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Task 1

Relevant areas of the National Policing Curriculum: Understanding the role of a constable, maintaining Professional Standards, Leadership and Team-working, Wellbeing and Resilience

	
Critically evaluate theories of team dynamics as a means of developing team cohesion (reasons why some teams cannot function, theories and models relating to team dynamics, ways to improve team cohesion) and to what extent group dynamics are shaped by wider organisational cultural norms. 

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

Consider how team dynamics within the police service can result in failing to comply with professional standards requirements demonstrating an understanding of organisational justice in a policing context (Code of Ethics, policies, procedures, protocols, or legislation).

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




ANSWER:

In this assignment we will be looking at what team dynamics is, the multiple theories and models of team dynamics, how to improve team cohesion, why inter-personal conflict can occur and strategies to overcome this and the professional standards in which teams must abide by.

What is Team Dynamics?
Team dynamics are the direction of a team’s conduct and execution which are influenced by psychological factors, they are formed by the teams’ personalities and how they interact with one and other (University of Notre Dame, 2021). Some teams struggle to function because of individual differences. Waddell and Walton (2020) states that difficulties within a team can arise due to intensive pressure and challenges. When teams are under a lot of pressure, they tend to struggle to be a cohesive team (Waddell & Walton, 2020). 

Theories and Models of Team Dynamics 

One theory of team development is the Tuckman’s Stages of Group Development (1965). Tuckman (1963) states there are four stages in which teams might experience; forming, storming, norming, performing and adjourning (fifth stage added later) (eCampus Ontario, 2018). The first stage involves the members of the team getting to know each other on a personal and professional level, this is where limitations and expectations are formed. 
The storming stage is where most conflicts happen, through getting to know each other’s motivations. This stage also allows the team to learn their fellow members strengths and weaknesses. To move onto the next stage, members of the team need to learn how to compromise. When conflicts have been resolved by team members, they move onto the norming stage. This is where each member knows their roles and responsibilities working independently on their part of the project, ready to collaborate with the rest of the team further down the line (McCahan et al, 2015). 
Members of the team communicate to make sure they are on the same track and that the work is effective. When a team reaches the performing stage, team members feel good; they have learnt what works for their team making the project more efficient and ran more smoothly (McCahan et al, 2015). 
The adjourning stage is when team members go their separate ways as they have not been able to resolve a conflict. There are both strengths and flaws of Tuckman’s theory. One strength of this theory is team members get to know each other very well through the process, allowing them to work as a team and use their strengths and weaknesses to the advantage of their team. This allows them to work efficiently and makes sure everything runs smoothly therefore achieving targets. However, McCahan et al (2015) states that teams may move forth and backwards through the stages, depending on communication and events which might impact the team. This means that they might never reach the end goal. 
McCahan et al (2015) supports this as he found that some teams might delay and stay in one stage of the model never reaching the final goal and not reaching their full potential. 

Nevertheless, the theory is simplistic. It is easy to see what stage teams are at within the model and it runs parallel with the individual development theory (Sundelius, Stern, & Hart, 1997). Although research has found that the theory incorporates a wide pattern of developmental progression, which can be seen in other studies such as Bion (1961) and Bales (1950) (Sundelius, Stern, & Hart, 1997). There is a high dependence on the team leader for guidance and direction and individuals of the team may push boundaries of the leader and the system. 

Another theory of team dynamics is Beckhard’s (1971) GRPI Model. The model shows four interconnected elements of effective teamwork. According to Last (2021) the GRIP model is split into four categories:
1. Goals
2. Roles
3. Process
4. Interpersonal Relationships 

In the first step the team sets clear goals, giving the whole team a clear understanding of what they want to achieve and how they are going to achieve it. Once they understand how they are going to achieve this, roles are distributed by knowledge and experience. Within these roles, the team will work collaboratively and cooperatively (Kholghi, 2020). Within the process stage team members discuss, make decisions, and use their problem-solving skills to get the job done. If the process is ineffective this can lead to conflict, developing interpersonal problems (Kholghi, 2020).  Within the final stage communication is vital to resolve any conflict. Kholghi (2020) states that for a team to be effective there needs to be mutual respect and trust with each other.

Within these categories, there are four main questions:
1. What do we want to achieve?
2. How, when and who does what?
3. How do we make decisions, keep records, and act?
4. How do we interact?

