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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:

1. INTRO:

Organisational culture has a profound effect on the wellbeing and the resilience of officers. There are a number of risks to conforming to organisational culture as Policing cultures often emphasize negative traits such as solidarity with fellow officers, a requirement to put duty before wellbeing and officer emotional disassociation. All of these can lead to burn-out, the feeling of isolation and stress, which has been proven to have more of an effect on female officers. 


2. DESCRIPTION:
a. What happened?
· Attended an incident with a suicidal male.
· He fell and had life changing injuries.
· Knowing I wanted to talk through the incident to process, knew I couldn’t because of the PIM process & then because the team didn’t feel like they needed to talk about it.
· Got told I was being too caring towards an offender. 
· Impacted my mental health (not sleeping as well as before).
· I felt disconnected from my team because I couldn’t talk about the incident.

b. What is being examined?
· What is organisational culture (Reference Brooks, 2013 here) (Reference Cockcroft, 2020 here) 
· The organisational culture within the force made me feel ‘weak’ for talking about the incident. 
· How this impacted my wellbeing (Wasn’t sleeping, eating, or performing well enough in work) because I was suppressing how I was feeling (Reference McDaniel, Moss and Pease, 2020, P226 here)
· I was told I was too caring towards offenders, and I was too emotional for this role 

3. INTERPRETATION:
a. What is most important/interesting / useful/ relevant about the object, event, or idea?
· Conforming to the organisational culture and not talking through my experience would have led to me having a cynical view of policing.
· This could have had a direct impact on dealing with victims, the fact I care ‘too much’ means I will always be willing to do as much as I can for the community I serve, without that, I lose compassion and sympathy. 
· As a female police officer, the emotional labour of the role is more likely to have an impact on my wellbeing. (Reference McDaniel, Moss and Pease, 2020, p226 here)
b. How can it be explained (with theory)?
· Female police officers face gender-related dilemma’s where they are told they are too emotional role and begin to ‘deep act’ which means they focus on how they are feeling internally but will present a different emotion to the public. (Reference McDaniel, Moss and Pease, 2020, P226 here)
· Females will then distance themselves from the situation to try to reduce the impact on their mental health. (Reference McDaniel, Moss and Pease, 2020, P230 here)
c. How is it similar to and different from others?
· I noticed I began to distance myself from calls because I didn’t want to experience the impact of trauma, I became risk averse which impacted my decision making. This was because I didn’t want to be seen as weak or too caring. I wanted to ‘fit in’ with the rest of my team. 
· I knew I was experiencing feelings of burn out (reference McCarty, 2013 here), because I wasn’t talking about the incident. I was confirming to an organisational culture to approach incidents with a ‘stiff upper lip’ approach and this didn’t work for me. 
4. OUTCOME:
a. What have I learned from this?
· Ultimately, I approached the wellbeing team and found people I could talk to, this immediately became a stress reliver for me, I was able to talk through what had happened (Reference Mental Health Foundation,2022). 
· I learned that despite the organisational culture telling me I should be able to simply cope with what had happened, it was having a direct impact on how I was approaching incidents and dealing with victims. I needed to make sure I didn’t conform to the norm; I had to break the cycle and show that it was ok not to be ok. Talking about the incident encouraged others within the team to begin talking too. (Reference Demou, et al, 2020 here)
b. What does it mean for my future?
· Now, when I know that my colleagues have responded to what could be considered a traumatic incident, I approach them. Make sure they are ok. I talk about my own experiences, despite the stigma surrounding being impacted by incidents we attend. It has meant that I am now part of a stronger team, we all know each-other’s strengths and weaknesses. 
· Going forward, encouraging the use of the wellbeing team will ensure that the organisational culture to have a stiff upper lip approach doesn’t overcome the need we all need to talk to each other. I need to not be so afraid to admit when I am struggling with a call. I ran the risk of losing that compassion for the victims and offenders I deal with. I now recognise that ‘caring too much’ is a strength, not a weakness. Throw pride out of the window and admit that it is better to talk. 
· I am slowly becoming more resilient; I am becoming less risk adverse but in a healthier way. I am building my ability to process traumatic incidents whilst retaining my care and compassion for the community I serve. I am willing to change, to improve, and seek help if I need it. (Reference Cook, 2021, p63 here)


