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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:

“Teamwork is the ability to work together towards a common vision.  The ability to direct individual accomplishments toward organizational objectives.  It is the fuel that allows common people to attain uncommon results” (tameday.com, 2019).
As a police officer on front line response, I work very closely with individual colleagues, and as part of a team as a whole.  On a normal tour of duty, I am paired up with one other person for the duration of the shift.  Our Sergeant changes our pairings regularly in order for us to have a varied perspective of each other and get to know how each of us as police officer’s work.  We all work in varying ways and use our judgements and our discretion differently in different situations, so it is advantageous for us all to get a feel for how each individual member of the team works and to identify each other’s strengths and potential weaknesses. Often the way in which we approach and deal with an incident might differ from how a colleague would do things.  This might bring about conflict; however, it might otherwise be a useful discussion for the whole team to learn from – depending on an individual’s point of view.  
In this essay, I will begin by firstly examining some theories of team dynamics.  I will be looking at two models specifically and I will critically evaluate them in terms of how they help or hinder team cohesion, and how these dynamics can embody wider organisational cultural norms.  I will then look at inter-personal conflict, and how this might arise within a team.  I will consider how leaders might use different approaches in order to deal with this; and move the team forward in a positive way to enhance the teams and individual’s performance.  Finally, I will reflect on how team dynamics might result in failing to comply with professional standards requirements within the police service. 
As discussed, I have chosen to look specifically at two models of team dynamics (there are many more!).  Firstly, I will briefly describe the Tuckman Team Model, as this is one of the most well known theories of team development.  Psychologist Bruce Tuckman first developed the Tuckman Team Model in 1965.  This model describes four stages that groups go through in their development and these stages he calls “forming”, “storming”, “norming”, and “performing”.  Tuckman later went on to add a fifth stage, which he called “adjourning”.  I will summarise each of these sections as they link into the second part of my discussion around inter-personal conflict.
The first stage is “forming”: this is when a group is getting to know each other and are trying to give a good impression of themselves.  Suzan Last has described this stage as “…an orientation stage, on both an interpersonal and professional level, where preliminary boundaries and expectations are established” (www.pressbooks.bccampus.ca, no date). 
The second stage is “storming”: this stage is often characterised by group conflict as individuals are beginning to challenge the boundaries and expectations that were set out in the forming stage.  It is where team members learn of each other’s strengths and weaknesses.  At this stage, members of the team still see themselves as individuals rather than team members and they have not yet developed team cohesion.  This stage is an important part of group formation and this is when leadership skills are really called upon in terms of bringing the team together and working to build trust between members. The leader must direct the team to focus on their goals, with specific reference to organisational requirements, rather than allowing any inter-personal conflict to develop further.
The third stage is moving into “norming”: this is where the team are starting to come together in a more cohesive way (so long as conflicts have been resolved or are resolving).  Group cohesion is developing whereby team members check in with each other and feel a shared responsibility to each other and the organisational goals that they are working towards.
The fourth stage is “performing”: this is where teams are now working well together, there is a mutual and respected understanding of individual team members.  There is a trusting atmosphere where strengths and weaknesses are acknowledged and worked through in a united approach. 
The fifth and final stage is “adjourning”: this is where the task is complete, or as in the organisational structure of the police force, team members are relocated to different teams, different stations or leave to work in different departments.  This can be a difficult period of adjustment for the team and team members can feel a sense of loss.  However as is also the case, a new team member may arrive on shift and this whole process starts again. 
Tuckman’s model appears to be a fairly linear model, however when looking at how to apply this in a policing context, I believe that it works well due to teams being formed and dissembled fairly often in response policing, due to organisational requirements, and this can greatly affect team dynamics and group cohesion.  Again, this points strongly to the importance of good leadership skills.  Turner (1991) has defined leaders as “persons or social roles who exert more influence in a group than others…they play the most important role in directing the group’s activities, maintaining its traditions and customs, and ensuring that it reaches its goals” (Gross, 1992), and this is particularly important with ever-changing group dynamics.  With specific reference to the team, that I am part of, I can reflect that since I have joined the team some ten months ago, the team has changed quite considerably.  New members have joined, more established members have left.  Some new probationers have joined temporarily and have then subsequently left.  The team has an ever-changing dynamic and so perhaps this model lacks the flexibility that accounts for sudden changes, as in, perhaps the team never gets to the ‘performing’ stage as it has already changed again before it gets to that point.  A criticism of this model could be that it does not appear to be clear that when a group changes in this way, whether the model starts again from the beginning, as a more circular model might, when a new member joins or leaves, or does a new team member slot in with the existing team wherever they are in the model.  Existing research does not appear to this explain this in any detail. 
The second model that I will evaluate is the GRPI model that was first developed by Richard Beckhard in 1972, and it stands for Goals, Roles, Processes, and Interpersonal Relationships.  It is predominantly used in sporting contexts; however, I feel that it can be used effectively in conjunction with Tuckman’s theory in applying it to a policing context.  It has four main elements and these again, are not dissimilar to Tuckman’s stages.  These are: “Goals”, in terms of what does the team want to achieve.  “Roles”, in terms of individual members having clear roles and responsibilities within the team, but also having the ability to focus them on the wider performance of the team. “Processes”, in terms of working collaboratively, having open and good communication, with “clear levels of authority and coordination of workload” (www.businessballs.com, 2021).  The final stage is “Interpersonal Relationships” and this is reflective of the trust and flexibility of team members, openness to feedback and mutual respect.  In critically evaluating the model, I would suggest that the GRPI model is not as in-depth as Tuckman’s model, and is more simplistic in its approach.  I would describe it as a descriptive model rather than a model offering any sense of resolution.  It feels like it would be a model to base a new team structure on, as opposed to using it dynamically on a day-to-day basis. 
