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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).

2000 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:


During this assignment I will describe and critically analyse theories of team dynamics, exploring reasons why some teams succeed whilst others cannot function.  I will also look at what team cohesion is and methods to improve team cohesion and performance, what team conflict is and reasons why conflict can occur within these teams.  These models will then be applied to the police force, giving further consideration and examining potential reasons how team dynamics within the police force can potentially mean the police can fail to comply with the standards imposed by Gwent police.  There are many models and theories regarding team dynamics. Due to the constraints of this assignment I will focus on the Tuckman model of team development (1965), the Katzenbach and Smith model of team effectiveness (1993), and then also the CUDSA model as a method used to resolve team conflict.  
Team’s dynamics describes the behavioural relationships between the members of a group.  The dynamic between them includes how they interact, communicate and cooperate with one another, and how well a team is able to do these things directly influences what it can accomplish (Osbourne, 2020).  Organisations are becoming increasingly dependent on groups  as the central unit of work (Dechurch and Marks 2001) and the police force are no different as they consist of many different teams, some of these including the shift reliefs, CID, Exploitation teams, Burglary teams, Neighbourhood teams plus many more.  Therefore it is important to evaluate the theories of team’s dynamics, cohesion and conflict as the police force are reliant on their teams to work effectively.
Teams offer many benefits such as a source of back up and increased morale (Salas, Sims and Burke, 2005).  But the benefits of teams will only be realised in cohesive teams. Team cohesion is the shared bond/attraction that drives team members to stay together and to want to work together (Case-Campbell and Martens, 2009).  In contrast to this conflict has been defined as a ‘process in which one party perceives that its interests are being opposed or negatively affected by another party (Wall & Calister, 1995).  Team conflict occurs when there are disagreements between team members in terms of both disagreements concerning tasks and also conflict within relationships between team members (Weingart et al., 2015).  Therefore it is important to consider methods available for conflict resolution as the manner in which groups handle emergent conflict may play a critical role in whether or not the conflict situation has a positive or negative impact on group outcomes (DeChurch and Marks, 2001). 
One of the most utilised models of team dynamics and development is the Tuckman Model of Small group Development.  This was created in 1965 and states that there are four stages of team development. These are: forming, storming, norming and performing (Tuckman, 1965).  In 1977 this was revised to add a final stage of adjourning (Tuckman and Jensen, 1997).  Within this model, the first stage of forming revolves around ground rules, boundaries set, and relationships are established.  The second stage of storming results in disorder, confrontation and conflict all consequential in a reduction of productivity.  The norming stage is where the openness and agreement of a group is established with an overall group cohesion beginning to shine through.  The fourth stage of performing allows the group to be at their most effective and proficient, with a key focus on task completion.  Finally, the adjourning stage which could potentially result in the disbanding of the group through separation or self-evaluation (Tuckman, 2001).
Conflict, is a key aspect in Tuckman’s Model.  This is in the Storming stage where acquaintances consider variances in standpoints and ideals to gain independence from the team leader and form partnerships.   A method of conflict resolution could be to use the CUDSA model.   In the CUDSA Model conflict is resolved by confronting the issue, understanding the other position, define the problem, seek a solution and agree action to resolve (The Leadership Journey, 2011).  A study by Davies (2008) has stated that by using the CUDSA model it works again and again to diffuse conflicting situations in the National Health Service.  The CUDSA model could be used in the police force to address issues between members of the team, ensuring that once again a team can function effectively.  In support of this Dechurch and Marks (2001) states that conflict management will influence satisfaction.  Another example of where conflict management could be useful when applied to policing and the Tuckman model of team development, is by having briefings.  Briefings are held at the start of every response shift.  Within these briefings everyone is allocated a role, this relates to the forming stage in Tuckman’s model where the individuals roles and responsibilities needs to be made clear.
Katzenbach and Smith developed a model of team effectiveness in 1993.  This model suggests that there are 5 levels of team work.
1) Working Group: Team members are operating as individuals and not together
2) Pseudo Team: Team members think they are operating as a team,  but are in fact still working as individuals
3) Potential Team: Team members are starting to work together.
4) Real Team: The team has accomplished a shared goal.
5) High-Performing Team: Team members go beyond working together and are dedicated to each other’s development (Katzenbach and Smith, 1993).
There are three team effectiveness factors within this model.
1) Skills: Problem solving, technical and interpersonal being a few examples of the skills team members should possess.
2) Accountability: There should be mutual accountability as well as individual accountability.
3) Commitment: Dedication to work is more likely when everyone on the team is engaged and focussed on group objectives (LeadershipLINK, 2022).
Response policing could at times be seen to be on Level 1 or level 2 of the Katzenbach and Smith Model of team effectiveness.  In level 1 team members are operating as individuals and not together, and in level 2 members think that they are operating as a team but are still working as individuals.  This is because sometimes in response policing, some members of the team may have a handover where they need to finish enquiries of an incident and interview an alleged offender.  Another officer may have the diary car where they would work individually and attend pre-booked appointments, some officers may be put into priority calls and some officers may be doing enquiries for their on-going investigations.  A response team may not become a ‘real team or a ‘high-performing team’ on the Katzenbach and Smith Model until potentially all members of the team have all been to a call that involved the response team working together for the shared goal of solving the crime and apprehending an offender.

