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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. 


1000 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

Organisational culture is defined as ‘the values and behaviours that contribute to the unique social and psychological environment of an organisation’ (Business Dictionary, 2020). The College of Policing states that ‘Chief Officers should promote an organisational culture that all police contact with colleagues, partners and the public seeks to build trust and is consistent with procedural justice requiring fair decision making and respectful treatment’ (College of Policing, 2020). It is easy to see how the 2 come together to form a definition that ensures that correct decisions are made by officers. 
Since gaining independent patrol status, I have had to adapt the way that I approach situations, both professionally and socially, and adapt the way I carry out the role of Police Constable. Newburn (2011) talks about how officers join with the intentions of serving the public, however, quickly these intentions change and become about fighting crime and real policing. It has been easy to sometimes fall into the mind-set that low level calls are not deemed as real policing, however I have had to ensure that regardless of how ‘low level’ the call I attend may be, in order to provide the best service possible and build confidence in the Police, I have given the victim a service that reflects the values of the force. The public hold the Police to high standards, and in doing so it is hoped that as a service we will build trust and confidence in the Police. 
The organisational Police culture has also had an impact on me socially, although not necessarily a negative impact. Banton (1964) suggests that officers will sometimes conceal their occupational identity in order to lead a separate social life. I have found that by separating my work life and personal social life I have been able to maintain a degree of well-being, although I am consciously aware of my obligations and duties should I need to intervene in a situation whilst I am off duty. 
Johnson, Todd and Subramanian (2005) suggest that Police culture negatively impacts officer’s personal relationships. I have found that with my wife being employed by the ambulance service there is more of a degree of understanding as she understands some of the stresses and pressures that come from the environment of working within the emergency services.
 Within the Policing profession there are subcultures that can be found, whether it be a Chief Officer subculture, departmental subculture, or a sub culture within your own team, it is easy to fall in to these sub cultures and avoid interaction with members of other sub cultures, be it out of fear, out of believing that there is no mutual interests or common ground between you and the members of other sub cultures. When new to a sub culture it is easy to follow other members of that sub culture and conform to their opinions and generalisations of other sub cultures.  
There are risks when it comes to conforming to organisational cultures and subcultures that form within organisations. Reiner (1992) describes police culture as a set of characteristics, including suspicion. Suspicion is integral to being an effective police officer as it forms the basis of all dealings with suspects. However, by conforming to this characteristic of suspicion we run the risk of labelling everybody as suspicious and breaking down any trust that’s built within the community and increasing already tense relationships between the police and the public. 
Collins Dictionary (2020) defines wellbeing as ‘the condition of being contented, happy or successful. The same source defines resilience as ‘being able to easily recover from unpleasant or damaging events’. In order to maintain my wellbeing and resilience I have continued to use exercise as a coping strategy to combat the stresses experienced during general policing work. NHS (2018) states that exercise reduces stress and depression levels by 30%. I have found that by exercising regularly on my rest days and sporadically during my working week I am able to detach myself from work and focus on the task in hand during my routine. 
As well as maintain an exercise schedule I have maintained a degree of social interaction with friends and family, although during the coronavirus pandemic this has not been as regular as I would have liked. Having my family nearby and having family members who work for the emergency services or NHS I find to be very beneficial as they are working under very similar stressors and conditions. I find that they can be more understanding than friends who are not working in an environment similar to myself. I have found that it also helps to debrief with team members after incidents, whether traumatic or not. These debriefings allow for me to speak freely regarding any thoughts or concerns I have, but also allow for a learning opportunity to identify areas that need improving or adapting. 
Utilising my time effectively has ensured that I have not had work outstanding, either professionally or academically. By organising my time efficiently I ensure that tasks and assignments are completed on time and have very little impact on my personal and social life. Planning ahead and organising my schedule and workload ensures that I am able to keep on top of both police workload and academic workload, I have also been lucky on occasions whilst on shift that I have been able to utilise periods of inactivity to assist in research, reading and note writing for my academic assignments.  
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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. 

