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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

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

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


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



ANSWER:

In this essay I will explore police organisational culture and discuss some of the attitudes that I have experienced in the wider organisation of Gwent Police. I will explain the negative impact of police culture and how individual attitudes and beliefs can affect others. I will reflect on my own experiences and outline the strategies that I use to preserve my personal wellbeing and how I will maintain resilience throughout my policing career.
Organisational culture can be explained as “beliefs and expectations shared by members of an organisation” (Chalmers and Brannan, 2022). It is these beliefs and principles which determine the working environment (Indeed Editorial Team, 2022). A positive culture within an organisation can maximise its performance by fulfilling its objectives and duties and creating a supportive atmosphere for staff so that their work is effective (Farkus, Sallai and Krauzer, 2020). 
Brough, Chataway and Biggs (2016) have identified several characteristics that make up police culture. Some of these include masculinity, police family and solidarity, and subcultural differences. Further studies have also indicated stigmatic views towards mental health, thus meaning that many officers are not seeking help for mental health concerns (Edwards and Kotera, 2021). 
Since achieving independent patrol status, I have become more aware of police culture and negative attitudes within the wider organisation, particularly among those with longer service. One common opinion among ‘old-school’ officers is how policing has changed for the worse, and that the scrutiny police officers now face is hindering the way in which we deal with situations. I have also witnessed pessimistic attitudes towards student police officers, which supports the findings of Brough, Chataway and Biggs (2016) in that suspicious attitudes towards new colleagues are a common trait in policing culture. 
Studies show that police culture can have a detrimental effect on the attitudes of police officers, with many becoming cynical, hardened, or secretive, often leading to corruptive behaviour (Cox and Kirby, 2018). Staying resilient to these attitudes is important. Resilience is described as the capacity to withstand and recover from adversity (Cherry, 2022). 
I have considered the risks of falling into the police cultural mindset and am reminded of Betari’s box. This is a model which shows how attitude can affect behaviour, which then affects the attitude and behaviour of others (Farmer, 2019). If I was to succumb to negative police culture, my actions may influence new recruits, and so the cycle will continue. There is also a risk of disciplinary action if I was to engage in any corruptive behaviour.  
On reflection, when I have witnessed negativity within the force, I have felt disappointed that those views are still prevalent. As someone who is still very new to policing, I think that those who have more experience should be encouraging and aim to instil confidence in anyone who is at the start of their career. 
On the other hand, while I have been subjected to these negative attitudes, I am fortunate that my immediate colleagues are young in service and therefore have fresh attitudes towards policing. I am also fortunate to have a supportive supervisor. It is through the influence of these colleagues that I can resist falling into negative thought patterns and retain my personal values, which are to demonstrate honesty, a strong work ethic and positivity within my role.
To further retain my personal values, it is important that I manage my wellbeing and remain resilient to the stresses and difficulties that response policing presents. Wellbeing is defined as “the state of being happy, healthy and prosperous” (Merriam-Webster, 2022). Poor mental wellbeing in police officers can be detrimental to health, lead to a lack of professionalism and ultimately, affect the effectiveness of the force (Purba and Demou, 2019). It is therefore vital that I take steps to protect my physical and mental wellbeing. 
One of the things that I have found most difficult is managing my workload within a normal shift pattern.  I have often found myself working late and as a result have struggled to find a normal eating and exercise pattern. Research suggests that shift work can lead to unhealthy eating habits which result in ill health such as fatigue, obesity, and mental health problems (Johnstone et al. 2015). Furthermore, shift workers who are sleep deprived may experience a negative impact on their ability to adhere to an exercise program (Atkinson et al. 2008).
I have taken several measures to ensure that I stay as healthy as possible to cope with the demands of the job. Firstly, I prioritise exercise. I have found this to be the most effective way to relieve stress after a busy shift, with walking being particularly beneficial. Research demonstrates how spending time outdoors can improve health and wellbeing by reducing the effects of stress (Kondo, Jacoby and South, 2018). 
To ensure I keep a healthy diet, I have started to plan and prepare my meals for the working week. Although more research is necessary, one study has found a significant link between meal preparation, lower stress levels and better mental health (Widener et al. 2021). Since planning my meals, I have discovered more energy which effectively helps me to deal with the demands of response policing and improves my overall sense of wellbeing. 
One of the main attributes to wellbeing is resilience. Studies show that people with strong resilience have better psychological wellbeing and a higher work-based self-esteem. They are also more likely to be able to withstand difficult aspects of their role (Gardner, 2020). 
One of the ways that I have been able to stay resilient in my role is by developing a strong rapport with my colleagues and exposing myself to challenging situations. Since becoming independent, I have been able to heavily rely on my colleagues to guide me through difficult circumstances, and it is through this support that I have been able to grow in confidence, which has ultimately made me more resilient to the everyday stresses of policing. As Sigad (2021) recognises, resilience is fostered by hard work and the commitment to developing solid relationships and comradery among colleagues. 
Another technique I use to develop resilience is reflective practice. Reflective practice can be defined as “the ability to reflect on one’s actions so as to engage in a process of continuous learning” (Schon, 2017). To engage in reflective practice, I take note of any stressful experiences and think about what went well, what didn’t, and what I have learned from the situation. Practising self-reflection strengthens resilience by realising current capabilities, understanding the limits to those capabilities, and developing adaptive strategies and alternative approaches (Crane et al. 2018).
This essay has discovered the characteristics of police organisational culture and how it can have a negative impact on the mindset of police officers. I have reflected on some of the attitudes that I have witnessed within the wider organisation and explained how I will use positive influences to help me focus on my personal values. 
Further to this, I have outlined why wellbeing is important and explained the techniques that I use to stay healthy and build resilience. With these tools already positively impacting my wellbeing and mentality I am confident that as I progress though my policing career, I will be able to withstand any organisational change and be a good influence on those who are just starting their policing journey. 
(Word Count, 1,220)
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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:

