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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

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

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


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



ANSWER:

In answering this essay question Driscoll’s model of reflection will be used (Driscoll 2000 cited in Copley 2011). It utilises three key questions of: ‘what?’, ‘so what?’ and ‘what now?’. The first question of ‘what?’ will be used to reflect on the first part of the essay question to explore the context and impact of organisation culture, including its impact on wellbeing and resilience. The second question in the reflective model of ‘what?’ will be used to reflect on and consider the risks of conforming to organisation culture. Finally, the third question ‘so what?’ will be utilised to reflect on and illustrate the strategies I am using to maintain wellbeing and resilience. Therefore, using the first reflective question in Driscoll’s model, ‘what’, it appears from the literature that in its broadest sense, the concept of organisational culture is recognised as difficult to quantify. In a subjective way it is often simply described as ‘the way things are’ within an organisation.  Cockroft (2020) suggests that within the police context, as organisational culture does not have specific performance indicators, it makes it intangible and difficult to measure in an objective way.   It can, however, be argued that although a direct measurement of organisational culture can be problematic, a positive organisational culture may manifest itself in concrete ways that can be measured. This could be, for example, low sickness absence or high levels of satisfaction scores on staff wellbeing questionnaires. 

If it is accepted that organisational culture is a reflection of the values and behaviours of those that work within the organisation, it raises the question of how are these shaped and formed.  In a study on the ‘Socialisation of Student Police Officers’ Pickering (2022) suggests that examining the connection between the early training of new recruits’ and their socialisation into the police service is essential in understanding the future of police occupational culture.  It could be argued that individuals already subscribe to the values of the police service as a prerequisite to joining as recruitment moves towards a more value based approach this will continue to be the case (College of Policing 2018).Whilst recognising that the Pickering (2021) research is limited by its small scale of just ten officers within the sample, it is acknowledged that it reflects some of the findings of previous studies (Reiner 2010, Charman, 2017).  Notably that new police officers are influenced by the ‘telling of war stories’ by officers who have a  longer time in service, which Pickering (2021) suggests may perpetuate negative stereotypes and police occupational culture.  Police occupational culture is described by Chan (2009) as the values and assumptions that are shared by police officers which in the day to day reality of their practice influences how they make their decisions and how they see their role.  Smith et al (2014) suggest that an element described within police occupational culture is ‘craft knowledge’, which refers to learning that cannot be formally taught in a classroom setting, it is passed from one officer to another, often in very informal settings such as during a lunch break.  It is notable that whilst occupational police culture is often described in negative terms, there is also evidence to suggest that it has positive elements such as enabling police officers to have a strong identity and feel part of a ‘police family’, which in turn is beneficial to wellbeing (Waddington, 1999). Other strong influences on the socialisation of new recruits are the initial training they receive and the influence of their mentor/supervisor (Charman, 2017). It is notable that a study by Cartwright & Roach (2020) found that a review of sickness absence data from twenty UK Police Forces showed that absence from work due to stress and psychological ill health, including trauma has doubled to a rate of 8.82%.over a ten year period.

