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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:

Throughout this answer I will look at theories of team dynamics as a means of developing cohesion and I will also look at how conflict within teams occurs and look at what strategies can be used to enhance individual and team performance. I will also look to address how team dynamics within the police service can result in failing to comply with the professional standards required to be a police officer. Before answering any questions, I believe it is firstly important to understand what a “team” is. My own opinion of what a team is, is that a team is a group of persons who have a common objective in something they want to achieve. In a sporting background this may be “to win the championship”, in a policing background this may be to “keep everyone safe within a community”. There are many definitions of what a “team” is, however one that strengthens my point of view is,” A team is a group of individuals, all working together for a common purpose” (Jenkins, 2004). 
When looking at team cohesion, this term is commonly used when describing how a team works with each other to achieve something, “Cohesion- the shared bond/attraction that drives team members to stay together and to want to work together” (Casey-Campbell & Martens, 2009). It is believed that working as a team is far more beneficial that working as individuals, 

“Teams are advantageous to individuals in many ways. They pool diverse knowledge and skills, allowing for convergent and divergent thinking, the building blocks of creativity and knowledge generation”

				(Hoegl & Parboteeah, 2007, cited in Salas et al, 2015)

Salas et al (2015) also state that “teams offer many benefits, but in large part these benefits will be realized only in cohesive teams.” I do agree with these statements as I believe more can be achieved when working as a team, providing the team is made up of other individuals who are willing to work as a team. The downfall can be when teams are made up with certain individuals who cannot work as a team. 
When looking at the make-up of teams, many consist of individuals who are different from one and other. Some teams are made up of individuals who all have individual goals they want to achieve personally (sales, money etc.), however it is the overall goal that brings them together as a “team”. “The various behaviours of the team members must mesh together in order to achieve objectives” (Crainer 1998 cited in Mullins 2010). Crainer (1998) also goes on to describe how within each team you need certain people to complete the objectives, different people to give expert advice and knowledge, others to try and solve any problems or issues that arise, others to oversee the work and ensure everything and everyone are set to achieve the common goal/objective and finally others to ensure the team is working cohesively and as a team. 
	One model that looks to address Team Dynamics is the Tuckman Model of 1965 that is named “Tuckman’s Team Development Model”. Tuckman’s model looks at how teams work through five different stages (initially four stages, however adjourning was added in 1970), forming, storming, norming, performing and adjourning. Breaking down the model, the initial stage is forming, here is where a team tends to set goals and achievements and teams are excited to get going. As this is the forming stage, this is also where teams are expectant on senior staff to set out rules on what is acceptable and what is not. As this is the first stage of a team forming, this is also where individuals are wary around each other and tend not to push too many boundaries. However Talan Miller (2014) states, “as the different operating styles and team roles styles become more apparent under real-world pressure, clashes occur”. Williams (1999) states that the initial problems around the forming stage are within conflict and the control of power and if it is not dealt with initially then they can have a direct impact on the overall team goal. 