Organisational culture is the values, beliefs, behaviours, customs and attitudes that help the members of the organisation understand what it stands for, how it does things and what it considers important (Chartered Management Institute, 2015).  Handy (1993) argues that culture is something that is perceived and hence it cannot be precisely defined.  Champoux (2006) stating that the use of values are the most important factor in the culture of an organisation as they guide the behaviour of the organisation.  Within the police these values are, firstly the policing principles: accountability, fairness, honesty, integrity, leadership, objectivity, openness, respect and selflessness (Home Office, 2014).  The standards of the police are: honesty and integrity, respect and courtesy, equality and diversity, use of force, orders and instructions, duties and responsibilities, confidentiality, fitness for work, conduct, challenging and reporting improper conduct (Home Office, 2014).  Greymalkin (2017) states that a number of studies had described the existence of a police subculture with negative characteristics including cynicism, authoritarianism and prejudice.  This includes a study by Sunahara (2004) who states that there is a well-known subculture in the police that includes loyalty.  Police rely on loyalty as loyalty felt by officers fosters teamwork in investigations and in general duty and patrol work.  However loyalty can be an inhibitor for reporting issues of ethical misconduct (McCartney and Parent, 2015) with honesty and integrity being two of the police’s core principles and challenging and reporting improper conduct being one of the policing standards.  The organisational cultures of an organisation are a key part of the Katzenback and Smith Model of team effectiveness as commitment is one of the three key effectiveness factors of a team.  This would link in with the organisation culture of the police, being an effective factor for the effectiveness of a team.  If the organisation cultures are good then the team should perform well, however if any negative subcultures are evident, such as the cynism and loyalty as previously mentioned then it might hinder the effectiveness of the team.

The term organisational justice refers to the extent which employees perceive workplace procedures, interactions and outcomes to the fair in nature.  These perceptions can influence attitudes and behaviours for good or ill, in turn having a positive or negative impact on employee performance and the organisations success (Baldwin, 2006).  Organisational justice promotes attitudes of job satisfaction, commitment and trust, in turn breeding healthy and constructive professional and interpersonal behaviour (Sheppard et al 1992).  However, if there is a perceived injustice by an employee, there may be four possible responses: exit behaviours where the employee will seek to leave the organisation, with-drawl behaviours, where an employee may reduce their efforts, voice behaviours, where an employee may file a complaint and loyalty behaviours (Turnley and Feldman, 1999).  Based on these considerations regarding organisational justice and the police, it is important to treat all employees with fairness.  If employees deem that they are treated fairly then the team performance should improve.  This fits in with the Tuckman model where the groups may be working in the norming and performing stage, and the Katzenbach and Smith Model where factors of team effectiveness are accountability and commitment, and teams can be potentially working at level 3 or above on the levels of team work.  If an employee is feeling that they are being treated unfairly then they may be performing in the adjourning stage of the Tuckman Model and only level 1 in the Katzenbach and Smith Model.  It was noted that officers were more likely to engage in discretionary effort, feel empowered, and value the public when they identified with their force. In turn, they were more likely to identify with the force if they felt they were treated fairly – in other words, if they believed that work, resources and rewards were allocated, and decisions taken, in a fair way. In addition to the effects of this strong organisational identity, different elements of organisational justice had direct effects on outcomes, with the behaviour of senior leaders shown to be particularly important. Being treated fairly themselves also made officers more confident in their own authority. That in turn translated into positive policing outcomes: they were more likely to support the rights of suspects, procedurally just policing and the proportionate use of force (Greymalkin Consulting, 2017).

