
[image: ]


BSc (Hons) Professional Police Practice 

LEVEL 5 - 40 Credits


Workbook title: Competency Based Workbook 2 (PCDA)

(SOUTH WALES POLICE, GWENT POLICE AND UWTSD)


	Learner name: Geraint Hall-Moore

Learner’s University Registration Number:
2125218







FACULTY OF BUSINESS AND MANAGEMENT
PUBLIC SERVICE PROGRAMME

Module title: Professional Police Practice 2 (PCDA) BMPP5000D


Workbook Guidance

Please read these notes carefully; they provide essential information.

What is the workbook for?

The purpose of this workbook is to enable learners to demonstrate and provide evidence of how they meet the learning outcomes set by the College of Policing, for the BSc programme. Essentially, you are being asked to outline your experiential learning based upon your theoretical understanding in a range of operational situations.

· Wellbeing and Resilience
· Decision-making and Discretion
· Vulnerability and Risk
· Public Protection
· Maintaining Professional Standards
· Leadership and Team-working
· Policing the roads
· Information and intelligence 
· Conducting Investigations

You may wish to use the same incidents as you’ve outlined in the Occupational Competence Portfolio. 

How should the workbook be presented?

Blank electronic copies can be found on Moodle of this workbook. You must submit this document electronically therefore it is important that you save your work regularly and upload the final typed version through Turnitin on Moodle. 

Word count policy can be found in chapter 7 of the Academic Quality under section 7.7 (this applies to presenting work above and under the specified word count).  
(https://www.uwtsd.ac.uk/media/uwtsd-website/content-assets/documents/academic-office/aqh-chapters/chapters---en/Chapter_07_Assessment_Taught_Programmes_Pages_72-79-UPDATED-05-11-2019.pdf) 

Reflective practice is a core aspect for your workbooks and although there is a variety of useful resources on Moodle, there is one particular book, that is specifically based on reflective practice in policing, here is a link to one chapter from Selina Copley’s Reflective Practice for Policing Students: 
https://moodle.uwtsd.ac.uk/pluginfile.php/298870/mod_resource/content/1/Reflective%20Practice%20for%20Policing%20Students%20-%20Selina%20Copley%20Chapter5.pdf

How is the workbook assessed?

Advice and support about the completion of this workbook will be provided by university staff as part of your initial training day.  Your tutor constable and in-force training staff will not be involved in assessing or marking your workbook after it has been submitted. 

Dates of workbook submission will be made available during the initial training day and posted on Moodle.

Once submitted your workbook will be assessed and marked independently.


Confidentiality

It is important that no individual can be identified either directly or indirectly from the information in the workbook. Therefore, you must:

· adhere to guidance in the Student Handbook about unfair practice and plagiarism.
· not identify individuals including witnesses, victims or offenders by name.
· not write information that enables any individual to be identified indirectly through the description you provide. This includes references to names, colleagues, places (including hospitals, schools, town, villages, streets) specific incidents which were high profile and could be identified due to past publicity, other professionals or any other personal information including medical or other conditions.
· take personal responsibility for adhering to confidentiality rules. 
· not include any dates of any incidents or anything that specifically identifies an actual incident.

Please be aware that any content that is deemed to be inappropriate, disrespectful, or abusive will not be tolerated. Following review of any content of this nature the information will be shared with the employer of the student responsible.  

Should any health and wellbeing concerns be raised because of disclosures made by the student within this workbook, the employer of the student will be informed.  


NOTE

Your workbook will be submitted electronically via Turnitin on Moodle. Guidance on this is in the Student Handbook. 

Remember that the workbook is YOUR responsibility you must not rely on the assessor or anyone else to pick up any confidentiality breaches as this is your work and you must accept full responsibility for confidentiality. Meeting all the confidentiality requirements is very important. 


Dyslexia and other special circumstances

If you have any condition that you feel may affect your ability to deal with any part of the programme, please see the Student Handbook for further guidance. The University has a Student Services Unit that may be able to help but it is the learner’s individual responsibility to contact them. 




Guidance: 

· Your workbook must contain the items specified in the table below (clearly identified and in the order given);
· You should use this particular document to insert your text / answer within each section of this workbook;
· You should upload your completed document as a saved pdf file of this workbook; if this is not possible then a Worddoc file is acceptable. Do not send a scanned file from a photocopier, an apple.dot file or a Microsoft publisher file as Turnitin will not be able to assess them, despite you being able to upload them.

