[bookmark: TITUS3HeaderFirstPage] 


[bookmark: TITUS3HeaderEvenPages] 


[bookmark: TITUS3HeaderPrimary] 


[image: ]


BSc (Hons) Professional Police Practice 

LEVEL 5 - 40 Credits


Workbook title: Competency Based Workbook 3 (PCDA)

(SOUTH WALES POLICE, GWENT POLICE AND UWTSD)


	Learner name: Mikey Johns

Learner’s University Registration Number:
2029424







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:


This essay is being written in relation to my experience in the role after my initial tutorship phase in my role. This will cover my experiences in regards to the culture that is seen within the organization on a daily basis and how I have adapted to it, to overall improve my wellbeing and resilience.

Since becoming independent within my role, I have seen first-hand what type of cultures there is within the organisation from different teams. This culture is how people in a workplace act together or what kind of targets they have to work towards. One definition of organizational culture is a ‘term used to describe the way people define the values, goals, and overall vibe of their office.’ (MILLER, 2021)
Some of the cultures I have noticed within my organization is that the goals for the force is to detect crime, investigate and to overall protect communities. On response this is shown by officers, attending regular calls from members of the public who are reporting crimes that are ongoing. Officers then attend these calls and deal with it in a manner that promotes public safety, as well as being victim led by asking what they would like done about the specific matters.

One type of culture that is important is a task culture. This can be defined as ‘Employees value task completion and accomplishments, high-performing teams value getting things done and meeting deadlines’ (HERMAN, 2022) This is important for a workplace as due to teams working towards one goal, it promotes teams to work together effectively and allows a task to be completed in a shorter amount of time to a high standard. Also, different members of the team may have different ideas towards the goal and this is positive as it shows employees are confident in their decision-making and planning.

On the other hand, there can be times whereby culture can be a negative thing within a workplace. One example of this is when employees are told to strive towards a goal, no matter what they have to do to achieve this. An article published recognizes this point as it states “Prioritizing profit above everything else encourages employees to cut ethical corners to suit the bottom line.” (SHERMAN, 2019) The reason this can negatively affect a workplace is because often workers may break rules just to achieve a goal and overall this can affect the company’s reputation and even lose the employee their job.
Organisational culture within a policing environment is a broad term and varies between each police service and even within an organisation as different teams strive towards targeting different goals. Overall the main task within policing is to protect victims of crime and to prevent and detect crime from occurring and then investigate it should it be necessary to. With this being the main goal, there is many options that officers can take to ensure that these goals are reached and it is down to the individual officer whether they feel it is necessary to deal with it with criminal proceedings. Examples of this includes, officers have the right to arrest someone should it be justified to do so if they have committed an offence, but officers can also decide if the person is a first time offender and it is a low level crime, they can deal with the matter using their discretion and deciding to use the restorative justice process, which would mean the offender admits the offence and the victim is happy for this method to occur. This is then noted down on police systems should any future incidents occur with the offender. At times, discretion can be difficult for officers as due to the amount of decisions they make, it is sometimes unclear as to which one they should decide to use. This is backed up by a statement which says “Discretionary choices are influenced and informed by a culture of practice that has developed within the police culture and is arguably difficult to control.” (Grieve, Harfield & MacVean, 2007)

A good organisational culture in a workplace, if used well it doesn’t just get tasks completed effectively, it can also positively affect employee’s well-being which would overall make them happier and encourage their presence in the workplace. This is shown by a study published that states “healthy organisational culture is key to employee wellbeing, culture can be a barrier but it can also be a real accelerator if you get it right” (WESTFIELD HEALTH, 2019) I believe this statement shows that culture can positively impact employees if the goals they strive to achieve is done right, but if there is an un-realistic goal, this can put employees moral down and overall make them not want to perform to 100% with the task as it may be too stressful for them to complete efficiently. 
Within my organisation, I believe especially within my team the culture is positive and my supervisor does not push for more numbers within the team. I feel encouraged to use my own judgement in my decision-making and I believe this is positively affecting the way I work, as even though I may need to work at a fast pace, I am not always pressured to work towards numbers of arrests etc. I often use the restorative justice process or postal charge process as this can mean I am able to investigate the incident in slow time and I can complete this to a higher standard. 

