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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:

I am writing this essay in relation to my experience within  achieving independent patrol status. I will identify if there is a specific culture within policing and outline if I have adhered to it and speak about passed experiences, with this I will evaluate my how this culture has impacted on mine and others’ around me wellbeing and resilience. In order to do this, I will be using the Gibbs Reflective Model in order to assist me in my reflection of the matter. (Gibbs & Andrew, 2001). 

Starting with the description phase of the Gibbs Reflective Model (Gibbs & Andrew, 2001), traditional research has suggested that there is a major subculture within the police, however there are also many different subcultures within this subculture. What I mean by this is that policing is one subculture, however different people have different ways of thinking, for instance in different departments, which creates the mini subcultures. These subcultures may not be ethical and accepted, however its difficult to monitor this with the amount of people who are working as employees within different forces (Reiner, 2016, pg48). This can also be reinforced with the different characteristics that officers and staff have, the police force is becoming extremely diverse today, with different ages, genders, religions etc, which could create these mini subcultures. However, Gaines and Miller (2016. Pg 151) has stated that having a diverse police force is what makes a good force, as people of different abilities and characteristics tend to bounce off one another. Therefore, suggesting that having a diverse culture within the police, has a positive impact on the police service and the public, it allows members of the public believe that there is equality between the police and normal civilians, which in turn prevents prejudice views towards the police, as well as this, it introduces creativity, as many people on the team will have different ideas in relation to a certain topic which will naturally implement modern policing. This creates a relationship between the police service and the people of the community, reinforcing “Policing by Consent”(Villiers, 2009, pg29)

Organisational culture is defined as “something which is made up of shared values, beliefs and assumptions about how people should behave and interact with one another” (CMI Career Confidence, 2015). Since I have become independent I am able to understand first hand what organisational culture is and what it looks like in real life.  There are many different features of organisational culture, I will be speaking about two of them. Task culture, and leadership. Firstly, task culture, this is an essential part of my job as without completing tasks at a face pace, many victims will be left forgotten about, and workload will be at a rise across the force. Having the shared belief that workload needs to be kept at a minimum, especially as all forces are victim lead, it really has a positive impact on both the members of the public and the officers in charge of the case (College of Policing, 2023). Following onto leadership within the police, it is extremely vital that there is discipline within a job, in order to maintain that discipline supervisors or in this case, sergeants and people of a higher rank are required to maintain law and order. Reuss – Ianni (1993. Pg 237) “made a distinction between street cops and management cops”, The College of Policing (2023) state that this is an advantage as it maintains professionalism, and allows a sergeant to look over their team, and inform them when something needs improving, reinforcing the factor of law and order. Especially with myself and my team, I feel that morale is at its highest, due to the sergeant not asking for extra numbers when it comes to arrests, and not always expecting more than we can offer, this has resulted in our wellbeing increasing as a team. However, another can argue that having a sergeant in the office more than on the streets is not great at all because it means that the sergeant is losing the lack of being able to respond to calls, and therefore cannot relate to the rest of the team. A good policing response team is required as the police mirror the public, and without a good policing response, the public will lack faith, making policing more difficult to complete. “According to a global survey, confidence in the police amongst industrialised countries was highest in Norway (89%) Britain (87%) and Canada (79%) (Gottschalk, 2009, pg.239). 