There are many theories regarding team dynamics and it is an essential area of study due to the reliance of teams in the police force.  Tuckman’s models use in the police force is relevant as it could be representative of response teams.  A criticism of the Tuckman Model is that it does not offer sufficient clarification to when the phases start and end (Hurt, 2021).Conflict is a key aspect of this Model and there needs to be methods to manage this conflict. The CUDSA model of conflict management could be an ideal tool to manage the conflict that arises in this model, however CUDSA can only work if a leader or a member of the team have knowledge about this model and how to use it effectively.  This may require training, as is available in the National Health Service.  The Katzenbach and Smith Model of team effectiveness is potentially the model which is more appropriate to its use in the police force.  This is because commitment, which is one of the factors of the effectiveness of the team and could represent the organisational cultures of the police force included in its standards and policing principles, highlighting how at times team dynamics can be shaped by wider cultural norms.    Team cohesion is a key factor in both Tuckman and Katzenbach and Smiths Model’s.  It is apparent in the Norming and Performing stage in Tuckmans’ models and from Level 3 and above in Katzenbacks and Smiths Model.  Overall both models have their uses when evaluated by applying these to the police force.  Tuckmans’ model has conflict as a key aspect where Katzenbach and Smith does, however the Katzenback and Smith model has its cultural factors as more of a reason key reason for the effectiveness of a team.
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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. 

2000 words (+/- 10%: include your actual word count at the end of each section)





ANSWER:

During this assignment I will describe and critically assess an incident in which I attended and played a significant role with a victim of crime.  I will consider the social and legislative contexts of this incident as well as any cultural, ethnicity and language issues.  I will use Bortons’ (1970) Model of Reflection to assist me in with my evaluation of this incident.  I will then also look to critically evaluate the appropriateness of different approaches by both the police and external professional that are involved with the police in supporting and managing vulnerable people or people at risk of harm.  Borton’s (1970) Model of Reflections asks 3 questions, What, So What and Now What?  The ‘What?’ question seeks to increase the awareness of the individual regarding what has occurred, (Borton, 1970).  The ‘So What?’ question is an evaluation stage.  It is this second stage that helps a person make sense of the event (Jasper, 2013).  The ‘Now What?’ question looks at using the insights and understanding created to develop a plan on how things should happen in the future (Borton, 1970).

The incident that I am going to reflect upon is an incident of domestic abuse.  Domestic abuse is defined as: 
Any incident or patterns on incidents of controlling, coercive, threatening behaviour, violence or abuse between those aged 16 or over who are, or have been, intimate partners or family members regardless of gender or sexuality.
(HMIC, 2014).
Unfortunately within Gwent Police domestic abuse accounts for 6% of calls to police and also accounts for 11% of all recorded crime in the force (HMIC, 2014).  This is a high percentage of the police’s day to day response calls.  Different approaches to tackle domestic violence, which could lead to a reduction in this percentage should be welcomed and highlighted.

My involvement in this incident originated from an emergency call whilst I was on mobile patrol duty.  Officers were asked to attend an address in Newport as an emergency response as the caller had just reported that she had been beaten up by her boyfriend.  This is the ‘What’ stage of Borton’s (1970) Model of Reflection


On route to the incident we tried to obtained details of people who were involved in the incident and who lived at address, obtain checks of the alleged offender, including any relevant warning markers, the circumstances of the incident, if the offender was still there, the injuries that the victim received, and if a weapon used in this incident.  Officers arrived on scene to find an extremely distressed woman in their mid-twenties.  She was bleeding from visible wounds on her lip, legs and had grazing in multiple places. The incident had only just happened and the victim was extremely distressed. At this moment in time I would describe this women as vulnerable.  Vulnerability is defined as “A person is vulnerable if, as a result of their situation of circumstances, they are unable to take care or protect themselves or others from harm or exploitation” (College of Policing, 2021).   At that moment in time the victim was vulnerable as in that situation she had been unable to protect herself from her partner.


