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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).

2500 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:


Critical Evaluation into Team Dynamics and Exploration into Inter-Personal Conflict Within the Police Force and the Effect This Has on Professional Standards

1.0 - Introduction

	In this essay I will critically evaluate theories pertaining to team dynamics with the goal of understanding the variables linked to team bonding and cohesion. I will explain why these bonds have a wider impact on organisational norms and how the work relationship between colleagues extends further than just between the people involved. I will also consider the dangers of inter-personal conflict and outline strategies that can be adopted to enhance a team’s performance. I will also consider how poor team dynamics can result in failures to comply with professional standards within policing providing further evidence as to the importance of maintaining a healthy working relationship between staff.
2.0 - Critical Evaluation of Team Dynamics 

2.1 - Team Dynamics

	Each working environment is different from the people involved to the kind of work they conduct. However, if you look deeper at any given organisation you can see that at their core there is a generalised structure of hierarchy or chain of command between workers. Managers are responsible for helping organisations to achieve their objectives and for creating and implementing their plan (Hannagan, 2002). For any business, management is vital for the success not only for the wider company on a whole but for everyone involved. 

	Huneryager and Heckman (1967) outlined four different management styles which can be attributed to supervisors which are dictorial (threaten, punish, intimidate, coerce), autocratic (manager presents decisions, asks for employee’s opinion), democratic (manager raises problem, asks for ideas, decision based on suggested ideas) and laissez-faire (let employee do what they wish with little limitations). Due to the hierarchal nature of police ranks and the chain of command associated with it, most often than not the management style of autocratic is most common with there sometimes being a dictorial approach. In some occasions there area clear commands on what an officer must do or actions that they must action such as during missing person enquiries or to arrest priority suspects which could be seen as dictorial commands. Not all management styles are appropriate for every situation, and this is therefore quite a dynamic variable which changed based on the task at hand or the persons involved. 

	Another important theory to consider when focusing on team dynamic is McGregor (1960) theory on natural-not natural workers. This theory suggest that workers can be split into these two categories which suggests that some people left to their own devices will continue to work up to a high level based on their own values and ethics (theory y), whereas others require more direct management to ensure they work efficiently (theory x). This can be linked to Huneryager and Heckman’s (1967) theory as natural workers perform better when under more relaxed forms of management such as democratic or laissez-faire, whereas non-natural workers require the more hands-on management style of dictorial and autocratic managers. 

Within the context of team dynamics, management styles is an important factor to consider when assessing the impact managers can have on a team. For example, lets say that a response team has six officers, four of which are natural workers and two are not. The sergeant of said team can be classed as laissez-faire leading to a more relaxed form of management. The four officers would find this greatly beneficial as they can manage their own workloads and work as efficiently as ever. On the other hand, the two officers who are not natural workers would be left to their own devices, not working to the same standard as the rest even though they could be just as experienced. The question is what does the manager do in situations like this? Do they change their management style to a more dictorial approach, improving the worth ethic of the two officers but potentially irritating and leading to conflict with the other four? Or do they moderate their management style to each person which could cause even further issues? There is no right or wrong answer to this, managers simply have to do their best in any given situation and hope that their teams can operate effectively. 
	
2.2 - Tuckman’s Development Model

	Tuckman’s Team Development Model (1965) describes four main stages of team development which are: forming, storming, norming and performing (a later fifth stage was added later on which identifies the adjourning/transforming stage). 
	
	Forming is the initial stage of team building where members are uncertain about their roles, rules or norms and the expectations placed upon them specifically. Storming is a stage where members may get competitive or defensive, where conflict over roles and personalities in the group. At this stage conflict may arise between members or between the members and the leader/manager. Norming is where members eventually get to know each other and agree on norms or working styles they each must follow. Performing highlights the stage where members are able to work together resulting in a positive outcome and each member has a creative and positive attitude towards achieving the shared goals. The final stage of adjourning takes place after at task is completed by the team which results in the sense of closure between members resulting in positive bonds being established. Each team moves through these stages at varying speeds, and some may not get further than a particular stage.

	In the context of policing, response teams in particular, each member of the group work together on a daily basis. Each day tasks present themselves by calls coming in or workloads to be continued. The forming stage is evident at any one of these tasks such as answering a call. Officers must discuss what each person will do and what responsibilities each individual has. Storming may be evident when the officers wish to complete the task in two different ways or when there is a disagreement on what should/can be done in the situation. For example, there may have been a decision on what each officer would do such as one would take the statement and the other conduct house to house enquiries however the officer refuses to take the statement as they believe the other officer should do so as they are less experiences and must learn. Conflict arises from these disagreements in the storming phase however it is important to listen to each other and develop a working strategy. This could be linked back to the management styles and the fact that individuals are different by being natural and not natural workers which can lead to conflict. The norming stage could be seen as the officers discussing the information at hand alongside the supervisor and come to a unified decision on how to progress the matter. Adjourning could be the update completed upon returning to the station following the completion of the call.

