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Workbook Guidance

Please read these notes carefully; they provide essential information.

What is the workbook for?

The purpose of this workbook is to enable learners to demonstrate and provide evidence of how they meet the learning outcomes set by the College of Policing, for the BSc programme. Essentially, you are being asked to outline your experiential learning based upon your theoretical understanding in a range of operational situations.

· Wellbeing and Resilience
· Decision-making and Discretion
· Vulnerability and Risk
· Public Protection
· Maintaining Professional Standards
· Leadership and Team-working
· Policing the roads
· Information and intelligence 
· Conducting Investigations

You may wish to use the same incidents as you’ve outlined in the Occupational Competence Portfolio. 

How should the workbook be presented?

Blank electronic copies can be found on Moodle of this workbook. You must submit this document electronically therefore it is important that you save your work regularly and upload the final typed version through Turnitin on Moodle. 

Word count policy can be found in chapter 7 of the Academic Quality under section 7.7 (this applies to presenting work above and under the specified word count).  
(https://www.uwtsd.ac.uk/media/uwtsd-website/content-assets/documents/academic-office/aqh-chapters/chapters---en/Chapter_07_Assessment_Taught_Programmes_Pages_72-79-UPDATED-05-11-2019.pdf) 

Reflective practice is a core aspect for your workbooks and although there is a variety of useful resources on Moodle, there is one particular book, that is specifically based on reflective practice in policing, here is a link to one chapter from Selina Copley’s Reflective Practice for Policing Students: 
https://moodle.uwtsd.ac.uk/pluginfile.php/298870/mod_resource/content/1/Reflective%20Practice%20for%20Policing%20Students%20-%20Selina%20Copley%20Chapter5.pdf

How is the workbook assessed?

Advice and support about the completion of this workbook will be provided by university staff as part of your initial training day.  Your tutor constable and in-force training staff will not be involved in assessing or marking your workbook after it has been submitted. 

Dates of workbook submission will be made available during the initial training day and posted on Moodle.

Once submitted your workbook will be assessed and marked independently.


Confidentiality

It is important that no individual can be identified either directly or indirectly from the information in the workbook. Therefore, you must:

· adhere to guidance in the Student Handbook about unfair practice and plagiarism.
· not identify individuals including witnesses, victims or offenders by name.
· not write information that enables any individual to be identified indirectly through the description you provide. This includes references to names, colleagues, places (including hospitals, schools, town, villages, streets) specific incidents which were high profile and could be identified due to past publicity, other professionals or any other personal information including medical or other conditions.
· take personal responsibility for adhering to confidentiality rules. 
· not include any dates of any incidents or anything that specifically identifies an actual incident.

Please be aware that any content that is deemed to be inappropriate, disrespectful, or abusive will not be tolerated. Following review of any content of this nature the information will be shared with the employer of the student responsible.  

Should any health and wellbeing concerns be raised because of disclosures made by the student within this workbook, the employer of the student will be informed.  



NOTE

Your workbook will be submitted electronically via Turnitin on Moodle. Guidance on this is in the Student Handbook. 

Remember that the workbook is YOUR responsibility you must not rely on the assessor or anyone else to pick up any confidentiality breaches as this is your work and you must accept full responsibility for confidentiality. Meeting all the confidentiality requirements is very important. 


Dyslexia and other special circumstances

If you have any condition that you feel may affect your ability to deal with any part of the programme, please see the Student Handbook for further guidance. The University has a Student Services Unit that may be able to help but it is the learner’s individual responsibility to contact them. 




Guidance: 

· Your workbook must contain the items specified in the table below (clearly identified and in the order given);
· You should use this particular document to insert your text / answer within each section of this workbook;
· You should upload your completed document as a saved pdf file of this workbook; if this is not possible then a Worddoc file is acceptable. Do not send a scanned file from a photocopier, an apple.dot file or a Microsoft publisher file as Turnitin will not be able to assess them, despite you being able to upload them.
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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)



ANSWER:

In this essay, through the use of research, I will examine the importance of maintaining wellbeing and resilience after achieving independent patrol status.
I will be using Gibbs’ Model of Reflection (University of Edinburgh, 2020) to reflect on how being part of an organisational culture has positively affected my own wellbeing. Additionally, I will be analysing coping strategies I have utilised that have helped me to minimise stress and maintain my wellbeing in order to develop in my role as a police constable. 

Organisational culture is the shared values, beliefs and attitudes held by those who work within an organisation (Chartered Management Institute, 2015). Alvesson (2002), describes it as “the glue which holds an organisation together”. The organisational structure, processes of the work required, and management styles are some examples of factors that can affect the conduct and attitudes of both individuals and groups within an organisation (Chartered Management Institute, 2015). Charman (2017) expresses police officers as ‘active participants’ in policing cultures and explains that they form the many aspects of policing culture through their interactions and validations with groups and one another. These characteristics all play a part in the process of becoming a police officer. 