In this essay I will be reflecting on an incident of domestic abuse in which I arrested a male suspect for an affray. I will be using Borton’s reflective model (Dabell, 2018) to discuss the incident in three parts: ‘what’, ‘so what’, and ‘now what’. I will also explore how the National Decision Model aided my decision making and how I ensured my decision was ethical by considering the Code of Ethics. 
Domestic Abuse is outlined in The Domestic Abuse Act (2021) as behaviour towards a partner, ex-partner, or family member which is abusive. The abuse includes physical and sexual abuse, controlling behaviour, financial abuse and psychological or emotional abuse. Domestic abuse can have a devastating impact on victims. Many might feel ashamed and develop low self-esteem. They may also suffer physical health problems and struggle with future relationships (Astbury et al. 2000).
The statistics for Domestic abuse in the UK are staggering. In the 12 months before March 2021, nearly 1.5 million incidents and crimes relating to domestic abuse were recorded by police (Office for National Statistics, 2021). In Gwent, there were 2368 male, and 6825 female victims of domestic abuse in 2021 (Gwent Police, 2022). Furthermore, it is estimated that in their lifetime, 1 in 4 women, and 1 in 6 men will be affected (Living Without Abuse, 2022). 


What?
I was dispatched to an emergency call in which the male subject was outside his partner’s property threatening violence towards her, her two children and their friend who were inside the property. Information was also passed that the male was in possession of a hammer. 
Whilst on route, I asked the control room for some more information about the male. They would be able to check the Police National Computer (PNC) (Gooch and Williams, 2015) and other policing systems to inform me of any warning markers, and if the male has been involved in any previous domestic incidents. 
On arrival, a community support officer who was already in the area had removed the hammer from the male. Further officers arrived, and I left the subject with my colleagues so that I could go and speak to the victim. 
When I entered the address, I immediately noticed how distressed the victim was. There were also 3 teenage children inside who were equally as upset. 
I introduced myself and started to ask questions about what had happened. The female was very upset. She was intoxicated and behaving erratically; wandering around the house, crying, and refusing to answer my questions. 
After speaking to the other witnesses, I was able to ascertain that the couple had been on a day out, and that they had been drinking. An argument then started, and the female asked the male to leave. He then retrieved a hammer and started banging on the windows, making threats such as “I’m going to come in there and smash you all up” and “I’m going to put you in a wheelchair”. 
With the information provided, I made the decision to arrest the male for an affray. 
So what?
This situation presented several risks. Dynamic Risk Assessment (DRA) can be defined as “the process of continually observing and analysing risks and hazards in a changing, or high-risk environment” (Martinelli, 2019). This is an effective tool, alongside the National Decision Model (NDM) (College of Policing, 2013) to help police officers decide the best course of action.
The first risk assessment was how the male was presenting when I arrived. The information that I received when I asked for a PNC check was that the male had no warning markers, but he was the aggressor in 5 previous domestic abuse incidents against the victim. Gathering information is also the first part of the NDM.
When I arrived, I could see that a community support officer was standing at a distance from the subject and that he had removed a hammer from the male. As I approached, I could see that the male was being compliant and had his hands out in front of him. Due to him not having any warning markers, I thought that it was safe to approach and ask what he was doing. 
The male was very polite. He told me that he had been trying to get into the property because he wanted to collect his belongings. When my colleagues arrived, I left them with the male so that I could speak to the victim. 
Once inside the property, I could see that the female was intoxicated and extremely distressed. This presented another risk, as people under the influence of alcohol can be unpredictable (Garner, 2006). I introduced myself to the victim and asked her to tell me what had happened. I immediately noticed that she was not making much sense, she was behaving erratically and appeared to be against the police. At this point, I contacted the control room to ask for a PNC check on the female as I wanted to know if she has any offending or violent history. This information would help me to assess the risk.  
There was no indication from these checks that the female was violent, so I took her into a side room away from her children to try and find out what had happened. 
The female continued to be evasive and was difficult to extract information from. I also noted that her behaviour was beginning to escalate, and I needed to keep the situation under control. 