A team has been described as “a group of individuals, all working together for a common purpose.  The individuals comprising a team ideally should have common goals, common objectives, and more or less think on the same lines” (managementstudyguide.com, 2021).  It is understood that every individual within a team will come with their own personalities, their own sets of values and beliefs based on their own life experiences.  The differences that people share can be a cause for celebration, drawing on individual strengths to achieve best results for the benefit of the team; however, these same differences can also be a cause of conflict within a team as individuals struggle to resolve those differences and work together in a cohesive manner.  Interpersonal conflict can be described as “a disagreement in some manner which can be emotional, physical, personal, or professional between two or more people” (alleydog.com, 2021), and disagreements like this can be commonplace within the workplace environment, especially a very stressful one like response policing.  A fundamental part of working as a police officer is the requirement to use one’s own discretion to manage and resolve situations.  When paired up with colleagues on a shift that may inevitably lead to conflict situations where one officer might respond in a certain way and that might differ to another’s.  This could be a useful opportunity to discuss and evaluate the incident with colleagues; however, it might also bring about conflict within the group as colleagues share their frustrations or annoyances with some in the group, and not others, which subsequently could lead to divisions and a lack of social cohesion.  A relevant model, which focus specifically on group conflict resolution, is the Thomas-Kilmann Conflict Mode Model developed in the 1970’s.  This model outlines five main approaches to managing group conflict, with specific reference to the strategies that can be adopted to enhance group performance.
To summarise the model, it describes two elements when choosing a course of action in order to manage a conflict situation and those are Assertiveness and Cooperativeness.  In short, assertiveness is the degree in which individuals attempt to satisfy their own needs; in contrast, cooperativeness is the degree in which a person is trying to satisfy the other person’s needs.  From this then comes five handling codes:
Avoiding – which is when people attempt to avoid the conflict,
Accommodating – which is when people try to satisfy other people’s concerns at the expense of their own,
Compromising – persons come together and try to find an acceptable solution that only partially satisfies both persons concerns,
Competing – when persons try to satisfy their own concerns at the expense of others,
Collaborating – when persons are trying to find a mutually agreeable solution to suit all parties.
The benefits of using this model have been praised due to the handling codes being: ‘developable, and so not fixed.  Through awareness and focus it is a dynamic and flexible model’ (challengingcoaching.co.uk, 2012), which could be beneficial and usefully applied in ever changing group dynamics of a response policing team.
A key principle in a police officer’s code of conduct is to act towards members of the public with fairness and impartiality.  This works in conjunction with how a police officer is treated by the organisation as a whole.  This can be described by the term ‘Organisational Justice’ which refers to the ‘extent to which employees perceive workplace procedures, interactions and outcomes to be fair in nature’ (employment-studies.co.uk, 2006).  These perceptions by individuals can have huge implications in terms of a person’s attitudes and behaviours in the workplace, for both good and bad, and which consequently can have a positive or negative impact on employee performance and the organisation’s success in achieving its goals and deliverables.  The professional standards of police conduct are the same for all officers with any length of service.  The professional standards are set, not just in terms of how an officer deals with members of the public, but also how an officer behaves within their team environment.  For example, if within the team an individual acts without honesty and integrity, or if they do not treat their colleagues with respect and courtesy, as set out in the Police Conduct Regulations, then they will fail to comply with those professional standards, which may in turn impact the organisational justice element in all aspects.  If negative team dynamics are not addressed correctly, as detailed above, then this can lead officers to fall short of these standards, effecting not only the team but also the organisation as a whole. 
In this essay, I have looked at various theories of team dynamics, and how leaders can help to develop team cohesion.  I have discussed some of the reasons why teams cannot function so well and have offered a theory that might be used by leaders to manage team conflict as and when it develops.   I have also discussed how interpersonal conflict can occur within a team.  I have then discussed how these dynamics can affect both the professional standards that officers must abide by, but also the consequences on the organisational justice side of the workplace.  Teamwork is vitally important in working as a police officer.  It is imperative that as individuals, we trust and have faith in our colleagues, that they will back us up and support us when we need them too.  We rely on strong leadership to guide us and keep us working towards our objectives and values as a team.
Based on the principles that I have considered so far in this essay, it is clear that there are multiple reasons why teamwork is such an important concept.  If a team is working cohesively together, managing conflict as and when it arises, in a fair and measured way; in addition, if those individual persons who make up that team feel that they are treated fairly by the organisation that they serve, and by their leaders, then that in turn can lead to massive job satisfaction.  Organisational justice is a hugely important construct due to it affecting outcomes on numerous levels, for the individual, the team and on the organisation.  Research has shown that organisational justice is linked to positive outcomes such as ‘trust, job performance and satisfaction, organisational commitment, and organisational citizenship behaviours’ (ckju.net, 2019).  In contrast, failure to adhere to the principles can have negative outcomes such as burnout, negative workplace behaviours, failure to adhere to professional standards of behaviours, and other things besides.  It is imperative that we consider and reflect upon the team dynamics that we work within, to recognise the stages that we are at and steer our colleagues and ourselves in working towards more productive and cohesive goals.
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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. 

