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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. 


1000 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

To answer this question I will be reviewing how I managed my wellbeing and resilience when I become independent in the police. I will also be discussing organisational culture within in the police force and how it could affect your wellbeing and resilience. I will do this by first outlining what organisational culture is and how I coped with it. 

Organisational culture is an invisible understanding between a group of individuals who share a common goal or attachment. A culture is a set of beliefs made up from individuals who are in a group or job. These beliefs are usually focused around set standards within that group which usually includes behaviour and clothing. An organisation culture can be found in almost any area in life for example in sports. In sports, your behaviour and clothing would chance depending on what sport you are watching, for example you would act and dress differently when going to watch a rugby match or watching professional snooker. This is due to the culture of that sport and the other people in the group and how they believe you should act. The other members would let others know how to act simply by their behaviour or the type of clothing they are wearing.

Organisational culture is similar this is still a group of individuals connected but this time by a company. Usually the company will set standards and core beliefs and the employs would then act accordingly to these objectives. This then creates an organisational culture; an organisational culture can also be created between smaller teams within that organisation.  Forsey defines organisational culture, as “Essentially, organizational culture is the values, behaviors, and shared vision that contribute to the environment of an organization” (Forsey, 2021). The police for example although it is one force there are many different areas, which create that force. All of these different areas would have their own culture but ultimately following the original set by the main force. The smaller teams creating their culture could be how the police officers in that area act, how they dress or how crime is dealt with. 


This could be broken down again, there are many teams within the local forces and in every team, and there will be a different culture. This would be down to the team supervisor, this is due to them setting their standards and how they want their officers to work. This can cause an issue for some officers if they are transferring or new. As I was new and independent I had to study and review, my own teams organisational culture. This enabled me to fit in within the team and work in a way which i would not cause issues within the team. At first, I struggled, as I am a private person and struggle gelling into a new team straight away. 

I coped with this by looking after my welfare first; I did this by using my coping mechanism. One way I made sure my wellbeing went first was to leave work at work. I have struggled in the past with previous jobs when I brought work stress home with me. I learned back then that work finishes when I close my car door. If I need to rant or get something off my chest, I would call my partner from the car to speak about it but then stop when I get home to prevent any work stress following me. 

My coping mechanism failed me I found myself bottling a lot of stress up inside me from not feeling as if I was fitting in at the team. I believe this was due to my beliefs differing from the teams and I felt the team was isolating me due to this. By using my resilience, I was able to bounce back and start to find a way of solving my problem. I found I had to speak to my family and mainly my partner about the issues I was having at work. I came up with a resolution; I decided I would try to work with each member of the shift. This enabled me to gain knowledge from them and see how they work and it gave me time to get to know them. After working with all the members of the team I could see their own differences but also see how they all worked together to get the job done. 

This is how I managed organisational culture I changed the way I work and acted around certain individuals. However, organisational culture can have a detrimental effect causing people to change. Someone might be forced to change completely in order to be accepted into the team. I changed slightly but someone might be forced to change their own values and beliefs and follow the individuals in that group. Those individuals might not have the correct value and beliefs for the profession they are in and could be acting inappropriate. This could have an effect on that person’s wellbeing as they could be forced into conducting themselves in a way they feel is wrong. This would then build up to a point where they no longer could cope. 

Therefore, to conclude organisation culture is in almost every day-to-day activity and we all conform to this would thinking. There could be different cultures within the same organisation but ultimately following the same plan. Organisational culture can be good thing as it gives good examples on new staff on how they should behave and conduct themselves within the organisation. It can also have negative affect and could lead to bullying in a work place or someone’s wellbeing suffering due to having to conform to something they do not believe in.
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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. 

1500 words (+/- 10%: include your actual word count at the end of each section)





ANSWER:

To answer this question I will be reflecting on my performance and decision making when attending an emergency call relating to a farther and son. I will be evaluating my response and the decisions I made and my reasoning for making such choices. 
[bookmark: _GoBack]
The incident involved a farther and son who were both adults, the original call was made by the son stating his farther was trying to self-harm. My colleague and I attended the address as a category 1 response due to the initial information received. The initial information we received was that the dad had told the son he was going to kill himself and trying throwing himself down the stairs. We also had the information that the son had restrained the dad to prevent him injuring himself and the dad was upset due to being restrained. 