An advantage of Beckhard’s GRPI Model is that the team’s leader can use the model to check and maintain a team’s progression, identify the potential causes of the problem, and find solutions to problems at each level (Kholghi, 2020). However, further research has found that a fifth factor should be added to the model; performance. They found that the team needs to manage how they interact with the organisational environment (Hardy, Hobbs, & Bham, 2020). Tartell (2016) supports as he suggests that the model looks at teams as a structured entity rather than looking at the emotional life the teams can develop. Another weakness of the model is that it is static. It just looks at one specific point in time of a team’s performance rather than the span of the team’s life cycle (Tartell, 2016). Beckhard suggests that teams focus on sorting out interpersonal relationships first rather than prioritising and setting the initial goal.

Another theory of team dynamics is the DISC theory by Dr William Moulton Marston in 1928. This theory is conflict management model. It is made up of four personality traits (Last, 2021):
1. Dominance (direct, ego-driven, problem solver, risktaker)
2. Inducement (enthusiastic, persuasive, optimistic, trusting)
3. Supportive (reliable, friendly, good listener, team player)
4. Compliance (has high standards, realistic, logical, even-tempered)

Each of the personality types have strengths and weaknesses. The DISC model measures a team members personality and behavioural styles; how they use their skills to interact with members of their team and resolve conflict. 
DISC is simplistic and anyone can use it. Key People (2021) supports this as they suggest the model is easy to understand and to remember as it only uses four dimensions and their intensities. Another asset of using the DISC model when looking at team dynamics is that it is the only language that is truly universal (Key People, 2021). The DISC model has many advantages for the police, it enables them to deliver immediate internal information on productivity and performance (DISC, 2021). It also allows police officers to build a relationship with the community as they can assess the publics behaviour and assess a situation (DISC, 2021). 

Nevertheless, the DISC model does have limitations too. As the DISC behavioural test are multiple choice, most people pick the answer, which is more positive, they are not given the opportunity to write their own answer and how they really feel (Deviate Consulting, 2021). Also, the DISC behaviour test puts the human personality into a two-dimensional model (Deviate Consulting, 2021). This is a flaw because people have different opinions and behaviours at specific times in their life, it changes and does not stay stagnant. 

Improving Team Cohesion

There are many ways in which to improve team cohesion. One of which is through team building exercises. Team building exercises can help a team learn how to set goals and priorities, distribute roles and workload, examine a team’s processes such as decision making, communication and resolving conflicts (Waddell & Walton, 2020). Another way to improve team cohesion is through training and development, this can occur in cross-functional collaboration. When team members collaborate with different departments, it gives them a sense of value and worth as they are learning new skills and bringing their own unique knowledge to the work (Boyce, 2021). Boyce (2021) also supports team building exercises as it encourages communication, trust, and self- esteem. Another way to improve team cohesion is by celebrating success, this improves team morale and maintains the bond that the team has achieved (Boyce, 2021). Moran and Toner (2017) suggests that by setting goals as a team daily helps to enhance togetherness as everyone is playing a part in the production of everyday. This can be done by daily meetings, facilitating team communication.

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

Teamwork is not plain sailing. At times inter-personal conflict can occur, this can be for multiple reasons; disagreements; emotions, etc. This is due to the wide range of differences among people (Smiley, n.d.). Smiley (n.d.) suggests that compromise is key for managing inter-personal conflict, developing personal growth and relationships with others. This can have a knock-on effect on the standard of service a team of police deliver. When teams are conflicting, this means that they are remaining in Tuckman’s storming stage. This can be because workloads are increasing, and the team are not functioning effectively. One strategy to use to enhance team performance by resolving conflict is the CUDSA model. GMVCO (2015) states the five steps of the CUDSA model are:
1. Confront the conflict.
2. Understand each other’s stance.
3. Define the issues.
4. Search for and evaluate other solutions.
5. Agree upon and execute the best resolutions.
The model encourages all members to come together and participate in making choices which increases the conflict being constructive and not damaging (GMVCO, 2015). Through this process misunderstandings can be avoided (GMVCO, 2015). Although, this collaborating conflict management, takes a lot of time, energy, and effort to resolve an issue (Quain, 2019).
Another strategy to enhance an individual and team performance is through mindfulness. Meditation lets a person be alone with their thoughts, ploughing through them to revisit situations to address them. Valcour (2017) suggests that meditation helps a person become aware of themselves and how they relate to someone else. Through meditation a person learns to recognise thoughts when they enter their mind and to let the thoughts go without reacting or judging them (Valcour, 2017). Madden (2010) supports Valour stating that meditating allows us to look at conflict, delving us into it with an open mind, pointing us in the right direction. 
Meditation has many assets for improving both individual and team performance; improving creative problem-solving skills, ability to imagine resolution skills; improved ability to remain calm; greater willingness to get to the core of the problem to resolve it; reduce stress and burnout feeling (Madden, 2010).