Moving to the second question in Driscoll’s reflective model  of ‘so what?’, the risks of conforming to organisation culture will now be explored in this context. Arguably there are both risks and benefits of conforming to organisation culture.  If it is a negative, harmful or toxic culture there is understandably a risk that this will have a detrimental impact on individual wellbeing.  A review of the literature undertaken by Bullock & Garland (2020) illustrates that multiple factors within police organisational culture may play a part in negatively affecting a police officers wellbeing. This includes the prevalence of a ‘macho culture’ and a’ bureaucratic culture’ with high levels of paper work to complete on top of the frontline operational pressures and the regular excessive workload of the job with little autonomy to control this. Lumsden and Black (2020) describe the potential impact of the broad number of stressors that a police officer experiences that may result in depersonalisation, whereby the Officer seeks to distance themselves from the trauma or emotion of a situation as a means of self-preservation.  They also describe, among others, the negative impact of values dissonance where the Officers values are at odds with the reality of how they are expected or able to behave. Many Officers join the police service because they want to make a positive difference and to help people, however, work load pressures may find them unable to provide the level of service and help that they would wish. An example of this is described in a report by HMICFRS (2018) who highlight the increase in demand on the police due to the high numbers of people experiencing mental health crisis. Many Officers feel that they are ill equipped to deal with this and that other services such as the NHS and Social Care are better placed to meet this need, however, they are often unavailable, thus leaving the police to deal with it.  Consistently feeling that you are unable to help someone or do a good job because of lack of resources can result in moral injury whereby an individual may feel guilt, shame or even hopelessness.  impacting on their wellbeing and longer term resilience. This leads to the final question in the reflective model of  ‘what now?’.  Having an understanding of the potential risks of conforming to organisational culture from a theoretical perspective is useful, however, it is important that I can make sense of this in the context of my own situation. Recognising the evidence base for the potential of a negative impact has helped to bring this into clearer perspective. A review of the literature by Bullock and Garland (2020) illustrates that there is often a reluctance for police officers to admit they are experiencing difficulties with their wellbeing particularly in a culture that places an emphasis on self-control and personal resilience. My personal strategies for assuring my wellbeing and resilience rely on a high level of self-reflection and self-awareness and a willingness to take a proactive approach to maintain wellbeing. At a practical level this means taking time to reflect on how my role is affecting me and seeking support when necessary from my mentor or supervisor. I try to prioritise those activities that I know keep me well, such as maintaining my involvement in sport and taking quality time with my husband and children. I invest in the friendships I have outside of my job to ensure I have ‘safe space’ to relax and not think about or discuss work.  In contrast, but equally helpful, I nurture the professional relationships I have within my role and recognise the positive impact that it can have to be able to share experiences with those who understand the context and challenges that are a part of my role.  I have found it useful to reflect on the suggestion by Korander (2019) that ‘cop culture’ as he describes it, has the  potential to be both negative and positive and whilst it is acknowledged that more research is needed in this area, it will continue to be helpful to me to utilise the positive aspects whilst remaining mindful of not being drawn into any negative aspects that I observe.
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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:

I was made aware by the control room of an incident between a male and a female. The female person had rung 999 to say that she was frightened as her husband was shouting at her and throwing things around the kitchen. The couple were not known to the police on NICHE so there was limited information available about their character/s and situation that would help with a comprehensive risk assessment. My colleague and I went to the address and while outside, I could hear a male voice shouting.  I knocked on the door assertively and the male person answered and was still shouting. Having separated the two persons to give the male an opportunity to calm down and having ascertained the facts of the situation from both parties, it was clear that the best and safest cause of action was for the male to leave the property or be arrested for ‘breach of the peace’. The male left the property and with the agreement of the female person I contacted a member of the family who agreed to come and stay with her to provide support. I subsequently completed a Public Protection Notice and made a referral to Social Services. 

[bookmark: _Hlk169040684]From a legislative perspective there was no evidence that a crime had been committed in relation to domestic abuse, however, the evidence indicated that, had the male person not calmed down and left the property as advised, he could be arrested for ‘breach of the peace’, contrary to the Public Order Act (1936).  From a social context the female person was a wheelchair user and as such could be considered a ‘vulnerable person’. She would also be entitled to any ‘reasonable adjustments’ required under the disability provisions of the Equality Act (2010).  There were no other relevant cultural, ethnicity or language issues to take account of.