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





ANSWER:

I will use Driscoll’s (2007) adaptation of Borton’s (1970) reflective model to reflect on my decision making during a domestic incident I attended. I have chosen this reflective model because Driscoll’s adaptation asks trigger questions which allow the user to delve deeper into the experience, enhancing learning and development opportunities. 
Addressing the first element of Driscoll’s reflective model ‘What?’ a call was received at the control room from a female reporting that her partner had assaulted her by punching her in the face. On arrival the female was located in the kitchen, in the company of her young children. There was reddening to her cheek and she was clearly visibly upset. The male was sat in the garden at the time, unaware of officer presence. 
I spoke to the female and obtained an initial disclosure of what happened. During a verbal argument regarding the attitude of the male towards his children he has punched the female with a clenched fist causing reddening. I asked the female questions such as whether there was any history of domestic violence, whether the male permanently resided at the address or whether he had somewhere else to stay. The victim did not want the male to be arrested, but wanted the male to be removed from the property and warned not to re-attend. However, in line with the South Wales Police Tackling Violence Against Women and Girls Plan (2014) where it states ‘positive action will be taken’ and the South Wales Police Domestic Abuse Action Plan (2016) where it states we will ‘arrest Domestic Abuse offenders’ I made the decision to arrest the male for common assault against the female victim. 
There were also other factors that influenced my decision to arrest the male, despite it being against the victim’s wishes. Using the College of Policing’s National Decisions model (NDM) (2014), whilst making my way to the call I gathered information and intelligence regarding both parties. I could see that there had been previous occasions of domestic incidents involving both parties, and could see that the victim had been graded as being at high risk of domestic abuse from the male. Markers such as this increased my awareness that the victim would need to be safeguarded from the male.   I then had to assess threat, risk and harm to the female. Due to the disclosure she had made to the control room, myself and having a visible injury and being upset I believe the male posed a high risk to the female should he have stayed in the property, and by arresting I removed that threat for a period of time where by the victim could be offered support and seek support elsewhere. It would also allow for bail conditions to be placed on the male to further safeguard and support the victim. I considered my powers and policies and identified options available to me and decided that an arrest was the most appropriate course of action to take given the circumstances any least intrusive measure, such as removing the male to another address, may have caused further harm to the victim as the male could have returned at any point. 
Central to the NDM is the Code of Ethics (College of Policing, 2014). The code of Ethics are a set of standards and policing principles that officers are expected to adhere to. When making the decisions during the incident I had to ensure that I was objective and looked at the situation in front of me, whilst considering the information and intelligence I had gathered whilst making my way to the address. I could see the victim was clearly upset and had a visible injury, acting in her and her children’s best interest and to safeguard them, I believed an arrest was the most appropriate course of action. 
The final part of the NDM is to review the decisions taken, this is where Driscoll’s model fits in nicely in that I can review my decision, learn from it and develop. I made the decision to arrest the subject and in doing so, disregarded the views of the victim, this was due the safeguarding concerns that I had for the female and her children. On reflection, I can see the decision to arrest the suspect was the correct decision to make. By using the NDM I was able to identify and consider a number of sources of intelligence including domestic background between the couple, although this should not always be an overriding factor. I was able to quickly identify options available to me and select the correct course of action. The positive aspects to making the decision to arrest was the fact the victim and children were safeguarded for a period of time in which support could be offered. 
Had I not used the core principles of the NDM, I would have been unaware of the previous incidents linked to the couple. Although the information and intelligence gathered wasn’t the sole basis of my decision making, it certainly gave me something to consider. By not using the NDM, officers are at risk of missing elements and making incorrect on unsafe decisions
The victim did not have a large support network due to not being from around this area. Due to having a limited support network I believed that submitting a public protection notice for sharing with other agencies such as Woman’s Aid and other domestic abuse prevention partners  was the best way of getting the victim support and advice, and submitted this referral with the victim consent. By documenting all disclosures actions and observations this has ensured that partner agencies are aware of the incident, and can offer help not only to the victim but also her young children. When completing referrals to partner agencies it is important to mindful of using police or legal terminology, this avoids any confusion between the police and the agencies and ultimately benefits the victim. What is also important is not to be any personal speculations or views on the incident, as officers we are expected to remain impartial as per the Code of Ethics (College of Policing, 2014). Acting only as evidence gatherers and initial safe guarders our personal views should not have any impact on the case or the support offered to the victim.  
There are a number of possible consequences that could occur due to my decision to arrest the male. As mentioned the victim did not want the male arrested, but given the direction from the College of Policing to take positive action and in order to safeguard the victim, I felt I had no other choice. Reviewing this I can see there may be a possibility where, if the suspect was released without charge or bail conditions, would he return to the property blaming the victim for his arrest and thus causing more issues or harm to the victim, as a consequence of my decision making have I potentially failed to safeguard the victim adequately. 
Using Driscoll’s final part of the adapted reflection model I can ask myself what I would do differently next time, this is a difficult question to answer because each situation is different, despite the core components being similar during domestic incidents. Discretion is a big part of a police officer’s toolkit and discretion should always be used in conjunction with the NDM. Although there is policy in place locally within South Wales Police with regards to arresting domestic abuse perpetrators, would the level of injury caused by the perpetrator impact my decision when dealing with this matter, are there less intrusive measures that could be considered depending on the situation that faces me as an officer. If the matter had been a non-domestic violence related incident, or no crime had occurred then the non-intrusive options, for example restorative justice or separating both parties, could have been undertaken. The safeguarding measures and support offered to the victim would still be put into place, but more options could be offered to the offender also. 
In conclusion, the NDM is vital for every incident police officers attend. It offers a standardised process that can be used for decision making in any incident. There are times when officers have the decision removed from them such as in this incident I attended, but the NDM can still be used to decide how to best safeguard the victim. Policies and procedures are in place for the protection of victims and to ensure that investigations can be conducted the correct way.
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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).