How team dynamics within the police service can result in failing to comply with professional standards requirements demonstrating an understanding of organisational justice in a policing context (Code of Ethics, policies, procedures, protocols, or legislation). 

As a team, police are meant to uphold the national decision model and code of ethics. As part of a team, it is your responsibility to look out for each other. If team dynamics in the police are suffering and does not get resolved by talking or telling the other person that they’re not following the professional standards, it must be reported to the lead team member or line manager. They may allow a police officer to change teams due to the teams work suffering. If police officers do not stick to the code of ethics or national decision model, they are not following protocol. As a team it is each police officer’s responsibility to look out for each other. So, team members tell each other to improve as they are lacking the basic professional standards of police officers, before reporting them to their Sargent. In addition, in house regulations and policies must be followed for the organisation to stand out. An example is the Chief constable’s directives and objectives, policies from senior ranking police officers, directives from college of policing and overall, the legislations. 
In major disagreements with colleagues and staff members, when none of the above mentioned can be a resolution then it is advisable report to your line manager to see if you can change teams. Further, results of the team’s work, and reports may suffer due to disunity. 

Conclusion
To conclude, team dynamics are a vital factor within policing. When the team dynamics are suffering it can lead to a pressured atmosphere, dangerous working conditions, heavy workloads, and animosity within the team. Nevertheless, there are many models and strategies to follow to prevent team dynamics failing. These strategies help both personal growth and team cohesion. Without these strategies in place the code of ethics and national decision model would not be followed. A team has many responsibilities to uphold, with one of the most important one being everyone is putting their all in.


(Word count 2154).















Task 2

Relevant areas of the National Policing Curriculum: 
Vulnerability and Risk, Evidence-based policing

You must choose a policing incident in which you played a significant role with a victim of crime or anti-social behaviour and reflect on what happened. 

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

Critically evaluate the appropriateness of different approaches (by professionals and the police) in supporting or managing vulnerable people or people at risk of harm. 

Explore what works in relation to tackling repeat victimisation and repeat offending. Consider the use of evidence-based policing. 

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





ANSWER:

In this assignment I will be looking at a policing incident which involved a victim. We will be discussing what a victim is, what it means to be vulnerable and differentiate between the two. I will be looking at the different approaches to support and manage vulnerable people.

Definition of a victim
A victim is defined as a person who has suffered physical or emotional harm, property damage, or economic loss because of a crime. 

Vulnerable
A person is vulnerable if, because of their situation or circumstances, they are unable to take care of or protect themselves or others from harm or exploitation.

Factors that may indicate a person is vulnerable could be listed as;

· Repeat Victimisation (not restricted to the type of crime/ASB reported)
· Family Circumstances (e.g., child at Risk, carer for vulnerable child or adult)
· Personal Circumstances (consumption/dependency upon drugs/alcohol; homelessness; experience of trauma)
· Health (physical / mental / emotional well-being)
· Equality & Diversity (race, age, gender, sexuality, disability, religion, nationality, lifestyle choice.)
· Economic Circumstances

The main difference between a victim of crime and a vulnerable person is that victims of crime as defined above may just have one incident where they have suffered loss in any way or form and recovered from it. However, a vulnerable person in some ways is often those who are at the greatest risk of harm, and so need the police’s protection and support. They are also entitled to enhanced service from all parts of the criminal justice system, under the provisions of the UK government’s Code of Practice for Victims of Crime.

My Experience 

I would like to discuss dealing with a victim of crime who was quite vulnerable and feared the consequences of reporting to the police and the severe repercussions she thought it would have from policing and other supporting agencies dealing. My experience dealing with a vulnerable person was one that took me by surprise.