[bookmark: _Hlk169043556]In evaluating how I applied the NDM (College of Policing 2024) in my decision making, I have reflected on the six key elements described in the model. This includes the ‘Code of Ethics’ (College of Policing 2024), ‘information gathering’, ‘assessing potential risk and threat’, ‘powers and policy’, ‘identification of ‘options and contingencies’ and lastly ‘action and review’.  Firstly, I was mindful of the Code of Ethics throughout the incident ensuring at all times to treat the parties with dignity and respect. Although the NDM is presented as a linear and sequential process, it is in fact a dynamic process where you might move around the model, continually risk assessing as the situation evolves. The first stage is described as ‘information gathering’.  I endeavoured to obtain as much relevant information as possible prior to attending the incident. This is a great asset in terms of effective risk assessment.  In the context of this incident, however, as previously stated neither the man or woman were known to the Police. Based on the information given by the caller I was able to assess the limited facts available as a female asking for help from the police as she was fearful due to her husband shouting and throwing things around the kitchen at their home address. Having ascertained the available information, the NDM directs you to the next stage of ‘risk assessment’.   Due to the risk of violence, the call had been graded as an emergency requiring ‘blue light’ attendance. It was, therefore, appropriate that another officer attended the call with me. We were able to discuss and agree a ‘working strategy’ on the way to the incident, including the Force local policy of taking ‘positive action’ in relation to domestic abuse.  I separated the two parties as soon as possible both from a safeguarding perspective and to ensure that independent accounts of what had happened could be obtained.  
Moving to the next stage of the NDM model I used the information I had to make an assessment of the threat and risk and further develop the initial working strategy. My first priority was the safety of the woman caller. On arriving at the property as I could hear the male person shouting. I was aware, therefore, that he was still exhibiting aggressive behaviour. I knocked loudly on the door to ensure he was able to hear me immediately. The male caller opened the door, and I consciously used an assertive but respectful tone of voice to introduce myself and my colleague and informed the male that we were going to enter the home to speak to his wife. I informed him that my body worn video was switched on. My rationale for my style of communication was to be seen to be exhibiting a calm and authoritative approach but without appearing confrontational.  It was clear from the males’ body language that he was still in an aggressive state, and I would need to avoid exacerbating this, whilst at the same time taking control of the situation in order to safeguard the female. 

Reflecting on the ‘powers and policy’ element of the NDM my first consideration was the power that I may need to enter the property.  I would be able to justify the use of force if I thought the female inside was in immediate danger, however, the male person opened the door and immediately gestured for myself and my colleague to go inside saying in a raised voice ‘go and sort her out’.  I had also taken account that potentially, depending on the evidence available, an arrest may need to be made in relation to domestic abuse or for ‘breach of the peace’.
The ‘options’ element of the NDM requires that all available options are identified and any contingencies. At this point in the incident having gained access to the property my colleague and I were with both parties in the kitchen of their home. I asked the male to move from the kitchen into another room where my colleague could talk to him. He initially refused to move from the kitchen but as I was continually risk assessing the situation, I knew that the female person, myself and my colleague were more vulnerable if the male remained in the kitchen where he potentially had access to knives or other items that could be used as a weapon. My evaluation at this point was that my best option was to continue to use communication tactics to de-escalate the situation, avoiding a confrontational approach that may exacerbate the male person’s anger. I was able to convince him that it would be easier to resolve the situation more quickly if he moved into the lounge. I used neutral body language and a calm but assertive voice. I reflected a version of his own words to echo back to him as he was repeating “just sort her out”.  I demonstrated I was listening by responding with “Yes lets sort this out – come into the lounge Mr X and we will sort things out”.  As a consequence, I could see from the male’s body language that he was beginning to look calmer, namely, his breathing was less rapid, and the volume of his voice became quieter. I was aware, however, at the beginning of the conversation that his hands were still clenched at times so remained mindful that he could potentially become violent if the situation escalated. From a contingency perspective, therefore, I felt confident that I was stood at a safe distance and could apply ‘use of force’ if required. I would risk assess the least amount of force required to safeguard the female, myself and my colleague, using the lawful means at my disposal such as self-defence techniques and hand cuffs.  Neither my colleague or I are trained to use a taser, if required, and the use of pava spray would not have been advisable due to the enclosed physical environment. Situational awareness is key in circumstances that are unpredictable, however, once the male was away from the female my colleague was able to listen to his version of events.  At the same time, I reassured the female and she felt able to tell me her version of events. There was no evidence to arrest for domestic abuse and the female did not wish to make a statement in relation to this. Moving to the NDM stages of ‘action and review’ I did not feel it would be safe to leave the male at the property while he was still potentially volatile, and that action should be taken to prevent the situation flaring up again. I therefore made the decision to ask him to leave in order to calm down with a view to returning early evening.  Reluctantly, he agreed to do so when I explained that he could be at risk of being arrested for a breach of the peace. The female was anxious and gave permission for me to contact a family member to come to the home to support her. She also consented for me to complete a Public Protection Notification.  My rationale for this was that she was clearly a vulnerable adult.  Due to her disability her husband was her sole carer, however, she appeared unkempt, her clothes were dirty, and she smelled of urine. She expressed that she had wanted to go to a nursing home, but her husband would not allow it. She was happy for me to speak to Social Services and make a referral. Her son agreed to stay the weekend to provide support until Social Services could visit on Monday.  My rationale for this action was to safeguard the female, despite there being insufficient evidence for a domestic abuse arrest, I was mindful of the wider research evidence relating to domestic abuse that estimates a victim will experience in excess of 20 incidents of abuse before they report it to the police (Walby 2004), The cost of domestic violence. Women and Equality Unit. London: Home Office. As a consequence of my supportive communication skills and safeguarding advice I believe that the female may be more likely to report any future incidents as she may have more confidence on the police.

