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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:

As an officer with newly gained Independent Patrol Status, recognising the importance and benefit of reflection is key to continuing development and the enhancement of existing skills, as well as a pivotal way of gaining new skills and experience. Reflection, according to Bolton & Delderfield (2018) helps to understand complex situations and to develop further what we know, as well as helping understand and gain knowledge about that which is not known, adding that reflection can help reduce stress, associated with work and life in general, and to increase employability in a modern lifestyle.  
Using Rolfe’s reflective model of What, So What, Now What (Rolfe, Jasper & Freshwater, 2010), will help to focus the situation, to analyse the evidence and ultimately understand what, if anything, needs to happen next in order to develop.  
WHAT?
The culture of an organisation may be defined as the way in which business is conducted and may include unwritten practices that have an influence upon behaviours, both of groups and of individuals (Henderson, 2014). Cultural change, according to Moyce (2015) is a powerful implement in the transformation, improvement and enhancement of any business or service and requires the robust utilisation of team members to be successful. Change should be communicated effectively and safely and should be focussed upon skills and knowledge. Cultural change can be a risk to any service but undertaken carefully and thoroughly will increase levels of success and promote well-being and resilience in the      workforce.
Culture within the police service is reflected in the guidance and standards set out in the Code of Practice for Ethical Policing (College of Policing, 2023), which lays down expectations of officers in their duties and aims to promote and support professional behaviour that is supplemented by individual ethics and morals. Whilst ethics and principles of most organisations remain constant over time, expectations and standards can be fluid and will change to meet the expectations of stakeholders. In the case of the police service, the needs of the public and the communities where they live. 
Transformational change within the police service is a key factor in understanding the drivers to performance, the identification of self-ability, as a service, and the creation of innovative practice that allows the service to adapt and continually improve to ensure sustainability and provide consistent practice, in delivering services that meet the needs of communities (College of Policing, 2022). 
The current Gwent Police Leadership Strategic Plan (2021) outlines the vision of maintaining culture standards and beliefs within the force and focusses upon wide ranging leadership qualities, skills and experience of all of the force’s members at all levels. This vision, it is considered, will support effective policing to meet contemporary community challenges and to ensure cultural beliefs are maintained and enhanced. 
SO WHAT?
Many theories and concept thinking around organisational culture and the change within that culture that is often required to ensure sustainability, have a common theme of employee and individual well-being and resilience as a core concept to success (Alvesson, 2015). Well-being and resilience can be negatively affected by organisational change, especially when greater expectations are placed upon teams, groups and individuals to achieve the expectations and outcomes of the organisation (Kowalski & Loretto, 2017). However, evidence demonstrates that, in some situations, individual well-being, in relation to change, can be more positive when there is robust engagement with organisational change and that performance can be optimised as a result (Truss, Shantz, Soane et al, 2013). It is important to recognise, however, that in an organisation such as the police service, due to resources, this can not easily and readily be achieved.  
The theme of officer well-being and the link to resilience, motivation and subsequent individual performance is key in supporting culture changes and developing initiatives and innovation to ensure forces are delivering force expectations and visions (College of Policing, 2022). Ellinas, Allan & Johansson (2017) suggest that the beliefs of officers and staff, influenced often by peer pressure and social status, can have harmful effects upon change processes and the culture conforms within which the service wishes or needs to operate.
Individual beliefs, morals and values can serve as an individual set of standards that can influence behaviour and actions that are predominantly permanent but can be transient depending upon priorities (Ertosun & Adiguzel, 2018). Whilst individual beliefs and morals can be detrimental to organisational culture and change, evidence also adds that these principles can intrinsically support individuals to deal with the impact of culture and change (Smollan, 2017). Whilst the service as a whole and individual forces provide wide ranging support and benefits for officer well-being, through local toolkits (Gwent Police, 2024) and national support such as Oscar Kilo, the National Police Well-being Hub (2024), these should service to supplement individual coping through personal morals and values. Wolter, Santa Maria, Worfel et al (2017) conducted studies of serving police officers and their related resources and demands within their service and concluded that the correlation between role demands, available resource and well-being were negatively impacted if demands were high and resources were limited. Additionally, the quantitative research that used questionnaires to gather data highlighted that organisational culture and fairness, with emphasis on openness and transparency through change processes, added to well-being factors, either positively or negatively, depending upon the behaviour observed. Whilst this data was sourced from German police services and can be argued that it may not be relevant in Wales, there is little deviation away form the commonality between activity, resources and job demands seen between the two nations. 