Firstly I needed to establish the safety of the victim first so we needed to ask who the offender was and where they were.  Colleagues searched the house and the grounds and were satisfied that they were not there.  We then needed to establish the medical condition of the victim.  We could see some visible injuries and asked questions to establish if there were other injuries, medical treatment was declined and it was decided that an ambulance would not be needed at this stage.  I then asked the victim if they wanted a relative or a family member to be with them to ease their apprehension, they stated that a friend lived in the street so a colleague went over to the address to ask them to come over.  When the friend arrived to support the victim I then obtained an initial account from them.  I described what a DASH form was and what the process is.  The DASH risk identification and management model was implemented across all police in 2009, and it is a common checklist for identifying, assessing and managing risk (DASH Risk Checklist, 2021).  I described it as being a way of how officers use it to risk assess victims.  The victim wanted to complete a DASH and gave their consent to share.  I asked the victim if they would be willing to make a statement and informed them what the process was and if they supported police action against their partner.  The victim stated yes but I decided that at the moment they were in too much shock for the statement to be obtained and informed them that I would come back later to obtain one. Using the information from the initial account and from taking pictures of the visible injuries, steps were put in place to now try and locate the offender and identify  what crimes the offender would be arrested for, if and when he was found.  The victim was safety planned, this is where they are given advice on how to keep themselves safe.  We left the victim with their friend and informed them that officers were trying to locate the offender, and that we would re-attend later in the afternoon to take a statement from them regarding the incident.


The victim informed us that the offender’s sister lived on the street and firstly a search was conducted there, followed by searches of their mothers’ and then father’s addresses.  When I attended later to take a statement I informed them of what had been done to try and locate the offender so far.  I also discussed with them what special measures where and that we could apply for them if this is something which they felt that they wanted and needed, although I could not guarantee them that they would be granted.  Special measures in court settings are available to assist vulnerable or intimidated victims in court.  Special measures in court are there to make it easier for people who need extra help to give evidence.   Special measures can include: the use of screens and curtains, giving evidence from outside a courtroom and making a pre-recorded video of your statement (Victim Support).  The idea of these special measures is to allow a vulnerable victim the ability to give ‘best evidence’ improving its quality through accuracy, consistency and completeness   (Fairclough, 2018).

The ‘So What’ section of Bortons’ model of reflection is an evaluation stage which allows for analysis of what occurred to create a deeper understanding of what happened and why.  I cannot change the incident and what happened to the victim.  What I can take from the situation is to evaluate my performance from the incident and highlight what I learnt from the event.  Myself and my colleagues made the victim feel safe and were sensitive and empathetic to what had just happened to them.  What I have learnt is that I lacked the knowledge of how a victim is supported after the initial incident is dealt with.  I was aware that Gwent Police has a victim hub and that through my DASH and PPN referral support can be offered, however I did not know what this support was. The staff at the victim hub act as a central point of contact for victims from the point of reporting a crime and to the conclusion of the criminal justice process, they also offer tailored support to victims based on their needs and work with partner agencies to refer victim’s for enhanced support should they need it, also informing them of their rights under the victims code of practice. Having this team to support victims is a great service as many victims have concerns regarding the criminal justice system, have limited knowledge of legal procedures or support services and it can lead to under-reporting or withdrawal of a complaint (Kilcommins et al, 2018).  It is understandable that a person who is a victim or a witness and who does not have much knowledge of the legal system could become apprehensive and daunted by the prospect of reporting a crime and the potential future actions that arise from this. 


To complete the final stage of Borton’s (1970) model of reflection which is the ‘Now What’ stage.  Having identified what I believed I lacked knowledge on, I have improved my knowledge in this area by researching what support is offered to victims of domestic abuse and have now volunteered to be a domestic abuse champion for my shift.  I have also improved my knowledge on the Clare’s Law Scheme which will be discussed later in this assignment.