Contents 

	Workbook 
	Area of Professional Practice 

	Word count

	Task 1 
	Wellbeing and Resilience

	1250

	Task 2
	Decision-making and Discretion
Vulnerability and Risk
Public Protection
	1750

	Task 3 
	Maintaining Professional Standards
Leadership and Team-working

	1750

	Task 4 
	Policing the roads
Information and intelligence 
Conducting investigations
	1750

	Task 5
	Individual Learning Plan
	1500 equivalent


	
	Total
	8000

	
	Bibliography
	





Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

	Having achieved Independent Patrol Status, reflect on the impact of organisation culture within policing on your wellbeing and resilience (organisation change, retaining personal values in a wider organisational culture). 

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


1250 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

Having achieved independent patrol status, I have experienced how important it is for officers to maintain their well-being and resilience, adopting strategies to assist them along the way. Within this essay I will reflect on the impact of organisational culture within policing on my well-being and resilience, while considering the risks of conforming to organisational culture. I will also be discussing what strategies I have adopted to help maintain my well-being and resilience. I will reference throughout the essay, and this will be structured using Gibbs Model of Reflection (MindTools, 2016).
Many researchers have defined organisational culture and they all vary. Cooke and Rousseau (1988) define organisational culture as the cognitive knowledge that is acquired through socialisation. Based on the historic experiences of other members of the organisation, in this case the police service, that is used to form the knowledge that is then shared within the organisation over years and years. These become shared norms and values between the organisation, which shapes future attitudes to come (Pratt & Beaulieu, 1992). When discussing particularly police organisational culture a few sociologists provide definitions for this. Manning (1989) defines it as “accepted practices, rules, and principles of conduct that are situationally applied, and generalised rationales and beliefs” (Narayanan, 2008) whereas Reiner (1992) defines it as “the values, norms, perspectives and craft rules which inform police conduct” (Chan, 1996). Both sociologists’ definitions look similar, however Manning (1989) argues that majority of police officers remain professional when serving the public and doing their duty, and any behaviours that would be deemed inappropriate or arguably corrupt would only be performed behind closed doors with their colleagues (Narayanan, 2008). However, Reiner (1992) believes that many police officers maintain these behaviours whether they are behind closed doors or not, and this is where many of the issues come from (Chan, 1996). However, what can be taken from both definitions is that there is shared norms and values between police officers that can have an effect on how they operate and behave in a workplace environment. 

When people hear of police culture or organisational culture within the police, many associate this with the negative sides of the culture. However, there are positives sides to the culture. However, Reiner (2017) emphasised a key feature of being a police officer is a “sense of mission”. Majority of police officers have a strong passion to protect the public and safeguard the weak. They give up key milestones in their life to achieve this for the public. They have a very strong work ethic and commitment to their job, which is a key element of police organisational culture. This is a positive aspect of the culture, as that’s the attitude an officer requires to do a good job of protecting and serving the public (Reiner, 2017).   

Another would be that police officers view themselves as protectors, they work in dangerous environments, putting themselves in dangerous situations which can often potentially be fatal and must investigate crimes to determine the truth, for all of this they are required to be suspicious (Skolnick, 1966). Reiner (1992) also agrees that suspicion is a key element to police organisational culture. As officers we come across many different scenarios every day, and it can be easy to judge a situation on face value from your experiences. Encouraging us as officers to label people based on the situation they are faced with. This can cause a link between racism, as often there is a fine line between suspicion and racism. Ethnic minorities are more suspected to be involved in criminal activity than people of white ethnic origin (Sunshine & Tyler, 2003). This can be problematic for us as officers to maintain a good relationship between us and the community. Many officers believe that this is an unfair assumption and that there is a link between certain ethnic minorities and crime and therefore there is still a clear requirement for improving some officer’s attitudes towards this. 

