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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:

Since beginning my career as a PC in South Wales Police I discovered and experienced Organisational Culture which whilst important to how the organisation works and officers can cope with the role does not include new officers who are exempt from these coping mechanisms and have to respond by developing their own ways to cope with these pressures and stresses the job brings.

Organisational Culture is defined as ‘…the way that things are done in an organisation, the unwritten rules that influence individual and group behaviour and attitudes’ (CMI Career Confidence, 2015)  . The factors that can influence this culture include how it is structured, the systems and processes in place, the behaviour and attitudes of the people that work there and how leadership run and manage the team (CMI Career Confidence, 2015). In the case of policing this will be seen in how Sgts and Inspectors check in with their officers, especially when it comes to their welfare, and will be seen among the interactions of officers who use humour and banter to ease the pressures of the role and build bonds within a team.

It is really important for officers both well established in a team and new that are joining to have these coping mechanisms as there is a well-known track record of the impact of stress and pressure on officers who are not supported in the job. Survey Results have found that 8 in 10 police officers have felt stressed and anxious within the last year and that 94% said there difficulties were made worse by the job (Mind, 2019). Further to that Mahbu Rahman, the Blue Light Programme Manager of Mind has said ‘…The challenging fast-paced nature of the job, with its unique pressures and frequent exposure to difficult incidents, actually puts officers at a greater risk of poor mental health’ (Mind,2019).

As I discovered though in the time when I was being tutored that I would not have either the support of my Sargent or other management and would be excluded from the day to day bravado of the officers already on the team. Throughout my time being tutored I didn’t have a Sargent or Inspector to turn to for support or advice as a new officer starting out in the role, and meant that I had to learn and experience a very difficult and complex job on my own. I was also exempt from and was rejected by the colleagues on my team who did not include me in their informal conversations and did not see me as an equal, but instead someone that was targeted and bullied for being dyslexic and for struggling to learn the job quick enough. This meant that the Organisational Structure in my team was broken and was only there to assist the officers already in place to cope in their stresses and pressures without helping with my own, but targeted me instead. This was possibly office banter and humour among colleagues and I know that experiencing this with colleagues can be helpful to cope with the pressures of the job and therefore it helps with your welfare, but this has to be carefully balanced to ensure that it does not result in it becoming inappropriate or taken out of context, and this is important in two ways, one that it isn’t seen by people outside of that team and taken out of context or misunderstood as has been seen recently in controversial cases in the met Police where officers have used WhatsApp to engage in office banter which has been leaked to the public and has shown horrendous cases of prejudice, racism and discrimination to colleagues and those that the officers are meant to police (Robinson,2023), or two in the cases of officers like me to stop them being excluded by certain officers and who then target them for their own gratification. This was the case in my own experience of workplace bullying, which is common in both the police service and the normal workplace according to Nationwide Employment Lawyers (No Date) who say there is proof of a serious problem of a bullying and intimidation culture. As well as that I could not turn to leadership for their support and advice to help me as they were not there, I didn’t even know the name of my supervision which explains why the Association of Police and Crime Commissioners (2023) have welcomed calls for reforms to police leadership. 

Despite the professional interest to point out the current issues and to try and reform them my personal experiences showed that I could not rely on the Organisational Structure to help me with the pressures and stresses brought on by the job. As a result, I knew that I had to turn to my own coping mechanisms in order to make it to Independent Patrol status. As a result of Operational Structure I found my time at the start of the role very difficult; it was very stressful and impacted my emotional wellbeing. The teams not helping me as they only had banter amongst themselves at my expense that I was not included in, and the lack of knowing where to go to for support due to management that didn’t clearly signpost where this was meant my introduction to the police was much harder than it needed to be, something which as the evidence shows is not an isolated case but is common throughout the police. 

Because of these issues that were because of the organisational structure I had to build my resilience and protect my wellbeing by doing things outside of the organisation. 

In order to cope with the pressures brought on by what was happening at work I fell on the support of friends and family and working out at the gym to help me through this difficult. This wasn’t connected to the organisational structure meaning its issues would not be a factor and it was vital to my wellbeing and resilience, I needed to do something on my rest days that was detached from the job and was good to be a stress reliever. I think that if officers want to keep good wellbeing and resilience they need to do things like this where the job is not involved, and in my case I really needed it because of how limited the support was in the job so in order be resilient and protect my wellbeing it fell on me to develop these coping strategies. This is not only personal opinion but is backed by evidence from the Mayo Clinic (No Date) which shows exercise in particular boosts your endorphins, lowers the results of stress and helps to improve your mood.  