My initial thought was the safety of my colleague and myself, we knew there was two fully-grown adults in the house who have already potentially been in an altercation and tensions would be high in the house. My next thought was my a brief thought of what police powers I could possibly use at this call for example section 17 of the Police and Criminal Evidence Act to enable access to the property. 
My colleague and I have entered the property after the farther had let us into the property. We could see that the farther was visibly upset and was an older gentleman and the son was upstairs in his room. We decided the best option was to keep the pair separated and speak to them individually. My colleague went to speak to the dad in the living room and I went upstairs to speak with the son. I made sure I entered the room slowly giving me plenty of time to evade any potential threats. I also had my personal body camera on at the time to gather any potential evidence or disclosure. As I entered the room, it came apparent to me that the son was highly intoxicated and upset. He informed me his dad had made comments of self-harm and he had to restraining him from throwing himself down the stairs. He informed me that he called the police for help and wanted his dad taken away for the night for his protection. I informed him I would not be able to take his dad for the night just because he wanted him gone. This upset the son and he became argumentative and aggressive towards me. I quickly realised I would not be getting any further information from him so I informed him I would go and speak with his dad and for him to stay up in his room. 

I went downstairs to my colleague and the dad; they both informed me that the son was an alcoholic. The dad stated his son had recently been fired from his job and his son had been ringing his boss and giving him a load of abuse about missing pay. The dad has stopped the son from ringing him to try to keep him out of any further trouble. The dad did states he made the comments of self-harm but was due to the son stopping him from leaving his room and he said it out of anger. The dad stated he had no thought of self-harm and just wanted everything done and to be left alone. 

My colleague and I asked the dad if he wanted to speak with someone that night about any potential self-harm thought he was having. He stated he did want to speak to anyone however; the son was not happy with this and wanted his dad arrested.  I informed the son this was not possible as we did not have the power to arrest and there was no concern on our side for the dad. 

The son was becoming more and more aggressive towards my colleague and me and he was starting arguments with his dad, which was visibly upsetting his dad. My thought where now that I had a male who threatened self-harm and another male who was intoxicated and aggressive. My initial thought was to move dad to a safe location with another family member or friend. He informed me he had no one else in the area he could go to and relied on his son for company. I asked the son if there was anywhere, he could go to which he said aggressively to me multiple times no I do not have to go.  We were able to get the dad to speak to a mental health professional over the phone that night. They were happy that dad did not intend to harm himself, this enable me to move my attention from the dad to the son. I was happy for the dad to stay at the address on his own but was not happy for the son to stay there in the mood and condition he was. I feared if I was to leave both parties at the address, a further argument would break out and the potential for injury would rise. 

I asked the son if he had anyone he could stay with for the night to give both parties time apart to calm down. The son was reluctant and refused any options I was giving him and his aggression was growing more towards me. During the conversation I was constantly thinking of the decision making model constantly doing a risk assessment. Earlier I had spotted a set of weight and what seemed to be a decorative knife in his bedroom. At this point, the son was on stairs of the property so I made the decision to keep him there and if he would try to go to the bedroom to use force to stop him. This was due to the potential for him grabbing the items and using them as a weapon against me. The conversation went on for a while I gave him all the options I had available and informed him if he did not comply with one he may be arrested. 

The son became extremely aggressive towards my colleague and me and attempted to walk up the stairs. Due to this, I had used force against the male, placed him under arrest, and placed him in handcuffs. My reasoning for this was the male was intoxicated, aggressive and argumentative and was potentially going to gather a weapon. 

The reason for my lengthy decision to arrest the male was due to the fact he had called us and was asking for help with his dad. I was worried about damaging the reputation of the police force with the male if I was to arrest him and put him off from contacting us again in the future if he needed help. Unfortunately, I had no other option other than arresting him due to his behaviour; I had concerns for the dad if I was to leave the son at the address. 

To conclude to answer one emergency call I continually went through the decision making model. This was due to the complex of the call; it was originally a self-harm call that involved family members. It involved two males who had both been drinking alcohol with one of the being intoxicated. I had to consider the ethics of the decisions but also make sure I was safeguarding all partied involved. Unfortunately, to safeguard all parties the reporting person ended up being arrested which could have affected the reputation of the force and myself. 

Word count – 1262














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).