A good level of resilience is also needed to be able to work towards tasks in the workplace. The reason for this is things may not always go to plan and also, you may not be able to complete tasks on time due to a big workload. Resilience is important to help ensure that employees can come back after a negative experience, learn from it and see what can be done better in the future. “A culture of resilience equips an organisation with a psychological immunity to adversities 8. Thus, as adversities arise, the organisation can mobilize its resources to survive and leap forward with the unfoldment of life, trusting that all strong organisms will thrive after the disruption” (Soryano, 2020). A good resilience is required within the police service as no jobs are the same and there is often a rush to get jobs done to be ready for court, as a result this is a struggle trying to respond to jobs and deal with this, which overall means things may not go as planned. It is extremely vital officers must come in with a new attitude each day to be able to continue with the job effectively. 

Overall, I believe that organisational culture whereby tasks are set can be a positive thing and can make staff want to return to work and succeed in achieving these goals. This is if the goals are possible to achieve and there are minimal barriers in place preventing the workers from getting this done. But this can also at times be negative as in some organisations, there is too many obstacles in the way and it can lower the moral of some employees. This is why it is important to have realistic prospects of what can be done. Which would enable officers to find ways to improve wellbeing and resilience inside and outside the workplace, if this positive moral isn’t met, tasks and duties will not be performed ion the best possible way that they could have. There is many ways to build these up such as going to the gym to release stress or doing meditation to relax your mind after a stressful day, this helps ensure you have a clear mind for oncoming challenges the next working day.
(Word count – 1287)
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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 am writing this essay in relation to a policing incident, whereby I have attended a response call of a domestic violence related matter, which consisted of an assault between a couple inside a bar within the Cardiff area. Throughout this essay, I will be reflecting upon my actions using the Gibbs Reflective Cycle , I will be outlining what happened during the incident, what information was passed over to myself before arriving in order to allow me time to risk assess my decision making on route to the location, I will be exploring reason why I decided to use certain decisions to resolve the matter, I will be evaluating what I could do differently should a similar situation occur in the future.  Furthermore, it is vital to understand the processes that police officers such as myself, during this incident use to structure a rationale of what they are doing and the reasons for it, there is a particular model which assists this, The National Decision-Making Model (NDM) (Johnson, 2018)
 
During this incident my main priority was to follow the NDM; it is suitable for all decisions and can be adapted to shape every incident. Good policing reflects on how well you have followed the (NDM). This model can be applied to any situation to planned operations, by an individual or people within a group (college of policing, 2013). There are six elements to the NDM which I will be briefly discussing. In the heart of everything is the code of ethics, these assist police officers in extremely difficult situations they partake in a daily basis, ensuring that they achieve the best objectives in a fairly and lawful manner (Devon and Cornwall Police, 2021). Next, information and intelligence, delving back into the domestic related incident which I had attended, this is the information which has been passed over to myself initially over the police radio. In order to get a full picture of what was going on I had also asked my colleague to look on the police systems to look at any involved persons and their history, so we are aware and alert when arriving. However, this can also be your own knowledge, within the police you will have the main criminals who you will be attending day after day, and some names will stick in your mind, it is important to consider that you may have dealt with this person before and if the name rings a bell, you know how they may react and what action you should take depending on the individuals behaviour. The third element to the model is the threat assessment, this commences as soon as we arrive to the incident, where we risk assess any dangers that may arise, so for example regarding my incident, the male was drunk, so here I would need to think about keeping me and my colleague safe as well as the drunken male, making sure that he doesn’t get injured.  The next is deciding to use powers and policies, once the situation has been assessed, I would then need to decide if I am required to use any use of force powers, so for the drunken male, handcuffing him to the rear is the ideal plan because it will prevent any spur of the moment violence if it was to happen; discretion is also widely used within this stage of the model by many officers (Stephens and Vitek, 2002). Moving onto the fifth stage, options and contingencies, this stage includes different ways to make a particular decision with the least risk of harm. The last stage is action and review. Once the incident is dealt with, it is healthy for the officer to think about what they could have done differently, just in case of a similar incident occurring again in the future. In a nutshell, every officer acting in their line of duty must follow the NDM for there to be near to no mistakes, in the police there is no room for mistakes, as you are dealing with the public every day.  