Whilst on response and independently patrolling, I was tasked to attend a residence within my Local policing area. On arrival, I did not meet anyone at home, so I called the reporting person to establish her location and waited for her to attend her address where I was dispatched to. 

On her arrival, she apologised stating she has been staying with her Mum for the last 5 days which I found strange as she had a comfortable home all to herself. As she approached me, I spotted a few bruises and injuries on her and that sent alarm bells ringing in my head. I was supposed to deal with an alleged criminal damage; however, I could see that this victim of crime had a lot more going on which I intended to know and see how I could be of assistance to her. She explained to me that she returned home to get a change of clothes and noticed someone has poured paint over her front door, around her front garden and thrashed her bin all over the front garden. She was very upset about it, and I asked her if we could go into the property after I captured images of the damage done to the outside of the property.  

Whilst within the property I noticed more injuries on her which raised more concerns. I waited for her to finish narrating how she found her frontage on returning to the address. I went on to ask her a bit about herself, making her comfortable to talk to me before I asked about the bruises on her body. She immediately went quiet, and I persuaded her before she broke into tears. She told me it was her ex-boyfriend that inflicted the injuries on her five days ago. The victim believed that it must have been the ex-boyfriend that did this to her frontage when he returned and found she was not home. She disclosed a lot of information and stated she had suffered abuse from him for the last eight years. The victim told me that she is too scared to report it as he is a gang member, and she will be in danger if he knew that she has contacted the police regarding the assault. I immediately informed her that she was doing the right thing by reporting, so this does not continue to happen. I told her that if this continues her life could potentially be lost because of injuries he could inflict on her.
I recorded a detailed statement for both offences, I could see she was quite vulnerable due to her circumstance, and there were other obvious factors such as her lack of confidence and belief in herself, her body language, her tone, and general well-being.

I conducted a needs assessment early on to determine whether the victim fell into a priority category to which she did. I informed the victim that I would be making the appropriate referrals to get her all the support I can from supporting agencies and that she should be very engaging with them to get the best results from my referrals. 

A public protection notice (Domestic Abuse Stalking and Harassment) was compiled with a high risk grading due to the threat, risk and harm, severity of the injuries and type of assault. Throughout my time dealing with this victim, there was no relevant cultural or ethnicity issues. We both saw each other as humans, treated each other with respect and we both spoke English, so I had no language issues.  Due to the above factors, it made the whole victim service process a lot easier as we did not have to involve a third party to interpret what we said to each other or have an appropriate adult present as she was also above eighteen and had the capacity to make her own decisions. 

In this instance the strength in supporting and managing this victim outweighed the weaknesses. One key strength was that she opened up and disclosed what had happened to her. She was willing to accept all the help offered to her, which does not happen all the time when dealing with victims. 

I made her feel comfortable by the way I spoke to her with respect and applied the National decision model and code of ethic whilst dealing with her. I built some trust and rapport with her which made her feel that I cared about her wellbeing and was listening and cared about what she was telling me. 

She was very forthcoming by letting supporting agencies (who I made a referral to) make contact and she provided them with all they requested to safeguard her. 

I would say another major strength is the relationship between multiagency organisations and the way they handle referrals.  Their prompt response and service make victims believe and trust they are being helped. Nevertheless, there are many weaknesses which we as officers come across when dealing with vulnerable people which can be overwhelming. One of which is the lack of funding for resources, staff, and training. These have a major disadvantage whilst dealing with vulnerable people because it puts us as officers in a tight spot having to explain this to victims and by not having continuous up to date training on how to handle vulnerable people. 
Through lack of staff and resources, measures are not in place to implement the safeguarding plan and follow through with aftercare support for the victim (regular victim update). However, having a team which focuses mainly on safeguarding takes some of the pressure off police officer’s workloads. Secondly, there can sometimes be non-engagement in the process by some professionals. This can cause implications in the case because the victim may not feel like they have support and do not want to disclose any further information.  Another flaw is unrealistic timeframes. Through the lack of staffing, police officers have a high volume of cases and struggle to maintain the load, meaning targets are not met and the cases are prolonged. Thirdly, vulnerability is hard to detect. Some officers struggle even after training to detect whether a victim is classed as vulnerable or not as it is based on opinion. However, I must make it clear that the police have a crucial role to play in the safety and protection of person at risk of harm and abuse. This includes empowering the community to have the confidence to identify and report signs of abuse and suspected criminal offences. The police have responsibility to train staff how to recognise signs and take action to prevent abuse occurring. In addition, a core policing role is identifying and managing perpetrators who choose to target adults who are vulnerable. In addition, police have effective ways of assessing and managing risk using the National Decision making model and other accredited risk tools and take appropriate action when necessary. As the lead investigating agency, the police should work with the local authority and other partner agencies to ensure that all relevant information is shared and identified. Then a risk management or safeguarding plan is agreed at an early stage (This is done by PPN submission). 
Lastly, in cases where criminal proceedings are deemed inappropriate, the police should agree a course of action with partnership agencies to protect a person.  Police officers have a responsibility to ensure they are up to date with their legal powers and duties, including their responsibilities in relation to the Mental Capacity Act and Mental Health Act. Police have multi-agency partnership arrangements in place and staff will understand how to use these.