1. Culture can make a group of people behave, think, and look different (Brooks, 2013).
2. Within Policing there is an informal culture surrounded by a regimented organisational environment. (Cockcroft, 2020, p12)
3. but it is the study of human behaviour within an organisation, focused on both individual and group processes and actions’ (Brooks. 2013).
4. Officers are expected to maintain high levels of professionalism which can sometimes include suppressing negative emotions and displaying positive ones to better serve members of the public. (McDaniel et al, 2020, p226)
5. emotional labour, especially in women, and shift work can have an effect on well-being (McDaniel et al, 2020, p226) 
6. Female Police Officers predominately experience gender-related dilemma’s where they are told they are too ‘emotional’ for the role. This means that they begin to ‘deep-act’ when they attend calls. Deep acting is the theory that when women attend calls, they focus on how they are feeling internally but present a different emotion when dealing with the incident (McDaniel et al, 2020, p226).
7. This is exacerbated by attending traumatic calls where they begin to distance themselves from the situation and depersonalise to reduce the impact on their mental health (McDaniel et al, 2020, p230).
8. Burnout is a prolonged response to chronic emotional ad interpersonal stressors on the job, it’s a form of job strain that plagues individuals working in law enforcement (McCarthy, 2013)
9. The Mental Health Foundation provides 101 tips to reduce stress, this includes speaking to friends or a stranger and practice cognitive behaviour therapy (Mental Health Foundation, 2022)
10. There is an importance and agency of leadership, leading by example and training to address stigma. Having officers who talked about their experience of poor MH was a suggested means of decreasing stigma and improving MH (Demou et al, 2020, p709)
11. Knowing that resilient people have good mental health and believe that events in life are controllable through factors such as hard work, preparation, and willingness to change (Cook, 2021, p.63)
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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:

1. INTRO:


2. DESCRIPTION:
a. What happened? 
· During a City Safe shift, a colleague and I had a call via the Store Net for 2 males fighting. Upon getting to the incident, one of the males had squared up to my colleague and took his top off, taking a fighting stance with his fists curled. He struck my male colleague to the face. 
· I approached the male in an attempt to arrest him and used my Pava spray to prevent the male from further harming my colleague or myself. 
· I was concerned that I overused force but also has to consider the safety of the public gathered around us. 
· The deployment of spray, alongside the alcohol the male consumed, meant that he fell to the ground and sustained bruising and grazing to his head. 
b. What is being examined?
· My use of the NDM (Gather info, assess THR, Powers and policy, options and contingencies and taking action) (College of Policing, 2013).
· This initial attendance was recorded on my BWV.
· When the male was arrested, I kept the Storm Log updated, completed ePNB and statements.
· Recorded the use of force.
· Was my use of force at an appropriate level to respond to the perceived threat the male posed. Did I adhere to Policies and training protocols? 

3. INTERPRETATION:
a. What is most important/interesting / useful/ relevant about the object, event, or idea?
· The theory that body Language makes up between 60-65% of our communication would mean I was picking up on this rather than what he was verbally communicating to us. (Cherry, 2023).
· Considerations when using that level of force was weighed against societies perception of overuse of force within the police. Knowing that force that is overused can be seen as malpractice by the public and threaten the concept of procedural justice (Gau and Brunson, 2010)
· Another concern was that I was in a high populated area, being in the city centre, there was a lot of persons around also consuming alcohol. I had to think of the wider risks of using that level of force and what the public perception would be. 
· Additionally, the male in question was black. This potentially altered perceptions of the use of force, it raised concerns with others about racial profiling/ discriminatory treatment. 
· Another consideration was how I would justify this use of force using the NDM process. 
b. How can it be explained (with theory)?
· Knowing and understanding the Use of Force Continuum, I used this during this process. Assessing the T/H/R that the male posed to officers, I escalated by use of force to the same level or only slightly higher than that which the subject is presenting to us (McLean, Alikhan and Alpert, 2022) by using the Pava spray, I use force that was slightly higher. Assessing the T/H/R I knew he was stronger than me, he was taller and had more weight behind him and for that reason, I needed to create as much space between us as possible for my safety.
· Knowing that Policing has a problem with racial discrimination and implicit bias’s (Spencer, Charbonneau and Glaser, 2016), I was at risk of overusing force due to my own misattribution and disambiguation.
· Research shows, however, that as much as officers are trained to use the NDM, naturally in high stress situations, officers will revert to one of two thinking styles called ‘intuitive’ and ‘analytical’ (Hine et al., 2018). I approached this situation with an intuitive style of thinking. It was an unconscious, quick and effortless decision. 
c. How is it similar to and different from others?
· Prior to this incident, I had never used my Pava spray. 
· I was presented with an ethical dilemma; do I spray the black male with Pava and risk the perception to the public that I had overused force? Or do I risk the safety of myself and my fellow officers. 
· When I was recording what decisions I made, I completed a thorough statement including my use of force. Within the OEL entries and the use of force form, I worked through the NDM post incident. 
4. OUTCOME:
a. What have I learned from this?
· I believe in this incident; I did the right thing. I believed that the male posed a high T/H/R due to the violent behaviours displayed and the assault on my colleague. 
· Despite the potential perception to the public that I had overused force, assessing his body language meant I needed to act. If no action was taken, I would have been acting in a risk-adverse way and that could have increased the risk. 
· I learnt that in this situation, I acted on instinct. And although that decision was the right one, I did risk making the wrong decision and overusing force. 
· The male was safely detained and transported to Custody. 
b. What does it mean for my future?
· In the future I need to improve my use of the NDM in a fast-developing situation
· I need to ensure I find a balance between thinking in an intuitive mindset and an analytical mindset whilst using the NDM. 