As a result despite the pressure of joining, the lack of actions of senior ranks in introducing me and being a point of contact to help introduce me to the job and cope with the pressures, and the limited support from my team mates who pushed me out of their inner circles and used me for their own banter and bravado at my expense, I had to focus on the recreational stuff that I do off duty in order to cope and do it in such a way where I can be resilient to the pressures of the job and keep and maintain my own mental health and wellbeing. Both my personal experiences and the evidence found show the Operational Structure in policing at present is seriously lacking and needs to change in order to help new officers joining the force.
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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:

When I began my career as a PC in South Wales Police, I was taught the importance of the values and competencies in the Police as is shown in the Code of ethics, and a very important part of this is the ability to make decisions in tough and complex situations. This skill is very important, as I would come to understand when dealing with an incident of domestic violence in May 2023. 

According to the College of Policing (2022) decision making is a very important value for police officers to have as it keeps them safe from the dangers that can be seen on the frontline of policing, and is the guide for how officers should act and respond to incident in order to resolve them and find a resolution. According to Chief Inspector Owen Pyle of the Metropolitan Police as cited by the College of Policing (2022):
‘The way in which police officers make decisions has its roots in how they perceive risk, be it in what is presented to them at the incident they are dealing with or their wider attitude towards it. This is relevant at every stage of a policing encounter, from first interaction through to the conclusion of a case at court. Where risk is well managed, it often goes unnoticed’.

Because of how important it is for officers to show good decision making when dealing with complex incidents, the College of Policing (2014) has set out the universal process for how officers should work their way through the information, police powers, options and possible actions that should be gone through when dealing with an incident. This is known as the National Decision Making Model, which is ‘…suitable for all decisions and should be used by everyone in policing’, and can be used at Spontaneous incidents or planned operations, by one officer or a team of officers and in both operational and non-operational situations (College of Policing,2014). 

It was this value, and the use of the NDM, that helped me deal with an incident that occurred whilst on duty earlier this year.

What happened is an emergency call for an ongoing domestic and hear a lot of shouting in the background of the call asking for officers attendance. I have gone to the call with my colleague double crew unit to assist with this call.  Whilst on the way there the address as a Critical marker for High Risk domestic violence and the female at the address is the high risk. From the very beginning of the incident I put my knowledge of the NDM into effect, and began with stage 1 to gather Information and Intelligence. As part of this I began to ask myself the questions as set out by the model like what is happening? What do we know so far and what do we not know so far, and finally what sort of information I really needed to know (College of Police,2014). 

I put this into action  by listening to the information as it was being passed over the radio in order to listen out for the relevant information. When we were receiving the information my Body Worn Camera was on standby ready to activate soon as we arrived in the street. we have attended the address can hear a lot of loud yelling, no answer to the door checked to see if the front door was unlocked, once I checked and knew the door was unlocked. This further added information to that which we knew from the original report, and at that moment it showed a clear need for officers to take action in some way. 

This began stage 2 known as the development of a working strategy and the consideration of risk. I further used the NDM to ask myself if immediate action was needed at that moment which I believed it did (College of Policing,2014). The original call and the behaviour being shown by those involved showed a level of risk that if we left to carry on could result in someone getting injured, and that the best thing to do in that moment was to make entry to the property to preserve the lives of those who were present inside, and once those inside were safe and the level of risk was controlled myself and my colleague could figure out exactly what to do.  I and my colleague have then entered the address and have found both male and female yelling and screaming.  

In this situation to understand what has happened me and my colleague have separated both parties to establish what has happened this evening and to establish any offences have taken place. Once we separated both parties, we were able to get the information and get details for both parties to check on PNC for any markers for officers safety and if they are wanted for any offences, to also check that they are linked to the address and that they were the same details control-room passed earlier on whilst on route to the call. During this stage in the incident stage 3 of the NDM, the consideration of our powers and policy’s, especially with considering if we needed to make an arrest or not, or could identify relevant offences was considered, and that if we were going to do this what legislation might we use to do this action (College of policing,2014).

I was able to get details and see this female was not linked to the address and that they have only moved in the address few weeks ago with her partner.  The female stated they had a verbal argument and that they had been out drinking had an argument over someone in the pub. The female stated no physically violence has been used but that they haven’t stopped arguing since returning home from the pub. 

I have then spoken to my colleague to see what the partner had to say to see if there stories match and that we are not missing anything, the story has matched up and he stated that they have had an argument over another male asking her out and that because they have been drinking they are both intoxicated we have just had a verbal argument and was loud which neighbours have heard. 

