how each other works , they will work out each other’s strengths and weaknesses. So in in a policing role , this could mean that there is a member who does is brilliant in traffic offences , another could be more skilled in dealing with sexual offences and drug offences, so they would deal or assist the team member that offence. Even down to admin work, if a colleague is less skilled, the other team members can help out. Hopefully at this stage this is what you’ll get. 
In this role what I have come to see, not that often but it can occur, is that older in service officers can take a disliking to working with younger ones, I have found that this is due mainly to how the officer perceives how skilled that younger officer is. This can effect team dynamics if certain officers are constantly paired up with the same officers, it can effect the teams growth but also the officers individual growth. 

In addition to this model, Richard Beckhard , who is also a psychiatrist looked further into team dynamics and outlined further and added further elements, it states; 
“The goal of team development is to shorten the time teams spend in their forming and storming
phases, thus improving team effectiveness, ensuring productivity, efficiency and quality and at the
same time enhancing the way members work together. This can be accomplished by utilising the
GRPI. GRPI is an acronym describing the different dimensions characterising a team, arranged in
cascading priorities towards performance:
1 Goals
2 Roles
3 Processes
4 Interactions” (al, 2013).
Adding this on this can be used to encourage a team, gives a team a purpose and members individual purpose. 


Following on from that, if the team are isolated within themselves that could create a hard to manage team, there would be no team spirit in any tasks and could lead to officers doing tasks differently which in turn could lead to disagreements. 


In regard to standards of work, naturally people work to different standards, but for police officers we are all taught and trained the same way, this should minimise the risk of the officer response to an incident and having different attitudes. One thing that we work of and is quite central to our work ethics and focus it the Code of conduct. 
The code of ethics list the following elements; 
- “Honesty and integrity
- Authority, respect, and courtesy
- Equality and diversity
- Use of force
- Orders and instructions
- Duties and responsibilities
- Confidentiality
- Fitness for work
- Conduct
- Challenging and reporting improper behaviour”  (college of policing , 2022)

If officers are unable to carry out their tasks while abiding by the Code of ethics, then the standards anticipated from South Wales Police will not be met. Any risk of not reaching those standards might have a major impact on how the public views the police. The professional norms wouldn't be followed. 
Supervisors can take official action against officers who fail to uphold the professional standards. After all, if poor team dynamics are having such an impact on the staff, if the officers can't act professionally, that's not what the employer wants of its officers, and it won't stand for anyone who might degrade the service by their behaviour. So, this can highlight the importance of team dynamics, also highlights the importance of good leadership. As a team will follow by example. 

In my experience so far, most police teams are usually adapting and resilient, are made up of different characters that all aid one another, there are pro and cons to this but so the most part very positive and encouraging, and for young in service officer it can be very daunting but also encouraging. A lot can depend on team but also you will naturally find your own confidence.  




















Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

	
Explain how information and intelligence can be used in the disruption of the more prevalent criminal activity (e.g. drug smuggling, human trafficking, child sexual exploitation, counterfeit goods, organised crime groups and ‘county lines’) by effective policing of the roads. 

Outline how ANPR can be used as investigative resource when disrupting criminal activity. 

1750 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

 













Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 1, Interviewing 

2, Charter application 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


9


9
	Low 
1-4 





3
	Med 
5-7


6
 
	High 
8-10 
	 



1, attend courses on interviews, attend interviews where officers on departments such as the hub and CID conduct interviews, learn and gain as much experience as possible. 

2, Complete the course , learn the application and practise completing the process, again watching and learning from experienced officers.  

	SKILLS 
 
 
 1, investigations
 
 2, sexual offence response 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

9


8
	Low 
1-4 
	Med 
5-7 

7


	High 
8-10




8 
	 
1, Undertake as many courses as possible to allow me to conduct me deeper investigations, PNC training for example, also shadow Detectives in their work. 

2, I have already completed the pre joining courses for this training, but I would like to complete this training to allow me to more confidently respond and take the victim through the process more smoothly 

	EXPERIENCE 
 
 
 
 1, court processes 
 
 
 2, traffic incidents
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


9


8
	Low 
1-4 


4
	Med 
5-7 





6
	High 
8-10 
	 


1, so far in my service I have not attended court, I am aware of how the court process works but this is something I feel needs to be experienced to properly understood, going through the this will also help me when I’m explaining to people who may go through to court with a case. 

2, again , the same as above, as response officer you deal with minimal traffic related offences , I’ll request an attachment with Traffic department. 
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