There are many hurdles with working in the police, which can be quite stressful at times, an example of this is when I had started, I had joined when COVID – 19 was still around, however starting to fade away from the media. Despite this, Coronavirus was still something that everyone was concerned about. COVID has caused people to become upset, as they have lost loves ones, and become worried because they don’t want to lose loved ones. I have noticed that as a result of this everyone was sceptical when it came to meeting up outside of work for a team catch up. This was usually done for us when we had a low morale floating within the team, and we wanted to boost up our wellbeing. Nahar and Thakur (2022) had noticed a decline in wellbeing and resilience in employees when it came to COVID – 19, and therefore “for this purpose, a questionnaire survey was conducted with 300 employees to comprehend their perception of how the pandemic crisis has affected their morale and self-efficacy. The questionnaire consisted of closed-ended questions which were developed on a five-point Likert Scale. The study findings indicated that COVID-19 significantly impacted employee morale and self-efficacy”. This therefore shows that COVID had impacted peoples lifestyles which in turn effected their work ethic. I felt that for myself, it was very difficult to challenge people about leaving their homes, especially after I struggled doing the exact same thing, there was nothing more depressing than staying at home, not being able to see my family and friends, and to even go to work, uncertain of if I would catch COVID. The most difficult for me was not seeing my family, I understand that you were able to mingle with your own bubble however, knowing the job which I do and the amount of strains which were contagious between people, I did not have the courage to transfer it to my family and friends. 

Another reason why I felt a lot of stress joining the job is the fact that I am not used to shift patterns. I was always used to Monday to Friday, which was very convenient when I wanted to see my family, as most of them work Monday to Friday. However, joining the job, I noticed that I was missing out on loads of family events which were meaningful and mostly Christmas and Easter, coming from a religious background, these dates are extremely important, however due to being very unlucky at the fact that my shifts always landed on those dates. I now make sure that if my 4 days off lands on a weekend, I always make time to see them. I have spoken to my colleagues in relation to this issue, so that they are aware, in case one day I am feeling a little down, they know what the issue is. I have asked them for any tips and advice, which they have happily given me, as this issue is even more difficult for them due to having children of their own. We all have our own ways to respond to this, and our own ways to cope, however I am lucky that my colleagues and I respond in the same way which is to respond in a humorous manner. 

To conclude, I have outlined that there is more than one culture which the police have, and the advantages of having more cultures than ever before. I have defined what organisational culture is and how you can identify this within policing, for instance task culture and leadership culture. And I have evaluated the different obstacles which we have had to deal with due to change joining the police.
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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:

I am writing this essay in relation to a policing incident which I had attended within the Penarth area whereby a domestic related common assault had occurred between a mother and a daughter located in a restaurant. During this essay I will be using the Betaris Box Model (2023) to explain the incident and the Gibbs Reflective Cycle (1988) to reflect upon my actions at the time of the incident. I will be evaluating what occurred during the incident, what information was passed to myself before arriving at the location in order for me to risk assess prior to arriving to minimise harm to myself and people around me, I will be exploring why I had decided what I did during the matter, and the processes that I used like The National Decision Making Model (NDM) to help deal with the incident, I will be speaking through each step of the NDM whilst reflecting on the domestic incident which I had attended. (The College Of Policing, 2023). 

During the incident which I had attended with my colleagues, I believed it was most vital to strictly follow the six steps of the National Decision Model to help me plan what my decision would be in the end. All police forces within the UK are taught to conform to the NDM as it reflects good practice and is a very good tool which needs to be prioritised (The Open University, 2023). This model can be used in any policing situation and assists to keep both the officers and the members of the public safe (Roch & Roycroft, 2019. Pg 168). The beauty of the NDM is that it is not just a fixed cycle, there is flexibility to jump from step to step or even going from one step back to the first one, therefore suggesting that there is room for flexibility, this reinforces why it is so important to be flexible as an officer.

The first step of the NDM is gathering information and intelligence, this is the stage whereby myself and my colleagues had received intelligence to suggest that at a specific location a domestic incident had occurred. This stage can be very vague as at times officers can be passed very limited information, I was notified that they were still landline with the reporting person, and therefore I was asking control room as many questions as possible to paint a full picture of what was happening, even though I didn’t receive much information in return I still met all lines of enquiries I could. In this instance it was a third-party report whereby the reporting person had walked passed the restaurant and had spotted what had been happening through the window. Despite not receiving any further calls from members of the public, or staff who work at the restaurant, we had still attended with full equipment including taser, and had attended on a grade 1; because the incident had occurred in a restaurant where people had possession of knifes, glasses, and forks, all which can be harmful when used inappropriately, as well as their potentially being a physical fight. During this stage of the NDM,  we did not receive any specific information, such as male or female, age, or description, due to this the control room operator had asked for multiple units to attend. We did not have any names or ages, and therefore could not conduct NICHE and PNC checks to check for warning markers (Spooner & Cooper, 2023. Pg 29). 