A major strategy in helping to tackle repeat victimisation and repeat offenders is multi-agencies. They can help victims get in touch with support groups and organisations which help support victim’s recovery. For example, Women’s aid for victims of domestic abuse. This organisation takes women in provides them with a safe place to stay, food and emotional support to get their lives back on track (Women’s Aid, 2021). A programme which also helps drug and alcohol users is the Gwent Drug and Alcohol Service (GDAS). They help drug and alcohol abusers to stop using. Reporting drug issues to a victim’s doctor can also assist in helping them to slowly reduce the number of drugs they take and for alcoholics that can also reduce the amount they consume daily and weekly too.

Most Police Constabularies work with integrated multiagency to help tackle, prevent and break the intergenerational cycle of harm.  This happens by working closely with their community policing team colleagues, with overlapping community priorities. They integrate and share responsibility for problem to be solved. 
These dedicated teams have a function and role in two folds which are: 
i. Working with individual and family who are most vulnerable.
ii. Working with the larger community to address more generic issues. 
Both approaches focus on supporting people to be resilient and self-sufficient in the future.

Community officers provide support in educational settings, helping young people avoid crime by interesting them in opportunities in education, training, and employment. Although resources must be utilised in the most efficient way to deliver the right outcomes, the lack of resource can result in the intervention not being effective. In the contrary, the strategy must be delivered by skilled police officers to achieve the most effective outcome, ‘This requires investment in leadership, support and training’ (Humberside Police, Unknown, p.8).

To conclude, there is a difference between victims and a vulnerable person. However, a vulnerable person can also be a victim. There are lots of different strategies when dealing with victims and vulnerable people. Multi-agencies are vital in helping tackle repeat victimisation and offenders. The national decision-making model plays a fundamental role when dealing with victims and vulnerable people as it allows police officers to assess the risks at hand.

(Word count 1956)







Task 3 
Recognition and confirmation of progress on the Occupational Competency Portfolio (OCP). 
  
 
 
By signing the section below, you are acknowledging your continuing progress on O.C.P.  
This is recognised by the university as work that is fully supporting this module BMPP 6001D; Policing in the Workplace 3 and in signing it will be equivalent to 2000 words. 
 
 
 
 
Confirmation of the progress on the Occupational Competency Portfolio (OCP). 
 
I confirm that I am progressing with the Occupational Competency Portfolio (OCP) in accordance to the regulations.  
 
Signed:  Chimdi Nwachukwu (Learner – electronic signature accepted.) 
 
Date: 15th September 2021. 






Task 4

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



Choose 1 of these 5 options to answer 

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


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




Task 4 Option 1: 

Relevant areas of the National Policing Curriculum:


Response Policing

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



	 

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



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




ANSWER:

In this assignment we will be looking at what a response incident is, the challenges associated with a response incident and the strategies developed for effective policing in challenging situations.
A response incident is the way in which police respond to an incident which has been made by the public. The response to these incidents must meet “the needs of the community, whilst identifying harm, opportunity and threat” (Greater Manchester Police, 2017, p.3.) When an incident comes in the level of response is determined by the call handlers, they decide how critical the incident is and how high the level of response is needed. The call handlers decide the level of the incident by the information the caller gives them and the police stations response incident policy. Response incident times vary from case to case. 
One response incident I was involved in was an emergency response call made by a middle-aged woman. She had reported that her seventeen-year-old son and her partner had gotten into a physical altercation. She told the call handler that the stepfather had assaulted the seventeen-year-old son by pushing him in the chest, causing him to fall backwards into the cabinet. When entering the scene of the crime, I could see the suspect being pinned down by the victim, holding his stepfather’s hands, and putting his body weight on him to stop the suspect from moving. I immediately separated the victim and the suspect, putting the victim into a separate room. The suspect continued to lay on the floor, when checking on him he was found to be conscious. Upon speaking to the suspect, I could tell he was intoxicated from his speech, inability to get up from the floor, (making many attempts to stand up), his pupils were dilated, and I smelt intoxicating liquor from his breath as he tried to make a sentence to me. 
Other officers spoke to the victim, finding out what had happened. I took the suspect to the toilet as he was about to be sick on the passageway. Whilst I was in the bathroom with the suspect, the other officers informed me that the stepfather had insulted the victim, confirming information initially received from caller. The victim wanted the suspect to be arrested and wished to make a formal complaint. 
Having the necessity to arrest which was in the matter:
i. Protecting vulnerable person
ii. Preventing injury 
iii. For a prompt and effective investigation.
I arrested the stepfather on suspicion of Common Assault and cautioned him. I then conducted a section 32 PACE 1984 search on the suspect and nothing of evidential value was found. The suspect wanted to give his version of events, but I told the suspect due to him being highly intoxicated he would have to sober up and will be interviewed the next morning, when sober. Suspect was conveyed to custody where his custody was authorised by the Custody Sergeant. During this incident I had activated my body worn video to present this as an exhibit.
Challenges Associated with the Response Incident
One challenge when faced with this incident was the level of emergency the response incident was. As soon as we heard it was an emergency, we knew that it was a high-risk incident, meaning we had to be cautious. We didn’t know what we were going to be going into when arriving on the scene and how serious the attack was or if it was still going on or maybe anyone would have left before we arrive. Therefore, having call handlers is such a vital aspect in an operation as we were able to know that there were no weapons involved in the incident, who was involved, able to recognise who the victim was and who the suspect was. They were able to tell us that there were no markers on the suspect or victim or on their address.
Also, an additional challenge in which I faced was vulnerability of the victim. A referral was made to social services as the seventeen-year-old which is the victim was a minor.  In addition, the victim is known to self-harm and this incident could affect his mental health. Which could lead to him performing damaging acts upon himself. If this scenario was to happen again and to improve the service, I gave I could refer counselling sessions for the victim.
One more challenge faced with dealing with a response incident is not knowing how the public and suspect in question is going to react. By telling the suspect what was going on and explaining to him that he will be able to tell his version of the story when he was sober, this allows him to stay calm and fulfilling a need (Maslow’s theory) allowing him to know what is going on and having some sort of control and what is going to happen. By explaining what is going on and what is about to happen, this is hitting the suspects safety needs. This is because the suspect calmed down and was able to focus on what was going on as their basic need requirements were met. This allowed the suspect to be motivated to follow my instructions and to do so peacefully. Lumen (n.d) states that Maslow’s theory is crucial to organizational theory because they both care about human motivation, as understanding what someone wants and needs is an important aspect of effective management (Lumen, n.d.). Rao (2017) states that a limitation to Maslow’s theory is it cannot be verified through empirical observation, because there is no proper way to assess when a need has been met. Also, Lumen (n.d) suggests that the model does not take into consideration individual difference and cultural differences. As not all cultures or individuals have the same needs. Nevertheless, Carducci (2009) states that Maslow’s hierarchy of needs “makes so much intuitive sense, discussed in a variety of disciplines, from religion to work” (Carducci, 2009, p. 250). Carducci (2009) also suggests that another asset of the theory is that anyone can apply the hierarchy to their own lives as a meaning of understanding and explaining their own behaviour.