2.3 - Organisational and Cultural Norms’ Impact on Team Dynamic

	Organisational culture is an ever changing and influential background structure which affects us in many ways (Schein, 2010). It is created by our interactions with each other and influenced by our behaviour. Schein (2010) also outlines how culture itself provides stability and directs how individuals feel, perceive and act within society and organisations. 

	Mullins (2016) outlines that culture itself is deeply rooted in every organisation, and that each worker must actively choose to work withing the culture of their organisation to be an ‘effective contributor’. Alvesson (2002) states that culture acts as a ‘social glue’ which keeps things together and can develop naturally between people or imposed upon them.

	Culture can have an impact on team dynamics and have both a positive and negative impact on officer welfare. One way of analysing this is seeing the effect it can have on the motivation of officers.
3.0 - Inter-Personal Conflict 

3.1 - Motivation

	Motivation is a massive part to any organisation. Motivation is was allows employees to thrive in their workplaces and develop a positive working relationship between colleagues and managers. There are numerous theories on motivation and how to improve the motivation of workers and I will outline a few below and explain why this can lead to inter-personal conflict within the team dynamic.

	Motivation can be split into two categories which are the intrinsic and extrinsic factors (Mullins and Christy, no date). Intrinsic factors relate to the psychological rewards such as challenge, achievement and appreciation whereas extrinsic factors are things such as tangible rewards, salary, promotion and working environment. Different people are motivated by different things and these theories aim to understand why some people work well together or in an organisation and others do not. Blanchard (2011) recognised the importance of collaboration, fairness, recognition, growth and connectedness with leaders and colleagues as important factors leading to motivation. This can be referenced within team dynamics as workers are motivated by different things which could sometimes lead to conflict. 
	
	Pondy (1967) devised a model to assist with understanding organisational conflict. This research outlines that organisational conflict is a dynamic process that it neither good nor bad. Each individual instance of conflict should be evaluated in terms of individual and organisational functions and dysfunctions. Pondy (1967) states that conflict generates pressure to reduce conflict however ‘chronic conflict’ is persistent and has long lasting implications to the individuals and organisation as a whole. It is outlined that conflict resolution techniques can be applied however their effectiveness and appropriateness very depending on the nature of the conflict at hand. Some strategies around conflict resolution include withdrawing, accommodating, competition, compromising and collaboration (Raypol, 2020). 

	Withdrawing can also be seen as avoidance whereby you refuse to discuss the issue or brush off the problem itself, focusing rather on moving on from the conflict instead of actively engaging in combating it. Accommodation refers to putting someone else’s needs first resulting in other thinking more positively about you but this should be done in moderation as there is always give and take and you can’t simply ignore your own wishes continuously. Competition refers to pushing your own perspective because you want to succeed with your own viewpoint or argument. This is not as negative as it seems however as in some cases an individual who has the most appropriate argument should push for their view to be heard which leads to a more positive outcome for all. If multiple members in a conflict have this same resolution technique, then it can lead to arguments, frustration and resentment and no body wants to ‘lose’. Compromise links into this as it’s similar to arguing your case but conceding slightly to allow part of your idea or opinion to be the other person’s. This may also lead to frustration down the line as even if successful you may feel frustrated and resentful that your whole vision was not realised. Finally, there is the collaboration method whereby in general sense everyone wins. Strong communication and openness can lead to this outcome. It is important to consider that sometimes this is not a conscious decision made by individuals during times of conflict. Sometimes people may deliberately choose to relinquish an argument for the sake of the team however in general terms these develop naturally between individuals during conflict.

3.2 - Storming

	Another matter to revisit here is the storming phase of Tuckman (1965) model. As stated previously conflict arises during this stage of the team dynamic the navigation of said conflict should be monitored carefully. What happens when an officer is asked to conduct a task which they disagree with? Officers should express their concern to higher ranks and justify why any action was or was not taken. Inter-personal conflict exists at all levels of the police force from the daily grind of response policing to the managerial positions of command teams. Conflict on how to best deal with a call, best deal with the number of available officers, or to deal with priority investigations etc.. Nohria et al (2008) suggested that there are four reasons why people are motivated to work: drive to acquire (goods and social status), to bond (individuals and groups), to comprehend (satisfy curiosity and master world) and to defend (against external threats and promote justice). Different people are motivated differently meaning that individuals want to progress in different routes and do different things leading to the possibility of conflict. 
4.0 - Effect on Professional Standards