Overall, reflecting on the incident and reviewing it as a whole I believe the rationale for my decision making throughout the incident was based on the effective application of the NDM, using dynamic risk assessment throughout. I do, however, wish that I had stayed with the female until her son arrived as potentially with his support and encouragement his mother may have disclosed previous incidents of abuse. Evaluating the legal context, I am aware that it may have become necessary to use force to restrain the male person and had this been required my authority to do so would come from Section 3 of the Criminal Law Act (1967).
I am also aware that as a wheelchair user the female was entitled to any reasonable adjustments necessary under the disability provisions of the Equality Act (2010). As the female was a quite shaken up by the incident I did ask if she would like my assistance to wheel her chair into an adjacent room, which she accepted. I believe this demonstrated that I was treating the female person with dignity and respect. 
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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:

[bookmark: _Hlk168597921]In firstly evaluating the theories of team dynamics it is helpful to establish what is a team, and to differentiate ‘teams’ from ‘groups’. Whilst it can be suggested that a group can be described as individual people working towards a collective goal; in doing so, they may be working independently of each other and as such have individual accountability for contributing to the overall goal.  In contrast, Bisbey & Salas (2018) suggest that for a team to be effective in achieving a shared goal, each member is interdependent with each other, and the contribution of each individual is greater than the sum of their individual parts. Critically, the team must rely on each other to accomplish a successful outcome. Bisbey & Salas (2018) go on to identify that some of the indicators of successful teamwork include, among others; effective communication, coordination, cooperation, management of team conflict, team learning and coaching, among team members. Edmondson (1999) concurs with this and adds the importance of ‘psychological safety’ as a major factor in supporting team cohesiveness. Edmondson describes psychological safety as a shared belief by team members that within their team, interpersonal risk taking is a safe behaviour to undertake, for example the ability to speak up when a team member believes something is wrong or when they have a difference of opinion. It is this ability to be truthful and open with team colleagues that Edmondson suggests helps facilitate team learning. This is further supported by research from Brinke (2017).  This research examined team performance and related variables in a police work setting and also found psychological safety to be important in contributing to high performing cohesive teams. Not least because of the positive impact it has on information sharing within teams, arguably, an important factor given the nature of effective police work. Observation of the police teams taking part in the research found ‘team learning’ to be an ongoing process of reflection followed by action. This was evidenced by team members freely asking questions, looking for feedback and exploring any mistakes, errors or outcomes that had not been anticipated.   A review of the literature in relation to the theory of psychological safety undertaken by Edmondson & Bransby (2022) argues that organisations currently face unprecedented complexity and uncertainty. There is recognition that solving complex problems, among others, requires many of the characteristics that creates psychological safety, such as collaboration, trust and respect within teams. Team cohesion is an important outcome of psychological safety within a team. Some of the earliest work in relation to team dynamics was described by Kurt Lewin in the 1960’s. Gencer (2019) describes Lewin’s work as promoting the dynamism of groups and the influence they have on individuals, stating:  “The concept of “group dynamics” refers to changes that may occur in any part of the group and bring out actions and reactions in the group structure that affects group members”. In considering why interpersonal conflict can occur within a team, research evidence