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




ANSWER:

Jon Katzenbach (1993) describes a team as ‘a small number of people with complementary skills who are committed to a common purpose, set of performance goals, and approach for which they hold themselves mutually accountable’. 
When looking at how teams operate and work together there are a number of models and theories that illustrate the stages teams go through to achieve common goals. 
Bruce Tuckman’s (1965) theory describes the 4 stages of group development and labelled them ‘Forming, Storming, Norming, Performing’. This theory was expanded by Jensen (1977) where a fifth stage ‘adjourning’ was included. The forming stage is the initial stage where the team form, in policing terms this could be where new members join, members leave or there is a change in supervisor. The storming stage is where there tends to be the conflict amongst the team as members challenge each other to learn strengths and weaknesses and the motivations of the other members of the group. The norming stage suggests that initial conflicts have been resolved and members are aware of their role within the team and the teams begins to work cohesively. There may be occasions where members work individually and this can sometimes lead to regression to the storming stage where by conflicts occur amongst team members. The final stage of Tuckman’s 1965 model is performing, during this stage goals have been reached, the team appears to work seamlessly together and goals have been reached or due to be reached imminently. Jensen expanded this theory in 1977 by adding a fifth element ‘adjourning’. Jensen describes this stage as the point in which the group splits and moves on to target new goals in new groups. This model of team dynamic is often seen as a linear model, however this could be adapted into a circular model to suit team dynamics within the police, teams are constantly changing due to members coming and going but all working towards the same goal of preventing and detecting crime. It could also be argued that Tuckman’s theory doesn’t suit the police at all and that due to the constant changeover of staff it never leaves the forming stage of the model. 
It could be argued that Richard Beckhard’s (1972) suits the team dynamics of the police better. Beckhard’s model has 4 stages similar to Tuckman, the first stage of which being the setting of goals for the team to work towards, the second stage sets roles for each team member, in a police setting this could be the appointment of a sergeant and deputy, mentors to student officers. The third stage is interpersonal relationships, establishing ground rules within the team and how team members interact, again relating this to a police setting, this would be where student officers are encouraged to respect the rank structure and official interaction with ranking police officers. The rule setting for the police generally comes from the code of ethics and standards of professional behaviour, laid out by the College of Policing in line with the UK government. However teams may instigate their own internal rules and personal roles. The fourth and final stage is the processes of the team. It is in this stage that Beckhard theorizes that this is where the conflict will take place as members disagree with processes for retaining information or actions on how to complete goals. However it would appear that because the ground rules have already been set, roles have already been implemented, and the conflict that occurs during this fourth stage should cause minimal disruption to the team. 
Patrick Lencioni (2002) discusses that there are 5 dysfunctions that would affect how a team work together, the absence of trust, fear of conflict, lack of commitment, avoidance of accountability and inattention to results. In a police setting some these dysfunctions can sometimes be found. There may be occasions when officers will focus on personal goals and ambitions in order to progress themselves or their policing career, this may lead to a lack of trust between team members and that individual. As well as the absence of trust a lack of accountability may also be found within the police setting. Lencioni puts lack of responsibility down to failure to call out colleagues on unethical behaviour. In any organisation this may be seen as working poorly, but in the police it is also seen as against the code of ethics (College of Policing, 2014). 
Managers also have a responsibility to ensure team cohesion and can do this in a number of ways. Ensuring that all team members are valued individually and given appropriate time to air the views and opinions. Managers celebrating the successes of the team will let them know their efforts are appreciated and valued and can only have a positive impact on team cohesion.  
As well as failing to challenge team members on unethical behaviour, team cohesion can have other impacts on the police standards of professional behaviour. Team members may be led to cover up for officers who have abused their position for example, as a show of loyalty to the team and team members. Younger members may be led towards this action in order to be accepted into a team. Older team members may also have a relaxed attitude when it comes to change in policy or legislation. This attitude can not only have a disruptive effect on the team but can also encourage them to follow suit and fail to adapt with change. 
The leadership style of the group’s leader will also affect how a group work together and work towards the teams goals and whether professional standards will be adhered to. Having a leader that is fair, but authoritative and can make decisions will make a team have trust and confidence in their decision making and direction. Northouse (2007) defines leadership as ‘a process whereby an individual influences a group of individuals to achieve a common goal’. When looking at this in a police setting the supervisor of a shift should be guiding the officers in regards to achieving a set of goals, whether those goals be quantifiable by way of number of arrests or stop searches each officer is expected to achieve or what is most likely, a supervisor designating certain calls to specific officers. Where there can be a breakdown in the team and trust in the leadership and each other is when the leader or supervisor is seen to be acting favourably towards certain officers. This can breakdown team cohesion and cause conflict between the supervisor and the team and also between team members. 
Stewart, Manz and Sims (1999) theorise that conflict within teams and groups can manifest itself for many different reasons. Personalities and attitudes are most likely the two most common reasons for conflict, although there can be more such as values and ethic, especially in a profession such as policing. Although all officers have similar ethics and values due to the nature of the job, there may be times when officers have differing values, ethics or views on how incidents should be handled. Likewise, all officers have different personalities as such this can cause conflict between team members. If a team member has a poor work ethic and is seen to be avoiding calls or not pulling their weight within this can also be source of conflict due to that member not working towards the common goal of the team. However, there can also be conflict in that the expectation placed upon team members to attend calls could cause conflict between team members, especially if the other team members are seen to be doing nothing and are free to attend the calls. 
There are a number of techniques that managers can use to enhance team and individual performances. Regular feedback offers the chance for management, team members and individuals to feedback and motivate each other. It gives everyone a chance to praise what is going right and offer encouragement where it is needed. Individual performance can be enhanced by setting targets and regularly reviewing whether these targets are being met. Managers have the opportunity to identify individual team member’s strengths and weaknesses and where possible should offer development opportunities to individuals, allowing them to enhance the skill set of themselves and the team. 
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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. 