A tool which is valuable to potentially tackle this victim from being a victim of domestic abuse again is Clare’s Law.  Clare’s Law, also known as The Domestic Violence Disclosure Scheme, enables the police to disclose information to a victim or a potential victim of domestic abuse about their partner’s or ex-partners previous abusive or violent offending (Home Office, 2022).  I informed the victim of this process so if they start a new relationship they can potentially apply for Clare’s Law.  A different approach by social services and support agencies to offer support to vulnerable, particularly in situations of domestic violence is to use the ‘Freedom Programme’.  The Freedom Programme is a domestic violence programme  which examines the roles played by attitudes and beliefs on the actions of abusive men and the responses of victims and survivors, with the aim to help victims make sense of and understand what has happened to them (Freedom Programme, 2018).  A tool like this can potentially help a victim recognise the signs of a domestic abuse relationship, thus meaning they may stop a relationship sooner before further abuse happens, protecting them from future violence.  This tool would be particularly useful for repeat victims.


During this assignment I wanted to critically evaluate an incident where I played a significant role with a victim of crime.   During this evaluation I used the Borton’s model of reflection to help guide my reflective analysis of the situation.  Bortons’ model of reflection was useful to use as its use of questions meant it was easy to understand and use and highlighted the learnings I can take from this experience.    Overall I performed well in my immediate dealings with the victim, keeping her informed of what is happening and informing them of tools that they could use to potentially stop this from happening again. Throughout this process I put the victim at the centre of my concerns.  I made sure they felt comfortable, important, I was knowledgeable and confident in my abilities.  As always there are learning points to takeaway and these would be to improve my knowledge of the services on offer to support victims, not just my PPN referral, and how victims can access these services.

Word Count: 1825








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 2000 words. 
 
 
 
 
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:  H. James   (Learner – electronic signature accepted.) 
 
Date: 14.04.2022






Task 4

This is a reminder that this TASK 4 section is an opportunity for you to answer one question which should be relevant to the “advanced learning” area that you have chosen.  The advanced learning lecture that you choose to attend will assist you in answering this task. 



Choose 1 of these 5 options to answer 

(Note for officers who have an interest in becoming a detective and wish to specialise in this role, you MUST choose option 5)


1. Response Policing.
2. Policing Communities.
3. Road Policing.
4. Information and Intelligence.
5. Conducting Investigations. 




Task 4 Option 1: 

Relevant areas of the National Policing Curriculum:


Response Policing

You should choose a policing incident that was of a complex nature, in which you played a significant role in providing a response.



	 

 Critically assess the challenges associated with a response incident that you have attended, and the strategies developed for effective policing in such challenging situations.



2000 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:


During this assignment I will critically assess the challenges of a police incident that I attended as a response officer and also critically assess the strategies developed for dealing with these types of incidents.  Response policing is the team of police officers that respond to emergency and non-emergency calls from members of the public (College of Policing, 2020).   It is a varied role and as a response officer I have attended many different incidents including: sudden deaths, calls to help suicidal people, searching for missing people, assaults, burglaries and road traffic collisions.

The incident that I will critically assess during this assignment will be an incident of domestic violence and Honour Based Violence.
Domestic abuse is defined as: 
Any incident or patterns on incidents of controlling, coercive, threatening behaviour, violence or abuse between those aged 16 or over who are, or have been, intimate partners or family members regardless of gender or sexuality.
(HMIC, 2014).

Honour based violence is defined as:
Any incident or crime involving violence, threats of violence, intimidation, coercion or abuse (including psychological, physical, sexual, financial or emotional abuse) which has or may have been committed to protect or defend the honour of an individual, family and or community for alleged or perceived breaches of the family and or the community’s code of behaviour (NPCC, 2015).


My involvement in this incident originated from a colleague being put into a priority call. The only information on this log was that the caller whispered “MY HUSBAND KEEPS TRYING TO KILL ME” and then the caller hung up.  We then had the address of where the call originated from.  After reading the log I told my colleague that I would attend with him.  My first critical assessment of this incident is that the call should have been graded as an emergency call and not as a priority. An emergency response call are the most high risk calls, if someone is at serious threat to get injured or a danger to their life.  Priority calls are a grade 2 response, it is still an emergency but not as severe as a grade 1 but there is still a high level of importance to the incident.  It is required by law for emergency services to respond to a priority incident with two hours (UKEssays, 2018).  Although this was graded as a priority call and we did not necessarily need to rush to the incident, after reading the log we left to attend the address straight away.