I was confident attending this domestic incident due to the previous training I have had in line with force policy and the previous domestic incidents which I have attended. Therefore, feeling like my knowledge of what I could be confronted with was adequate. When myself and my colleague had made our way to the incident, we were processing the model THRIVE like I do with any incident, which allows me to process the options I may be faced with and if there are any aggravating factors in this matter. With the incident which I am describing it was a little bit more difficult due to being a third-party report, however if it is a report from the victim, they may have more information which can be passed on, allowing us to attend with better knowledge of what is happening. During a policing incident, THIRVE stands for threat that individuals may pose to officers who others around them, harm which could be caused as a result of the threat, risk which is posed by the situation, the initial investigation which will be conducted after all factors have been considered, vulnerabilities which individuals may have, and finally engagement, how are the police going to engage with the individuals based of what they have witnessed (Williams, 2023. Pg. 14) . 

The next stage of the NDM is usually thought about when you have arrived at the incident, ‘Assess threat and risk and develop a working strategy’. When we had arrived at the incident, there was a physical fight between two females, and it looked as if members of the public and staff of the restaurant were trying to separate them. One female had a wine glass in her left hand, and she was trying to swing it to the other female, however one of the staff had her hand gripped up against her whilst attempting to hold her back. At this point, I was trying to think about what would keep me and my colleagues safe, as jumping straight in without a plan would not help the situation and may place us more at risk. I had quickly told the member of staff to let go and I had hit the females hand with the end of my torch, so that she can let go of the broken wine glass, which she did, the glass had shattered onto the floor. I dragged the female away leading her into a spare room, which I later found out that is used for hire parties,  one of my colleagues followed me for extra assistance if needed. The reason why I had taken her away into this room, is because it lowers the risk of the female grabbing something else to use as a weapon, which could harm myself or others around me, and it lowers the tension down as both parties appeared to be very high rate together. I had swung back a step within the NDM, as this phase was myself gathering information such as name and date of birth as well as asking what had happened, and then liaising back with my colleagues to understand both sides of the story (Barrow – Grint et al, n.d). 

During this stage of the NDM, I had used the Betaris Box. This model allows me to understand the impact my attitude has towards others. For instance, when dealing with this incident, I had attended with a slight raise of tone in my voice, just to point out the threat that was in front of me, which had startled everyone, however when speaking to the suspect on her own, I was speaking to her with a nice and friendly tone of voice, regardless of if she was the suspect, as your innocent till proven guilty. Due to me being very friendly and approachable, the suspect had calmed down, and was telling me what had happened slowly (MindTools, 2023). 

The third element of the NDM is to consider powers and policies. After realising the person that started it and had been violent towards the other, I had arrested the individual for domestic related common assault and non-fatal and intentional strangulation. I had then handcuffed the suspect to the front because the suspect has stated that she has fibrosis, and the muscles in her arms hurt. I had still handcuffed the suspect due to preventing any unexpected violence and we had all kept a very close eye on her. Discretion is used during this stage, as sometimes officers will believe that it is not necessary to place handcuffs on someone (The College of Policing, 2013).  