	The next stage of Tuckman’s model is the ‘Storming Stage’, Tuckman states that this is where individuals begin to get comfortable as time goes on and different operating styles are expected. This is also where conflict can arise, however Tuckman states that teams can learn to deal with the conflict if handled well. However Miller (2014) states that “the more conflict averse team roles can struggle here and need to see that it is natural and beneficial to professionally argue about the right things”. So here, you can see that different Academics identifying that conflict can arise at this stage, however it is how it is handled is the key to managing Team Dynamics. It is at the next stage of Tuckman’s model, the ‘Performing Stage’ that individuals within teams will start to show their individual strengths in team roles and will help counteract any weaknesses within others in the team. Within this stage of Tuckman’s model also comes a shared ownership of leadership within a team, different roles can be split between different team members depending on skillsets and preferences. Miller (2014) states, “The role of leadership is then formalized less and can be shared upon team role contributions that may be essential for any given project”. The final stage of Tuckman’s theory is ‘Adjourning’, this is where there is a good feeling within a team and task and goals are being achieved. Within this stage comes the recognition for individuals and teams for achieving their goals. 
	Another model that looks to address Team Dynamics is the ‘Punctuated-Equilibrium Model’. This model is looked at by academics as a shortened version of explaining Team Dynamics and how a team works. The Punctuated Equilibrium Model is split into three different stages, and the three stages are named differently depending on which scholar you read, however I will describe the three stages as, ‘Early Stage’, ‘Middle Stage’ and ‘Final Stage’. This model is often used for shortened or temporary teams. “The PEM proposes as teams progress to the achievement of a task, they go through three phases” (Hurt, 2012).
Within the ‘Early Stage’, the overall objective of the team is usually agreed and decided on, this tends to be done by the senior personal present. An example of the type of team that may be formed in this stage is a sub group tasked with a specific goal, for example, a group of individuals put together from different departments to set up a fundraising event. Their usual workloads will still be in existence, however each individual will have different tasks to complete in addition with this team. This can cause conflict within team dynamics as different individuals may prioritise different tasks, this can lead to disorganisation and is vital for a senior member to step in and guide a team and give appropriate advice. 
	The next stage of the model is the ‘Middle Stage’, this is where halfway through the project there will be a meeting of some sort to check on progress and to see if any individuals within the team need any support. Jenkins (2013) states that it is at this stage that individuals trigger an urgency to complete their objectives. Jenkins (2013) also goes on to state that this meet tends to drive more action from the individuals. The final stage of the model is the ‘End Stage’, this stage starts just before the project is due to be completed and this is where Team Dynamics and Team Cohesion can play a big impact. Should certain individuals be struggling to achieve their individual tasks, other team members can step in to assist and help the group achieve their overall objective. 
	When comparing both the Punctuated Equilibrium Model and Tuckman’s model there are a number of difference. Tuckman’s model can be used to describe Team Dynamics and Team Cohesion in any team that is newly formed, however the Punctuated Equilibrium Model is used more for temporary groups and is not as advanced in detail as Tuckman’s model. 
When looking at how Team Dynamics are shaped by organisational cultural norms, it is firstly important to understand what an organisational cultural norm is. An example of an organisational cultural norm may be certain expectations to respond to an email received within one working business day. If an organisation has set out norms that are more laid back and less stringent, then it is likely that the Team Dynamics will resemble this and also vice versa, if an organisation are more strict when it comes to norms and have a more stringent set up in place, this will also likely resemble the Team Dynamics. Jenson (1978) states that “When an organisation is set up to succeed and that is all that they focus on, this can have a detrimental effect on team dynamics and how a team functions”. I agree with this statement from Jenson and have been part of a team where the sole function was to achieve a certain goal, there was a lot of pressure on individuals new in to a role they had never done before. This then had a negative impact on completing the overall goal. 