Strategies developed for effective policing in such challenging situations
There are many strategies developed for effective policing in challenging situations. One strategy is emotional intelligence. As a police officer emotional intelligence is vital when working with the public. Law Enforcement Service Systems Inc. (2019) states that emotional intelligence has three main skills: emotional awareness, emotional management, and empathy. Emotional awareness is the ability to identify one’s own emotions. Emotional management is the ability to control and manage emotions and apply them to various tasks, for example critical thinking and solving a solution (Law Enforcement Service Systems, 2019).  Police officers need to be able to understand and empathise with people’s emotions. It allows them to read people’s signals and respond appropriately to them. When the suspect was about to be sick, I took him to the toilet. This showed him that I was there to help him and to resolve the situation with his stepson and was able to build a rapport with him, even though he was intoxicated. It allowed him to calm down and slowing myself to tell him what was going to happen next. Pacific Prime (2018) states that two assets of emotional intelligence are that people who have emotional intelligence have greater self-control and self-awareness. I was able to recognise that my strength was dealing with the suspect as he was highly intoxicated, and we didn’t know how he could react at any moment. I tried to make sure he maintained calm. However, Carblis (2008) suggests that within Goleman’s approach the emotional intelligence competencies provide little information about the process in which about the internal process, for example how a person processes their emotions. 
Finally, another effective strategy for effective policing is debriefing. Debriefing is designed to identify good policing practice and highlights room for improvement. Whilst debriefing you can see what the key aspects were, which were effective during the response incident. You can also see what was not effective and can correct this when, facing a similar case (Lord, 2021). By seeing what did not work in the response incident, you learn from the mistakes. These can be used as examples in meetings and when training new candidates (Lord, 2021). It is also important that all parties working on the case have completed all the documentation before the start of the debrief. This ensures that all the information is correct for the case, and that an evaluation of the incident has validity and is a reliable source when using it for training purposes. Body worn cameras can also help police officers not only gather information but look at the vital information and evaluate their performance. They can use it to self-reflect and see what aspects of their policing they do well in or need to improve on. For example, seeing how well they respond to the needs of a victim. They can highlight that they might need to show more empathy towards the victim for the victim to feel more comfortable around them, allowing the victim to disclose information.
Human intelligence, this is simply a mental quality which we humans have that consists of the abilities to learn from experience, adapt to new situations we find ourselves, understand and handle abstract concepts and use our knowledge of events to manipulate one’s environment.  Reasoning, problem solving, and learning are crucial facets of human intelligence. 
Developed intelligence could be any form of information which is converted into intelligence and made available to users. In this circumstance, when the call handler informed officers, they were no markers on subject, victim, or address, that simply meant no information had been received, referencing the above that has been developed into intelligence and attached to the nominals and their address. However, there was information developed into intelligence on the Mental Health of the victim who is just Seventeen years old.
Conclusion
To conclude, when attending a response incident there are many challenges that can occur, and police officers need to be ready to overcome them. This is done by using previous training they have had, using their problem solving and critical thinking skills to be prepared for any situation. The National Decision Model plays a vital role when dealing with incidents and every police officer is supposed to apply the NDM in all incidents they find themselves attending.
Call handlers play a vital role when dealing with any response incident as they provide the police officers, with vital background information, which police officers use to prepare to deal with a response incident. There are many challenges officers must face when dealing with an incident and they are continuously changing from case to case. Police officers must be adaptable and use skills to adapt to every new case, learning from previous mistakes and learning from the debriefing. Strategies are vital to help police officers carry out a response safely, effectively and to maintain control over any situation. Without background information, preparation, strategies, and debriefings police officers would struggle to maintain a high standard of service in every response incident, learning from previous mistakes.
(Word count 1859)












