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Task 1

Relevant areas of the National Policing Curriculum: Understanding the role of a constable, maintaining Professional Standards, Leadership and Team-working, Wellbeing and Resilience

	
Critically 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) and to what extent group dynamics are shaped by wider organisational cultural norms. 

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 demonstrating an understanding of organisational justice in a policing context (Code of Ethics, policies, procedures, protocols or legislation).

2500 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:


Introduction
This essay will critically evaluate two different theories of team dynamics and group development from Tuckman and Tubbs, and discuss the role of organisational culture within those models and without, and how application of concepts of organisational justice can mitigate against the necessary risk in which the natural development cycle of a group can place basic standards of professional behaviour.

Policing is a complex problem
There are countless avenues down which human beings can go to make life more difficult for themselves. In every walk of life, it is rare to arrive at a complex problem best resolved or addressed by a lone wolf. Complex problems are what they are because of the multiple factors involved in making them a problem. They are difficult to understand, and often even harder to manage. Complex problems consequently require a varied set of skills and considerations in robust and unrelenting application in order to tackle them. 
Policing is a complex problem. The overall task of policing a community is a myriad weave of smaller but no less multi-faceted, delicate, and sometimes dangerous conundrums which police officers must navigate every day. Therefore the emphasis on teamwork within the police is paramount.
Within that, individuals must be able to effectively communicate their thoughts and ideas to their colleagues and others on how to solve a particular problem. They must also be able to ask for help from their colleagues as and when required, and take responsibility for their roles within the team  having cultivated and applied the requisite emotional intelligence to recognise what their roles are and ought to be.
Conflict within a tested environment is at best likely. The simpler the task, the simpler the tool required. For example, a rowing team made up of individuals with completely identical attributes, who are 100% like-minded and agree on everything, are more likely to be successful than a motley conglomerate of dissonant perspectives and diverse abilities. There is a right answer on how to win a rowing race. There are many potential right answers (though possibly even none at all) on how to police. 
The value hierarchy (Peterson, 2018) necessary to allow individuals to make a decision (think of it like a league table of preferences which governs our choices) is divided by every team member, making a clear direction more and more difficult to negotiate. All those hypothetical solutions compete – attached to their champions by ego and ambition, among other things – for primacy, and this is the second of five stages of group development established by the American psychological researcher Bruce Tuckman.

Tuckman’s linear model (Tuckman, 1965)
Tuckman’s empirical studies into teams and their life cycles identified the following sequential phases: ‘forming’, ‘storming’, ‘norming’, ‘performing’, ‘adjourning’.
‘Forming’ refers to the initial assembly of the group, where acquaintances but not yet relationships are made between individuals, and clarity on goals and roles is notably lacking. Strong leadership is imperative at this stage. 
As members start to explore their status within the group, thoughts and feelings are communicated and necessarily confronted. Power struggles and conflict over what is expected of individuals and what their roles and responsibilities are, as well as how to define the group’s aims, become open obstacles. This is the competitive chapter known as ‘storming’, and is a painful but necessary hoop through which all members and their various interpersonal issues must pass as the team navigates its adolescence. 
Unless these conflicts are resolved, the group will never mature from the storming phase. Without the conflict, it will never even reach the storming phase and will be fated to remain in an infantilised state of dependence upon the leader’s direction. As the norms and boundaries firm up and clarity of purpose begins to grow, a natural and comfortable order takes over from the chaos of the storming stage. This is what Tuckman aptly calls ‘norming’, where these positive relationships which have been forged from the preceding friction start to fire and operate in a more coherent way. Group morale is on the up, and whilst issues and disagreements still pop up there are established avenues for discussing and developing solutions without having to regress to storming.
Norming leads to ‘performing’. Contribution flows from each member and unity marries flexibility to engender a complete pattern of function. This is the tip of the pyramid to which all the previous stages have led, where individuals have autonomy, the group itself has its own autonomy and requires no leader, and a high level of competence and task-focused energy allows more and more complex problems to be addressed outside of the group unit, because more and more problems within the unit are now taken care of by the organic system of resolution now in place. 
The final phase, once the job is done and the team’s task has been met, is ‘adjourning’. The either whole or partial disassembly of the team at this stage and the subsequent reflection process and demotivating effect it (and the accompanying sense of uncertainty about the future) has on the remainder of the team is a common observation. As members move on (promotion, retirement, etc) the team transitions to a new forming stage with the introduction of new blood and new business. 