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





ANSWER:

As a front-line response officer, I encounter victims of crime daily and I have concluded that no one victim is ever the same.  Vulnerability plays a large part in how an individual deals and copes with being the victim of a crime.  According to South Wales Police, the definition of vulnerability states that ‘a person is vulnerable if, as a result of their situation or circumstances they are unable to take care of or protect themselves from harm or exploitation’ (www.research.publichealthnetwork.cymru, no date).
In this essay, I will reflect on an incident in which I was involved, alongside a colleague, in which we took a first account from a victim of rape.  To reflect on my role, I will use Borton’s 1970 reflective tool.  I will then evaluate different partnership approaches in supporting and managing vulnerable individuals, with specific reference to this young woman.  Finally, I will explore how my involvement in this incident may influence victims’ perceptions of the police, and link this to the importance of tackling repeat victimisation, and I will also consider how the use of evidence-based policing might help in that regard.
Firstly, I will begin by giving an outline of the incident.  At the beginning of my tour of duty, a non-emergency call came into us, via the Public Service Centre, from a support worker at a sheltered housing complex.  The support worker stated that one of her young service users had reported a sexual assault by a known associate of hers and two other men.  Our Sergeant decided that given the nature of the call, two female officers should attend and speak with the victim to take a first account from her and gather as much information at this early stage as we could. The victim was 17 years old and so it was necessary for us to ensure that an appropriate adult was present to comply with PACE Code C, paragraph 1.5, which states that “Anyone who appears to be under the age of 18 shall…be treated as a juvenile for the purpose of this code…” (appropriateadult.org.uk, 2018).
On attendance, my colleague and I initially spoke with the support worker to ascertain what had been disclosed, and then the victim came into the room.  She was speaking to us with consent; however, she was extremely withdrawn in her demeanour, she did not make eye contact with either of us, and she gave very limited answers.  She consented to talk to us; however, her vulnerability made her fearful to disclose the details of the friend, or the location of the flat where the incident had occurred.  She stated that she now felt fearful when she left the sheltered housing, that this “friend” might know where she lives and attack her again.  
I was aware in that moment how complex the issues are when dealing with victims of rape or sexual assault. I was mindful of the language that I used when speaking with her.  I did not want to ask the same questions repeatedly, in a way that might otherwise re-victimise her.  In my mind, I was conscious of how traumatic that experience might have been for her, and to recount it in detail with myself might not be appropriate given my level of training in this area.  In the South Wales police force we have specially trained SOFR officers (Sexual Offences First Responder), who are uniformed response officers who have been specially trained to ‘ensure that appropriate levels of investigation and support are provided at the initial investigation stage’ (Bryant & Bryant, 2019).  I was, however, able to draw on my years of counselling experience in order to speak and empathise with her.  Communication and trust go hand-in-hand in this role.  Studies have shown that “police officers who are willing to take the time to show kindness, understanding and consideration when interacting with others…will foster a more positive atmosphere” (natcom.org, 2008) which in turn leads to a greater likelihood of cooperation.  Researchers went on to suggest that in “police-civilian interactions, members of the public tend to see the uniform and the badge rather than the individual behind them” (natcom.org, 2008).  As response officers, my colleague and I turned up in our full police uniform, which may have added an extra level of fear for this young woman.  Other professionals who assist in these instances are mostly in plain clothes, and this may make it easier for a fearful young woman to open up instead of speaking with officers in large fluorescent body armoured uniform, which might be scary for anyone.  