Getting hold of this information was crucial in order to move onto Stage 4 of the NDM of considering what our options in dealing with the incident where. This included the options that were open and appropriate in this incident and the risk associated with any of the actions that we would take, and this would be based on the limited knowledge that we had at that time that would be made by officers with varying  knowledge, experience and skills due to length of service (College of Policing,2014). In this case we knew that there was a certain level of risk in leaving the two parties this but exactly how much was unknown, but that positive action would be required due to the seriousness of Domestic Violence incidents that could be disastrous if the police get it wrong, be that abuse, injury or even death for victims(Victim Support,2022).

From retaining both information from her and him we have established no offences have taken place, but the force policy is to take positive action, because this is a domestic incident one of them had to leave the address for the evening which officers will take them to another address to avoid any further repercussions or further escalation. I have spoken to the female alone and have asked if she was willing to give consent for a DASH to be taken Which stands for Domestic Abuse Stalking and Harassment, which she has refused, but with every domestic incident DASH and grading of the call will need to complete for safeguarding purposes for her and him if another domestic was to reoccur or become and regular occurrence (College of Policing,2016). 

I have given the female a card LIVE FEAR FREE this is independent from the police and are confidentiality and good at advice with other partner agencies who can help and put in support in the relationship. We suitably safeguarded the female, and the male went to stay at a friends address out of Cardiff area for the evening staying at a mates address.  We were able to suitably safeguard him and give words of advice about drinking and controlling behaviours whilst intoxicated and how to handle drinks. 

I have completed the paper work once I returned back at the station, I have put the updates and linked both parties and submitted the DASH which will notify to social services and other partner agencies and graded the risks to the female. Because this was there first domestic this was graded as standard and no previous history of domestic with this partner and was not known to us on our system. And check were made on him and this was the same for him also and positive action was taken.  Finally to end the incident I completed stage 5 of the NDM by looking at my actions and reviewing how things had gone. As a new officer I thought that this stage was especially important in order to know that the steps me and my colleague had taken were the right ones and that I could learn from this for the future, and also meant that I was able to double check that I had correctly recorded the incident and what had occurred (College of policing,2014).  

This incident was a great insight for me into using the NDM during complex and difficult incidents and shows its effectiveness as a tool for police officers in how to deal with incidents where the actions or inactions of the police are so important as they can make the difference between an incident being resolved or either the victim, the subject, witnesses or all three becoming being subject to harm. The College of Policing has shown the method and process of the NDM and how it can be easily used as it was in this example, and should be one that should be used in every instance where a police officer is required to make a decision. As long as they follow the NDM they will make the best decision with the information available to them, and will be a process that I shall use at every incident for the rest of my career in the police.


















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:


According to Wale (No Date) Team cohesion is defined as 
‘…the strength and extent of interpersonal connection existing among the members of a group. It is this interpersonal bond that causes members to participate readily and remain motivated to accomplish the set goals. Cohesive teams have an attitude of “we-ness.”

When thinking about this for police officers and the teams they work in this refers to the attitudes of the officers on the team and how they interact with each other when carrying out the very complex and difficult role of being a police officer. Wale (No Date) makes the point that those teams that pull together and look out for its members will be more successful, will be more motivated and will have an attitude of thinking about everyone on the team as opposed to thinking about a particular person on that team. This is very similar to the phrase that there is no I in team, and that if people are selfish or inconsiderate to the needs of others on a team this will cause the team dynamic to break down.

Inter personal skills are extremely important for the cohesion of a team, however it requires all within a team to want to have cohesion and to work together as part of the team dynamic for it to work or else it becomes a toxic work place where people are pushed out of a click of individuals and are targeted by them either for their own pleasure in order to make themselves feel good about each other or in order to push a team member out of the organisation.

This is similar to my experiences when I first joined policing when I joined a team that I was not able to build a rapport with and was therefore pushed out of and was rejected by. The only interaction that members of my team would have with me would be to mock me for my disability of having dyslexia and would nock me when I said that I was struggling with the role and the difficult parts of being a police officer. It is a personal experience that shows team cohesion is vital in order for a team to work properly, and if it is not in place then a team becomes toxic and will target individuals who they should be helping and can rely on for help, but instead reject and target for their own benefit. This was made even worse by the fact that I didn’t know who my local supervision was and could not therefore ask for their help in supporting me during my introduction to the team, and were not there to see and challenge when this was happening by inconsiderate officers. 