As mentioned above, inter personal conflict can arise in teams. This occurs due to many reasons; some may be for genuine reasons, whereas others may be because of silly personality clashes, “where there is a perceived interpersonal incompatibility” (Kelly and Al-Rawi, 2021). Throughout my working career I have been apart of many good and strong working teams, however there have always been individuals within the teams who have not got along with each other and on occasions has caused conflict to arise. The key to managing these conflicts is good senior management who act on it straight away. Some managers may say that certain people cannot work together to avoid any conflict arising, some managers may go the complete opposite and force people who do not get along to work with each other in order to overcome their personal issues with each other. However in the teams I have worked in, the latter options has never been beneficial. I have seen on two occasions this lead to workers going off work due to stress, this has then had a heavy and costly impact on team performance. Some conflict may arise due to different individuals wanting to perform a certain task in different ways. A basic example within the police would be one officer wanting to deal with an incident via a voluntary interview, the other officer believing that the suspect would need to be arrested. This again would be down to the senior officer (Sergeant, Inspector etc.) to manage this conflict and have appropriate conversations with the relevant officers. 
Within South Wales Police an organisational cultural norm is to follow the policing principles whilst in work. The Policing Principles are Accountability, Fairness, Honesty, Integrity, Leadership, Objectivity, Openness, Respect and Selflessness. Every police officer is expected to stick to these principles whilst carrying out their duty of protecting victims and investigating crime. When looking at how Team Dynamics could impact on this as a police officer, if you have a team that is made up of officers who cannot abide by these principles, that could have a massive impact on how a team works and functions. This could then have a detrimental impact on how the team performs and an even bigger impact on the communities they are trying to protect. 
One potential negative of having a “fun” team dynamic is the risk of officers becoming complacent and not sticking to protocols. Officers may be in a position where they have to submit a form prior to leaving work, however have seen that other officers have said “we don’t need to do that” and have then taken their word and not submitted the form. This could put the victim (or subject) at serious risk. This could also work the opposite way where within teams there is a strong team dynamic of updating victims of crime. Officers are encouraged by other officers constantly updating victims and not wanting to be the “odd one out”, so they also update victims on a regular basis. 
In conclusion, teams are made up of individuals who all have different personalities and different preferences that influence team dynamics. The personalities of individuals can work in favour of having a good team dynamic, or it could also have a detrimental effect on a team dynamic. It is mainly down to the senior staff within teams to encourage and motivate teams and therefore breeding a strong team dynamic. Research shows that teams with clear objectives and good team dynamics, tend to succeed at their end goal, “When a team has a clear objective and functions well as a team with clear roles on who does what, the chance of achieving their goal is extremely high” (Williams et al, 2001). Tuckman’s model is a good example of how team dynamics works and how individuals develop as time goes on to become more comfortable in their role and in their team. The Punctuated-Equilibrium Model can also be used where a temporary team is formed with a common goal to achieve. The research shows that organisational cultural norms can have an impact on Team Dynamics and how a team functions. Thomas and Frank (1989) mention in their online journal about team dynamics that, “how a team functions can come down to their organisations setup and what is set out to them from the start”. I believe this to be true as every organisation or company that I have worked in, this has been true. Where I have had good leadership and clear objectives, team dynamics have been good and as a team we have functioned great. 
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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:


The incident I am going to discuss is an incident of Domestic Abuse. Domestic Abuse is a common theme in South Wales and is one area South Wales Police look to take positive action on all occasions. Domestic Abuse is defined as,

“any incident of controlling, coercive or threatening behaviour, violence or abuse between those aged 16 or over who are or have been intimate partners or family members, regardless of their gender or sexuality.” (South Wales Police, 2021)

There are a number of different ways that a person can be a victim of Domestic Abuse, these include Physical Abuse (Common Assault, Section 47 ABH, Section 18 GBH with intent), Emotional or Psychological Abuse where the abuser may not use physical violence but tries to manipulate the victim through mental impacts. Some other examples are financial or even sexual abuse. In any Domestic Abuse incident that a police officer of South Wales Police attends they must take positive action, this could be removing one of the parties where a verbal argument has occurred and no actual offence has happened or to arresting if an offence has occurred. Domestic Violence is a major issue across the whole of the United Kingdom, and is not an issue that South Wales faces alone. “According to the British Crime Survey, there are 6.2 million incidents of domestic physical assault every year” (Stanko, 2000).
The incident I am going to discuss was where I have attended an address alongside a colleague where we had received an anonymous report of an on-going domestic in an address where the reporting person could hear screaming coming from a female and a number of items being smashed inside the property. Initial checks were conducted via the PSC and the likely persons involved had numerous markers for Domestic Abuse Victim (Female) and Domestic Abuse Aggressor (Male), as well as violence (Male). On entering the property I found a female who had swelling to her face and bruising on her arms and a number of glass items on the floor which were smashed. We have also found the male sitting in the living room with blood on his knuckles. The first thing we did as officers was remove the female from the situation and talk to her separately away from the male. The female has refused to disclose any assault and has denied that anything has occurred between herself and the male. 
	Due to the report of an on-going disturbance and what appeared to be fresh injuries to the female, the male was arrested on suspicion of Actual Bodily Harm, contrary to section 47 Offences against the Person Act 1861. The necessity for the arrest was to allow a prompt and effective investigation, to prevent any further physical injury and to protect a vulnerable person. 
	The next step was to ensure that the female was safe and well. Fortunately, she was willing to be conveyed to hospital to have her injuries checked out, however she refused to provide any sort of statement or recollection of what happened and how she became victim of the injuries to her body and face. The main issue of safeguarding the female initially was achieved by her being willing to attend hospital. It was clear that due to past incidents between the pair and the numerous markers for Domestic Violence victim/aggressor that we as officers needed to do as much as we possibly could to protect the victim and ensure she does not come to any harm in the future. It was vitally important that we made the victim feel safe following the incident, Small and Loewenstein (2003) discuss in their journal, Helping a Victim or Helping the Victim, “Where a victim feels safe immediately after a crime, the evidence shows they are more likely to recover quickly than a victim who has not received that initial support.” 
	As with all Domestic Incidents police attend, a Public Protection Notice (PPN) was submitted for the female as a “High Risk Domestic Violence” incident. A PPN is document that Police Officers fill in after attending a domestic incident that can be shared with a range of different external agencies. In the PPN are something called DASH (Domestic Assault Stalking and Harassment) questions, where a victim of a Domestic incident can answer the questions which will also be shared with external agencies. These questions help analyse what the victim is feeling and what impact the offender has had on them.
Each Domestic Incident with South Wales Police where a PPN is submitted gets considered for Multi Agency Risk Assessment Conferences (MARAC). MARAC is where a range of external agencies (e.g. police, probation, social services, education, health etc.) sit down and discuss incidents of Domestic Abuse and how they can look to safeguard victims and families of victims following an incident. A key process in addressing high-risk cases of domestic violence has been the emergence of "co-ordinated community responses" which "are now widely recognised as the best way forward" (Hague and Bridge, 2008, p. 185). The benefits of having a group of people from different sectors are that hopefully, with all the knowledge of different areas coming together, they can safeguard the victim and family in the best possible way. Carla Reeves (2013) states in her journal, How multi-agency are Multi-Agency Risk Assessment Committees, “These relationships reflect cultural traditions in working with high risk offenders, but are also shaped by statutory responsibilities placed on different agencies within the MARAC forum.”
	From my experience I would state that MARAC is a great way of safeguarding a victim of domestic abuse. In my opinion bringing a range of experiences professional “around the same table”, can only benefit and further enhance the safeguarding a victim receives. Previously if only the police had knowledge of this incident occurring, social services may already be aware of incidents with the family/persons involved, however did not share the information with the police. This type of process allows for a collective sharing process and in my opinion, can only be a positive step forward for a victim and their family. I would state my only critical opinion of MARAC is that as there are multiple different organisations coming together, the majority of them will all have different agendas and sometimes that may be difficult to come to a collective decision. This can be seen in a review conducted by Carla Reeves in her journal, How multi-agency are Multi-agency Risk Assessment Committee’s, Reeves found that “however, the hierarchical relationships inherent within the MARAC, on occasion, resulted in tensions between agencies”.
However, I would state I am sure that all agencies involved can understand the main objective should be the ultimate safeguarding of the person/s involved. I have sat in on a MARAC meeting within South Wales Police and all agencies present were able to give their point of view in relation to a case and what they can offer in regards of support. At the end of each discussion, an action is decided and whether it is a single agency taking the lead or multi agency such as Children Services and Education who take the lead. 
Another strategy used by professional and the police to protect vulnerable victims is to assist in putting the victims into refuges such as Women’s Aid. These places tend to be out of the way from their perpetrators and with no way of the perpetrator knowing where the victim is. The problem that occurs, which I have seen on a number of occasions, is the victim gets back in touch with the perpetrator and let’s them know where they are. These refuges then become common knowledge, which could be put other residents at the refuge at high risk of danger. 
I will now look to discuss repeat victimisation and repeat offending and what has been looked at in trying to prevent the same victim being subject to further violence or harm. When looking at repeat victimisation, it is firstly important to understand what the term means. 