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




ANSWER:

In 2017 the Department for Transport (DfT) estimated Great Britain’s road network to be approximately 246,500 miles long (DfT 2017). With such a large network of roads to use it is easy to see why organised criminal gangs are using the road network as a way of committing their crimes. This is supported by a roads policing review conducted by the DfT which acknowledges ‘what works for commerce also works for criminals. Whether it is the illegal trafficking of people, drugs or other contraband, the road network will be used by criminals in the furtherance of their socially damaging enterprises. Offenders will use the road network to facilitate the commission of crimes including smuggling and cargo theft, county lines exploitation, facilitating burglary and crimes of violence’ (DfT, 2020). Organised criminal offenders can use the road network for a number of reasons, transporting drugs, firearms or money to human trafficking across borders in large goods vehicles. In order to take effective action against criminals using the road network information and intelligence should be utilised to target criminals at the right time. 
Williams (1980) described intelligence led policing as ‘the most important single weapon in the armoury of law enforcement’. Intelligence led policing is seen as more proactive rather than reactive style of policing. Intelligence can be gathered from a number of sources, direct from members of the public, through analysis of crime patterns, and through covert gathering sources. To be most effective, intelligence should be evaluated and if suitable released to partner agencies for awreness and development. 
The National Police Chiefs Council 3 year strategy (2018-2021) discusses the National Roads Policing Intelligence Forum. This forum allows for intelligence to be shared amongst law enforcement agencies and key partner agencies regarding criminality on the roads. The benefits of the forum and sharing of information is that key agencies such as Border Force, Immigration and highways agencies are aware of the criminal use of certain vehicles, what crimes they’re being used for and for further evidence to be gathered on the offending vehicles and offenders themselves, for example when vehicles are regularly leaving the country. Border checks on returning would establish who is using these vehicles, purpose of travelling and regular search and disruption of drug and human trafficking. Highways agency vehicles have CCTV style cameras fitted front and rear which would be beneficial to officers conducting investigations. However, it should be noted an inspection conducted by Her Majesties Inspectorate of Constabularies and Fire and Rescue Services (HMICFRS) found that ‘sharing of intelligence between police and highways agencies could be improved’ (HMICFRS, 2020).  Also noted within the report is the fact that some forces have withdrawn their traffic officers from the motorway network and this has allowed the continued use of the strategic road network by organised criminal gangs 
As well as the National Roads Policing Intelligence Forum there is also the National Vehicle Crime Intelligence Service (NaVCIS). Their role is described as ‘A centralised, specialist police capability, dedicated to developing and disseminating intelligence that helps forces pursue offenders and prevent crime’ (NaVCIS, 2020). The intelligence work that the NaVCIS conducts allows for import and export routes used by organised crime groups to be pursued, and closed by local forces. 
The intelligence gathered from the range of sources available to law enforcement agencies allows for proactive work to be undertaken in order to disrupt criminal enterprises. When we look at county lines style operations the criminal gangs will often use the road networks as a route to supplying the drugs from major cities into urban towns. Identifying the vehicles used and building up an intelligence picture of the criminal gangs that use this style of operations. The intelligence gathered underpins the planning for proactive operations to be put in place to target these criminal organisations and deny them use of the road network and further disrupting their criminal activity.