The fourth stage is options and contingencies, which means taking in consideration all the ways in which you can deal with the incident, and making sure that you use the result with the least amount of harm to others, and even suspects, this is also where officers factor in discretion and take all factors into consideration. (The College of Policing 2013) The last stage is Action and Review. When the incident is dealt with and the suspect has been safely conveyed to custody, it is important for the officers to maintain a healthy mind and reflect on what has happened either individually or together. It is important to understand if there is something which you could have done better, or if there is something which you did really well; in case a similar incident occurs in the future, and you can learn from your mistakes (College of Policing, 2013)

During the whole incident, the social issue was very apparent and concerning, I was worried about the fact that we were in a public place, as a result of there being children, young adults and grown ups observing the situation. This could be very traumatic for them, especially children, and could have been harmful for them as the two girls were pushing and shoving into other individuals. Another social issue is if there were previous domestic victims who were present and have witnessed what was happening, it could have triggered them into an episode or could have played on their mind, which could have led to other long-term effects; this luckily did not happen, however if it did happen it would have meant that resources would have been used for something which could have been prevented. Another social issue which I had considered before arriving to the incident, is that it was reported that the incident had occurred within a restaurant, where they sell alcohol, which meant that there was a possibility that the two females may have been intoxicated; this could have meant that there is a likelihood of increase of violence, and irrational behaviour; this factor is based on other people too, as people may think irrationally again, and start to intervene which could potentially lead to obstructive behaviour to the police, therefore meaning that not only were police concerned about what was happening during the reported incident, but also others around them, furthermore meaning that full attention was not going to on the two girls but also others present within the restaurant.

To conclude, it is vital to understand the reasons why police officers work with acronyms and procedures. It allows officers to work appropriately and with structure to their job. It informs officers of the powers and policies which they are allowed to use, and especially with the NDM, it allows officers to understand how they can justify their actions and choices.   
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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:


In this essay I will be speaking about what team dynamic is and how it interlinks with team cohesion within policing. I will define interpersonal conflict within team in policing, in particular the response team. I will be evaluating why there are people in the police, whether be it officers or staff who do not comply with cohesion which results in a professional standards disciplinary action. 
Espevik et al (2021) describes team dynamic as the ability to work together as a team, bouncing off each other causing a sense of familiarity. The extent of how well the team work together purely depends on if they have a good connection outside of work. What this means for instance is, in relation to myself, I have a colleague whom I really get on with and I consider a friend even outside of work, when I work in a team with them, I feel like we complete a great team, however if I was with someone whom I do not know very well, it may be a bit awkward to start off with, which may impact how well we work well as a team (The Open University, 1999). Pewsey (2019) stated “Friends are your allies, not your competition”, this is why friends always work together and not against each other. Diversity is also an essential factor when working well in a team, all different characteristics are required to make a diverse team, such as religion, age, gender, ethnicity. For example I had attended a policing incident which someone had been racist to someone else, the suspect was of a white origin, and an atheist, the victim did not want to speak to me because I matched the description of the suspect, and therefore wanted my colleague who came from an Asian background to gain the initial accounts, therefore suggesting that there is a definite interlink between team dynamic and team cohesion, this will be discussed later on in this essay. Siegal states that today working in a group is necessary within everyday life, it is important to understand that the succeed in life, working as a team is a requirement, this is evident online, and in person. (Sacks, 2005) 
When a team does not work effectively together, it is called poor team dynamic. Daniel Levi (2007, pg114) believes that team dynamic often happens as a result of poor leadership; a leader who does not maintain its teams morale, is considered a poor leader. This is linked with the Betaris Box which is essentially when an individual’s attitude and behaviour mirrors someone else behaviour and attitude, so for instance one day when I came into work my sergeant had a bad day beforehand, and was in a mood during the shift, this had mirrored with the rest of us, which had caused all of us to be down and depressed, we had all lost out patients quickly just like our sergeant  (Hancock, 2008, pg. 226). Having a poor team dynamic within policing is very dangerous, it causes a lack of trust between members, which leads onto a toxic and hostile working environment, it can lead to poor decision making, and poor communication (Summerton, 2015) I have been lucky within my team, as everyone likes working with each other, we do argue, as this is a way of dealing with some serious natured calls, however we still love coming into work. When a team does not work great, and people start to dislike one another, this is called interpersonal conflict. This is more prone to happen in bigger groups, as there are more people which you need to get along with to create a better atmosphere. Within a bigger group, you have a variety of opinions and personalities, people will have a different way of dealing with a policing incident, and it is natural to not agree with someone all the time, even with your best friend, it is within human nature to argue with them and disagree with something, this is what makes a healthy relationship within the team, because the idea then is to fall out but make up again (Raypole, 2020). 
There are many strategies which help deal with interpersonal conflict, one of which is to discuss the issue. This is because sometimes, understanding where someone is coming from, will help get to the root of the issue, this can improve your communication with one another, which can help with future disagreements (Smiley, n.d). Another way to deal with this is by compromising, sometimes understanding that you are not centre of attention can really take you that extra mile. For example, if you are deciding what way you should deal with an incident, it is vital to allow the other person to feel like they have a voice, like they have a choice of what is happening next. An example of this is when I had just come out of my tutorship, I understand that I was still fresh and had a lot more to learn in relation to policing, however myself and a colleague who has hand 27 years’ experience within response policing had attended a call, where my colleague wanted to use discretion over policing powers, but I just wanted to arrest, as I thought that this was the easier option to deal with this; in the end we had dealt with it in the way that my colleague wanted to, but I was not happy about it at the time.  I understand now however that this was the better way of dealing with the incident, and the less harmful to both the victim and the suspect. This has allowed me to learn, that other peoples choices matter, and sometimes even if I don’t agree with it, I will in the long run. 