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:

· INTRO:


· DESCRIPTION:
· What happened?
· A team can be defined as a group of 2 or more persons who influence each other and work together to obtain the same goal (Ristovic et al.)
· I had recently joined the team and SMT were asking for officers to be more statistically focused on Arrests, Stop Searches, TORs & CR’s 
· This created friction within the team that I noticed immediately. 
· What is being examined?
· The analysis of team dynamics – I immediately noticed that the older officers there were unphased by the instruction from SMT, however the newer offices were fearful of not performing.
· This created friction within the team, I especially struggled with my tutor who disagreed with the order provided. I needed guidance on how to complete some of these requirements, but she appeared shut off to any suggestions I had. 
· Looking at Tuckman’s Model showing group development, I was in the Forming stage of group development. The forming stage is where “activities are taken up by attempts to identify the nature and boundaries of the task and to determine what info is needed for the task” (Miller, 2003) I needed information to successfully perform my role and complete the actions required of me by SMT, however, the information I required was not readily available. 
· I then noticed we progressed into the storming stage of Tuckman’s Model. “this is where intra-group conflict and hostility arise as a result of the assertion of autonomy and leadership struggles” (Miller, 2003) I felt resentment towards my tutor for not helping, towards my colleagues for not identifying that I needed assistance and with my SGT for not fully supporting me. 
· I spoke to my SGT and raised my concerns; he offered support and provided a safe space for me to explore ideas and talk about anything I was struggling with. This helped me to feel more included within the team. 
· I began to enter the Norming stage of Tuckman’s model – This meant that as a team, we began to focus on developing team cohesion & we became more open. Information was freely shared between all of us, which helped me adapt and learn (Miller, 2003) 
· I felt included, despite my initial struggles, I worked on building strong relationships with my colleagues, however, noticed that my tutor and a few others on shift, were still opposed to orders from SMT. Despite the majority of the shift progressing into the Norming stage, it was clear, they had not. 
· This was when I realised that those that opposed the orders, were already in the performing stage. They were a tight knit group that dismissed any changes posed by leadership teams. The performing stage of Tuckman’s model indicates that this is the stage that subcultures develop. Members will begin to work together cohesively (Miller, 2003). 

· INTERPRETATION:
· What is most important/interesting / useful/ relevant about the object, event, or idea?
· What is needed for effective teamwork?
· How emotions can influence the rest of the team. 
· That during the Performing stage, subcultures can develop.
· Negative subcultures can develop within that team which can lead to non- compliance with professional standards requirements. 
· How can it be explained (with theory)?
· For a team to work effectively and to enhance individual and team performance, they need to have clear goals, be competent individuals, trust their colleagues, have good communication, have negotiation skills, and appropriate leadership (Ristovic, et al, 2023). It was clear that some of these foundation blocks to effective teamwork were missing. We were not functioning well as a team. It was clear that the group of individuals that opposed the new instructions from SMT, were unhappy. This was felt through the rest of the team.
· A study into the role of emotions in multiagent teamwork was conducted in 2005, and it showed that “fear would spread across members of the team, influencing their decision-making” (Milind et al, 2005). Additionally, within a team, emotional signals such as facial expressions can inform other members of the team of their intentions and state of mind. (Milind et al, 2005). This would indicate that when you become part of a team, you become more emotionally aware of the team members. 
· Those that opposed the SMT request for higher statistics, would regularly come into work in an agitated state, and this effected the whole team. We could no longer rely on their decision-making. They were not motivated and there was a clear lack of trust. 
· A negative subculture began to develop within that group of individuals. They were cynical individuals that were showing clear signs of burnout, there was a clear resentment from them towards those that monitor compliance and accountability. The development of this subculture often leads to mistrust and suspicion from the public (Herbert, 1998). 
· “While code of ethics, legislation and organisational policies exist and govern an officer on how they carry out their duty, subcultures are the driving force that teaches officers how to complete their tasks. It sets a standard on what’s acceptable, it also moulds who they develop relationships with (Johnson, 2021)
· In Brough’s study in 2016, she identified that focus on police organisational culture has increased and attention has focused on officer accountability. Officers began to do anything to protect themselves when their conduct and decision-making did not align with professional standards and force policy. 
· OUTCOME:
· What have I learned from this?
· It is important to understand team dynamics and be aware of which stage the team is working under Tuckman’s model. This is so there can be further development and understanding of each other. 
· Additionally, by working as a cohesive team, we are able to achieve goals set by leadership.  
· What does it mean for my future?
· In the future, should I decide to progress into a management role, I will be able to understand team dynamics and build a stronger team. I will be able to utilise the strategies listed above to strengthen the team. 
· Providing ongoing training and support to officers to understand and uphold professional standards, as well as implementing oversight mechanisms, can help ensure that team dynamics within the police service align with professional expectations and regulatory requirements. 