Task 4 Option 2: 


Relevant areas of the National Policing Curriculum: 

Policing Communities

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


	
 Critically evaluate a range of interventions that you have employed to promote community engagement, focusing upon a community issue that you have dealt with. 

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




Answer: 
















TASK 4 Option 3

Relevant areas of the National Policing Curriculum: 

Road Policing

You should choose a serious collision that you have been involved in that was of a complex nature, in which you played a significant role in providing a response.


	Task 4 Option 3: 

Critically evaluate the evidence base for dealing with serious roads incidents and strategies that could be implemented to reduce the likelihood of it reoccurring.


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




Answer: 


























TASK 4 Option 4


Relevant areas of the National Policing Curriculum: 

Information and Intelligence

You should choose an investigation that you have been involved in that was of a complex nature, in which you played a significant role.

	 Critically analyse the effectiveness of the National Intelligence Model and the importance of the role played by cross border cooperation in relation to information and intelligence. Consider the how effective information and intelligence is utilised within policing operations. 

Evaluate how you used specialist intelligence roles to support complex investigations.



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






Answer: 


























TASK 4 Option 5

Relevant areas of the National Policing Curriculum: 

Conducting Investigations

You should choose an investigation that you have been involved in that was of a complex nature, in which you played a significant role.




	Critically evaluate the processes employed in a complex investigation you have been involved in, and the fast-track actions that you have utilised. 

Evaluate the support you have provided to victims, witnesses, and offenders (where appropriate) during a complex investigation and review the interviewing techniques employed during this investigation.

Demonstrate your understanding of both volume and priority crime and serious and complex investigations.

Consider the strategies that you have used to deal with the impact of personal attitudes and values throughout this investigation process. 

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





Answer: 










Task 5

Personal Study programme / Individual Learning Plan 
 
 
The first learning outcome identified in the accompanying module descriptor (BMPP 6001D) asks that you formulate and implement a personal study programme to further enhance the development of your professional police practice. A template has been added for an ‘Individual Learning Plan’ that you can use for this task.  
 
This task differs from the PDP that you have completed in your previous workbook in that this learning plan allows you to assess what level you believe you are in key knowledge, skills, and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
2000 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 Case file 

 








 Statements 

 



 









Interviewing




 
	Low 
1-4 
	Med 
5-7 

	High 
8-10 
Yes










 Yes











 


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












 Yes












 



Yes 
	In my casefile management I believe I am getting a good grasp of compiling a casefile and would rate myself a (Med). I have successful completed multiple casefiles with minimal corrections to be done after being reviewed by Pre-charge team. My knowledge in this is of a working standard. 


Statement writing is one aspect I am very confident with. Whilst taking statements I ensure I cover all A-H descriptions and ADVOKATE as required. I would rate my statement taking as (High) as I believe I have a good knowledge in this area of policing. 



Interviewing both witness and suspects takes a lot of practice to be very competent. I have gained a lot of knowledge in this area and would rate myself quite knowledgeable giving a score of (High). 

	SKILLS 
 
 
 Searches














 Driving 














 








Personal Safety Training 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

Yes













Yes





















Yes
	Low 
1-4 
	Med 
5-7 

Yes














Yes



























	High 
8-10 





































Yes
	 


I have conducted searches; however, I would not say I am very confident in this skill.  However, I am very knowledgeable in the legislation used, grounds for a search, procedures and very thorough when I am doing a search. I would rate myself (Medium). 


Driving is a skill I am very confident in. Although I have not yet completed my advance driver training, I look forward to it and hope it improves my skills and ability. I look forward to more driving related courses and adding more skills to what I have already. I would rate myself a (medium of 7) in anticipation to this skill growing into a High 9 or 10 over a short period of time having passed the right courses. 

This is one skill in which I can very competent. OST/First Aid Training is a skill needed in policing as it trains officers in readiness fir conflict management. I would rate myself a (High) in this and thrive to maintain that standard by keeping in date with this skill. 

	EXPERIENCE 
 
 

Court
 












Out of Court Disposal
 
 
 


















PPN and DV Cases
 
  
 
 
 
 
 
 
 
	Low 
1-4 

	Med 
5-7 















 
	High 
8-10 


Yes












 Yes




















Yes
	Low 
1-4


 Yes 
	Med 
5-7 

















Yes



















  Yes
	High 
8-10 
	


Having never been to court to be cross examined, I do not think I have the right experience in this area and thrive to gain experience either by attending courts, researching, and speaking to experienced officers. I would rate myself a (Low) on this and hope to work on this overtime. 


I have a good working knowledge and experience in dealing with out of court disposals from CR, YOS referrals, Caution and Cannabis Warning. However, some of these out of court disposals are changing over the next couples of months and it is officer’s responsibility to keep updated. I have also dealt with cases where I had to use Out of court disposal in solving the case. I have rate myself a (Medium) as there is always room for improvement. 



PPN is a vital tool used to prioritise needs for vulnerable victims and I have been able to submit so many and had positive feedbacks/results from my submission. 
I would say that most of my submission were made from DV cases which I was the first responder and dealt with it accordingly. DV offences seems to be growing and becoming very common nowadays. Therefore, when dealing with a DV case, it is mandatory to compile a PPN (DASH) to grade the level of severity of the offence. I would rate myself quite confident in PPN and give a (High) in my experience and I tend to maintain these standard and experience with more training and referrals should the need arise. 
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