suggests that the absence of psychological safety may be an important factor in the emergence of conflict. Notably, Martins et al (2017) found that in teams where psychological safety was low, they did not maximise the potential of diverse knowledge, skills and experience within the team, which impacted negatively on performance. It can be suggested that an underperforming team may experience pressure that creates tension and conflict within the team, as each team member seeks to uphold their own position and defend their individual contribution. It could be argued, however, that conflict is also a natural stage of team development. One of the very early theoretical models of team development was described by Tuckman (1965) as cited in Lunneburg (2015) who suggests that there are five stages of team development. Namely:  forming, storming, norming, performing, and adjourning. Conflict is a natural part of the ‘storming’ phase which Tuckman describes as necessary in order that the team learns to effectively manage conflict so that it can move to the next stage of ‘norming’. This stage is characterised by the emergence of clarity in roles and responsibilities leading to a sense of cohesion before moving to the ‘performing’ stage.  In this stage the team is not threatened by differences of opinion and is able to work cohesively together. Constructive dialogue enables the team to utilise the diverse knowledge, skills and experience within the team to achieve the best outcome.  Role theory in team cohesiveness suggests that understanding the role preferences of individual team members and utilising those that fit with the team task will help the delivery of the required outcomes. Early work by Belbin (1996) describes 9 team roles such as ‘Implementer’ who plans a workable strategy, ‘Team Worker’, who helps the team to gel, ‘Plant’ who brings creative problem solving and ‘Specialist’ who brings in-depth knowledge to a key area. There is a potential for interpersonal conflict within the team when there is an absence of the roles required or competition between members to fulfil the same role.  Team conflict can be further exacerbated by personality differences. There are a broad number of theories of personality, with no consensus as to a precise definition, however, simply put, personality is made up of a number of interrelated factors such as the emotional, behavioural and cognitive responses that make each person unique (Bergener 2020). Personality clashes can occur, for example, if there is a failure of each individual to understand the motivation and rationale behind a person’s actions and behaviour or if there is a different approach to a task that individuals don’t agree with.  Add to this other factors of diversity such as age, gender, or cultural differences and the scene may be set for further conflict and misunderstanding. It can be argued that the style of team leadership plays a key part in the extent to which interpersonal conflict emerges and is managed. The team leader is in a position to adopt strategies that can prevent or mitigate against conflict and enhance individual and team performance (Stashevsky S & Koslowsky 2006).  Research by Chen (2010) describes a number of leadership behaviours that create a positive team working environment. These include leaders who empower their team members through effective delegation of tasks and authority.  Inviting and respecting the views of team members by involving them in decisions and encouraging appropriate autonomy. Conversely, a leader that disempowers team members, fails to engage and involve them in key decision making, micromanaging and showing a lack of confidence in individual and team capabilities is more likely to create a climate that fosters dissatisfaction with the team reducing autonomy, creativity and the confidence of team members to manage team challenges in relation to both relationships and task. The stress experienced by police officers is well documented (National Police Wellbeing Service 2023). Officers experiencing stress and burn out may have difficulty with relationships that affects team cohesion and completion of team tasks. Organisational wellbeing strategies and support from an effective team leader can play an important part in enhancing individual and team performance (College of Policing 2024).