An organisation's culture is subject to change since it is shaped by the behaviours and perceptions of its members. The introduction of the Code of Ethics is one example of how culture has altered, and I would contend that policing culture is subject to frequent shifting. Prior to the code of ethics, officers who engaged in unethical behaviour were thought to be shielded by the "blue code of silence." A term used to characterise officers who would have the backing of their colleagues and superiors. The adoption of the Code of Ethics, which mandated that all police staff report misconduct, unmistakably altered the culture of policing. The focus of police culture has changed from protecting people to what Charman (2017) refers to as a "code of self-protection".

The culture within an organisation is also dependent on ‘organisational justice’, a term used to describe employee’s perceptions of fairness within the workplace (Adamović, 2014). It can be influenced by the choices made by senior managers, the working environment as well as the treatment received from other colleagues and those of a higher position (Chartered Institute of Personnel and Development, 2013). Roberts and Herrington (2013) describe organisational and procedural justice as “complementary concepts that relate to the way individuals make judgements about fairness and outcomes when considering their interactions with others”. They state that job performance, commitment to the job and job success are all directly linked to organisational justice. Put simply, the way employees are treated within an organisation will impact on how they perform within the job. Additionally, this is the finding by Bakhshi, Kumar, and Rani (2009) who, following a survey conducted by them concluded that, “employees who felt that they were treated fairly were more likely to hold commitment, trust and satisfaction than when they perceived that they were treated unfairly”. 

After achieving independent patrol status, I was told that I would be transferring to a different team and sector within the force because there were too many officers on the team I was on. Due to this, I had to join a separate team that was already formed, perhaps exposing me to a different culture than the one I had already come to terms with and thought of as belonging to. I recall feeling anxious at the time, questioning how my new team would take to me and how quickly they would accept me. 
My feelings of self-doubt intensified, since I knew that my new team would be assessing and potentially examining my leadership skills and decision-making abilities. Even though I was still experiencing these emotions, my former team's encouragement enabled me to see the shift as a positive.  

It became apparent after joining my new team that humour is used as a “tool of coping” for many police officers, as a way of dealing with a demanding and challenging occupation (Charman, 2017). Humour, according to Scott et al (2007),
has the potential to help relieve stress and defuse potentially difficult situations. I strongly agree with this because, in my experience, humour not only helps me to process and control my emotions during challenging situations, but it also has a noticeable effect on suspect interactions as I have found that most of them relate to humour, which is helpful when attempting to diffuse tense situations. Hoyle (1998) puts forward a distinction between ‘cop culture’, theorising that cop culture refers to how officers express themselves in the course of their work, whereas ‘canteen culture’ refers to the values and beliefs demonstrated in social interactions when off-duty. Waddington (1999) further adds to this and puts forward that the ‘gallows humour’ that is experienced in ‘canteen culture’ assists with tension release.  

Embracing my team’s culture has allowed me to integrate into the team brilliantly as well as giving me a feeling of belonging. Reflecting on my own development, I have found that humour has increased my ability to confidently deal with situations independently. Adopting humour when processing emotions, has made me slightly desensitised when dealing with certain situations. This is supported by Regehr et al (2002), who asserts that humour helps police officers emotionally separate from their immediate environment, enabling them to better regulate situations and lessen the impact it has on them as individuals. 

It is important to acknowledge however, that conforming to organisational culture, may come with its risks. From my own experience, I understand the need to feel accepted into a new group and the fears associated with the possibility of not fitting in. Spooner (2023) explains that when entering a new organisation, people frequently go through a socialisation phase. Learning the processes as well as the accepted informal ways of behaving are all part of this socialisation process. She goes on to say that people run the risk of feeling under pressure to adopt some of the more harmful attitudes and behaviours because of this urge to be accepted. People who disregard the unwritten rules run the risk of being rejected and socially excluded. Spooner (2023), concludes that it is valuable to spend time reflecting on your own ideas of professionalism and your own identity. 

Being a police officer is a job like no other and I have already in the short time of being an officer, witnessed things that many individuals will never see in their lifetime. Since becoming a police officer, I have experienced higher levels of stress and Miller (2022), explains this is because of the relentless exposure to negative situations encountered when doing the job. According to Mind (2023), stress is our response to pressure or threats which frequently occurs when we believe we have no control or ability to manage a situation. During my tutorship period, I started boxing within a women’s boxing club after it was recommended by colleagues as a stress-reduction strategy. I am still a part of the club and attend on a regular basis. I find that exercise is beneficial to reducing my stress levels and improving my resilience and according to Bozdarov et al (2022), boxing provides measurable benefits for stress reduction, mood and sleep. Feeling less stressed and tired has made me more resilient which has ultimately led to me better performing in work. 

Learning how to manage stress and engaging in regular physical activity has significantly contributed to my overall wellbeing which has helped me to adapt and develop within my role as a police constable. Additionally, exercise has made me mentally and physically stronger which is sometimes needed due to the physical demand of the job, and it is something that I will continue on with. 
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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:

NOT COMPLETE 

Betaris box? – my attitude affects my behaviour which then affects their attitude and their behaviour. 