Using Borton’s Reflective tool I will evaluate my role in the time that I was with this victim.  I was aware of my body language, the tone of my voice and the non-verbal communication that I was displaying.  I was conscious of asking clear and concise questions about the incident, to be clear on the details in the first instance.  It was uncomfortable and difficult to ask personal questions, but it was essential that I asked the necessary questions to cover the points to prove in the legislative context.  If this was not done, my concern was that we would have to re-attend later to ask those questions more specifically again, which in turn could re-traumatise her.  The victim was not willing to give us the details of the friend and I recognised that my instinct as a police officer was that I wanted her to disclose those details so that this person could be arrested, to protect her and other members of the community.  However, my professional standards kicked in and the knowledge that I adhere to South Wales police policy in that we are a victim-led force that strives to put the victim at the heart of what we do.  According to Rich “Some generalizations about police culture that may be relevant to sexual assault victim interviewing include…apprehension of criminals is perceived as the primary task of police work and taking crime reports is seen as more subsidiary” (Rich, 2012, p.263-279).  On reflection, I recognise how my actions and my own biases may have influenced the victim in a negative way, had I not been mindful in that moment of those professional standards.  This in turn possibly may have affected her attitude in disclosing any further details to any other police officers.
In instances like rape and sexual assault, the South Wales police force will liaise with partner agencies with the shared view of safeguarding and protecting vulnerable individuals.  The aim is that individuals are not repeatedly victimised in the same way.   A Victim Support referral would be submitted, and they can offer emotional and practical support to survivors.  They have ‘Independent Sexual Violence Advocates (ISVAs) who are specially trained advisors available in some Sexual Assault Referral Centres (SARCs), and these are specially trained caseworkers and volunteers’ (Victimsupport.org.uk, 2021).  Their role is to help a victim to decide on which course of action they want to take, and what kind of help and/or support they want.  They can also guide them through the criminal justice system if they wish to take that route.  A Public Protection Notification (PPN) report would also be submitted which would be circulated to partner agencies to provide support to vulnerable victims of crime through additional support services, depending on their specific needs.  In this incident, details would also be shared with CSE teams (Child Sexual Exploitation) due to the victim being under the age of 18 years.  These services, along with support from the police, ensure that different organisations are working together in the service of the victim, keeping them, their needs, and their wishes at the forefront of every decision.  Some approaches are concerned with supporting the victims of crime and dealing with the emotional and psychological impact of crime.  Other approaches are more focused on the prevention of crime and tackling repeat victimisation.  All approaches however are concerned with the victim and hold the victim at the centre of every decision made.  Therefore, in this instance, it would not have been appropriate me to pursue my lines of investigation regarding the suspect, as that was not what the victim wanted. 
According to a journal article by Elizabeth Tomisch entitled: ‘Sexual Repeat Victimisation and Trauma: An Ecological Perspective’ Tomisch states that: “survivors of sexual repeat victimisation are more likely to develop depression, anxiety, post-traumatic stress disorder (PTSD), and substance addictions than those sexually assaulted by one perpetrator only and the general population” (archive.org, 2013).  From this quote alone, and there are many more supportive studies, one can see how imperative it is that victims are managed and supported through these incidents in a way that lessens the impact on them psychologically as much as possible.  It is also vitally important that they receive the right kind of help to ensure that they are not repeatedly victimised.
To attempt to tackle repeat victimisation it can be helpful to use an evidence-based policing approach.  This is where officers are not just ‘responding’ to calls but are ‘proactive’ in their efforts to prevent and reduce crime in the first instance.  Evidence based policing is concerned with the proactive side of policing, with the focus shifting into neighbourhood policing teams along with Police Community Support Officers who actively engage with communities and are more of a visible and involved presence within those communities.  Dr Khan has concluded in her works that: “effective community engagement seems to be central to any locally-based approach to reducing crime” (police-foundation.org.uk).  Building trust and confidence in the police is a key aspect in this if we seek the openness for victims to come forward and disclose offences to the police.  I see one of my roles within the police force as being a key advocate for the voice of victims and their needs within the Criminal Justice System. 
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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:  _Emily GIBSON _ _ _ _ _ _ _ _ _ _ _ _ _ _ (Learner – electronic signature accepted.) 
 