“A person is to be treated as a repeat victim if they perceive themselves to be so or who have been a victim of more than one recorded crime or ASB incident within 12 months” (Bedfordshire Police)

In South Wales Police, when officers attend any Domestic related incident, they would get warning markers for persons involved. One of these markers is “Domestic Abuse Aggressor”, this would apply if a person involved has been the perpetrator towards another person in a domestic incident previously. Another marker would be “Domestic Abuse Victim”; this is where a person has been the victim of Domestic Abuse from a person/s previously. 
In 1997 Maxwell Mclean was part of a project that was introduced by West Yorkshire Police where they took away the option of finalising a Domestic Incident as “No Further Action” (NFA). This is a frequent situation in South Wales Police where Domestic Incidents get NFA’d and the alleged perpetrator is allowed to do see the victim again without any restrictions. A case would be NFA’d for a number of reasons. Most domestic incidents occur where there are no other witnesses and if the victim refuses to comply with police and disclose what has happened then the police have no evidence to get a conviction, therefore the case would be NFA’d and finalised. The “Killingbeck Project” was introduced in West Yorkshire in 1997 and the Home Office published the results in 1999 where it was described as a “successful model that does reduce repeat attendances” (Mclean, 2005). The minimum action a police officer could take following a Domestic Incident was a referral to the “Domestic Violence Co-ordinator”. 
Hammer et al (1999) identified that the Killingbeck Project does work and the evidence for this follows- 

1. Early intervention does reduce repeat attendances. 
2. Over time more women do receive police assistance because we go less 
to the same houses as before and more to new women who have the 
confidence to report to us. During the evaluation year overall, levels of 
reporting remained constant, while first time attendances rose from 60% 
to 85% of all incidents. 
3. The time interval between calls for assistance increased. 
4. Chronic repeat offenders were identified, individually assessed and, over 
the year, their numbers were reduced.

							(Hammer et al, 1999)

The project was such a success that West Yorkshire Police used the same setup to tackle Race and Hate Crimes also. 
	In my opinion this project looks to work really well. I have experienced a number of domestic incidents where the victim does not want to support a police prosecution and the case is NFA’d (No Further Action) because of evidential difficulties. It is extremely frustrating to then go back to the same address a number of weeks later for another domestic incident where a similar MO has occurred. The results of this project delivered by West Yorkshire Police shows it can have a positive effect on repeat attendances and encourages victims to report crime. This project is however a number of years old and would need to be piloted again to show if it can still be as beneficial now. I would say this is an example of something called ‘problem orientated policing’. Problem orientated policing is described by Bullock, Erol and Tilley (2006) as a “form of evidence based policing”. They also go on to say,

“Research suggests that where problem oriented policing is properly implemented, it can reduce the impact of crime problems and so can be considered an evidence-based response to tackling crime problems effectively” 

							(Bullock, Erol and Tilley, 2006)

Problem based policing is different to evidence based policing (Bullock et al, 2019). The definition for EBP from the College of Policing is,

“Evidence-based policing is an approach that involves police officers and staff working with academics, partners and colleagues to create, review and use the 
best available evidence to inform and challenge policing policies, practices and decisions”

								(College of Policing)

Telep (2018) suggests that whilst there is no single definition of EBP it is “generally understood to mean the use of scientific evidence of effectiveness (i.e. discovering what works) to guide implementation of police strategies and tactics”. EBP is something that officers may use on a daily basis without even knowing, it may be a method they use to deal with an incident that has been taught to them in training following EBP research. 
	In conclusion, I believe that through my experiences working with DV incidents, the Killingbeck Project would be successful if rolled out into everyday policing and will help reduce repeat offending. On a daily basis officers see domestic incidents which could only be a verbal argument, however on most occasions police will be back at the same address within a month. In my opinion there needs to be some sort of deterrent for offenders of domestic abuse, as some people know if a victim does not prosecute, they will likely get away with it. 