In considering how team dynamics within the police service can result in failing to comply with professional standards requirements there are a number of areas to explore.  The first two elements of this assignment discussed some of the factors that prevent team cohesion and cause interpersonal conflict.  It is helpful, however, to recognise that it is possible for a team to be too cohesive. For example, although it is accepted that diversity within a team may lead to conflict, particularly if that diversity is not understood and its potential, therefore, not maximised it can be seen that this would be detrimental to team effectiveness. Evidence suggests, however, that diversity within teams if properly harnessed has the potential for better decision making and outcomes, particularly if individual strengths and perspectives are fully utilised (Kandola 2009).  Equally, it could be argued that a lack of diversity within a team may lead to different factors that affect team dynamics and effectiveness for example ‘group think’. This may occur when team members have similar background experience and shared perspectives, they may reach a consensus quite quickly.  As a result of this their decisions may lack creative, innovative thinking and actions. There may also be a reluctance to challenge others within the team. The team dynamic may include a strong sense of loyalty to the team to the extent that team members do not challenge or report poor practice or when professional standards have been compromised. In the context of the police service, when considering how team dynamics can result in failing to comply with professional standards requirements, such as the code of ethics Ricciardelli (2021) recognises the significance of police culture. He suggests that it has evolved from theories of occupational culture that describe how occupations, through both formal and informal occupational attitudes, behaviours, and norms, influence the view of how individuals interpret what’s happening within their group. Research undertaken by Westmarland & Rowe (2018) explored the evidence base around the existence of a ‘blue code’ or ‘wall of silence’ in relation to police officers failing to report or hold to account fellow colleagues when actions and behaviour fell below the professional standards expected. The professional standards of behaviour are made clear to police officers throughout their training and reinforced by the police code of ethics, policies, procedures, protocols or legislation (College of Policing 2024). Team dynamics may be influenced negatively by officers who hold values that do not accord with those of the police service. Indeed, the Policing Priorities Report (2023) states: ‘Some will be attracted to a career in policing precisely because it provides a position of power that can be exploited or abused’.  A report from HMICFRS (2022) stated that it was “too easy for the wrong people to join and stay in the police”.  This was attributed in part to inadequate vetting procedures. A further consideration to highlight in relation to team dynamics is the concept of poor role modelling of the proper behaviours and a lack of adequate supervision (Moreton et al 2022).  Evidence given in a report by HMICFRS (2022) on vetting, misconduct, and misogyny in the police service calls for a culture that supports those who call out misconduct. This is further supported by evidence from the Independent Office for Police Conduct (2022) who found that Officers lacked confidence and were afraid of repercussions if they reported poor behaviour and didn’t believe that effective action would be taken. Conversely, Charman & Gilmour (2022) indicate that officers who believe that their organisation will deal with misconduct fairly are “less likely to engage in misconduct” and “less likely to adhere to the protection of other officers through the ‘blue code of silence’”.

Overall, despite being underpinned by a range of theoretical models and concepts it can be seen that team dynamics is a complex area that plays an important part in supporting or detracting from team cohesion. A range of evidence based strategies have been identified that enhance individual and team performance; however, it is recognised that despite this there is still evidence of officers failing to comply with professional standards requirements.
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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: 
 
  
 
	
	Required
	Rating
	Development Need

	Knowledge











Knowledge
	Low
	Med
	High
	Low
	Med
	High
	Court process
· Greater knowledge needed of the court process. I will discuss with my Mentor and more experienced colleagues regarding any advice and support required.  I will seek out appropriate learning resources to enhance my knowledge and reflect on its practical application. 


Case Files
· More knowledge and confidence required in compiling case files. Continue to take every opportunity to undertake this. Continue to liaise with Case File Management Team for advice and support in this area. Particularly to gain more confidence and competence in knowing the correct MG form to use.


	
	1-4
	5-7
	8-10
	1-4
	5-7
	8-10
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	Knowledge




	
	  x
	
	
	6
	
	Sexual Offences
· More knowledge needed of the correct processes to deal with sexual offences to ensure the way that I collect evidence does not compromise the case. Will increase my reading of policy, procedure and law around this area. Will explore the possibility of an attachment with the Rape Investigation Team (RIT).

	Skills
	Low
	Med
	High
	Low
	Med
	High
	Interviewing skills
· More development required in interview skills. Identifying points to prove and questioning techniques. Continue to seek as much experience as possible in order to hone skills in this area.





	
	1-4
	5-7
	8-10
	1-4
	5-7
	8-10
	

	
	
	
	X
	
	7
	
	

	Experience

















Experience
	Low
	Med
	High
	Low
	Med
	High
	Experience of court 
· Experience needed of giving evidence in court.  Have been called to court twice so far and was stood down on both occasions. I aim to visit the court in my own time to gain greater exposure to the court process and procedures. Will discuss with my sergeant regarding potential opportunities to accompany an experienced colleague who is giving evidence in court,  in order to benefit from their experience and advice.  


Public Protection
· Need more experience working with vulnerable adults and children. It has been difficult to learn more about the complexities of this as cases are handed on to the Public Protection Unit (PPU). Continue to seek opportunities to work with this and explore the possibility of an attachment to PPU. 


	
	1-4
	5-7
	8-10
	1-4
	5-7
	8-10
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