Date: _30/10/2021 _ _ _ _ _ _ _ _ _ 






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:

I intend to break this essay question down into three separate elements, due to not being a specially trained traffic officer I have not had many incidents related to traffic or roads, and certainly not enough to write an essay on.  Therefore firstly, I will address the issue of how criminal activity often facilitated by using our road networks can be disrupted given the resources that we have available to us as police officers.  I will also look at how the gathering and sharing of information and intelligence can help us in this regard.  Secondly, I will discuss an incident in which I was involved whereby I applied appropriate fast track actions to ensure that golden hour principles were enforced.  I will explore the importance of how I risk assessed this situation when considering my decision-making and I will then evaluate the effectiveness of that decision-making.  I will use Borton’s reflective tool to help me do this.  Thirdly, I will analyse how I have applied and understood appropriate interviewing techniques in a complex investigation, specifically looking at the PEACE model and how I applied it.  Again, I will use Borton’s reflective tool to reflect on my interviewing in this incident in order for me to highlight areas for improvement going forward. 
The strategic road network (SRN) has been described by Highways England as being ‘the backbone of our country’ (www.highwaysengland.co.uk, no date).  We have over 4,300 miles of motorways and major A-roads and these connect people, help to build communities, create job opportunities, and help the nation connect and thrive.  Unfortunately, along with all the positive benefits that our SRNs bring us, it also acts as a conductor for a significant amount of criminal activity, used by organised criminals, and this can affect our society to such an extent that roads policing has become an essential element in our everyday policing strategy.  Some of the ways in which are road networks are used in criminal activities include, but are not limited to, drug smuggling and county lines, human trafficking, child exploitation, burglary, and vehicle crime.  Police forces have subsequently developed a proactive, intelligence-led partnership approach to tackle all aspects of these crimes.  In 2018, the National Police Chief’s Council (NPCC) developed a three-year strategy called ‘Policing Our Roads Together’ in which they encourage collaboration with other agencies in order to work towards three key points, which are:
1 – Safe roads, free from harm,
2 – Secure roads, free from the threat of serious crime and terrorism,
3 – Efficient roads that promote public confidence and satisfaction (www.police.uk, 2021).
Research has shown an apparent link between offending on the roads and other forms of criminality.  Rose (2000, quoted in Bryant & Bryant, 2019) has demonstrated that 79% of disqualified drivers had a criminal record (which is four times higher than the average for the general population).  Further studies have shown similar links, which may suggest that traffic behaviour and non-compliance with the law may be considered as signals of other potential criminal activities. The College of Policing has gone on to develop a ‘What Works’ menu of tactics with the view of disrupting such criminality on our road networks.   This menu was developed to ‘assist anyone who is looking to disrupt a criminal, particularly those involved in serious and organised crime’ (whatworks.college.police.uk, 2020), and it focuses on four elements for disrupting criminality, which are: Pursue, Prevent, Protect, and Prepare.  The menu then breaks these elements down even further looking specifically at six areas of a criminal’s lifestyle in order to disrupt their criminal activity.  This model is complex at it looks at many different parameters in order to fulfil the four elements listed above.  It can require much intelligence gathering and collaboration with other agencies and so it can be a long and lengthy process in terms of disrupting larger organised crime groups.
There are numerous technological tools that police forces can utilise to disrupt criminality and intercept vehicles.  These include the use of Automatic Number Plate Recognition (ANPR) which is an effective way of ‘identifying vehicles and matching them against predetermined indices or flags’ (www.app.college.police.uk, 2019), CCTV opportunities, vehicle tracking, facial recognition technology and other such methods.  
This area of policing is so complex, given the size of the road network throughout the country and the complexities of some of the criminal activities, coupled with cutbacks in road policing over the last ten years or so, which has therefore made the disruption of criminal activities more difficult.  However, things are starting to change as technology further enhances, collaboration between forces is crucial as intelligence is shared, and enforcement of the law further acts as a deterrent to criminals.   
In this second part of the essay, I will briefly describe an incident whereby I used my decision making to apply fast track actions during the initial investigation phase.  I will go on to evaluate the effectiveness of my decision-making in that incident and I will use Borton’s reflective tool to do so.  I will also refer to the National Decision Model (NDM) and evaluate how I used the NDM as a dynamic risk assessment tool in that decision-making. 