I was then informed by my colleague that the subject was starting to become agitated. He had been put in handcuffs because he wanted to leave and had started to become argumentative with officers outside. This presented a new risk to my colleagues, and I became conscious that I needed to deal with the male appropriately.  
I went back into the main area of the house and started to ask questions to the teenage children. They were clearly distressed; however, were able to explain that the male had made threats to “smash” them, and had been going around each of the windows to the property with a hammer trying to get in. 
One of the components of the NDM is to consider powers and policy. One policing policy is that officers who attend any domestic incident must seek positive action to deal with the situation (College of Policing, 2015). Considering this, I decided that the best thing to do would be to arrest the male. 
The alleged actions of the male would fit several offences. One offence I considered was attempted burglary. Burglary is defined in The Theft Act 1968 and includes entering a building as a trespasser to inflict grievous bodily harm. I also considered the offence of “Threats to kill”, which is explained in the Offences Against the Person Act 1861. 
I decided that the most appropriate offence to arrest for was an affray. An affray is defined by The Public Order Act 1986 as “A person who uses or threatens unlawful violence towards another and his conduct is such as would cause a person or reasonable firmness present at the scene to fear for their personal safety”.
To make this decision, I evaluated the definition of each of the offences. Since there had been no direct threat to kill, I did not feel that this was the appropriate offence to arrest for. I also felt that because the subject had not gained access to the property, the offence of burglary had not been complete, albeit an attempt had been made. When I considered the offence of affray, I thought that this would be the most suitable given the circumstances, in that the male was in possession of a hammer and had threatened violence towards the victim. 
As part of the NDM, I had also considered another option which was not to arrest. Instead, I could have taken the offender to his home address and asked him not to return. He could then have been interviewed on a voluntary basis at a later date. This; however, would not have safeguarded the victim as there would have been nothing legally in place to prevent the male returning. Choosing that option could have had significant consequences for the victim, because if the male was to return to her address, he could gain entry and carry out the threats that he had made. Therefore, arrest was deemed the most appropriate action. 
Before any arrest, a police officer should consider whether they are making an ethical decision. The Police and Criminal Evidence Act 1984, Code G provides 9 necessities for arrest. I was able to justify my decision by satisfying three of the necessities, which were: to allow for a prompt and effective investigation, to protect a vulnerable person, and to prevent injury. I also considered the Code of Ethics (College of Policing, 2014a) by staying objective and using my arrest powers lawfully. 
It is important when responding to emergency incidents to record what is happening. When I arrived, I activated my body worn video in line with force policy which captured the reaction of the victim, the conversation with the child witnesses and the arrest of the subject. I also wrote a statement explaining the circumstances and details of the arrest such as the time, date, and location. 
Now What?
On reflection, this was a good experience and one that I was able to learn from. It was the first time that I had full responsibility of deciding to arrest since leaving my tutorship and without the guidance of another officer. Despite this, by utilising the NDM and considering the options, I was able to act on the information that I was given and respond appropriately.
I have learned that in cases where the actions of the subject might fit several offences, considering the definition for each offence will provide clarity and should direct me to making the correct decision.
By using dynamic risk assessment, I was able to continually assess threat, risk and harm to ensure the safety of the victim, witnesses and my colleagues. I felt responsible as the first attending officer to find out what happened and make
Despite the positive outcome, I have also noted some things that I could have done differently. Although I activated my body worn video, I did not make any notes in my pocket notebook which is an important tool to record and justify my actions. It is important to use my pocket notebook appropriately, and to record information accurately as it will allow me to remember the details of an event should it proceed to court (Merseyside Police, 2020).
To conclude, I am pleased with the way I dealt with this incident, but also pleased that I have been able to learn valuable lessons which will assist me in the future. 
(Word Count, 1797)












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:

The ability to work within a team and develop and maintain strong professional bonds is important in policing. The nature of the role is such that individuals rely on their colleagues, not only for safety due to the situations with which we are faced, but for the ability to solve whatever problems we encounter and to support each other through stressful times. Working collaboratively is also recognised by the College of Policing (2022a) as one of the core competencies of police work. According to Bergner (1997), a functional team is supportive of each other, has increased safety and efficacy and is generally more successful. 
Team dynamics refers to the connection between team members and their ability to interact and cooperate with each other (RallyBright, 2020). Team cohesion can be explained as a groups social connection that encourages them to unite and work together (Casey-Campbell and Martens, 2009). Studies find that those who struggle with cohesion are less motivated and less probable to engage in team events (Salas et al. 2015).
There are several theories of team dynamics that explain how teams develop and function. One of the most widely referred to models is Tuckman’s Model (Tuckman, 1965). Tuckman discovered that there are four stages that teams must reach to become effective: forming, storming, norming and performing (Bonebright, 2010). 
Forming refers to the creation of the group where relationships are first established. Storming outlines the stage where members may start to challenge each other, and conflict may occur. Norming relates to the phase where cohesion is established, and team members begin to accept each other’s personalities. Performing is the final stage in which the team reaches unity and are functioning effectively. 
There is evidence to suggest that Tuckman’s Model is effective. One study concludes that Tuckman’s model improved the overall productivity of a team and provided a structure to analyse the strengths and weaknesses of the team building processes (Natvig and Stark, 2016). Further research demonstrates that project teams that have gone through the Tuckman Model completed more projects, improved timeliness, and were more cost efficient (Guttenberg, 2020).
Despite this, there are some contradictions. One study by the US Military concludes that very few teams follow the 4 stages of the model. It found that some teams bypassed some steps, and that some teams follow alternative sequences, mainly due to the lack of the ‘storming’ phase. This resulted in it being difficult to define which stage of the model a group was in at any one time (Knight, 2007).
Another issue is that Tuckman’s theory is mainly modelled upon therapy groups (Nguyen, 2019) and there is research to suggest that the model may not be as relevant to teams operating outside of a therapeutic setting (Cassidy, 2007).
 In policing, it is difficult to imagine all 4 stages of Tuckman’s model as one linear movement. Due to ongoing recruitment drives and many officers choosing to leave their role, team dynamics are continually changing. It can be identified; however, that there are groups of individuals within the team that are at various stages of the model. For example, those who have been on the shift together for several years and are confident in their abilities work well together, and each know their role when attending calls, seemingly without discussing it with the other. They have achieved cohesion and are very effective at dealing with policing incidents. Those who are new to the shift start at the beginning, first getting to know their colleagues and build a rapport. Then, as they integrate and grow in confidence, they may start to challenge certain procedures or have differing opinions on how situations should be dealt with. Sometimes, this can lead to conflict. This effectively puts police teams in a constant state of ‘storming’.
Conflict is defined as “to come into collision or disagreement; be contradictory, at variance, or in opposition” (Dictionary, 2022). There are many causes of interpersonal conflict. These can be differences in aims, principles, expectation, and opposing views on how things should be approached (Beheshtifar and Zare, 2013). Some conflict may be healthy. According to Daisy (2020), functional conflict can improve hierarchical and organisational development, while dysfunctional conflict inhibits such growth.  
One way to resolve conflict is the CUDSA model. CUDSA stands for ‘confront’ the disagreement, ‘understand’ the issue, ‘define’ the problem, ‘search for solutions’, and ‘agree’ on an action (Durham University, 2021). This is a simple plan that leaders can follow to ensure that any altercations or conflicts within their team can be swiftly dealt with. It is important to resolve these issues quickly, as social conflict among employees can have a have a damaging effect on team morale and ultimately disrupt the team’s efficiency (Developing emotional regulation skills in the workplace: A key to job satisfaction among social conflicts between colleagues, 2018).
Despite the many models for team development, some teams simply cannot operate. Patrick Lencioni (2003) has theorised 5 issues that prevent a team from functioning. Known as ‘The 5 Dysfunctions’, these are: the ‘absence of trust’, ‘fear of conflict’, ‘lack of commitment’, ‘avoidance of accountability’ and ‘inattention to results’. 
In policing, trust among colleagues is imperative. Police officers are subjected to unique, dangerous, difficult, and very stressful situations and being able to trust one another through challenging times will play a huge part on how individuals cope with such stressors. It is easy to imagine how a lack of trust among colleagues in a policing role could prevent a team from progressing or functioning as it should. 