Having achieved independent patrol status, I have witnessed first-hand the importance of police officers maintaining their well-being and resilience within the job. While in training I underestimated the importance of how difficult it would be to maintain particularly my well-being, and I feel I now appreciate the importance of this from achieving my independence. Research states that resilience can be described as the ability to maintain a good mental wellbeing, during and after being faced with traumatic situations, and having the ability to “bounce back” from the situations faced with (Richardson, 2002; Bonanno, 2004). This is particularly important being in the role I am in as we are continually faced with the type of situations where resilience is important. Resilience can help you prevent stress from occurring, which is the mental or emotional strain caused by an adverse circumstance (Koolhaas et al, 2011). From my experience as an independent response officer, I have had to adopt certain coping strategies to help me through my experiences, building my resilience and preventing stress.

I have witnessed how many of my colleagues have different coping strategies, but they all have strategies, nonetheless. Within my relief there are 9 males and 4 females, therefore it is a very male dominated relief. Many of the male officers on my shift are more experienced than I am and have been a response officer for a few years. When I joined them, it was clear they all had close relationships with each other and often used jokes and humour to bond and cope with the stress of their job and any difficult calls they had been too. Due to what has been ongoing in the media over the last few years with the IOPC investigating many officers for inappropriate comments and what they consider to be “jokes” being made over social media platforms, I was reluctant to join in to begin with. The IOPC’s Operation Hotton report into misogyny, racism, homophobia, and harassment at Charing Cross police station found some extremely concerning comments made by officers including sexist, racist and homophobic remarks. The report concluded that the excuses officers made for the comments were that they were “banter” or a “joke” (IOPC, 2022). I knew that this could be a risk of conforming to organisational culture and that I must remember to retain my personal values within these situations. However, I feel like I have found a good balance with my team with this, and I have adopted workplace humour as a coping strategy which I have found useful through my time being independent. Laughter is proven to be a remedy to stress and can also improve your mood (Bennett et al, 2003). 
To conclude, throughout my time independent I have experienced first-hand police organisational culture. Before going joining as an officer, I believed the organisational culture was all negative, but upon experiencing it and researching it there is evidence to show that there are positives to the culture to. However, there is still much work that needs to be done, and officers need to be more open minded about changing their norms and values to conform with today’s society that we live in. Well-being and resilience are key to surviving as a police officer, but adopting certain coping strategies can cause a risk to officers losing sight of their personal values and conforming to the organisational culture, specifically “banter” to fit in. I will continue to ensure I maintain this balance, and any behaviour I believe is unacceptable I will ensure I do not take part in and do the necessary to report it. 
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Task 2

Relevant areas of the National Policing Curriculum: 
Decision-making and Discretion, Vulnerability and Risk, Public Protection.  
 
You must choose an incident, for example a domestic related incident, and reflect on how you made decisions in complex and unpredictable circumstances using dynamic risk assessment. 

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

Evaluate decisions made during the incident and your use (or otherwise) of the National Decision Model. Explain the rationale behind your decisions and your considerations when recording details of the incident. Consider your ethical approach to the decision. Outline the consequences of your decision making. 

1750 words (+/- 10%: include your actual word count at the end of each section)





ANSWER:

Domestic related incidents are now more common due to many factors such as social media harbouring more evidence, cost of living and due to the involvement of multiple agencies identifying domestic issues and reporting them (Flury & Nyberg, 2010) and in my experience most incidents that require police attendance are domestic related. Due to this there is a lot of pressure on police and partner agencies to ensure that these incidents are dealt with correctly, due to the detrimental impact it has on the victims and society. Throughout this essay I will explain and reflect on a domestic incident that I attended which involved me making complex decisions. I will explain how I used the police National Decision-Making Model (NDM) to make those decisions so that the best possible outcome could be achieved. While detailing social and legislative contexts and the impact this has on victims of domestic violence. I will also outline any language issues I faced and what actions I took to overcome this barrier so that I could make a rational decision to a complex incident. Throughout this essay I will be using the Driscoll’s Model of Reflection (2007) and research will be referenced throughout. 
During my initial training as a police officer I had some understanding and knowledge on domestic related incidents and naively thought that most of them will be similar in nature. However, since being on independent patrol and having almost a year in the field, I have noticed that every domestic related incident that police attend is different and require very complex decisions to be made. The role of a police officer is to make very complex and important decisions during highly stressful and difficult situations (Ellison, 2004). Therefore, it is important that we as officers are trained in way so that we are prepared for those encounters where difficult situations need to be resolved (Helson & Starkes, 1999). 