Tubbs’ systems model (Tubbs, 2012)
Tuckman’s model faces criticism for its assumption of purely linear development and failure to account for outside influences, despite its prevailing popularity since publication. Stewart L. Tubbs developed a similar but crucially different theory on the matter, in which he identifies four phases instead of five, combining norming and performing into a composite ‘consensus’ stage whilst effectively renaming the forming stage ‘orientation’, the storming stage ‘conflicts’, and the adjourning stage ‘closure’.
Where Tubbs’s model deviates in order to accommodate what he considers to be Tuckman’s oversights is in his emphasis on categories of ‘input’, ‘output’, and ‘throughput’ which impact upon a group’s progress through the model. These are things that Tuckman assumes will take care of themselves, but to which Tubbs suggests should be paid direct attention in order to oil the wheels and push the team through the development process. 
Objectives and feedback are essential factors in determining and improving the utility of a group and the quality of the work it produces. Self-evaluation on an individual and group basis should therefore be a priority in order to measure effectiveness and identify the way forward to the next stage. This feedback is an input, obtainable via a continuous proactive survey (by an outside actor, such as a supervisor) of the group’s thoughts and feelings through things like meetings and questionnaires. 
Tubbs is also wary of how individuals’ different personality traits affect how they communicate and react to others. Extraverts and introverts, for example, respond to all sorts of stimuli in endlessly divergent ways, and this can result in poor communication and a disrupted team performance. Awareness of how members of a group are different allows for those differences in personality to be accepted and accounted for, and can be raised through various diagnostic personality tests (Tubbs may be going a bit far here). The goal is ultimately to mitigate for these factors, by first identifying them. That requires input from the group itself. 
Another blind spot for Tuckman is that his model seems only to follow through on itself provided the team actually has a means to success available to it. Without the right level and variety of skills and temperaments, as well as authority and resources, the team cannot realistically achieve its long or short term goals. This in turn strips the group of its collective responsibility for success or failure. Acknowledgement of collective responsibility – each member’s equal share of achievement – is a fundamental stimulus to success, which feeds back into the group’s sense of responsibility, et cetera ad infinitum. In this way a group’s output has a direct impact on its development and future success. 
Ultimately, the primary and central means to success will always be the actual group members themselves, and what they can bring to the table. That means not just the skills they can offer, but also how many members of the group there actually are. Too large a group has a discombobulating effect, chilling communication and frustrating co-ordination. Too small a group restricts the breadth of deployable expertise. The optimal number will always be determined by the task, but as a rule research shows that fewer than five members tends to result in a dearth of sufficient perspective, and overloads individuals with work preventing them from progressing through the task efficiently. Greater than twelve significantly increases the risk of conflict and forming of cliques, jeopardising overall cohesion (Belbin, 2010). Of course some teams will be necessarily smaller or larger than these parameters depending on the task. However Tuckman’s model fails to account for this.
Tuckman also seems to hold that once the storming (or conflicts) stage is over members will automatically bond and become attuned to one another. Tubbs asserts that without a directed push to address and guard against ubiquitous pitfalls such as miscommunication, distrust, and dislike, there can be no necessary progress for the team. That means conscious efforts in team building and development are necessary, particularly in the orientation/forming stage, in order to foster a greater awareness and appreciation of one another on a personal level through fun activities, as well as grow individuals’ skillsets through training and education. This, as well as the issue of group members and size, is a throughput. 