Now let's delve into the incident and what happened; I received a report of an ongoing disturbance occurring inside a bar nearby to my location which required my attendance. I wanted to tick off the information and intelligence element of the national decision-making model, and so was asking my control room as many questions as was needed to create a full picture of what has been reported before arriving at the scene with a blind eye, whilst also pre thinking about what the best course of action is and what options there are available to me. From previous domestic violence training and incidents that I have attended, I knew there was an array of options, for example if I have grounds when there, I can arrest, or if both parties are present, it may be ideal to separate them and ensure that the matter is dealt with as soon as practicable. All options depending on the level of risk that I would be faced when at the scene, it is always good to prepare for the worst.  Once I had obtained all details such as; how many people were involved and if there were any aggravating factors to the matter, I made my way to the location and was made aware that the female victim had fled the location however the suspect male was still on scene and being spoken to by security. The level of risk at each policing incident is determined by an officer’s judgement on the information that is given to them by any source. When I am on my way to every single call, I tend to use the THRIVE model without fail. This model assists an officer in deciding what the best option of the matter is and if there are any alternative ways to resolve a matter. Thrive is an acronym used in the decision-making process alongside the national decision-making model, and stands for; threat, harm, risk, investigation, vulnerability and engagement.  

The acronym THRIVE is a model which allows police officers like me to judge a situation based on several factors which include; what the threat level is, if there is any harm being caused to any person, what the risk is for the public and the officers,  the initial investigation whilst at the scene conducted by the officers, if there is any factors such as vulnerabilities for any parties involved and finally engagement, which relates to how you would deal with the matter by engaging with all involved parties (Fisher, 2022)  

Throughout the entire incident, I was concerned at the fact that we were in a public place where a variety of people are watching what has happened, from my observations there are many children and toddlers to young adults and grownups. This social issue can possibly have many negative effects on a person. For example, if someone has experienced domestic abuse previously and have witnessed the incident in the pub between the male and female, it could cause a trigger. It is difficult to predict these traumas, when they will happen and what can trigger them because they are very personal to the individual (Sandy, 2019). Luckily this didn’t happen however, the thought process would always consider the risk factors, if this was to happen and someone experienced a trigger, we would be dealing with a domestic as well as a mental health call, due to someone experiencing post trauma. “Almost two thirds of people that have experienced domestic abuse also experience Post Traumatic Stress Disorder (PTSD)” which has been clearly discussed by (www.ncdv.org.uk, 2022). Another social factor which I was considering is the fact that we were in a pub where they sell alcohol, the two parties may have had a drink which could furthermore affect their behaviour. However, this isn't just aimed towards the two parties, there are many people who are anti police, and especially when you are drunk it causes you to act aggressively (Verywell, 2019) the two don’t really go hand in hand and can could have caused issues, this luckily didn’t happen, however similarly to the other factor it was always in the back of my mind. 55% of all perpetrators of domestic violence drank alcohol before the assault (FHE Health – Addiction & Mental Health Care, 2020)  

There were some issues regarding the person’s language at the time of the incident due to his heavily intoxicated state. I knew this male to be intoxicated at the time due to appearing to have several symptoms as if he had consumed a high amount of alcohol. He had “a loss of coordination, stumbling or swaying [and] slurred speech” (White, 2019). Having a language barrier means that he would not be getting interviewed until he has had an alcohol detox.  There are several different effects of alcohol consumption that I noticed in the time that I was dealing with the male throughout the duration of this incident. I arrived at the location and was presented by the male stumbling about and slurring his words as he was speaking, since a domestic violent incident had occurred, I made the decision to arrest the male using section 24 Pace, for the offence of domestic related assault. My reasoning behind this was, there is a policy in place that police forces are following which ensures that positive action should be taken in all domestic situations. An example of what this priority is can be shown by a professional body for the police service which states “The first priority of the police is to make people safe. At domestic abuse incidents it is particularly important that officers take positive action to make the victim and any children safe.” (College Of Policing, 2018). 

During the arrest of the male, he was placed in the rear of the awaiting police vehicle. At this time, I asked my colleagues to speak to staff inside and see if CCTV can be retrieved. They then contacted me and made me aware the male had assaulted his partner by punching her to the face twice and pulling her hair. This was after an argument occurred moments beforehand between them. After the assault occurred the female ran out of the bar and witnesses to the assault reported it to the police. 
There are several reasons that the police are now expected to take positive actions when it comes to dealing with domestic related situations. One reason abstracted from an article, whereby (Hoyle and Sanders, 2000) said ‘We found that many women do not seek criminal sanctions because sanctions are unlikely to help to end the violence. This calls into question the value, to victims of mandatory arrest policies which require prosecution decisions to be based on evidential concerns alone’  

After I was given this information, I liaised with my other colleague and made the decision to take the male to custody, whilst all further details are taken, and the female was spoken to. When the male was transported to custody, I returned to the pub and obtained statements off several witnesses in order to continue with the investigation.  