Egolf (2013, pg 7) explains the 4 stages of performing well by “successful communication” within a group, these states are forming, storming, norming and performing, these four stages, originate from Bruce Tuckman (1965). Firstly Forming, this stage is all about gathering the people in order to do well as a team, this is the very first stage required to work well. During this stage, a good leader is required, an example of this is the recruitment process in the police, this stage is already completed, when members of the team are led by the sergeant, and one a new member arrives, the forming stage has recreated itself. This stage is a very slow and steady part of the stages because everyone’s warming up to each other and understanding how everyone works, this is where people start to like or dislike how other people work and can be quite dangerous. This stage is all about first impressions, and if you don’t impress when you first meet, this could usually destroy the futures reputation between two people, which could in turn effect the team overall (College of Policing, 2021). This stage is interlinked with the storming stage. 
If the people within the team are not happy with how someone or multiple people work, they will start to bicker and have arguments, this is natural, as it is as if someone is entering into the others territory, people start to feel as if they need to complete, this stage is more the make-or-break stage.  
The next stage is the norming stage, this stage is where people start to normalise the fact that they are working as a team and start to adapt to sharing new ideas. This stage is where you begin to realise who the leader of the group is, so for instance when speaking about a response team, yes, you may have the sergeant, but there may also be that one person within the team, which you prefer to go to, as they act as a leader, almost like an acting sergeant, this just means that it puts less pressure on the sergeant. In order for this to be effective, the teammates are required to trust one another, and if they don’t, the team will start to break. 
The last stage is the performing stage, this stage is where people are starting to realise the progress which the team is making, usually this causes motivation and a strive to do more, or it can cause people to feel like they have not done enough and are disappointed with what they have achieved. This stage does not always go to plan, just like any plan in life, and can lead to people falling out within the team. 
These are the stages of being a good team, and if one of these stages do not go to plan, the team will start to shatter, people will start to fall out. The effect each stage has on each team, varies depending on the team itself; some teams will fly past some of the stages, whereas others may be stuck on one stage for a while. Some teams will try and excel to the performing stage, however this is when they start to realise the negative impact it has had on the team (Open Learn, 2023)
To conclude this essay, I have allowed myself to understand the different types of conflict which a big team like my own at work can endure. And it is natural for everyone to endure any kind of conflict, it may be because of someone’s day which they have experienced prior to meeting with the team. It is better to discuss with the person if something is bothering them, compared to just acting in the same way that they are, which could be moody or irresponsible.

Word count: 1599











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 
 
 
 
 
 
 
 
 
 
 
 
 
	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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