Whilst on mobile patrol with a colleague during a normal tour of duty, we were called by the Public Service Centre to respond to an emergency call following reports of a young male who had been threatened with a knife.  As we were making our way to the location, we received further details that this male had been involved in a verbal altercation with another unknown male which had subsequently turned into a physical fight, with this other male who I will describe as male 2 assaulting male 1 (the reporting person).  Male 1 has then run off in the direction of his home address.  A few minutes later male 2 has approached male 1 again, whilst holding a knife and has made threats to use the knife on him.  When we arrived at the call, the firearms division had already detained male 2 and I then arrested him for assault pending further evidence of the knife element.  Male 2 was searched under Section 32 of the PACE Act 1984 as at that time I had reasonable grounds for believing that he may still be in possession of the knife.  No knife was recovered at this point.  I quickly became mindful of the golden hour principles, most notably that of securing evidence ‘positive action in the period immediately after the report of a crime minimises the amount of material that could be lost…and maximises the change of securing the material that will be admissible in court (app.college.police.uk, 2021).  I quickly considered the options available to me.  Since we were stood outside the suspect’s home, I had reasonable grounds to suspect that the knife may be in the home address.  I concluded that a Section 18 search of his home address was necessary to secure and preserve evidence.  A Section 18 search requires written authority form an Inspector which can be a length process.  Given the immediacy of the situation and golden hour principles, I made the decision to conduct a search under Section 18(5) of the PACE Act 1984 which states that: ‘A constable may conduct a search under subsection (1)(b) without obtaining an authorisation under subsection (4) (www.legislation.gov.uk, 2021).  During the search, I seized several knives from the kitchen area that matched the description of the knife seen by the victim and other eyewitnesses.  I consider that my fast-track actions helped to secure vital evidence that was then put before the suspect in the subsequent interview.  I have since reflected on this incident using Borton’s reflective tool.  I have described above what happened during the incident, however when contemplating the implications of my actions, I recognise that there was an element of risk given the potential presence of the knife.  In my decision making, I came back to the NDM, specifically the assessment and powers and policy stages which guided me to the S.18(5) search. I conducted a dynamic risk assessment throughout the incident and considered that to secure best evidence and to avoid any physical injury to any other persons it was essential that I try to locate the knife whilst the suspect was still being detained.  Following this incident, I have developed a real sense of confidence in my own abilities, having reflected that I used fast track actions appropriately at this time.  It has encouraged me to step forward as a Police Officer and take greater ownership when attending calls. 
Unfortunately, I did not go on to interview the suspect in this incident, so in this third section of the essay I will discuss an interview that I conducted with a female who was potentially the victim of a serious crime.  I would like to note at this point that in my probation period I have not undertaken many interviews to date.  I led some interviews during my initial tutorship period; however, my Sergeant would prefer me to wait until after my Hub attachment before I undertake any further interviewing.  Therefore, for the purposes of this third part of the essay I will discuss and analyse an interview that I conducted with a possible victim following the same format of using appropriate interviewing techniques as I would use during a suspect interview.  I will begin with an overview of the incident.
During a tour of duty, a non-emergency incident came through to me via my workload.  This was a slow-time investigation as there was no immediate risk of danger and it was a third-party anonymous report.  The anonymous caller reported that a person they knew was being forced to work as a prostitute and was also being forced into marriage.  I phoned the possible victim who was surprised when I informed her of the concerned call that we had received and she said it was categorically not true, that she had never and would never work as a prostitute and that she was engaged to her fiancée who she loves, and she is fully consenting to the union.  I therefore finalised this incident as no offences were disclosed.  I did however submit a Public Protection Notification with her consent to share with partner agencies in case she wanted or needed to reach out to other services for support.  I also completed an intelligence report documenting our conversation because there were multiple warning markers against her partner. 