Katzenbach and Smith (1993) developed a model for team effectiveness in which they explain how teams must have 3 basic principles to be successful: commitment, accountability, and skills. Teams should find a “meaningful purpose” and be committed to their goals. Team members should also be committed to one another.  Accountability is also important. Teams should be accountable for their results and individuals should be accountable for their own performances. Accountability is also one of the 9 policing principles (College of policing, 2014b). It is also important that the team possesses the skills needed to achieve their purpose. Focussing on these basic principles will help teams to perform and achieve personal growth (Potter, 2021). 
Another effective way to improve team performance is to carry out a structured debrief. Debriefs encourage reflection, identify areas for improvement and enhance learning (Tannenbaum and Cerasoli, 2012). 
One of the biggest influences on team dynamics is leadership. The role of a leader is to motivate their team and create a positive and innovative workplace (Raghupathy, 2014). The College of Policing (2022b) expects leaders to “build a strong sense of share values and common purpose at all levels of the police service”. Ineffective leadership can add to police officer stress and result in poor morale (Simmons-Beauchamp and Sharpe, 2022).
There is an intrinsic link between organisational culture and team dynamics. Odor (2018) describes how culture can significantly influence the motivation of employees. By encouraging the positive aspects of a culture, organisations can set ethical standards which will effectively increase productivity and performance. 
In policing, culture can be depicted as “pervasive, malign and potent influence on the behaviour of officers” (Waddington, 1999). One of the typical characteristics of policing culture is the need to conform within a group (Gutschmidt and Vera, 2020). It is this belief among police officers that has the potential to change the dynamic of the team. 
One of Lencioni’s (2003) factors that disrupt team development is “avoidance of accountability”. In policing, this could be interpreted as a team member not holding the actions or behaviours of a peer to account due to their need to conform, therefore leading to a lower team standard. “Challenging and reporting improper conduct” (College of policing, 2014a) is one of the professional standards. By conforming to the team and not reporting unethical behaviour, an officer would be in breach of this standard. 
The Code of Ethics provides a framework for decision making and sets proud policing standards that all police officers and their respective teams should adhere to (College of Policing, 2022c). Another code that could be broken by poor team dynamics is “authority, respect and courtesy” (College of Policing, 2014a). This standard expects police officers to be courteous and respectful to colleagues and to members of the community. Unresolved conflict within a team could lead to individuals being disrespectful to one another. This supports the necessity for any conflict within a team to be dealt with swiftly.  Any breach of the Code of Ethics could lead to disciplinary action and, at worst, permanent suspension. 
This essay has analysed Tuckman’s theory and found that although it is effective in some cases, in relation to policing, due to the constant turnover of officers and lack of stability among teams it is impossible for the sequence to be fully completed, indicating a constant state of ‘storming’. 
I have introduced the CUDSA model as a conflict management tool and explained how unresolved conflict can lead to poor team spirit and efficiency. CUDSA presents five steps which include confronting the problem and understanding it to effectively reach an agreement. 
I have explored Lencioni’s theory of why some teams cannot function and related this to policing, particularly how a lack of trust could be detrimental to team cohesion. I have then described how team cohesion can be developed by focussing on skills, commitment, and accountability. 
Finally, I have described how poor leadership can affect team morale. I have also expressed how team dynamics can result in a failure to reach the standards set by the College of Policing. I have outlined the danger of conforming to police culture and how this could lead to undesirable actions. To conclude, it is vital that every police officer, irrespective of their team’s overall attitude should to their best to maintain their integrity throughout. Achieving this will ultimately improve team dynamics, therefore becoming a happier and more successful working group. 
(Word Count 1649)
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

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

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

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




ANSWER:













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

	KNOWLEDGE 
 
 
 
 Bail – I need to develop my knowledge around custody and bail application/ extensions. 
 
 
 
 
 
 


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


9
	Low 
1-4


4 
	Med 
5-7 
	High 
8-10 
	 


I will ask questions when I am in custody and reflect on what I have learned by making notes.
 I will also revise my notes and power points from training school. 

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


10
	Low 
1-4 
	Med 
5-7 


5
	High 
8-10 
	 

Revise and practice conflict management tools such as the 5-step appeal (College of Policing., 2020). Maintain standards of officer safety and evaluate every situation in which I have had to use force to identify if there was any other option. 

	EXPERIENCE 
 
 
 
 
 Interviewing
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


9
	Low 
1-4 


4
	Med 
5-7 
	High 
8-10 
	 


Actively seek out opportunities to interview suspects by volunteering for handovers. Develop confidence in dealing with solicitors by taking charge of the interview in a professional manner. Ask to view or to accompany more experienced officers’ interviews. 
I have also asked to be trained in ‘ABE’ – Achieving best evidence which will help with victim interviewing and statement writing.
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