Caught in the web
So far so good, but even Tubbs’ model falls some way short of mitigating for how the overarching culture of an organisation can impact upon these factors in a significant way. Organisational culture refers to the operational, tonal, and sometimes moral character of an organisation; its customs and values; the way things are done. Sometimes official, sometimes not, the pre-existing habits of an operational environment are not inconsiderable variables. After all, groups do not exist in a vacuum.
Scholes & Johnson’s cultural web (Chartered Management Institute, 2015) model may regularly apply to various institutions. This refers to a network of six interlocutory fundaments which shape and capture the overall personality of an organisation: 
Stories – an aural history of memes and tales of formative incidents, passed down to new members
Rituals & routines – day to day behaviour of individuals indicating what is generally acceptable to do
Symbols – regalia, uniform, and other totems providing a visual identity
Organisational structure – the informal hierarchy of individuals’ respective value and influence
Control systems – how the organisation’s homeostasis is regulated through rewards and finances
Power structures – the ladder of official status, and who has the real strategic authority 
Different organisations will inevitably differ in their culture. An all-female hair salon will likely operate with some different values to an all-male boxing gym. In this way gender make-up will have an effect on organisational culture. The social ubiquity of sexual politics may require a mixed-gendered organisation to establish much more clearly delineated boundaries around standards of behaviour in the workplace, for example.
The police is a hierarchical organisation, which means that every group and every member within that group is required to be subordinate to a superior, by design and mandate. There is a pre-ordained way in which action is supposed to be qualified within the police, via authoritative appeal. Orders and powers and force policy take much of the calculation out of the matter for a police officer, leaving only so much to his discretion. But even one’s discretion is necessarily subject at least in part to the informal system and personality of the environment. The ‘done thing’ is often the easy thing, and decisions are often made for people within organisations by the organisational culture itself, whether or not they are aware of it. From the taboo of police officers using the word ‘quiet’ to describe an uneventful shift, lest fate be tempted, to an unwritten rule within a particular station that words of advice are never to be issued (either a complaint is made or it isn’t), members of teams beneath an umbrella will in some way or another find themselves shaped by its communal trends and whims. 

Organisational justice
All these forces, with formal and informal hierarchies of authority, values, policy, and strategy all competing for endorsement and acquiescence, pushing and pulling at individuals, will inevitably influence their perceptions of how fairly they and their colleagues are treated within an organisation. Within a policing context it is also essential that outsiders to the organisation, be they victims, suspects, witnesses or whoever else, are treated fairly.
Outwardly the police service is concerned with procedural justice. That means the same processes and principles of impartial investigation are employed in an unbiased way every time to every individual subject to the service. Because procedural justice is not concerned with ends, only means, the correct outcome is derived wholly and directly from the formal and structural fairness of the procedure of obtaining an outcome, not any desired outcome. This, in a specifically police context, is also a straightforward commitment to maintaining professional standards. Part three of the College of Policing’s Code of Ethics establishes the organisational imperative for police to act with fairness and impartiality, embedding procedural justice firmly into the official police standards of professional behaviour. (College of Policing, 2014)
Internally, however, an organisation may have some desired outcomes in mind. We have already discussed how control systems play a central role in helping to regulate team dynamics, and organisational justice largely works as a network of control systems concerned with the job satisfaction and sense of value of employees, which link directly to individuals’ perceptions of how fairly they are being treated. This refers to the generally even distribution of outcomes such as rewards (i.e. payment), job conditions, and degrees of responsibility among members who are ostensibly equal to one another – otherwise known as the equity principle, or distributive justice. 
Whilst other theories propose further fractionation of the concept, suffice to say a co-ordinated balance between at least these two building-block principles of organisational justice benefit both the individual employee satisfied with their fair treatment, and the organisation itself which subsequently maintains primacy and control over “potential challenges and threats from its staff while reaping the benefits of being an employer of choice” (Baldwin, 2006). Within an organisation, procedural justice in its own way encourages ‘organisational citizenship behaviour’, where individuals outreach the remit of their role with altruistic acts rooted in healthy and positive professional attitudes (Organ, 1988), while distributive justice boosts morale and commitment to the organisation’s goals whilst eliminating certain destructive competitive elements (Sheppard, et al., 1992).
To conclude
In all these ways I have touched upon, team dynamics are shaped and directed. The professional standards requirements of the police revolve around ten broad principles, which concepts such as organisational justice are intended to protect and preserve. There are areas where these standards are jeopardised by elements of the organic stages of team development, such as in Tuckman’s storming phase. The natural interpersonal conflict, competition for status, and lack of clear direction or purpose contained within this necessary movement can result in members failing to treat colleagues with respect and courtesy (principle two), behaving in a manner which may discredit the police service (principle nine), or failing to challenge or take action against conduct of colleagues which falls below the standard expected (principle ten), to point out just a few examples (College of Policing, 2014). It is therefore essential that these empirical models of group development and organisational culture can marry with and inform a progressive approach towards organisational justice in order to maintain professional standards in the face of the complex problems faced by police both externally and internally. 
(2,619 words)













Task 2

Relevant areas of the National Policing Curriculum: 
Vulnerability and Risk, Evidence-based policing

You must choose a policing incident in which you played a significant role with a victim of crime or anti-social behaviour and reflect on what happened. 

	
Give a brief description of the incident including social and legislative contexts and any relevant cultural, ethnicity and language issues. 

Critically evaluate the appropriateness of different approaches (by professionals and the police) in supporting or managing vulnerable people or people at risk of harm. 