The National Decision Model (NDM) is a framework that can assist police officers in making decisions and rationalise on what they done (College of Policing, 2014). This model can be applied at any situation which can greatly support officers when making difficult, complex decisions (College of Policing, 2014). There are many categories that class as a domestic incident and not just what the public believe it to be for example an assault on a partner (Stover, 2005) they can include family domestics, such as a parent and their child. Most calls that I attend to are domestic related and the impact this has on victims of domestic abuse, partner agencies and society are damaging. With that in mind it is extremely important that police make decisions when attending domestic incidents that are conducive and complex (Hoyle & Saunders, 2000), and circumstances are resolved or at least mitigated, so that appropriate safeguarding measures are put in place.

The incident that I am going to reflect on is an abandoned 999 call that occurred a few months ago which required my attendance as the Control Room wanted us to check everything was in order. A lot of calls that are abandoned can be by mistake by the public, however most victims of domestic abuse will use this method as tactic to ensure that emergency services will respond promptly and can be also a cry for help from the victim (Wolf, Hobart & Kernic 2003). Within a domestic violent relationship, coercive control usually starts at the beginning and then often escalates to physical violence when the perpetrator has that control. As defined by Women’s Aid (2022) coercive control is “an act or a pattern of acts of assault, threats, humiliation and intimidation or other abuse that is used to harm, punish, or frighten their victim”.

Upon receiving the call, a further report was made by their neighbour that there was a disturbance with shouting and banging coming from the property. When receiving this information, it dramatically changed my perspective on the situation and required me to use the NDM to assist in my decision-making process. The first part of the NDM is to gather information and intelligence (College of Policing, 2016), therefore firstly I needed to check for previous history on the address I was attending and who were the occupants of that property. The Police National Computer (PNC) is a national database of information that is available to access by all police forces throughout the United Kingdom, it can be used to carry out checks during real time incidents as well as for general investigations by the police. Including but not limited to a person’s criminal record, their personal details, warning markers, and includes information on people who are missing and any vehicle information (HMICFRS, 2023). Following completing this check using my police mobile I found that there was no previous history regarding the occupants of the household and there were no warning markers to be aware of. Warning markers are used on police systems such as PNC to identify where someone may pose a risk to the officer attending, themselves or to the public. A warning marker could identify many different risks such as any health conditions such as epilepsy or allergies, if they have any transmittable diseases such as HIV, if they are vulnerable or the marker could state they have additional learning needs to be aware of (HMICFRS, 2023). As there was no information to base any pre-empted decisions on, I had to be cautious with my approach as I had no idea who I would be dealing with.

Upon attending the address, a male answered who was reluctant to let me in and was agitated that I had attended. As I was engaging with the male, I noticed his wife down the corridor, visibly distressed. When she noticed me looking towards her, she quickly ran to another room and seemed to be reluctant to speak with me. After receiving this information from the situation, I entered the address and noticed belongings in the property smashed and items thrown all around the house. I then utilised the second part of NDM which is assess threat and risk and develop working strategy (College of Policing, 2016). I immediately separated both parties to obtain an account and to limit further escalation due to the evidence around, which shows that possibly the male has a propensity for violence. As a colleague of mine had turned up to assist me, my colleague took the male into a separate room while I was trying to obtain an account from the female who was potentially the victim. The female was trying her best to talk to me but there was a language barrier due to English not being her first language. I noticed that she was starting to become very uncomfortable with me being with her on our own, therefore I requested a female officer to attend to engage with the female to achieve the best account from her. From my experience being a tall, big built male, females who experience domestic abuse on a regular basis disengage with male officers such as myself due to the abuse they receive from their partners makes them fearful of males (Horwitz et al., 2011) and they tend to engage better with female officers who are less intimidating (McPhedran, Gover & Mazerolle, 2017). All this time throughout the incident I am constantly utilising the NDM to determine what the outcome and next steps will be, my female colleague then called me over and stated that the wife said as best as she could “he punch me”. When receiving this information, I then reassessed the circumstances and utilised the next two stages of the NDM which are to consider the powers and policy available and identify the options and contingencies.
Looking at a legislation perspective, the offence I decided to proceed with was Common Assault contrary to Section 39 of the Criminal Justice Act 1988. An assault is any act (and not mere omission to act) by which a person intentionally or recklessly causes another to suffer or apprehend immediate unlawful violence (CPS, 2022). Due to what was disclosed the male was arrested for common assault under Section 24 of the Police and Criminal Evidence Act and that our police Domestic Violence Policy was being followed.