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:

In this essay, I will be evaluating what team dynamics means and how it develops team cohesion within a workplace. Further I'll explain what inter-personal conflict is within a team, how it occurs and what can be done to adapt to a team's performance. In addition, I will speak about in-depth failure in team dynamics within the police service which cause individuals to not comply with the police professional standards.  

Firstly, let’s dive into what team dynamic means. The term team dynamic is professionally defined as the chemistry that a team has between each other from the beginning to the end of the project. The psychological and emotional bond that each member have with each other widely affects their performance in the workplace over a prolonged period of time (Thekeepitsimple, 2021).  As will be discussed later in this essay, in order for a team to continue working successfully together, an element of diversity is required which helps promote the team's cohesion (Rampton, 2019). Team dynamics work in conjunction with team cohesion. The term team cohesion is defined as the “degree of closeness that individuals feel within a team”. (CFI Team, 2022). 
   
The Tuckman’s Model proposed by Bruce Tuckman in 1965 “describes four stages”, these include; forming, storming, norming and performing alongside a fifth stage which is adjourning stage (Tuckman, 1965). The initial stage of this theory which describes an in-depth image of team development happens when the team is brought together at first, or a new leader has been implemented within the system (UKESSAYS, 2018). There is no doubt that the forming stage requires a good leader who is very knowledgeable in the field that they specialise in, and can answer questions when required. For instance, in a policing point of view, the team leader is the Sergeant who overlooks the entire team and answers to relevant questions. It is important to acknowledge that there will be very little progress within this stage because everyone is focused on getting to know one another instead of the project itself, this natural to happen in order for the team to progress at its full ability in the future (Mr Rahman 2020). The second stage is the Storming stage, this is the stage where the team members begin to feel comfortable with who they are working with which is an essential feeling to have, this may lead to conflict within the workplace which may arise because of the different styles of working people have and will adapt to (Mr Rahman 2020). It is extremely vital for members of a team to have an adaptable skillset because times are changing as well as the way people are trained. With the police one of the code of ethics is to be able to be open to change, an example of why this is necessary is when the national investigating system changed to an updated version which new starters were being trained on, however the more experienced officers haven't. (Hendricks, 2022). The next stage is called performing, this is where people set aside their personal differences and begin to achieve their goals. Communication, collaborations, cohesion and solidarity are the key features of this stage, hence why this is the most productive stage. Once all the disagreements have been tackled all team members are ready to enter the following stage (Tuckman 1965). The fourth stage is the norming stage, this is where team members begin to respect each other and the team's cohesion begins to unravel, they can use the skills and abilities they have been taught along the way to help with any disagreements if any may arise (Denise 2010) The last stage is the adjourning stage, this is the final stage where the individuals of the team assess their progress with each other and evaluate what they have done right and wrong. The team leader will provide the group with feedback for future referencing (Tuckman, 1965). For this model to apply, team members are to work “effectively and constructively” (McCahan, Anderson, Kortschot, Weiss, and Woodhouse, 2015). These four stages aren't linear, in fact a person will move back to previous stages depending on events that can influence the team and the communications strategies that they use. It is completely normal for a person to stall at a stage until they understand fully what they are doing, (Last and Nevue, 2018). It is important to note that communication is a critical component within this model, and without this skill you are unable to perform in a team as efficiently as desired. A section in the introductory text - book, (Designing Engineers) by Susan et al, provides a detailed description of Tuckman's Model and the need for effective communication at each stage. To summarise the Tuckmans Model, all stages are necessary and inevitable for the team to grow from start to finish, face up to challenges, tackle problems they may bump and find resolutions to resolve them. It is not possible for a team to click during teamwork, it takes time for all members to gel together as they move from strangers to co-workers. It is not a one-way street; it is expected for members to move back and forth between stages.  