Explore what works in relation to tackling repeat victimisation and repeat offending. Consider the use of evidence-based policing. 

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





ANSWER:

In this essay I will outline a case of domestic violence I investigated as a police officer, and detail the relevant examples therein of victim vulnerability and repeat victimisation, highlighting the circular nature of how one feeds the other and vice versa. I’ll discuss theories on how victimisation drives further victimisation and how that loop might be interrupted, as well as what makes a person vulnerable and how might they be best supported, touching on the value of evidence-based policing and the Welsh Government’s pledged approach to better supporting people with mental health-related vulnerabilities. 
About 6 months into my time on shift I attended a priority call where a female was reporting being assaulted by her now ex-partner a few days prior. We will call her Jenny, though this was not her name. Jenny was already known to us as a repeat victim of domestic violence consistently perpetrated by the same aggressor, who we will call Brian (though this was not his name either). Jenny and Brian had been on-and-off together for several years, during which time the police had been called dozens of times regarding various allegations of assault, false imprisonment, and stalking offences. Brian had been arrested multiple times but had relatively few convictions due to the fact that Jenny would reject or undermine police involvement by retracting or refusing to give a statement, going back to the relationship after a few days, even revealing her location from the refuges where she had been subsequently placed. Jenny and Brian appeared to be addicted to one another’s toxic companionship. 
On this occasion Brian had assaulted Jenny in an argument by pushing her to the floor, after which she ran away and hid in a nearby garden and called a friend to come and get her. She went back to the friend’s house where she received dozens of messages from Brian saying he was driving around the neighbourhood looking for her, that he was going to “load up and start doing doors” starting with Jenny’s mother’s followed by her friends’, and that he would not stop until he found her. 
The investigation side of my dealing with Jenny was straightforward. I took a statement from Jenny, obtained consent to examine her phone for evidence of the messages, had the phone examined, conducted CCTV and house-to-house inquiries on the street where the incident took place and obtained footage actually showing the assault from a member of the public living there. I then located Brian, arrested him, and interviewed him. Brian was then bailed for CPS advice after providing a no-comment interview.
Brian’s bail conditions formed a significant part of Jenny’s safeguarding plan, as did the commitment to keep her location a secret. That meant the bail conditions had to be written to include any building or location where he believed her to be, rather than a specific street or address as would normally be the case. 
There were no cultural, language, or ethnicity-based issues to speak of. Jenny was staying with her friend and Brian appeared to not know where she was. I spoke with the friend who was happy for Jenny to stay there indefinitely, which was preferable to finding another refuge as it had been the groundlessness and lack of companionship in those places that had partly caused Jenny to compromise her location to Brian previously. I completed a Domestic Abuse risk assessment (DASH) with Jenny, who maintained she was adamant this time would be the last time she had anything to do with Brian. I graded the risk and wrote a Public Protection Notification report along with referrals to Social Services and MARAC (a multi-agency conference where resources are pooled and appropriate action is discussed between the relevant organisations). 
My main concern was that any investigation would be negated by Jenny’s seemingly inevitable return to Brian. After years of being isolated from family and friends due to her ties with him, that environment of abuse had counterintuitively become her place of safety and familiarity. 
This approach was standard police fare. A medium-risk domestic incident, but the latest in a line, swiftly investigated with the victim’s safety and vulnerability in mind. As per the principles of the NPCC’s National Action Plan 2018-2021, one’s status of vulnerability takes in the person as well as their circumstances, and Jenny’s situation absolutely made her vulnerable, despite her not having any mental disorders, physical disabilities, or age-related concerns. Sadly the nature of vulnerability through repeat victimisation (RV) makes early intervention and prevention more difficult. The potential indicators of risk of RV are hard to spot, and subsequently hard to mitigate. 