I decided to act and arrest the male. While my colleague transported him to custody, I continued to obtain information from the female, however it proved difficult due to the language barrier, and I needed to obtain a statement from the victim. Due to this I decided to use Language Line UK to assist in translating for an overall account to be taken. Language Line is a translation service that aids police and other agencies to provide support (LanguageLine Solutions, 2023). After contacting this agency, it transpired that the female stated to the interpreter that in her native country and due to her faith, these types of incidents are a regular occurrence and are considered normal for majority of woman in her culture. The female also explained that the incident happened because her husband was annoyed that the house was not in order after being in work all day. Being a multi-cultural society and even more so compared to previous years, more incidents are occurring where language and cultural differences make it challenging to ascertain circumstances and police are more reliant on services such as Language Line. After offering my support and guidance the female decided to make a formal complaint. Even though the main incident was dealt with I still utilised the NDM in the final part of which is take action and review what happened. Being this was a domestic incident, after reviewing the circumstances I decided to put a critical marker on the address should any future incident happen, officers and control room will be made aware of the history and any relevant information such as the language barrier. I also explained to the female that I would be completing a DASH and submitting a Public Protection Notice (PPN) which will ensure further safeguarding and support. PPN’s are completed by police and are reviewed by public protection units to identify any risks or support that is needed for victims. This is then shared with partner agencies so that relevant needs and support are given to victims (Robinson et al, 2016).

To conclude I believe that I used the NDM effectively to assess the situation and when circumstances changed, I re-evaluated and used the model again to adapt in a constantly changing environment. I believe with the information that was presented to me the best outcome was reached and the perpetrator was charged for the offence. Due to constant negative media attention with the police regarding domestic incidents I believe I acted with integrity and appropriate safeguarding was completed. Reflecting on this I would not change anything I did due to the information I had and the situation I was in. this incident proved to me that constant use of the NDM is an effective tool that will aid police officers and I will continue to use it for every call I go to. 	
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[bookmark: _Hlk138595470]Task 3

Relevant areas of the National Policing Curriculum: 
Maintaining Professional Standards, Leadership and Team-working

	
Evaluate theories of team dynamics as a means of developing team cohesion (reasons why some teams cannot function, theories and models relating to team dynamics, ways to improve team cohesion).

Consider why inter-personal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. 

Consider how team dynamics within the police service can result in failing to comply with professional standards requirements (Code of Ethics, policies, procedures, protocols or legislation).


1750 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

Within a team it is important for the people within to work well together to achieve the best results for the goals (Zakaria et al., 2004). Team dynamics are the psychological forces that influence how relationships work within the team and it can affect how they communicate and cooperate (Rousseau, 2006). The effect of the dynamic can be positive or a negative, the outcome can depend on the personalities of the individuals, the nature of the work they are doing along with that environment and the team members (Georgiadis, 2015). Within this essay I will be discussing team dynamics along with the theories and models relating to this and looking into why some teams cannot function and the ways team cohesion can be improved throughout the essay I will be considering why inter-personal conflict can occur within a team and what strategies can be looked at the enhance the performance. I will also be considering how team dynamics within the police can result in failing to comply with professional standards requirements. 

Before joining the police, the only experience, I had of working within a team was within my previous role within retail. However, it seems that no matter what you do as a career, team dynamics will come into play in similar forms. There are many theories and models available that relate to team dynamics. The first one I am going to discuss is one of the most popular models the Tuckman model (1965). This theory explains that teams progress through five stages, these are: forming, storming, norming, performing and then sometimes adjourning and reforming (Maples, 1988). The forming stage is when the team members are getting to know each other and figuring each other out. They establish their roles within the team and set out expectations (Maples, 1988). Within this stage a true as teams are exploring their roles, they tend to take a step back and not allow their true personalities to come out as not enough time has been spent together for their true self to appear (Miller, 2003) and therefore they remain formal and polite with the focus on excitement to start the task. The key issue within this stage is surrounding the control and power and if not addressed correctly this can cause imbalance and conflict through the later stages (Miller, 2003). 