1500 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

To answer this question I will first define what is meant by a team of people. I will then look at team cohesion and how some teams do not work. I will also discuss how to improve team cohesion, which in turn makes a team stronger and more productive. I will then be discussing the effects of inter-personal conflict within a team can affect the team’s performance. I will also be looking at possible ways of solving inter-personal conflict within teams. Finally, I will then evaluate the potential problems that team cohesion could have within the police forces in the United Kingdom.

Firstly, what is a team, a team is usually a group of individuals who together have different skills and knowledge. These individuals come together to solve or reach a common goal. They used the various different skills and knowledge they individually bring to solve problems or meet targets. 
Katzenbach and Smith defined a team as “A team is a small number of people with complementary skills who are committed to a common purpose, set of performance goals, and approach for which they hold themselves accountable.” (Katzenbach and Smith, 1993)

So a team is full of different individuals coming together to achieve a common goal but for that goal to be achieved team cohesion needs to occur. Team cohesion increases the effectiveness and productiveness of a team to reach that goal. There are many theories of how teams are created and the best way to create cohesion within that team.

One theory is Belbins team roles theory; he believed that an effective team is a team full of different individuals with different strengths and weaknesses. These individuals would be assigned a role within that team depending on their skills and behaviours. He identified nine different roles within a team.

Belbin studied teams for a number of years and found that individuals in a team would assume a role from their strengths and weaknesses. So for a team to work effectively the leader/supervisor would be best to identify the individuals in the group and learn their strengths and weaknesses. This then enables them to place that individual in a role within the team, which will be suited for those individuals’ strengths. Too many people with the same weakness will potentially cause the team to fail from that weakness. Similar if a team has too many people with the same strengths there is a possibility these individuals will compete with each other rather than support each other.

Another theory of how team cohesion can be built is by using Tuckman’s four stages of team development. Bruce Tuckman researched groups of many years and concluded that a group or team goes through four general stages they are forming, storming, norming and performing. 

Tuckman believed that when a new group is brought together the individuals of that group would go through these four phases and that the team would not start to perform until they reached the end. Tuckman’s theory is built around trust within a team and how they will not work together until that is achieved. The first stages is Forming, this is where the team members are brought together by the leader/supervisor. At this stage all the members will be working individually as they do not trust the other members of the team as of yet. At this stage all, the information they are receiving is coming from the leader/supervisor. 

The next stage is storming Tuckman, described this as the stage where the team members are getting more comfortable with each other. At this point of the stage, the team is working together coming up with ideas and solutions on how to achieve the goal set. Tuckman states there is still great uncertainty between the members on their roles within the team. The supervisor will need to take a step back at this point and allow the team to achieve the information they need themselves. 

The next stage is norming Tuckman states this is the point where the members are comfortable with each other. In addition, at this stage, everyone is comfortable with his or her roles within the team but this is the point where the supervisor will be challenged the most. It is their role to keep the team on the correct path to complete the task.

The next stage performing, Tuckman states at this point is when the team is performing to its maximum. They are clear on the goal and how they are going to achieve this at this point, you would be seeing the results from the hard work. It is at this point when team cohesion has been created this enables the team to work through any conflict, which can arise within the team. 

Both of these theories bring an insight on how team cohesion can be created within a team. However, both theories rely on a high performing leader/supervisor who can review the team to maintain or build the cohesion within a team. A damaging factor to team cohesion can be inter-personal conflict within the team. This occurs between two or more members of the team and can arise due for many different reasons. It naturally happens when individuals are working together to reach a goal.  

Piyu defines interpersonal conflict as “a disagreement between two people. The main cause of the interpersonal conflict is the difference between individuals. People always have differences, based on their attitudes, beliefs, culture and values. Furthermore, they have their own set of goals, expectations, personalities and perceptions, which lead to conflicts.”(Piyu, 2019)

There are many reasons for inter-personal conflicts to arise from two individuals not clear on the goal or target. This results in the both parties coming up with different solutions for achieving the goal and working against each other instead of together. This can easily be resolved by conforming with the team what the goal is. 

Another reason why interpersonal conflict can arise is due to many individuals working together who all have different views and opinions. This can be from their upbringing or from their experience. This can cause issues when a team is working a problem or coming up with a solution to solve a problem. This is also known as the value conflict, this is not always easy to resolve and you might not be able to. The best option would be for the individuals to get together, try to find an agreement, and try to understand each other’s viewpoints.