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:

Below essay is not complete but please can it be reviewed so that I know if I am on the right lines or not.

Many individuals have given varied definitions of what a ‘team’ is. Huszczo (1996), defines a team as “two or more people who interact together to accomplish a common purpose” which is comparable to the definition provided by (Larson and LaFasto, 1989), who describe a team as “two or more people who have a specific performance objective or recognisable goal to be attained: and coordination of activity among members of the team is required for the attainment of the team goal or objective. A definition I think that accurately characterises what a “team” means within policing is the one defined by (Donnellon, 1996) who states that a team is “a group of people who are necessary to accomplish a task that requires the continuous integration of the expertise distributed among them”. The commonality throughout these definitions is that belonging to a team, entails having a shared purpose or objective that can only be accomplished via the collective efforts of the members of the team. For policing, the shared objective or goal is to protect the public and apprehend those who commit crime. The significance with Donnellon’s (1996), definition is that it refers to the “expertise” within a team, which is required in order to effectively achieve a task. This is highly relevant to the field of policing as every officer is different due to their varying experiences, knowledge within the job and lengths of service, meaning that they should all be able to offer something within their teams. I strongly believe that this uniqueness is needed and valued within teams, but I'll also discuss why it can occasionally lead to internal conflict and how that impacts the teams, later on in this essay.  

The term “team dynamics” refers to a team’s effectiveness which is influenced by the connections and interactions among its members. As a team’s dynamic depends on its members and the contributions they make, team dynamics can change over time (Salas, Vessey and Landon, 2017). A model proposed by psychologist Bruce Tuckman in 1965 shows his theory of team development. It outlines four phases’ groups might go through: forming, storming, norming, and performing with a fifth stage that was later added in 1977 with the assistance of Mary Ann Jensen, called adjourning. The initial phase of the model known as “forming” or “the testing stage” facilitates the introduction of team members and helps to establish boundaries and expectations. The “storming” phase then enables the deeper collaboration within the team to emerge and it is within this phase that differences in opinions and approaches are highlighted. The “storming phase” is when conflict most frequently arises because team members may oppose the team leader and the groups authority. Tuckman emphasises the importance of resolving conflicts within the team and establishing clear roles and responsibilities before moving onto the next phase. 
Providing conflicts have been resolved, teams can then move onto the next phase referred to as “norming”, whereby resistance is overcome, cohesion grows, and new roles are accepted. Revisiting previous stages of the model may be required if members of the team are unclear about their responsibilities, the team’s expectations, or the overall objective. If all of these stages are achieved, the team then move onto the “performing stage”. This is the point at which the team has developed synergy and established processes that enable tasks to be completed effectively. “Adjourning”, the model’s last stage, was introduced in 1977 with the help of Mary Ann Jensen. It represents the team dissolving or evolving with new members and new objectives, changing its nature. Experienced leaders should anticipate this phase and navigate it with ease (eCampusOntario, 2018; Last, 2019; Tuckman, 1965). 


Tuckman's model provides a clear framework for comprehending a team's growth and outlines the typical developmental stages of a team. The model highlights potential issues that teams can face, such as conflict, and stresses how important it is to find solutions for these issues if teams are to flourish. Nevertheless, others could counter that the model is complex and that some teams may experience the stages simultaneously rather than moving from one phase to the next. While Tuckman’s model provides a valuable insight into team dynamics, it comes with its limitations and should be used as a guide rather than a strict rule, considering the characteristics of each team.

The theory proposed by Raymond Meredith Belbin is another useful tool for comprehending team dynamics. His theory known as Belbin’s team role theory, focuses on the idea that diverse individuals with varying roles and strengths are needed for teams to be effective. Based on observed patterns of team behaviour, Belbin developed nine team roles during the course of his research which commenced in the 1970s. According to Belbin, if every member of the team exhibited the same behavioural patterns, the team would be unbalanced. He implies that if a team share similar weaknesses, the team as a whole could be defined by those weaknesses. Belbin also discovered that individuals with comparable strengths could also be an issue, as those team members might compete for the assignments and responsibilities that best fit their work styles, rather than working together for the sake of the team. Understanding their roles will help team members develop their strengths and manage their weaknesses which will enhance their overall contribution to the team (Belbin, 2010).

Belbin’s theory places a strong emphasis on the value of assembling a varied team with individuals who each bring unique qualities and abilities. His research, which identified specific roles within a team can also assist with focused growth and better building within the team. However, while his theory identifies several team roles required for a successful team, his theory does not explore leadership styles greatly enough. Additionally, the theory assumes that people fit into predetermined categories but as people are complex, they may not always fit into these categories.
Likewise with Tuckman’s theory, Belbin’s theory also has its limitations and whilst it offers a structure of enhancing team dynamics, it is a theory that does not delve deeply enough into what other things make a team successful.













































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:

NOT COMPLETE 











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: NOT COMPLETE
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
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