RV refers to when one person (or place) suffers multiple criminal incidents across a period of time. The features that perpetrators will identify for taking advantage – that make a location ripe for returning and stealing from again and again, for example – indicate risk. In the case of domestic violence, the diminished likelihood of the victim involving the police, fighting back, leaving the relationship for good, etc, all increases the risk of their repeat victimisation. The perpetrator can push the boundaries and do what they like without fear of lasting consequence. After multiple incidents of his arrest without any further action, Brian had developed a sense of unaccountability. His successful crimes, so to speak, acting as rehearsals for further crime, at once emboldening him and demoralising Jenny. 
One contained theory on RV asserts: 1) that some targets have features which make them attractive for victimisation; 2) perpetrators discover this information and test the water with an initial crime, which (if successful) increases the likelihood of future attempts, as the prospect of a safe bet is the most potently attractive characteristic of all; 3) this type of interactivity between offender and target creates crime hotspots, which can be identified by police and further crime can be predicted. After all it is the predictability of the target that both makes them attractive to the offender, and the offender predictable to the police. An abusive domestic relationship can in these terms be considered a crime hotspot, and the details on where, when, and how the crimes are committed can be employed to prevent it from happening further. There is strong evidence to indicate that when crime is concentrated in a hotspot it can be more easily identified, targeted, predicted, and successfully eliminated by direct injection of prevention resources, though this is much more easily said than done (Farrell & Pease, 2017). 
To be wary of studies such as this is to engage in evidence-based policing – an empirical process of reviewing and updating police methods and policies to keep up with the rapidly changing social and technological environments in which they are to be deployed, as informed by scientific research and data, as opposed to limited anecdotal practise and arbitrary custom. 
In Jenny’s case, tackling her repeat victimisation and supporting her as a vulnerable person mean the same thing. Providing a robust investigation to reduce the chances of consequence-free misbehaviour helps to reduce instances of misbehaviour, since the target becomes less and less suitable to the offender with every police-involvement, arrest, charge, remand, and conviction. Ensuring that the victim is afforded ample opportunity and means to contact (and be contacted by) the appropriate agencies, so that preventative measures from within can be put into motion regarding the ways in which the victim is vulnerable, further helps to reduce the risk of repeat victimisation. 
Vulnerability also invariably accounts for mental health disorders among ordinary people. Between 2006 and 2016, use by police of powers to detain people in a public place under the Mental Health Act rose by over half (Dodd, 2016). This indicates that police are either dealing with more mentally vulnerable people than a decade before, dealing with people who are more mentally vulnerable than a decade before, or are dealing with mentally vulnerable people in a markedly different way. These are emergency powers, and not long-term preventative measures. Though incidents where such powers are used may be considered a gateway to attaining more steady support going forward, the fact that community psychiatric care is not appropriately resourced to meet the initial demand in the first place is suspected to be a major factor in what appears on paper to be a mental health crisis the brunt of which police are expected to shoulder.
The Welsh government’s Crisis Care Concordat National Action Plan for 2019-2022 aims to address this problem, identifying six core principles to ensure effective care and support reaches those who need it before they enter the criminal justice system. Briefly, these principles centre around improved access to and quality of support pre, mid, and post crisis, greater collection of data and evidence to inform those improvements, and a better co-ordination of agency partnerships to communicate and implement those improvements. (Gov.Wales, 2015)
The police is not staffed with therapists, doctors, mental health nurses, self-help gurus, fitness instructors, or welfare animals. The police are an emergency service. Tackling vulnerability, whether related to mental health, repeat victimisation, or any other kind, is a holistic and progressive task with complex considerations the like of which the police is neither designed or able to take on alone. Whilst police involvement must never be wasted as an opportunity to redirect a victim or an offender down a new path, it appears that the historic focus of healthcare on crisis response rather than prevention has resulted in a resourcing overload that cannot properly address the problem in a meaningful way, putting more pressure on emergency resources and in turn on vulnerable people. 
(1,591 words)