WHAT NOW?
The Police Code of Ethics (College of Policing 2024) guides officers through their actions and behaviour throughout their career pathway. It will inevitably, in most situations, compliment officers’ personal doctrine, especially in relation to trust, compassion, kindness and selflessness, but additional linked to doing one’s best in a public role, acting in non-discriminatory manners and demonstrating strong work ethics, motivation, commitment and professionalism. However, organisational culture and the expectations and role demands associated with it can have significant impacts upon officer well-being and personal versus organisational values may, occasionally, or otherwise, result in intrinsic conflict that may have impacts upon performance, motivation and resilience. Police forces and higher leadership levels of management recognise the importance of well-being and have a role to play in promoting and supporting this. However, evidence shows that openness and candour when steering a service through organisational change to meet the ever-evolving demands of policing, and which inevitably have a subsequent impact on officers’ role demands, contributes to being more successful and less negatively impactful and subsequently getting the best from serving officers when the values and beliefs of both parties are either aligned or respected. 
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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:

Neighbourhood response policing is an often unpredictable role and requires a common sense, ethical approach alongside the processes in place for safe, appropriate and responsive policing. Dynamic risk assessment, defined by the Health and Safety Executive as active observation, assessment and analysis of any given situation whilst it is ongoing to identify risk and inform actions to reduce the actual or potential risk to self and others (Health and Safety Executive, 2024). In the context of policing and particularly in respect of emergency response, that dynamic can change rapidly and regularly in a short period of time. Frameworks are, therefore, an integral factor in decision making for officers to ensure safe outcomes that are ethical, justifiable and for which individuals can be held accountable for (Masters & Kebbell, 2023).  
During a recent period of duty, an emergency call arose in relation to a domestic violence situation between a young couple. The female, who had contacted the police had disclosed to the call handler that her partner had smashed a glass in her house and pushed her over onto the floor causing an injury.
Upon arrival at the address, it appeared to be deserted with no lights and no evident sight or sound of movement form within. After the front entry door was knocked several times, a male answered and explained that only he and his partner resided at the address, and that there had been no incident. After being questioned on the doorstep for several minutes, about his partner, the male began to become abrupt and having requested to be let inside the property on several occasions, to which he was initially resistant, the male eventually agreed.
Having entered the address there was immediate evidence of shattered glass to the floor. The male stated that his partner was upstairs in the bedroom, who was then questioned about the incident that was reported. The female appeared was upset but refused to speak about the call she made to the police. Despite attempts to engage with the female, she refused to engage in conversation, with the exception of confirming her details and having sat with her for some time, the more irate the male was becoming with officers downstairs, where he could be heard shouting and screaming towards the officers that were with him. 
Despite the female’s reluctance to disclose the events of the incident, based upon the initial call to the police and the evidence that the male was acting very irate towards officers, the decision was made to arrest the male on suspicion of Comon Assault and Criminal Damage, especially given the additional evidence of broken glass inside the property and on the basis of Positive Action, that as officers, provides a basis of training and often has critical bearing upon decisions made.
When considering the concept of decision making in the context of the described incident, Weatheritt (2023) states that decision making is a critical factor in the qualities and skills of police officers, when considering the unpredictable nature of the stressful situations that can arise and escalate during any period of duty. This decision making can be pivotal in gathering evidence, securing arrets and convictions and can ultimately have significant impacts, either positive or negative, upon both the victim and the perpetrator (Fridman et al. 2019). This decision making, aligned with individual discretion and values can be instrumental in achieving positive outcomes and, importantly, ensuring officers can be justifiably accountable for their actions (Rowe, 2020). 

A fundamental and often critical tool in supporting officers with decision making is the National Decision Model (NDM), (College of Policing, 2024), which can be safely and appropriately used for all policing situations, from those that are unpredictable to those that are planned and scheduled. The framework, which is evidence-based upon current research and practice, and thus provides added cohesion to its process (Mitchell & Lewis, 2017), places the Code of Practice for Ethical Policing (College of Policing, 2023) at its core, giving it robustness, and advocates a staged approach to officers’ decision making, from information gathering through to review processes, with assessment and knowledge of policy and law between. This, along with personal values and principles that include integrity, impartiality and professionalism, should eliminate any bias in any given situation an officer finds themselves in and should result in a rational and balanced outcome (Roycroft, 2019), something that can be vital when considering the contemporary need for policing and policing actions to be scrutinised and examined, especially after an event has transpired (Cooper, 2023). Maile & Ritzenthaler et al (2023) add that personal ethics and values contribute to officer discretion when making arrests. The qualitative study that elicited the views, through semi-structured interviews, of UK officers that had operational experience in the past 2-3 years demonstrates that contemporary policing policies, processes and training programmes should encourage the use of ethical consideration and any reviewing and amending of current policies and procedures, including the Code of Practice should have ethics and values as a core factor. The study admits limitations in that it depended upon volunteers for the research and the authors feel that those volunteers may have chosen to participate due to positive experiences in their role. 

The use of the NDM, supported by personal values and ethics, informed the decision made to arrest the male at the scene. Professional curiosity, coupled with instinct or intuition, both interchangeable terms, that is underpinned by an evidence base can lead to judgements that are based upon discretion and experience (Christopher, 2015). Whilst policy and law remain relatively static in policing neighbourhoods and communities the dynamic of the human factor can cause complexities and challenges for officers (Schon, 1991) and it is vital, therefore, according to Charles (2000) that creativity and innovation are used by officers in situations such as that described, in order to successfully deal with the dilemmas posed. 
In the context of the incident described, after officers left the scene and took the male to custody, the female was revisited at the scene, questioned further and subsequently provided a statement that an assault actually took place. This affirmed the decision-making process that took place, utilising the elements of the NDM and eliciting personal values, ethics and intuition, resulting in a situation whereby the perpetrator paid the consequences of his actions.    
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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:















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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