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:


1. INTRO:


2. DESCRIPTION:
a. What happened?
· Police had reports of a vehicle blocking a driveway, when officers have attended and conducted RO checks, they have called the RO to inform him that his car needed to be moved.
· 10 days later the same RO reported his car as stolen over those dates. 
· After conducting ANPR checks it was identified that the male was driving his vehicle throughout that time and was driving them to drug hot-spot areas. 
· This alongside intelligence disseminated by the 3X5X2 method showed there had been previous information to suggest the driver was drug dealing. 
· I, alongside traffic officers, conducted a stop on the vehicle and searched it and located a number of drugs within. The male was subsequently arrested, and his vehicle was seized. 
b. What is being examined?
· By conducting the ANPR check on the vehicle, we were able to establish where the car was driving and eliminate the offence of theft of a motor vehicle. ANPR are cameras that scan number plates 24 hours a day. The system then checks the registration plate against information and intelligence systems (Bongers, 2021)
· This use of ANPR is an investigative tool that assists in disrupting criminal activity, by providing information to Police that allow them to allocate resourcing to prevent further offences from happening (Bongers, 2021)
· A number of drugs were seized from within which disrupted the prevalent criminal activity in those identified hot spot areas. 
· However, the disruption of criminal activity was dependant on the accuracy of the original information submitted through the intelligence analysis process (Innes and Sheptycki, 2004)
3. INTERPRETATION:
a. What is most important/interesting / useful/ relevant about the object, event, or idea?
· ANPR system will capture number plates and store that information allowing Police to tack the movement of vehicles along major roads, in this example, I was able to use ANPR in a proactive way and track the vehicle that was being used for criminal activity and I was able to retrieve real-time data about the vehicles movements (College of Policing, 2013). I was able to establish that the vehicle was not stolen which saved resourcing in investigating a false report. 
· How the ANPR mixed with intelligence stopped the male from drug dealing
· Removing the vehicle from the road created a safer environment, not only on the road but also within the community they were serving as drug dealers.
b. How can it be explained (with theory)?
· ANPR and surveillance theory both use information gathering and technologies to observe and record criminal behaviour by both individuals and groups.  
· ANPR allows us to focus our resourcing on specific areas, persons or vehicles to disrupt criminality. (Bongers, 2021)
c. How is it similar to and different from others?
· ANPR, CCTV and GPS tracking all act similarly, however, ANPR focuses on collecting data on vehicles which allow us to use it as a tool for identifying and potentially tracking vehicles known to be engaged in criminal activity.  
· This also allows us to improve the accuracy of our intelligence surrounding these vehicles. 
4. OUTCOME:
a. What have I learned from this?
· The use of ANPR has enabled Police to gain a clear, more accurate understanding of criminal activity. It is effective in the disruption of crime and criminal networks. It allows us to target specific areas. 
· So long as the information and intelligence is accurate, Police are able to utilise it to disrupt criminals. Stopping them from attending hot-spot areas, seizing their vehicles or obtaining closures on buildings. This restricts the criminals movements and, in turn, their ability to commit offences. 
b. What does it mean for my future?
· The advancement of technological resources such as ANPR is imperative to enhance the Police’s approach to disrupting criminal networks. 
· As technology evolves, Police will need to be able to utilise them with other information and intelligence systems to address the challenges that criminal activity poses. 










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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