One tool that can be used by police and roads policing officers in order to gather intelligence and target illegal use of the road is automatic number plate recognition cameras (ANPR). ANPR automatically reads vehicle number plates and cross checks them against police database records (College of Policing, 2017). ANPR cameras are located predominantly along the main strategic road network, motorways and A-roads for example. It is estimated there are close to 11,000 static ANPR cameras throughout the United Kingdom, totalling and approximate 50 million reads daily (Police.uk, 2020). They can also be located inside police patrol vehicles scanning vehicles as they pass. These cameras will alert officers to traffic offences such as having no insurance, and whether there are any intelligence markers on the vehicle or whether the vehicle is linked to any outstanding crime or suspect. What ANPR can also do is record vehicles passing through the cameras along the main road network, this information assists in tracking vehicles and the journeys they make. If there is information and intelligence against a person and suspicion of their involvement in criminal activity, ANPR history can be checked to log and track that persons movements, although consideration should be given to the rights of the owner or driver of that vehicle. Another benefit as per the College of Policing (2020) is the fact that the system can be used to track several vehicles at the same time. The added benefit of this function is it allows officers to trace numerous cars used by organised crime groups 
With ANPR systems linked to national databases such as the police national computer (PNC) markers can be placed on vehicles that notify operators should that vehicle pass through. ACT markers placed on vehicles require officers to carry out some sort of action on the vehicle, either stop the vehicle for enquiries or submit intelligence in regards to the vehicles location or who the driver of the vehicle is.
The other benefit to markers being placed on vehicles, especially stolen vehicles, ANPR cameras on major roads are able to acknowledge that the vehicle has passed through alerting local control rooms, this gives officers a last known point to begin a search for the vehicle in an effort to recover stolen vehicles and apprehend offenders or make plans to pre-empt the vehicles movement. 
There have been criticisms of ANPR, and the way ANPR is utilised. In 2009 Durham Police made as elf referral to the then Independent Police Complaints Commission (IPCC) due to the fact that a male had admitted to the killing of Ashleigh Hall on 25th October 2009. On the 23rd October the suspect’s vehicle had been placed on the ‘hotlist’ of ANPR and the male circulated as wanted for a separate offence. Between 23rd October and “6th October the suspect’s vehicle hit ANPR cameras a total of 16 times before the vehicle was stopped and the suspect arrested. The IPCC investigation found that an overload of information placed on ANPR led to high priority matters being missed (NPCC, 2013). 
In conclusion, roads policing officers and policing the roads in general has a vital role to play in the gathering of intelligence and the disruption of organised criminality. It is well noted that these gangs are using the strategic road network. Information and intelligence sharing between partner law enforcement agencies and highways agencies is integral due to the fact they are also a resource who regularly uses and monitors the road networks.  Forces also have the tools to use to not only gather intelligence but to also track and trace offending vehicles and build a real time picture of vehicles movements. The ANPR camera network covers most of the United Kingdom’s strategic road and feeds that information back into national and local databases. This offers an operational advantage in that not only can officers track the vehicles but they can also predict vehicular movements, predict patterns of behaviour for example regular journeys being made, and pre plan operations targeting offending vehicles. Although there have been failings in regards to ANPR the overwhelming reliability and benefits of the system mean that it is a vital tool in not only the disruption of organised criminal gangs using the road networks but in also protracted investigations such as homicides and smuggling operations. 
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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 
 