There many more different types of interpersonal conflicts, which can occur within a team such as, fact conflict, policy, conflict, ego conflict and Meta conflict. All of these need to be managed by the leader/supervisor and there are strategies that can be used to deal with interpersonal conflict. Firstly, the leader/supervisor needs to spot the conflict as it might not be as clear and the only sign could be coming from body language. Once spotted it needs to be investigated otherwise the issue will only spiral. Trust will fall between the group and trust in the leader/supervisor will fall due to the lack of dealing with the situation. This will then destroy the trust within the team causing the team to breakdown completely. 

There are a few strategies, which can be used to deal with interpersonal conflict within a team one being active listening. Teach the team to listen to actively listen to each other, this can deflate many conflicts. This enable those in the group who feel they are not being listened to feel part of the team. It also enables the members of the team to listen and learn from each other making them a stronger team. Also, whilst doing this you could involve other strategies and teach the team not to interrupt each other give everyone their time to speak without interruptions. This in turn will teach the team to not interrupt each other when discussing ideas and solutions in the future.

Team dynamics can also effect the police forces in the United Kingdom. The police rely on teamwork in order for them to function and team cohesion is needed within the teams in the police. This is due to the work that the police officers have to conduct within the team. The task and goals officers have to achieve can become dangerous and good team cohesion is needed in order for the officers to trust each other especially in dangerous situations. 

If a team within a police force does not trust, each other causing the team to have no cohesion this in turn makes them a low performing team. This will result in the public receiving a low or dissatisfactory service from its local police force. Team dynamics can have a major issue within a police force and cause serious problems such as breaching of professional standards requirements. This can be down to bullying within a team, discrimination within a team or many more issues. These issues can lead to distrust and teams not communicating with each other. This can lead to important policies and procedures being missed such as safeguarding. This can have a detrimental effect on the public and in serious situation a breach in professional standards. 

To conclude there are many theories of team cohesion I have mentioned only two in this workbook. Both theories in my point of view focus on the members of team being assigned roles within the team. In addition, a clear message of what is expected of them is needed for a team to perform to its highest but it also takes time for a team to reach this. Team dynamics can also affect the team by causing distrust between its members. On the other hand, team dynamics managed can also be a positive for the team causing the team to come up with fresh ideas and re-spark the creativity of the team. Team dynamics can also have an effect within the police force and if this is not managed, can be dangerous and disastrous for the officers and the public. 

(Word count 1670)














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. 

1500 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:



To answer this question I will firstly be looking on how important information and intelligence is in modern policing. I will then discussing how important it is when dealing with prevalent criminal activity on the UK roads. I will also be discussing the benefits of using technology such as ANPR. 

Firstly, information and intelligence is vital in modern day policing due to the size of the communities and criminals using new technology in this modern age. Most crimes are not easily recognisable and will not be committed out on the street in front of individuals and police officers. Also criminals are not staying local anymore they are branching out across the country as they feel this is the safer option keeping the illegal activity as far away as possible. This has been made easier by the transformation of the roads in the United Kingdom. The UK government have spent billions on improving the roads to improve the trade business allowing legal trade to move around the UK more freely. Criminal gangs have exploited this by using the road networks to move their criminality from local to national. This makes it difficult for police forces as the perpetrators will be living in one force area but committing crimes in another.

Another issue is with the improvements of the roads allow foreign criminals to increase their illegal activity within the United Kingdom. This in turn causes a greater issue for British Police forces due to the high-level crime members living outside of the United Kingdom making them harder to be arrested and convicted for their crimes. Human trafficking is a huge issues rising from foreign gangs transporting people into the UK using the road networks. These people will be transported in the back of normal ordinary looking heavy goods vehicles. This makes it difficult for police officers to spot what heavy goods vehicle are being used for criminal activity. Also by using foreign vehicle there may be little to no information on that vehicle on the police database.

In addition, if the local police forces have been able to narrow down on a location where criminal activity is occurring. This could be the storage of large amount of illegal drugs ready to be distributed or even people being stored for human trafficking. If the gangs become aware that the police know their location they can easily pack everything up and move it. With the networks of roads, the gangs could have the supply or people on the other side of the country by the end of the day.  

Due these factors, it is vital that police forces can receive and store information and intelligence. It enables them to perform operations to gain further information. It enable them to target a certain area or person to combat the offences they are committing. 