A reason for why certain teams may not act as cohesive as they should is because they have not considered the ideas known as Tuckman theory. This theory set out stages that a group must go through in order to develop which include ‘Forming, Storming, Norming, Performing, and Adjourning’ (West Chester University,2022). Tuckman who proposed these steps suggested that they were important as ‘…as the team develops maturity and ability, relationships establish, and leadership style changes to more collaborative or shared leadership’.

If policing teams want to become more cohesive then they must follow the Tuckman Theory. In order to successfully achieve ‘Forming’ leaders of the team need to come together and set the standards of what they expect and need from their team members, and what they expect in terms of conduct not just to leadership but to members of the team as well which sets a clear vision that the team can work towards (West Chester university,2022). Given that there was no management when I first joined the team start for the police would be to make sure that every team has a designated and known supervisor.  

They must then move onto ‘Storming’ which requires leadership to take the values and vision set out in the first stage and really push this with their teams so that the message gets across and the values that the team wants to have are coming about because management is making a real effort to get the message across (West Chester University,2022). This again shows that in order to work leadership and management have to be in place in order for this to work, which is not the case across many policing teams including my own in the beginning. 

One area that the emphasis for the model can then move from the leadership to other members of the team is ‘Norming’ where team members can find new and innovative ways to do their tasks which are all in line with the original values and vision (West Chester University,2022). As I have experienced policing is complex and it requires more than supervision to help make team building and team cohesion a normal part of team working. Norming in policing which I could have seen but didn’t could have been officers learning new information and ideas and passing this around the team members, especially for those who are new and inexperienced. 

If this is done right then the next stage of ‘Performing’ can happen where team members are even more flexible and independent with their tasks and don’t rely on management to help them engage with members of the team. Instead they are fully engaged with the vision of the team leadership and are there to assist other team members in their role as part of the team to make sure that both they and their teammates perform well, something that would be seen in the performance stats of a team and its officers (West Chester University,2022). This was never a stage that I was able to see when I first joined the police but it does appear to make sense and would shows that if followed a team would become more accepting of its members over time and its team cohesion would improve.
 
Finally the last stage of ‘Adjourning’ where major changes like old well established team members leave and new, unknown and less experienced team members are introduced can happen (West Chester University,2022). If the whole process has been done right then in theory this final stage shows that real team cohesion has happened the team is not going to be effected by radical changes from old people being lost or new people joining. Instead the team’s commitment and vision to what it wants to do is strong enough to push past this and will not end up breaking down into conflict.

If the model that Tuckman Theory states works is going to work the it will only happen if there is excellent supervision from the very beginning that can put in a vision of what they want the team to achieve and then see that it gets followed throughout until the team are close enough when they can take it up on their own without the need for constant attention.

 This can be done in policing where a Sgt or Inspector can  use the model to put to the team the visions set out in policing and use it to ensure that once the team reaches the end of the process they will not be affected by old team members leaving or new ones starting. Instead the team cohesion will be strong enough that new inexperienced officers will be in a team that shows leadership and openness not just by supervision, but by all of its members. This would explain why in my experiences the team dynamic was so toxic as there was no supervision to help use something like the Tuckman Model  to pass onto the members. It never was able to get to the point where the team members were all independent and mature enough to take the vision and values of the force forward and help its new members.

In conclusion then in order to have strong Team cohesion a team must have excellent supervision and management in order to set it on the right path to make its members ready to be more Cohesive to new and different members.


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:


Unfortunately I have no been able to have an attachment with traffic due to short staffing levels across the Eastern sector. However during my time on response and evening shifts I am able to be proactive in the evening conducting routine vehicle checks and use of the intelligence that has been updated in my area to develop and potentially have a positive stop. Even though my experiences in traffic is limited I do have some knowledge or the importance of routine traffic stops and the benefit of intelligence that can come from traffic, including from technology like Automatic Number Plate Recognition (ANPR) cameras. 

Routine vehicle checks are conducted using the legal power given to officers under section 163 of the Road Traffic Act. Routine checks of a vehicle and the people who are driving are important for officers to know that the correct Driver has insurance and is in a good enough condition in order to drive a vehicle in a public or private place where there are other road users, pedestrians crossing into the path of vehicles or where they may be dangers which they must be in a good enough condition to react to quickly. 