Task 3 
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 6001D; Policing in the Workplace 3 and in signing it will be equivalent to 1000 words towards the 5000 words equivalent total for component 1. 
 
 
 
 
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:  _ _ _George Coxell_ _ _ _ _ _ _ _ (Learner – electronic signature accepted.) 
 
Date: _ _ 29/10/2021 _ _ _ _ _ 






Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, decision making and conducting investigations.

	Critically explore how criminal activity facilitated by the road network can be disrupted.  

Consider how you have applied appropriate fast track actions in an investigation and evaluate the effectiveness of your decision making. Review the importance of risk assessment in decision making. 

Analyse how you have applied and understood appropriate interviewing techniques in a complex investigation.

 


2500 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:


This assignment will discuss multiple topics, including: how criminality can be disrupted through effective roads policing, due to the self-selecting nature of roads offences and their empirical links to wider criminal activity and risky behaviour in general; the principles and strategies employed in conducting investigations and making decisions, incorporating the police National Decision Model and ongoing risk assessment into the process, using a real investigation as a reflective example; and interview techniques as laid out by the PEACE model of investigative interviewing, and how one has understood and applied the model to another real investigation.

Disrupting crime via roads policing
Use of the roads by criminals extends from low-level driving offences to international organised crime. The road network is as much a tool for criminal activity as it is for legitimate business, since criminals in most cases rely on the roads to conduct their business. For example, in order for drugs or weapons to end up in the hands of those who would use or sell them, they have to find their way from wherever they have come from to wherever they need to be next, and this invariably means transport by road. There are also, of course, road-specific offences which can only be committed on a road, which are therefore necessarily facilitated by the road network itself.
The link between offending on the roads and other forms of offending has long been identified and established. Research indicates that people who commit serious driving offences (e.g. driving whilst disqualified, dangerous driving, driving under the influence of alcohol, etc) are more likely than those who do not of involving themselves in other kinds of criminal behaviour. Driving whilst disqualified is a particularly strong predictor of further and more varied criminality (Roach, 2019).
Studies suggest this is due to a strong relationship between criminal behaviour and merely risky behaviour, as well as social deviance. The theory here asserts that people operate in thought and action in much the same way, relatively speaking, across a range of different situations and environments, and those with a tendency to engage in risky behaviour or with low levels of self-control are less likely to acknowledge the long-term negative impact of their actions in favour of short-term fulfilment (Palk & Davey, 2005). 
Effective enforcement of powers based on intelligence to police the roads ultimately results in denial of access to criminals, the knock-on effect of which is disruption of wider criminal activity. Police have specific powers to stop, search, and seize vehicles in a variety of circumstances, and a healthy knowledge of the applicability and extent of these powers can aid in detecting evidence of further offences once a driving offence has been identified (e.g. a lawful search of a stopped car being driven without adequate insurance uncovers controlled substances stashed in the boot). Technology – such as CCTV, automatic number plate recognition (ANPR), and average speed cameras, as well devices for the tracking of vehicles – can be implemented to identify driving offenders (College of Policing, 2019). 
Recent evidence indicates that improved investment in roads policing drives down crime. In 2020 Staffordshire Police reported success with dedicated operations to proactively crack down on anti-social road use, as well as tech updates to the ANPR camera network enabling analysts to create intelligence assessments in order to better target criminal activity. Increased arrests and vehicle seizures have followed these changes, contributing to strong results that only further evidence that dedicated and well-funded roads policing led and assisted by intelligence and technology works to disrupt wider criminality, as well as make roads markedly safer (Staffordshire Police, 2020). 