 
 

1. Academic research 




2. Knowledge regarding stalking legislation




3. Better understanding of Out of Court Disposals e.g. FPNs, PND’s  
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 



7
	High 
8-10










8 









8
	Low 
1-4 



4
















4
	Med 
5-7 










5
	High 
8-10 
	 




Improving my academic research skills. Further reading skills and referencing skills.



Fully understand legislation, points to prove and evidence needed 




[bookmark: _GoBack]Understanding of when and why alternatives to arrests and OOCD can be used

	SKILLS 
 
 
 
1. Suspect interviewing 
 
 
 
 
 
2. Officer statement writing 







3. File building and disclosure 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


10






8









9
	Low 
1-4



















3 
	Med 
5-7


5 






6
	High 
8-10 
	 



Improve in interviewing suspects. Attachments within CiD and the Hub will assist with this.


Remembering to justify all actions taken and document all interactions and observations to maximise evidence. Regular statement writing and reviewing statement standards. 


Being able to competently build files and fully understand the disclosure process and what is required. 


 



	EXPERIENCE 
 
 
 
1. Conducting golden hour enquiries 


2. Managing road traffic collisions 
 


3. Special warnings during interviews 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


9




8





8
	Low 
1-4













3 
	Med 
5-7


6 




5
	High 
8-10 
	 



Remembering all golden hour enquiries to be conducted. Revising all golden hour principles 

Similar to golden hour principles, revisiting subject area. 


Practicing the skill and revisiting subject area as to when and why they can be given. 


 
 


Task 6 
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 5000D; Professional Police Practice 2 and in signing it will be equivalent to 1000 words towards the 8000 words equivalent total. 
 
 
 
 
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:  _ _ _ _ _ _ _D J GRIFFITHS _ _ _ _ _ _ _ _ (Learner – electronic signature accepted.) 
 
Date: _ _ _ _ _24 September 2020 _ _ _ _ _ 
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