A week or so later, I was approached by the Neighbourhood Policing Team (NPT) Sergeant who had received further intelligence about this couple.  Due to me having already built a rapport with this female the Sergeant asked me to arrange a meeting with her face-to-face to ask her further questions.  This was not intended to be a formal meeting, but instead to engage with her in person, to share our intelligence and concerns and to see if she would disclose any information or offences to me, principally with the intention of safeguarding her (and potentially others) if these allegations were correct.  This female was happy to come into the station and meet with me, so I approached this meeting in the same way that I have approached interviews during my tutorship, by using the PEACE Model. 
The PEACE Model of interviewing was developed in the early 1990’s by Professor John Baldwin who worked in collaboration with law enforcement agencies with the aim of making interviews less confrontational and more transparent.  The PEACE Model was designed, among other things, to ‘reduce the number of false confessions that were being recorded due to overly aggressive interviewing tactics’ (i-sight.com, 2021), and it has since become an internationally accepted method of conducting investigations.  I applied the model in this manner when conducting this interview:
The P in PEACE stands for ‘Preparing and Planning.  Here I took the time to read all the intelligence reports so that I could build a picture of the male involved and his history in terms of police involvement.  I arranged for an interpreter to assist on the telephone via Language Line.  This female was from Romania and whilst her English was good at conversational level, I would be asking her personal and intimate questions and I wanted her to be clear in her understanding about what I was saying. 
The E stands for ‘Engage and Explain’.  I had already established a rapport with her when we spoke on the telephone but when she came in person to the police station; I greeted her warmly and offered her a hot drink.  I explained gently to her the intelligence that we had received and the concerns that we had for her.  I assured her that she was not in any trouble if she was working as a prostitute or if she was getting married under false pretences, and the purpose of this meeting was to ascertain her safety and allow her the opportunity to let us assist her if she was being forced to act against her will.  I wanted to assure her that my purpose was to safeguard her and not to judge her in any way.
The A stands for ‘Account, Clarify and Challenge’.  During this phase, we discussed the history of the relationship.  I needed to ask for clarification on certain aspects, as the couple are both from different countries, having met outside of the UK so the history was complex.  There appeared to be some contradictions in her account, so I challenged her on certain points; however, this seemed to be more of an error in translation rather than anything more sinister.  She showed me photos of them on holiday and explained how they had met each other’s families.  
The C stands for ‘Closure’.  Here I summarised all that she had told me, and I offered her further opportunities to share any concerns with me.  I assured her that I was there to protect her safety and that she could approach me in the future should she ever needed to.  I also thanked the interpreter.
The E stands for ‘Evaluate’.  After out meeting I wrote up all my notes and forwarded them to the NPT Sergeant as he had requested.  I also submitted a further Public Protection Notification and an intelligence report stating my further findings. 
Reflecting on this interview using Borton’s reflective tool I have detailed above what happened.  Regarding the implications of my actions, I feel that I developed a good rapport with this female; I was warm and supportive towards her, asking open questions and remaining non-judgemental in my responses to her and the body language that I displayed.  I believe that this in turn left her with a good impression of the police service since we had a positive interaction with me assuring her that my role was to help and support her and not punish her in any way.  I feel that following the PEACE model of interviewing technique helped me to structure this interview in a professional and supportive way, and I will be using this going forward when interviewing suspects after my Hub attachment.
In this essay, I have endeavoured to show some of my knowledge with regards to traffic policing.  However, I have elaborated more so on the last two sections of this essay, which I feel, have been more pertinent to the role that I undertake during my normal tour of duties.  I have demonstrated how I have been able to apply fast track actions during a complex investigation, by implementing a Section 18(5) search prior to authorisation in order to secure and preserve best evidence.  I have also demonstrated how I have applied and understood the PEACE model during an interview and have discussed the positive impact that this had on the individual.
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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. 
 