Making decisions in investigations 
Many investigations can, and often need to, be dealt with at a considered pace, without urgency clouding the decision-making process. Logic-based reasoning takes time, particularly when dealing in and processing significant amounts of information. On many other occasions, however, time is of the essence and immediate actions need to be taken. Regardless of time factors, the basic principles of investigation should always be adhered to. 
These principles include: exercise of offence-proportionate powers; transparency, as far as is practical within operational and confidentiality strictures; recognising and taking reasonable steps to meet the specific needs of individuals, particularly if they are very young or vulnerable; upholding a professional and respectful manner in all actions taken and towards all parties involved, including other professionals connected to the investigation (College of Policing, 2020). These ensure an investigation has proper form and perspective, allowing communities to be served well by strong investigative practices in adherence to professional standards. 
Investigations also require a prescribed investigative mindset, which helps to remove some of the chaos surrounding the accumulation and assessment of material (College of Policing, 2021). Five principles constitute this systematic approach: understand the source material; plan the investigation; examine the material; record findings; evaluate the material. A periodical review of the source material by extension allows a periodical review of the progress of the investigation and any actions already taken, and this in turn affords the opportunity to identify further lines of inquiry. 
An investigative hypothesis – a running theory on the most likely and reasonable explanation based on an interpretation of the information available – can help to guide the investigation. A hypothesis is a word scientists use to lay out their aims and expected outcomes when conducting experiments, and it applies here too. While always remaining wary of not letting a hypothesis focus inquiries around a desired outcome, it can be a helpful way to inform investigative actions to confirm or negate assumptions.
All investigations need a plan to affirm and delineate what actions are to be taken to progress the investigation. This investigative strategy is the blueprint that investigators must establish early on, utilising the principles of investigation, investigative mindset, and investigative hypotheses to arrive at a working model for purposeful action. Research shows that when operating under no time pressure the number of hypotheses individuals generate and consider as possible explanations to solve a problem is much larger than when decisions must be made quickly. As time constraints become narrower, so does the bracket for hypothetical solutions (Kim, et al., 2020). In other words, we have fewer ideas for what the answer is likely to be when we have less time available, which is a hindrance to any investigative strategy. 
All of these terms and models serve one primary purpose: arriving at a decision. The police National Decision Medal (NDM) is a framework for justifying actions within the context of British policing values. It marks out an optimal flow of information collection, into value-judgement, into action and review. An investigative strategy only really feeds the first stage of the NDM, which is to gather information and intelligence. This alone cannot inform action, but it is necessary to know as much as possible surrounding that about which you are to decide a course of action, so that the relevant threat and risk can be assessed. Just because an action can be taken doesn’t mean that it should. Consideration of what powers and policy apply populates a roster of available options and contingencies, from which an action is ultimately selected, and results are reviewed (College of Policing, 2014). 
I responded to a priority call to an address where it was reported that an incident of domestic assault had occurred. The alleged victim was at her parents’ house, and her father had called the police on her behalf. I arrived and the female was intoxicated through alcohol. Straight away I knew because of this I would not be able to take a statement from her that night. The female was very inconsistent about whether or not she wanted police involved, and was very difficult to speak to and get any information out of. I could see her arms and legs were covered in bruises, some old and some fresh. Her parents were extremely worried, since she had called them the night before and asked them to collect her from her partner’s address because she was scared, and her partner had “whacked” her. I needed to get as much information as possible about the incident, the relationship as a whole, the partner, the female, and any other factors that might become relevant, so that I could evaluate the potential for harm within the situation.
I sat down opposite the female and established some rapport just talking about normal things, commenting on the weather, complimenting her on her red trainers, etc. She was happy to show me all her bruises, but had different stories for how she got them. I suspected she might not want to show me them again if she decided against supporting police action, so I took pictures immediately with her consent. Then I asked her what had happened the night before. I spent a long time teasing information out of her, appealing against her emotional dependency on the relationship and politely challenging contradictions in what she was saying, to highlight the need for a true account of the incident. Eventually she disclosed she had been assaulted by her partner, and though some of the bruises were consistent with the type of contact described, they were not fresh enough to have been caused the night before. The female was an alcoholic, and she had a known tendency to have bad falls at home and in public. Whilst this may have somewhat mitigated the chances that her partner had caused these bruises, I thought it would be easy to leave a bruise and convince a forgetful alcoholic she had fallen and just couldn’t remember. My investigative hypothesis was that she was telling the truth about the assault, but that the bruising was not caused by it. 
I obtained a signed pocket-notebook account disclosing the assault and withdrawing support for police action. She did not want her partner arrested, and she said it was because she was scared of making him angry. I completed a risk assessment questionnaire with the female, and considered my powers. I could arrest the partner for assault, the necessity being to protect the victim who had already said she would be going back to him that night after I left. But without support from the victim No Further Action would be the likely outcome, and I feared that may put the female at greater risk for the sake of a token arrest and interview. My other option was to not arrest, and safeguard the female and her parents with words of advice, and submit the appropriate referrals. I also asked for the log to remain open and be deferred to the morning for a welfare check visit to be made, where it could be confirmed whether or not she had changed her mind about supporting an investigation. The female promised me she would stay with her parents for the night. This was achieved through a strong rapport built over the course of my interactions with her. 
I utilised the NDM process in real time as I was dealing with the female to work out what I should do. My assessment of the risk was borderline, and I recognised compromises in either of my two options. I decided not to take action against the partner. I followed up the next day and the female had stayed at her parents’ all night, but gone back to the partner the following day. My referrals were picked up and the appropriate partner agencies undertook her case, to offer support for domestic abuse, alcohol issues, and mental health issues. I believe my decisions actually minimised risk in this instance, and though I felt conflicted I can justify my actions through the NDM, and application of the code of ethics and principles of investigation.