One way of reducing or stopping these criminal gangs is by gaining information or intelligence. This can be from local police officers working the beat or from the public. With limited information, operations can be put in place to track these gang members. This information could be as basic as a vehicle attending a location the same time every day and been observed selling illegal drugs. It could be just information that a known individual driving a vehicle is driving to another part of the country on regular basis. 

With this information, further checks will be made against that vehicle or individual. What connections do they have such as who is the individual linked to and why are they travelling. Further checks on the vehicle will be completed such as insurance, tax, MOT or any connections with places or people. With this limited information, a plan can be put in place to observe the individual or vehicle. With this information, certain warning markers can be placed on the person or vehicle. Warning markers on a vehicle can be vital for police officers and roads policing teams. In addition, these warning markers are national so if the vehicle moves around the country and officer’s stops or is in the process of the stopping the vehicle they will have a better insight or it might encourage the officer to search the vehicle knowing it has a marker for being used to sell illegal drugs. 

Operations and teams can then be created to target a single or multiple vehicles whilst they are travelling on the main motorways in the United Kingdom. By targeting these vehicles, they can either monitor them to find further information out for example, where they have been, where they are going and who is driving them. They can also stop the vehicle and detain the vehicle and persons driving for a search. This could then lead officers to discover any illegal items in that vehicle and stop their movement. With the correct intelligence, officers can also target vehicles which are transferring the money back to the gang members. By targeting the vehicle transporting the cash they will be able to seize the money. This will then create issues for the gang as their cash flow is disrupted and hold up any further illegal activity they are planning.

A great tool officers have to their disposal is the ANPR Automatic Number Plate Recognition cameras. These are fitted to most roads policing vehicles they mainly indicate to the police officers that something is not correct with a vehicle, which has passed them. This could be that the vehicle is not insured, tax or the MOT has expired. It can also alert officers to a stolen vehicle or maybe the number plates. As most gang members use stolen cars and cloned plates this bit of technology is vital to officers. It speeds up the process rather than getting the vehicle checked via their personal radios, which they might still do if the vehicles cameras alerts them. It also allows one roads policing vehicle to scan multiple vehicle as it travels up and down the motorways of the country. The downside to this technology is if the gang has placed cloned number plates on the vehicle and it passes the officers car the camera will not pick this up. This will only be picked up by officers conducting further checks of the vehicle like matching the vehicle identification number on the car against the system. However if the vehicle is showing no suspicions signs or not committing any traffic offences then the chances of officers stopping the vehicle to check it is low. 

There are also stationary ANPR camera fitted alongside most main roads and motorways in the United Kingdom. This is a great tool for officers as it allows them to gain further intelligence. These cameras will record every car that travels passed it. This allows officers to access the database input a number plate and follow the cars movements. Officers can build information on where the vehicle is travelling and the roads is uses. It can also be used as evidence to show that vehicle in a certain area at a certain time. This system is live and up to date so if officers get late information that a vehicle carrying drugs or other illegal items them can track its movement on the motorways. This information can give the officers a direction of travel and put a plan in place to intercept it at the safest location. The downside to this system is that due to the expense, the cameras are mainly on the main roads and motorways and criminal gangs can easily identify them and plan their route around the cameras.  

Therefore, to conclude information and intelligence is vital for police officers in order for them to be able to perform their roles. This information can come from anywhere and no matter the size of the information can be vital. The smallest amount of information can be processed and lead to further information and ultimately to an arrest. Automatic Number Plate Recognition software is also a vital tool being used by the police forces around the country. It speeds up the information process for officers and a small amount of officers to scan a large number of vehicle at one time. This in turn makes it more difficult for gangs to hide their operations amongst other member of public’s vehicles.  

(Word Count 1380)









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 
	 


 
 


Task 6 
Recognition and confirmation of progress on the Occupational Competency Portfolio (OCP). 
  
 
 
By signing the section below you are acknowledging your continuing progress on O.C.P.  

This is recognised by the university as work that is fully supporting this module BMPP 5000D; Professional Police Practice 2 and in signing it will be equivalent to 1000 words towards the 8000 words equivalent total. 
 
 
 
 
Confirmation of the progress on the Occupational Competency Portfolio (OCP). 
 
I confirm that I am progressing with the Occupational Competency Portfolio (OCP) in accordance to the regulations.  
 
Signed:  R.Maiden    (Learner – electronic signature accepted.) 
 
Date: 05/04/2021 
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