Upon attending the address officers were greeted by a lady in the front lounge window of the house waving her hands frantically.  I asked her if she could open the door, she shook her head.  I asked if we could go around the house and to the back door, she shook her head.  The lady look scared and frightened.  She then started to climb out of the lounge window which only opened at the top and officers helped her get out safely.  One out of the house the lady fell to her knees and clung on to me.  She could not speak very good English and was so scared that I made the decision to place in the police car and then we could establish what had happened back at the police station.  She kept saying, “THANK YOU” over and over again.

When back at the station it became apparent that we needed to get an interpreter in order to find out what has happened.  By using google translate on my phone I managed to find out what language she spoke, which was Bengali.  I then phoned Language Line.  Language Line is a service of interpreting and translating that has been designed, developed and defined over the years by the requirements of the police service.  It offers round the clock access to thousands professional and vetted interpreters via mobile phones, video and in over 200 languages (Language Line Solutions, 2020).   By phoning Language Line it enabled me to have a Bengali interpreter within minutes.  I then placed the phone on speaker on the middle of the table in private in the briefing room so we could established what had been happening to the victim.  Language Line is an invaluable service.  Having an interpreter within minutes meant we could quickly establish what had happened and know how best to help our victim and put her at ease.

What we discovered with the help of the interpreter was that the victim was living in Bangladesh and that she had an arranged marriage.  Her husband and family were from Newport.  She travelled back to Newport with them.  She thinks her husband has a mental disorder.  During the relationship he has tried to strangle her, cut her with Knives and attempted to suffocate her with pillows.  She is legally allowed in this country but the husband’s family have not allowed her to register with a Doctors surgery/medical practice.  She is not allowed to leave the house and she does all the cooking and cleaning.  She has limited contact with her mother in Bangladesh.  When she has mentioned to her mother in law that she is unhappy the mother in law has told her that she cannot divorce as it will bring shame on the family and her mother will have consequences.  The female had disclosed assaults and honour based violence.  Although the Crown Prosecution Service (CPS) in the UK does not have a specific law that encompasses honour-based crime. There are existing laws that already cover the offences associated with honour-based violence and it is viewed in legal terms as a violation of human rights and/or domestic or sexual abuse. Specific legislation around domestic violence or assault, rape, threatening behaviour, kidnapping, manslaughter and murder can all be used to prosecute honour-based crimes (Miller, 2021).   It is a challenge that the UK does not have a specific law regarding honour-based crimes, however as previously mentioned using the legislation regrading domestic assault and crimes and be used to prosecute for honour- based crimes.

Now that it was apparent that the victim was the victim of assaults and honour based –crimes, officers contacted the Criminal Investigative Department (CID) to look at the case and potentially take it on.  Also the log on the police computer system was turned into a restricted incident.  When a log/call is turned into a restricted incident it means only those with permission can now access the information in that log.  This helps to keep details private and protects the integrity of the investigation.  For example keeping the location of the victim secret is essential and by having a restricted log it can help this process.   As previously mentioned, CID now took over this case.  CID is the department in the police that investigates crimes of a more serious nature that may require specialist skills to ensure more complex or serious crimes are investigated fully (Police Information, 2020).  This incident could not have been dealt with effectively by a response officer due to the limited resources and time that they would have had. By the investigation being passed on to CID means that incident would have been handled more effectively.  When CID officers arrived it was decided that as I had built up a rapport with the victim I would stay with her to help make her feel safe and comfortable.  Practitioners described rapport as how they communicate to develop a relationship or bond with the victim or witness which allows them to feel comfortable in your company.  By building a rapport it can increase the amount and accuracy of information provided (College of Policing, 2022).