2154 words.





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:  JBABER (Learner – electronic signature accepted.) 
 
Date: 19/11/2021




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. 












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: 


Throughout this answer I am going to critically evaluate the process I have employed when I have conducted a complex investigation involving a domestic related false imprisonment and breach of restraining order. Throughout this answer I will also evaluate the support I have provided to victims and witnesses during the investigation and I will also talk about the techniques I used during the investigation. I will also demonstrate my knowledge of volume and priority crime and I will discuss the strategies I have used to deal with the impact of personal attitudes and values throughout the whole investigation. 
This was a complex investigation as False Imprisonment is not an offence that officers deal with on a daily basis, especially an officer with as little service as myself. However I knew that it was important that I undertook more investigations like this to help me become a better police officer. Mike Brown (2008) states that “Creating a perception of risk and challenging people to move outside their 'comfort zone' is seen as an integral feature for growth”. False Imprisonment is defined as “It is an offence at common law to falsely imprison another person”. The points to prove for getting a conviction on False Imprisonment are when one person “imprisons, detains or arrests” another person against their will and their actions are unlawful, therefore a police officer arresting somebody is not false imprisonment as they have a legal power to do so. 
In policing, a phrase commonly used in relation to actions immediately following an incident is called “Golden Hour”. The Golden Hour principle assists police in ensuring that the best possible form of evidence is obtained. The College of Policing state “The golden hour principle will assist investigators to maximise the quantity of relevant material gathered”. For this particular investigation, they key findings within the “golden hour” slot, were to obtain CCTV footage from a ring doorbell, house to house enquiries to see if any persons nearby have heard any disturbance coming from within the property over the time period, to see if any neighbours have CCTV footage which may show the times the suspect had entered and left the premises. 
Another key part of this investigation was that the victim stated that the suspect had taken her phone off her and the phone had not been used the whole weekend, a phone download was key to seeing whether there was any correspondence on the victim’s phone, as if there was then this could undermine the information provided by the victim. Before interviewing the suspect, I ensured this download was done, as this data would be key to my investigation. All of the above actions were critical in obtaining to proving or disproving the False Imprisonment allegation. Fleisher and Gordon (2018) state in their book ‘Effective Interviewing and Interrogation Techniques’, that the key to interviewing is gathering as much data and information as possible, thus giving the interviewer the best possible chance of proving what happened and gives the interviewer the opportunity to challenge any defences made by a suspect. 
Another example of getting evidence prior to interviewing is listening to the 999/101 call. These calls are the first time that the victim/third party has notified the police about an on-going incident and can usually give the officer dealing a key understanding of what has gone on. In my investigation, the victim has originally rang 101. In the 101 call she has tried justifying the reason as to why she has rang 101 instead of 999, this gave me an indication that this victim is vulnerable and did not understand the severity of the incident she had got herself into. Her tone of voice was also extremely worrying at the start of the call, the victim appeared extremely anxious  however after speaking to the call taker, the victim appeared to feel safe and secure knowing that police were on their way to help her. Wydall and Clark (2013) say in their journal- 'Making Safe: A Coordinated Community Response to Empowering Victims and Tackling Perpetrators of Domestic Violence’ that ensuring a victim feels safe, enlarges the chance of them opening up towards the police and giving a full account of what has happened. In many domestic incidents I have been to, victims are often scared to open up as they fear, for what some of stated “the consequences”, this is extremely sad to hear as these victims clearly do not believe the justice system works.  
I believe that if we (the police) had not obtained the information we had quickly, then we would have had a far less chance of getting a prosecution in this case. If I was to deal with another incident involving False Imprisonment then I believe the actions I carried out in this investigation would help me as they have shown me the importance of getting as much detail as possible to assist in interviewing suspects. One thing I would improve, if I was to deal with an incident involving False Imprisonment again, would be to try and engage more with the victim and the circumstances around each day. During my interview with the suspect, he brought up “defences” that I did not consider during speaking to the victim. I believe if I was to speak to the victim in more deal, then I could have counteracted his response in interview. 
	I will now discuss the support I provided to the victim during this case. The victim was a repeat victim of domestic violence. A big issue in this case and also many other domestic incidents is that the victim returns to the perpetrator due to having nowhere else to go. In North Yorkshire they created a programme where they looked to re-home domestic abuse perpetrators in order to try and reduce the chance of re-offending. The programme was called “Making Safe” and was run by a number of partner agencies including the police, social services, housing, domestic abuse charities and the probation service. The result of the programme was successful with 11 out of the 12 victims remaining at their family home with the perpetrator moving to a different address. In my case, this would also be a key issue as the victim did not feel safe in her home address as she knew the perpetrator would return eventually. Saunders (1989) states that having a safe home from everybody on the outside world, provides the victim with a private place where they can “develop a sense of what Giddens (1984) terms as ‘ontological security’. Dupuis and Thorns (1998) state that,