Within the storming stage the reality starts to sink in that there is a task that needs to be completed. The initial excitement becomes frustration and potential anger in some members, this is when the personalities begin to clash (Cresswell-Yeager, 2021) at this point a team can either clash at the different personalities causing conflict not being able to move forward efficiently or work together and accept them. The next stage being the norming stage, which is when team members notice and appreciate the unique personalities within the team. Recognising individual strengths and weakness of each person. There is sometimes a realization that a variety of experiences and differences can make a team stronger (Miller, 2003). The team will better understand the best way of providing feedback to each other and responsibility and control are shared (Cresswell-Yeager, 2021). The team can now control the conflict more effectively, and quickly decrease emotions and come up with solutions (Miller, 2003). The next stage is performing. During this fourth stage the team are satisfied with how they are progressing. They can feel more confident in their abilities to work together and the capabilities of their colleagues. The focus can now be on completing the task at hand or the goal they were given rather than the focus being on dealing with the interpersonal issues (Miller, 2003). 

Another model I am going to discuss is the Lencioni’s five dysfunctions of a team which was developed more recently by Patrick Lencioni in 2005. In my opinion this is one of the most relatable models as he explains that all teams have the potential to be dysfunctional. There are five levels, and each must be completed to be able to move on to the next one. These are the levels: 
1. Absence of trust: Where team members are reluctant to be vulnerable with each other and admit their mistakes or are unwilling to ask for help. This makes trust difficult to achieve.
2. Fear of conflict: Due to the lack of trust from the first level this makes it difficult for team members to have effective debates about the issues to achieve the goal. In this environment where true opinions are not spoken about this can create incorrect decisions.
3. Lack of commitment: Without the commitment teams cannot commit to decisions. Lack of commitment and decisions can cause employees, particularly those who are used to achieving become annoyed and conflict can arise. 
4. Avoidance of accountability: As teams cannot commit to a plan, even the most confident members become avoidant of calling out their colleagues on behaviours which are counterproductive and not good for the team.
5. Inattention to results: The members of the team will naturally put their own needs ahead of the goal in front of them when individuals are not held accountable. Which means they have lost sight of what they wanted to achieve, which does not achieve the goal desired. 
(Lencioni, 2005).
Tuckman’s five stages of development and Lencioni’s five dysfunctions of a team are just two of the many teams’ dynamic theories/models available. Others include Maslow’s pyramid, Belbin’s team role theory, McGregor’s theory X and theory Y to name a few. A key theme between all the theories and models is that team members need to be on the “same page”. A team who has positive dynamics and are on the “same page” can achieve great results, as this will involve having trust in each other, working towards common goals and being able to freely express opinions without judgement (Delice, 2019). Team cohesion is the strength of the interpersonal connection between team members (Carron et al, 2002) and cohesion is vital for the team to become on that “same page” that I have just discussed. Improving team cohesion does rely on the manager who put the team together assisting with the cohesion, particularly if the team are struggling to come together. To help with team cohesion manager or in my case sergeant can implement the following: valuing everyone’s contributions, empowering the team members and resolving any conflicts that arise within the group early on (Corporate Finance Institute, 2023). Improving team cohesion is important, as this can reflect on the team’s performance and how they get along as individuals.

Interpersonal conflict can simply be defined as the recognition of a difference between two or more people (Ellis & Abbott, 2012). When working within a team it is important to allow everyone to have an opinion and for other team members to respect the opinion whether they agree or disagree (Ellis & Abbott, 2012). When a person’s opinion is disregarded or deemed unimportant this can cause tension and can result in conflict. Good relationships and friendships within the workplace can be considered as a main source of support and provides a defence against the stress that the environment can bring (Martin & Dowson, 2009) particularly within my job as a police officer, I heavily rely on my colleagues to support me and help me with the challenges I face within my role. On the other hand, if those relationships come across any misunderstandings or if they are an acquaintance that you have no relationship with often conflict can arise, especially in high pressure job roles such as being a police officer. Within the police it is often a stressful environment not only due to the job itself, but also as most recently the lack of numbers, resources, and the high workloads we are faced with which causes complex interpersonal dynamics within the workplace. Everyone is doing the same or a similar job role, and we are all faced with high pressured situations which we can end up taking out on our colleagues who are closest to us. Interpersonal conflict is considered as the most common and problematic type of conflict within the workplace (Johansen, 2012) and it is considered as inevitable when groups of different people work together (Greer & Dannals, 2017). Majority of the time what matters is not the conflict itself, but how it is managed (Trivedi et al, 2008). This is where good management can come in and provide tools to manage interpersonal conflict within their team along with providing strategies to enhance individual and team performance, while alleviating some of the stress particularly police officers are under to hopefully avoid the conflict. Strategies can include but are not limited to: 
· Monitoring workload and having regular check ins and sticking to having the check in by not allowing other commitments to take over
· Communicating clear expectations within meetings with the team and individuals 
· Offering praise for good performance and celebrating the “wins” as well as providing constructive feedback for poor performance
· Building a culture of well-being and support and making the team feel like management is approachable for any problems or issues that arise