They are also very important for developing intelligence. In the same way that a stop check on a person could create valuable information about who they are, where they may be going, what they are doing in a particular place Etc. doing this with vehicle checks can bring about similar information about who the driver and passengers are, where they are going and why, and if this could be important information for the police to know. This information could then be passed onto specialised sectors in the force who can use this intelligence to gain further understanding of how people, including criminals are using the roads which can help to counter their activities and create a positive outcome within the community that the police who may have stopped that vehicle are serving.

One very important department where this information can go is not one that I have had to interact with but is something that I am aware of, which is the ANPR system. 

According to ANPRCameras (2023) these cameras are ‘…a highly accurate system capable of reading vehicle number plates without human intervention’. As a technology these cameras can be found in Car Parks, Air Ports, Bridges, and other random locations that can monitor traffic as it goes past them. These cameras can be for a civilian use, but as is shown by POLICE.UK (No Date) they can be of great help to the police:

 ‘We use ANPR (Automatic Number Plate Recognition) technology to help detect, deter and disrupt criminal activity at a local, force, regional and national level. This includes travelling criminals (those using the road network to avoid being caught), organised crime groups and terrorists’.


 For my area in particular as a Police Constable for South Wales Police these cameras are based in Rhymey around the Eastern sector, and my impression is that these are a fantastic tool for response and traffic sector to use to establish a direction of travel of a vehicle is heading in and what time they have entered the camera. The camera can also show the driver in the vehicle and what they look like, if they have a passenger in the vehicle and what they look like to update, the vehicle’s state and appearance at that time, how fast it was going and again what its believed direction of travel was. This sort of information can be very quickly found out by an operator and can be added to an incident log for attending officers to view which is a massive piece of information for officer safety and for the strategy that officers can come up with if they want to find a particular car and stop it in order to speak to its occupants or to prevent the content inside of it from disappearing or being destroyed. 

In order for the ANPR system to work properly a vehicle usually requires a Marker to be placed on it or to have intelligence from previous stops added to the PNC system or other Intel systems. Even though I haven’t needed to use ANPR the need for Intelligence and stopping vehicles in order to detect crimes is something that I have understood and have put into practice whilst on duty when stopping cars.  



This is especially true for me in the area that I police as a Police Constable in South Wales Police where the issue of Drink Driving is a serious issue. These checks are massively important being based near a city centre where its high for drink drivers and drug drivers are quiet common after big events which are regularly held in the city centre.  

Having positive checks can lead to positive arrests and positive warrants depending on the offences, especially if the vehicle decides to make off from officers who can then use the ANPR system in order to track them . 

Pnc checks are conducted using the work phones which shows when the vehicle has been MOT and how many people are insured on the vehicle and the owner of the vehicle and of they have had permission to take the vehicle and establish of the vehicle has been involved in offence in other areas or has just been stolen.

This helps officers set a marker has been packed in the vehicle for a stop for being stolen or they have been involved in an offence. This also helps response liase with traffic passing them updates demanding on the grading of the offence may require further units and with previous history on the perpetrator they may need have a higher authority to stop the vehicle using the to pack manoeuvre. 





























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 
	 Since joining the job I had previous background knowledge when dealing with high levels of conflict and dealing with members of the public. Prior to joining response I was a community support officer in the Gwent force dealing with intoxicated adults and young children, shoplifters homeless and county lines. I was able to assist with other partner agencies when dealing with neighbour disputes and antisocial behaviour. 

When joining response role I am aware I will not be able to have all the time to investigate incidents in my previous role however I had the knowledge to assist with dealing with highly strung members of the public and how to calm a situation down whilst still being in control without coming across as aggressive. 

Having this extra knowledge has helped whilst being in training where I was able to adapt to certain scenarios to deal with the offences. With the previous force I had knowledge of commuter system which I was able to quickly adapt when doing my updates once based in my station this helped me with safeguarding and other sectors that could assist with helping dealing the incident if it was long term neighbour dispute and informing other partner agencies. This has helped me adapt and progress as an officer and still learning as I go since joining response not every call is the same and I'm constant learning knowledge from other officers and able to adapt when dealing with calls with other colleagues or attending a call by myself.