Ontological security can be described as 'a security of being', which refers to 'the confidence that most human beings have in the continuity of their self-identity and in the constancy of their social and material environments' 
(Dupuis and Thorns, 1998).

Clark and Wydall (2013) also state that 

The home becomes a cornerstone of routinised daily activity but can only effectively function as a place where people find ontological security if it is free from violence and abuse.
							(Wydall and Clark, 2013)


As a result of this case, the victim was referred to a number of partner agencies to try and make her feel safe in her home, the importance of which is shown above. I believe the support we provided the victim was good and for the first time the victim provided a “positive statement” against the perpetrator, meaning she was willing to support a prosecution, where previously she would not support in fear of the perpetrator. It is because of this that it is my opinion that the support provided to the victim was really positive as she supported a police prosecution, therefore feeling comfortable and safe. When dealing with future victims of crime I will continue to try and support any victim as much as possible, as the benefits prove to be so beneficial. 
	I will now evaluate how I think my interview went with the subject and what techniques are commonly used in police interviews. It is firstly important to understand that the purpose of the interview is not to prove guilt, but it is to give the subject a chance to give their side of the story (if they would like to). Fleisher and Gordon (2018) state that it is not the interviewers job to prove guilt, it is the interviewers role to obtain as much detail as possible and to questions facts about what has actually gone on. PACE (Police and Criminal Evidence Act), has brought in that all interviews are recorded, this is so that any evidence given in interviews can be played at court. 
In previous times, there were often phrases used such as “miscarriages of justice” due to inappropriate interviewing. To assist with this in England and Wales, the seven principles of interviewing was introduced and acknowledged and supported by ACPO (Association of Chief Police Officers). Principle 1 is “The aim of investigative interviewing is to obtain accurate and reliable accounts from victims, witnesses or suspects about matters under police investigation” (College of Policing). Principle 1 is in essence to ensure all interviews are recorded correctly and to ensure the interview is conducted fairly. I complied with this principle as the interview was recorded visually and by audio and a full summary of the interview was placed on the custody log. Principle 2 states that whoever is conducting the interview must act fairly when questioning the subject of the interview. This is relevant to my point above where I state that the interview is about remaining impartial and not trying to prove the guilt of the subject. Principle 3 is that the investigator must approach the interview with a ‘investigative mindset’, meaning that they are always prepared to challenge anything that contradicts the circumstances of the victim. As mentioned previously, this is a principle I believe I could improve on as I was not prepared to challenge all defences of the subject. Principle 4 allows investigators to ask a wide range of questions in order to get as much detail as possible from the subject. The college of policing say 