It was clear that the victim should not return to her home address for her safety, therefore I started the process of trying to find accommodation for her. I tried to find accommodation through BAWSO first.  BAWSO is the lead organisation in Wales providing practical and emotional support to black, minority, ethnic (BAME) and migrant victims of domestic abuse, sexual violence, human trafficking, female genital mutilation and forced marriage.  To date they have helped over a quarter of a million people in Wales. It runs 5 refuges and 2 safe houses across Wales and provides provision and support for: prayer, support workers, counselling, legal and immigration services, benefits and financial assistance, interpreting services, kitchens to accommodate different dietary needs, support through the criminal justice system and housing (BAWSO, 2022).   Unfortunately all BASWSO homes/centres were full so I made further contact with other refuge centres. I contacted a refuge centre in Powys which had space and were able to accommodate her.  Fortunately the female had the good sense to bring her passport and mobile phone with her.  We advised her to put her mobile phone onto aeroplane mode as soon as we were back in the station so that it could not be tracked, in case her family had the means to track her phone.   BAWSO is a valuable tool as it can offer more tailored services to victims from ethnically diverse backgrounds.  Unfortunately in this instance it was not available, however CID officers did inform me that after a couple of days in the refuge in Powys she was then able to transfer to a BAWSO centre.


After CID officers took the female to the refuge as her place of safety I completed a DASH and a PPN referral (I had gone through the DASH questions with the interpreter).  She was graded as High Risk due to what was disclosed but she was now removed from the home address which was good.  I did not disclose on the PPN where the refuge was but left the email address of myself and the CID officers in case social adult social services wanted to contact them.  I did not disclose the whereabouts of the refuge centre as it is critical that this is kept anonymous to protect the residents that are there as they have left dangerous situations and could be at potential risk from there partners if the location of the refuge centre was disclosed.


During the incident I faced many challenges, this included seeing a very distressed female in a difficult situation and making on the spot decisions to bring her back to the police station for her safety.  Having a language barrier was another challenge and overcame that with the use of Language Line to provide translation services.   Building a rapport with the victim by making sure that she felt safe enough to tell us what had happened.  Identifying that the victim had been suffering honour based abuse and passing this information on to CID so that they could assist and provide a more thorough investigation, and trying to find suitable accommodation for the victim so she could be safe.  I handled all situations carefully, respectfully and to the best of my abilities and I am confident that the victim felt safe in my company and was happy with the response that the police took.  However the one strategy that could have been improved would be with the grading of the response call.  The call should in my opinion been graded as an emergency instead of a priority.  However using my professional opinion, based on the information on the call log, officers attended the call as quickly as possible and were at the address within minutes of the call being placed.
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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. 
 
2000 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. 
 
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
1. The need to maintain and improve knowledge of legislation in the UK
 
 
 
2. Continued development of knowledge in the use of other disposal available to the police including PCR and community resolutions
 
 
 
 
	Low 
1-4 
	Med 
5-7 












7

	High 
8-10 

8
	Low 
1-4 












4
	Med 
5-7 


5
	High 
8-10 
	 


Stay up to date and continue to revise definition of crimes, especially in the crimes that I deal with mostly on a regular basis as a police officer.



As an officer I need to be aware of the other disposal for offences I can use and the different aspects and conditions of using them.

	SKILLS 
 

1) Use of force including handcuffs






2) First aid skills
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 











	High 
8-10 

8








8
	Low 
1-4 

4








5

	Med 
5-7 
	High 
8-10 
	 

Within my policing experience I still have not used my handcuffs too much, particularly in a non-compliant way so I need to practice this more, not just in OST.


Improve my skills in wound management having been to a stabbing recently and I got flustered in applying the gauge.

	EXPERIENCE 
 
 
 
1) Incidents of RTC’s.
 











2) Case Files with a focus on MG5’s and knowledge of each section
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


6
	High 
8-10 
















9
	Low 
1-4 
	Med 
5-7 


6













5

	High 
8-10 
	 



I have not been to many RTC’s and need to ensure that I would have the experience and confidence to deal with them by myself.  Need to volunteer to attend these calls and potentially spend some time with RPSO’s to gain more experience in this aspect of policing.


Continue to gather knowledge and experience in the cases that require files and improve my professional wording in my MG5 to ensure limited Action Plan reviews on my file work as it is such an important aspect of police work.
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