(Gurtner et al, 2007; Helmreich & Schaefer, 2018)
On the topic of policing, professional standard requirements play an important part of the job. However, as discussed team cohesion is vital and having a team that you get on well with can really affect how your job is when you’re a police officer. One issue that has been prevalent during my time being out on response is that often new police officers will be taught by the older generation who have been in the force for 20+ years. However, new policies and procedures have come into play since they joined. But they are teaching the new generation the old ways, and instead of pulling them up on this the new officers are playing along to feel a part of the team and create good relationships. As they are the older generation, they respect what they have to say. This can involve the newer officers cutting corners, for example not filling out the newer use of force forms available, because their tutor is an older generation officer with the attitude of “I have never filled that out before, don’t worry about it” which results in the newer officers getting themselves into difficult situations for following their lead and potentially ending up in court and answering difficult questions, ultimately it’s their reputation and career on the line.

To conclude, team dynamics are the psychological forces that influence how relationships work within the team and it can affect how they communicate and cooperate (Rousseau, 2006). There are many theories and models relating to team dynamics and team cohesion available and I have discussed the Tuckman Model (1965) and Lencioni’s Model (2005). However, there are many models and theories available but one thing they all have in common is that teams work better when they are on the same page. It is evident that for a team to work well together and for them to be on that same page they require management to assist them with that cohesion. Interpersonal conflict is a common factor within the workplace and seems to be inevitable. Again, management can implement tools to prevent the conflict from escalating and resolving it before it goes too far. From managers learning how to manage conflict it may help police officers such as myself obtain more job satisfaction and ultimately create a more positive impact on the job that we deliver. 1924 words












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

	
Explain how information and intelligence can be used in the disruption of the more prevalent criminal activity (e.g. drug smuggling, human trafficking, child sexual exploitation, counterfeit goods, organised crime groups and ‘county lines’) by effective policing of the roads. 

Outline how ANPR can be used as investigative resource when disrupting criminal activity. 

1750 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:



Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I believe I have developed my knowledge significantly since becoming independent. This is because I have had to research things independently as I have not been able to rely on my tutor as I would have in tutorship. Having to make proactive decisions during complex situations has helped me. Also working alongside the more knowledgeable officers has helped me gain knowledge from them. I often will look on PNLD for up to date legislation and I am continuously questioning colleagues to further my knowledge. I believe knowledge can never be completely known and it is going to be an ongoing experience of continually learning as I go along with the job. I would like to further my knowledge of sex offences including the child ones as I feel this is where I struggle as it does intimidate me. I would also like to spend time with the case file team to further my knowledge on case files just in case I ever have to deal with one.

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I feel like I am excelling in my skills currently. I have recently done my blue light course which has meant I am able to attend emergencies myself. I have also got my D1 license coming up, along with going for my stop stick course to further those skills. Considering I am not even 1 year in to being independent I believe my skills are above what some of my other colleagues are who started with me. I have done many attachments with RPSO and attachments with PPU to further my skills to see how they work. To improve I am going to ensure I attend my courses to further my skills and complete my taser application to get my taser.

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Although I have tried to gain as much as experience as I can, as I am only just under a year in independent (9 months in) I haven’t got that much experience. However, as mentioned I have been on a few attachments to gain experience within other departments, but this is dependant on resourcing and whether I can do this on rest days. I am trying to get as much experience as I can while on duty and attending a variety of calls to try and broaden my experience but again often, we experience the same types of calls. I would like to volunteer to do a city safe in Newport to experience the hustle and bustle of a town centre on a weekend. But I believe experience will come with time on response and this will hopefully dramatically improve by next year.
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