“Although the interviewer may ask a wide range of questions, the interviewing style must not be unfair or oppressive. The interviewer should act in accordance with the PACE and the PACE codes of practice”

	Principle 5 states of the 7 principles states that “Investigators should recognise the positive impact of an early admission in the context of the criminal justice system” (College of Policing). I did not get an admission in my interview, therefore I could not seek the benefits of it. Principle 6 is important and is a principal that most police officers will need in the majority of interviews. Principle 6 states that 

“Investigators are not bound to accept the first answer given. Questioning is not unfair merely because it is persistent. An investigating officer has the duty to obtain accurate and reliable information” 
								(College of Policing)

I used this principle in my interview as the subject gave multiple accounts of what occurred and gave different answers throughout the interview. Finally, Principle 7 is that investigations have a responsibility in interview to put questions towards the subject. As in the caution, the subject does not have to speak, however the interview is their chance to give their side of the story, and if the subject does not mention something in interview, that they then mention in court, that may harm their defence as the court may not believe them. I did not use this principle, as the subject of my interview did not exercise his right to remain silent. 
	I will now discuss Volume and Priority Crime. ACPO (2009) Practice Advice on the Management of Priority and Volume Crime defines volume crime as:

“Volume crime often includes priority crimes such as street robbery, burglary and vehicle-related criminality, but can also apply to criminal damage or assaults”

Volume Crime is in essence any crime that can have a significant impact on a community and the capability of any police department to deal with it. In the future, I hope to get a role on CID, whilst working with CID I will deal with Volume and Priority Crime in abundance as they tend to be the more serious incidents and ones that can have more of an impact on the community. 
	In conclusion, I believe that the support I provided the victim in the initial stages was vital for getting a lot of information out of them at an early stage, thus helping with the investigation. Dealing with an incident such as False Imprisonment, which is not one I have dealt with before, was a great learning experience for me as I believe it will help me in my policing development. My interviews were in compliance with PACE and I gave the defendant every opportunity to give their side of the story. If I was to change anything about the investigation, it would be to get as much detail as possible out of the victim at the earliest stage. I believe I got a lot of information, however there was more to get and this would have assisted me in my interview with the defendant. 
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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 
 
 
 
 
 
 
 
 
 
 
 
 
	
	Med 
5-7 
	
	
	Med 
5-7 
	
	I believe that my knowledge is around 5 out of 10. I have been on division and dealing with incidents for just over a year now. I feel confident dealing with incidents that I deal with most often (Domestic, Mental Health, MISPER’s), I trust my ability and knowledge of how to deal with these types of incidents. When dealing with more un-common incidents such as Burglary’s, serious assaults (where a scene may be required), I believe I need more development in these. I would say I was on par with where SWP would want me to be at this stage. I would expect that in the next 6-12 months I would be a 6 out of 10, as the longer time goes on the more incidents I will deal with. 

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	
	
	Low 
1-4 
	
	
	I believe I am about a 4 out of 10 when it comes to skills. I believe I have all the natural skills required as a police officer (communication, patience, firmness, understanding of situations), however I have not been on many courses yet to enhance my development. I have got a number of courses booked up in the coming months (TASER, Driving Course, Intoxilyzer), so these will further enhance my skills and develop my policing ability. I believe in the next 6-12 months I will be a 6 out of 10. I will have completed the three courses above, I am also looking to go on the SOFR course to help me deal with incidents of Rape and Sexual Assaults. 

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	
	
	Low 
1-4 
	
	
	I believe I am about a 3 out of 10 for experience. I am only one year into my policing career and I have a lot more experience to gain. I have completed all of my attachments which has given me good experiences in different policing departments, however there is a lot more experience to be gained. I believe in the next 6-12 months I will be a 4 or 5 out of 10. As mentioned above, the longer I am in service the more experience I will gain and dealing with different incidents. 
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