	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Since joint response I have adapted my skills and knowledge when dealing with high intense calls. Since training we have learnt how to deal with offences such as domestic incidents, common assaults, sexual offences, traffic offences. How you have to adapt yourself in every situation to established what has happened, what offences have been committed and how to deal with the call, with making quick decisions and constantly analysing the situation, the risks and the safety of them and your officer safety whilst using the NDM AND PLANE. 

by using these skills I am able to ask myself was my action proportionate, legal what was the necessity was my action accountable and ethical. Using the national design making model and I am able to reassess the call and may quick decisions this model works for every call and I'm able to adapt to every offence we used in training and apply this to every emergency grading call and any call that are graded as priority. This enabled to help the victim and give the general public the best public service

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 From previous experience when dealing with members if the public I know not to go in aggressive as this will only make the matter worse and heighten the situation. This will only make the situation volialoe and lead to officers being assaulted and requesting further units. 
By having my previous jib I have had the experience on how to speak to people and this is 90% of the job when dealing with members of the public, this has enable me in making better decisions and better outcomes when dealing with a call based on how I am treated. I am able to adapt my Authority without it coming across aggressive. I know certain situations this can not work and have to adapt my way of approach however every call in am in control and able to make the correct decision and reassess every time


 
 


 
 

Bibliography
The bibliography should only include sources referenced within the workbook using the Harvard referencing system. Information about referencing in written assignments and how to avoid plagiarism can be found on Moodle. It is important that you are aware of the importance of ensuring that the work submitted is your original work.

ANPRCameras (2023) Understanding ANPR. Available at: https://www.anprcameras.com/about-us/understanding-anpr/#:~:text=Automatic%20Number%20Plate%20Recognition%20(ANPR)%20is%20a%20highly%20accurate%20system,number%20plates%20without%20human%20intervention (Accessed:02/10/2023). 

CMI Career Confidence (2015) UNDERSTANDING ORGANISATIONAL CULTURE. Available at: https://www.managers.org.uk/~/media/Files/PDF/Checklists/CHK-232-Understanding-organisational-culture.pdf (Accessed:02/10/2023).

College of Policing (2014) Fast decision-making in policing and perception of risk. Available at: https://www.college.police.uk/article/fast-decision-making-policing-and-perception-risk . (Accessed:02/10/2023).

College of Policing (2016) Risk-led policing of  domestic abuse and the  DASH risk model. Available at: https://library.college.police.uk/docs/college-of-policing/Risk-led-policing-2-2016.pdf (Accessed:02/10/2023). 

College of Policing (2022). National decision model. Available at: https://www.college.police.uk/app/national-decision-model/national-decision-model (Accessed:02/10/2023). 

Mayo Clinic (No Date) Exercise and stress: Get moving to manage stress. Available at: https://www.mayoclinic.org/healthy-lifestyle/stress-management/in-depth/exercise-and-stress/art-20044469#:~:text=Exercise%20increases%20your%20overall%20health,%2Dgood%20neurotransmitters%2C%20called%20endorphins. (Accessed:02/10/2023).

Mind (2019) Nearly 8 in 10 police officers recently felt stressed, finds Police Federation. Available at: https://www.mind.org.uk/news-campaigns/news/nearly-8-in-10-police-officers-recently-felt-stressed-finds-police-federation/ (Accessed: 02/10/2023).

Nationwide Employment Lawyers (No Date) Whistleblowers Fear Culture of Bullying Within The Police Force. Available at: https://natemplaw.co.uk/portfolio/whistleblowers-fear-culture-of-bullying-within-the-police-force/ (Accessed:02/10/2023). 

POLICE.UK (No Date) Automatic Number Plate Recognition (ANPR). Available at: https://www.police.uk/advice/advice-and-information/rs/road-safety/automatic-number-plate-recognition-anpr/ (Accessed: 02/10/2023). 

Robinson,J. (2023) ‘Two Met Police officers sacked over 'discriminatory and offensive' WhatsApp messages’, SkyNews, 14th April. Available at: https://news.sky.com/story/two-met-police-officers-sacked-over-discriminatory-and-offensive-whatsapp-messages-12857143 (Accessed:02/10/2023).

Victim Support (2022) New research shows police failing to act on domestic abuse reports – ethnic minority victims worst affected. Available at: https://www.victimsupport.org.uk/new-research-shows-police-failing-to-act-on-domestic-abuse-reports-ethnic-minority-victims-worst-affected/ (Accessed:02/10/2023). 

Wale (No Date) Team Cohesion. Available at: https://corporatefinanceinstitute.com/resources/management/team-cohesion/ (Accessed:02/10/2023). 

West Chester University (2022) TUCKMAN'S STAGES OF GROUP DEVELOPMENT. Available at: https://www.wcupa.edu/coral/tuckmanStagesGroupDelvelopment.aspx#:~:text=These%20stages%20are%20commonly%20known,more%20collaborative%20or%20shared%20leadership. (Accessed: 02/10/2023). 
image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%