Interviewing techniques
I arrested and interviewed a suspect on suspicion of stalking and assault against his ex-partner. I had already gathered evidence of threatening messages sent to the victim, and CCTV of the assault. I prepared my interview around the PEACE framework – an investigative interviewing model (College of Policing, 2020). 
I knew the success of the interview would likely depend on my planning and preparation. I took account of all the information available, my key objectives, and the various issues and factors involved, and created a written plan to provide structure to my intended lines of questioning. My questions covered a range of topics relevant to the investigation, the plan including all the points to prove, lines of defence, introduction of exhibits, and bad character evidence. I planned to disclose the CCTV footage and evidence of the messages to begin with, but introduce them late on in the interview, after the suspect had been given the chance to pre-empt their introduction with an explanation, though I expected no comment. The suspect did not have a solicitor so I prepared disclosure to provide to him directly before the interview.
Beginning the interview I proceeded to engage the suspect and explain the objectives of the interview, and what routines and type of communication would be expected of him (e.g. to keep answers verbal, etc). I also emphasised that the interview was his chance to put forward his side of the story, and that the arrest was necessary to get to the interview, rather than any assumption of guilt. I encouraged the suspect to offer any information he felt might be relevant to the investigation. This was all part of the extensive aide memoir from which I was taking prompts.
I then asked outright whether he was responsible for the alleged offences, to which he answered “no comment”, before asking him to tell me in his own words what happened. This would form the suspect agenda – part of the account, clarification, and challenge stage. As I suspected the suspect refused to comment, so I quickly moved on to the police agenda – my question plan. My questions were carefully open-ended, starting with “tell me”, “describe”, or “explain”, with specific-closed questions ready to follow up if greeted with a vague or non-answer. I was careful not to face the suspect with any forced-choice, multiple, or leading questions. 
The suspect provided some responses to my questions, which I treated like a suspect agenda response, circling topics and probing as far as he would let me. I recapped what was said after each topic was exhausted, though he didn’t say a great deal. He did deny assaulting the victim, however. Later I introduced my evidence, and showed him the footage, which clearly showed the offence. When I asked him again if he assaulted the victim he this time refused to comment. His defence for the messages was that the victim must have hacked his phone. I challenged the sense of this defence and he then went back to no-comment. 
In the closure stage I summarised all that had been asked and said, asked if there was anything the suspect wished to add or clarify, announced the time of conclusion, and turned off the recording equipment. I then took the suspect back to his cell and explained that I would discuss what happened with the custody sergeant before next action would be decided. That evaluation phase took place at the custody desk, where the sergeant decided to bail the suspect for CPS advice based on the evidence obtained. 
(2,535 words)











Task 5
Personal Study programme / Individual Learning Plan 
 
 
The first learning outcome identified in the accompanying module descriptor (BMPP 6001D) asks that you formulate and implement a personal study programme to further enhance the development of your professional police practice. A template has been added for an ‘Individual Learning Plan’ that you can use for this task.  
 
This task differs from the PDP that you have completed in your previous workbook 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. 
 
2500 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 5000 words equivalent total for component 2. 
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 




X

	High 
8-10 
	Low 
1-4 
	Med 
5-7 




X

	High 
8-10 
	 There are areas of practise that I require advice on, and now and again I come up against questions that I don’t know the answer to, or have forgotten. These tend to be things like how does a member of public make a claire’s law application, or what is the realistic threshold for PPO or victimless prosecution. I research things using Pocket Sergeant, PNLD, my own notes, and I regularly ask more experienced officers for their thoughts and advice. Sometimes I think of situations where I would feel uncomfortable and lacking in necessary knowledge, and I will look that up proactively. For example, I had forgotten some of my first aid training, so I went back to my notes and refreshed my knowledge. I am satisfied that my knowledge is broad and deep enough to cope with most situations, and that the support is there for me when my knowledge runs out.

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 




X

	Low 
1-4 
	Med 
5-7 
	High 
8-10 




X
	 I feel like the force has a higher expectation of my actions in practice than my knowledge in theory, mainly because safety is paramount, and safe practice is a primary skill of policing. I am happy with my skill level, and feel confident dealing with most situations, whether on foot or driving. The skill of writing well is also easily underestimated, as it can make all the difference, particularly with case files. Communication is my main skill however. I am able to talk confidently and persuasively with all sorts of people, and have avoided lots of potential conflict by communicating well. I feel I can serve the job well with my physical skills, and my writing and communication skills.

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 


X

	Med 
5-7 
	High 
8-10 
	Low 
1-4 


X

	Med 
5-7 
	High 
8-10 
	[bookmark: _GoBack] I am still very young in service and whilst I have been to hundreds of incidents so far and dealt with a wide variety of offences and characters, I am always learning about more effective ways to approach things, absorbing different elements of expectations professional behaviour, learning from other officers, and reflecting on my own experiences. I am not shy of any work, and deal with a high workload every day, so I don’t believe I can do a great deal more to supplement or accelerate my growth into a more experienced officer. It will come with time. 
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