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 
 
 
1. File building
 
 
 
 
2. Traffic related incidents
 
 
 



3. Knowledge of how the CPS works

4. Submit more intelligence reports




5. Knowledge about other areas of policing

	Low 
1-4 
	Med 
5-7 






7






7
	High 
8-10 

8














8





8
	Low 
1-4 

4











3


3
	Med 
5-7 






5














6
	High 
8-10 
	  


1. Undertake my Hub attachment, which will assist me with gaining more knowledge and experience of file building.
2. I have completed my traffic attachment so I feel confident in seizing a vehicle under section 165 of the Road Traffic Act, however I would value more experience in dealing with traffic related issues.
3. I will be asking many questions during my hub attachment to develop this knowledge.
4. I am looking forward to my intelligence attachment to develop my knowledge and confidence in submitting intel reports.
5. I am keen to explore other areas of policing to see what areas my skills might be best suited to.


	SKILLS 
 
 
 1. To develop interviewing skills
 
 
 
 
 
 
2. Learn response driving
 
 

3. I need to further enhance my statement writing



4. Gather more experience in writing a CM01





5. Handcuffing suspects correctly

	Low 
1-4 
	Med 
5-7 
	High 
8-10 

10






10



10




10






10

	Low 
1-4 
	Med 
5-7 

5










7




6






7

	High 
8-10 








8
	 


1. I do have some interview experience but not since coming out of my tutorship period almost a year ago.  Therefore, I am keen to undertake my Hub attachment so that I can develop this skill.
2. I am currently on my response-driving course, so I am currently developing this skill.  I recognise that this will further develop with time. 
3. I need to take time and care to ensure that my statements cover the points to prove and all relevant information that can sometimes be missed.  
4.Often it can be some time between completing a CM01 for a file and so often, I find that I am reviewing past ones or asking colleagues for guidance.  Time and experience will improve this.
5. Often at calls my male colleagues take the role of handcuffing whilst I am undertaking other things in the moment so my technique for handcuffing needs to be perfected.  I recognise that I need to take the lead on this going forward.

	EXPERIENCE 
 
 
1. Stop/searching individuals
 
 
 
 
 
 
 
 
 
2. Traffic Offence Reports
 




 
3. Cannabis warnings



4. Restorative Justice (RJ) approach






5. Reporting for summons 
	Low 
1-4 









	Med 
5-7 











7






7

	High 
8-10 

8




















8







9

	Low 
1-4 
	Med 
5-7 

7









5










7







6

	High 
8-10 



















8

	  


1. I have experience in conducting stop/searches however I would like to be more proactive in doing this on night shifts and I feel that I will be able to do that once I have finished my response driving course as I will be in more control of being proactive.

2. As discussed in this essay I have not had much exposure to traffic related incidents, however due to having undertaken my traffic attachment now I feel more confident to develop this skill now. 
3. This is something that as yet I have not encountered so I need to develop this skill in terms of dealing with possession of cannabis.
4.  RJ’s can be a useful intervention in policing for less complex issues and can avoid criminalising behaviour.  I would like to develop opportunities to use this intervention more as it can be hugely beneficial for both victim and suspect. 
[bookmark: _GoBack]5. This can be used as an alternative to arrest, and I need to gather more knowledge as to when it can be used.
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