It is very common for a workplace to experience conflict, this may lead to continuous arguments, also known as interpersonal conflict. Interpersonal conflict is professionally defined as “conflicts between two or more people in any setting; it may be at work or among friends”, (Kishore, 2021), it is not rocket science to understand that in an ideal world, conflict between a team needs to be resolved immediately however this doesn’t always happen, especially in a stressful workplace environment, where you see your co-workers every day. For example, within the police, due to high demands of stress out on the streets, it may be easier as a coping mechanism to go back to the station and vent towards colleagues instead of members of the public. (Gallo, 2014). Many people avoid conflict, react defensively or go on the attack, which is completely normal, as it is a natural human reaction, and for many its known as a coping mechanism. If you are a leader of a team, you are responsible to come up with ideas to improve team performance or team effectiveness. As stated previously regarding the storming stage, many people within a group may have different views and strategies in relation to dealing with policing incidents, which may result in conflict arising. It is important that team members talk to each other regarding these incidents. The DISC theory, developed in 1928 by Dr. William Moulton Marston has evolved into a useful model for conflicts management as it predicted 4 personality traits Dominance, Inducement, Submission, and Compliance” (Marsten, 1928) having an insight as a leader in a person's personality traits will have a huge impact on attempting to resolve the conflict which may have risen. “There are many different causes of interpersonal conflict, including differing points of view, personality mismatches, cultural differences, diverse upbringings, or conflicting values and beliefs” this was mentioned by (Risser, 2022). Conflict is likely to occur when built up anger and lingering issues arise causing un relented frustration to one another within the team.  

There are many strategies for interpersonal conflict and here I will be discussing them. The first strategy is avoiding it. This may seem abnormal however the whole point behind it is when emotions are high stepping away may be the best cause of action, just walking away is the best way to stop a heated atmosphere. Avoiding it altogether is not the best coping strategy and therefore should be revisited when both parties are calm and willing to discuss the situation (Lamothe, 2020) . The next strategy is for one party to accommodate the fact that the other has won the argument or debate. For example, if there is a debate about discussing what the best resolution is for two police officers at a call, one may say that the other wins, this is helpful to deal with conflict if one isn't ignoring their own needs, if this is the case it will most likely build up and that person will blow one day which will result in a very heated argument (Mae, 2022). The next strategy is compromising; sometimes it is okay to meet halfway for both parties to be happy however similarly to the other this may be harmful and unhealthy, if one isn't happy about this and keeps it inside, then one day they will burst, and this will cause and even worse argument. (Flannery, 2022). Another strategy that is widely used but not the healthiest is competing. Sometimes people find this a way as their own coping mechanism, they compete with the other as a way of making them feel good. The very last strategy is collaborating. This involves working together as a team, discussing the issue and allowing all the team members to use a resolution which they can work towards. The best and critical skill that is used here is communication, collaborating and communication work hand in hand with this strategy. (Risser, 2022). If all of these are used the team will have a very positive mind-set which means that the team's performance overall will be much more enhanced and effective when they work.   

Some of the most common causes behind poor group dynamics are weak leadership, free riding and evaluation apprehension (Pasterz, No Date).  Weak leadership is one of the main reasons why group dynamics are not functioning effectively and negatively effecting professional standards. Without a dominant team leader, the team overall lacks direction, undermining and conflict. The team leader, who is the dominant party in the group is one big eye for everyone and is therefore responsible for resolving conflicts and keeping everyone on the right track. (Thomas, 2022). Free riding is also another cause for poor group dynamics. Some team members feel that they work whilst others usually coast by. This can be quite frustrating to those who are going that extra mile for work. One may argue that “what’s interesting about free riders is, they often work very hard on their own. But once they’re asked to participate in a group setting, they become content to sit back and let others contribute more than them. This attitude is known as social loafing” (Thomas, 2022). The next one is evaluation apprehension. Especially in the police you have new people starting the job every day with no experience whilst some of the team may have tonnes of experience, this can be frustrating for those who have piled experience due to being used to working on their own, and therefore harshly judge those who have recently joined. (Thomas, 2022) All of these can contribute to a very poor group dynamic, which can affect things like, daily performance, which is very dangerous as a police constable considering the kind of work that they do, for example if they are not in the right mind-set, it can result in an illegal arrest, or can affect a procedure which they need to carry out like stop and searching someone. When performance in a group is very low, intelligence may not be passed around the group efficiently.  

To summarise, team cohesion is a very important factor when thinking about working in a group.  Especially when working in very stressful circumstances. It is very normal for this to bounce up and down because of human factors, but it is vital to note that there are coping mechanisms to deal with these stressful impacts.  
 
 













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)
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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 
	 

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

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
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The bibliography should only include sources referenced within the workbook using the Harvard referencing system. Information about referencing in written assignments and how to avoid plagiarism can be found on Moodle. It is important that you are aware of the importance of ensuring that the work submitted is your original work.
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