4.1 - Code of Ethics

	Inter-personal conflict can have more than just an impact in the individuals involved, but rather on the entire standards of professional behaviour the police adhere to. The College of Policing (2014) outline the standards which officers are to display such as honesty and integrity, equality and diversity and challenging and reporting improper behaviour. Conflict can arise between officers who operate differently in their roles as police. An example of this could be a newer officer being paired up with a very experienced officer, but both have conflicting opinions on how best to deal with a situation. Conflict may arise based on this code of ethics in that honesty and integrity may be impacted. Perhaps the officers would deal with the call differently if they attended with other people. Situations could arise where the newer officer feels uncomfortable with being paired up with this individual leading to conflict or worse them conforming to the behaviour displayed by the other officer potentially compromising the police code of ethics. This outlines the organisational importance of having strong team dynamics, and the managerial responsibility to promote a strong and motivated work force who will operate to their full capabilities without hindering the organisational culture. Ads a result, a positive work environment will be achieved with the code of ethics remaining strong and at the centre of all police action.










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. 

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





ANSWER:

Reflection on a Policing Incident

1.0 - Introduction

In this essay, I will describe a domestic incident which I played a significant role in. I will also critically evaluate the appropriateness of approaches used by agencies to support victims of crime including vulnerable members of society. Finally, I will explore repeat victimisation and repeat offending and address some methods which aim to prevent such phenomenon with a focus on evidence-based policing.

2.0 - Description of a Domestic Incident

	During my time as a response officer, I have attended numerous domestic related crimes and incidents which have allowed me to deal with a wide spectrum of scenarios and individuals. Domestic incidents are a significant portion of policing with ‘positive action’ being force policy to ensure that measures are always taken for the betterment of the victim. One such incident I will describe was a third-party report of a domestic incident which later transpired to be an assault. An individual had reported that her friend had been assaulted by her partner and that she had suffered injuries as a result. 

On arriving at the address, a female was present outside in the street and appeared to be upset and crying. When I tried to engage with her and ask what had happened, she repeatedly stated that nothing untoward had occurred and that she was fine. Due to it being in the early hours of the morning I was unable to get a clear look at the female until I used by torch to illuminate her face which revealed that the face was covered in blood from what appeared to be an injury to the eyebrow area. Again, when asking how she’s received these injuries she would not elaborate and state that she was fine. Furthermore, she stated that there was no one else in the property however this was false as after a period engaging with the victim, she eventually opened the door to check on her dog and a male was visible walking down the stairs.

I then spoke to the male outside the address whilst my colleague spoke to the female inside. Both parties stated nothing had happened but no explanation for the injury was provided. After considering the initial report, the injuries present and the emotional state of the victim, I decided to arrest the male on suspicion of domestic related assault. 

The victim was provided all the support information and engaged with by other officers on the night and the next morning, with trained IDVA (Independent Domestic Violence Advocates) trying to engage the next day. Even with all this support the victim remained adamant that nothing had occurred which resulted in no complaint being made. She did not consent to any of our support initiatives such as a VFR (Victim Focus Referral) or PPN (Public Protection Notification) being completed.

As a result, the male was released with no further action being done against him due to the victim’s stance, and there not being enough evidence to go for a victimless prosecution. In summary, even with the substantial amount of support the police can offer sometimes it won’t change the outcome of the case.
3.0 - Critical Evaluation of Different Support Methods
3.1 - Victim’s Codes
	The needs of the victim are at the heart of any police action. As police officers, our goal is to be both impartial and transparent in our investigations into offences, however we are to be supportive and engaging with victims also. Some people we come across in our line of work simply do not want to engage for a variety of reasons and the goal is to be able to provide the best support possible to victims with the hope that it may change their mind. What matters is that every individual knows of the support police can offer and that they are fully aware of the variables regardless of the decision they make whether it is to pursue a complaint or not. 

The Code of Practice for Victims of Crime (Victim’s Code) is a document which establishes the rights victim’s have throughout the criminal justice process. This document, which is available on the government website, outlines 12 rights each victim has dependant on the crime or circumstances (Gov, 2021). Police operations are therefore tailored around these rights which is prominent by the following sub-headings which will outline some support methods available for victims.

3.2 - Victim and witness care and support
	 Victims and witnesses should receive support from the earliest opportunity. This will help build victim confidence in the investigation (College of Policing, 2021). The victim should be advised on what services are open to them and should be kept informed at all stages of the investigation. The victim’s stance should be reviewed throughout the process as their attitude towards prosecution may change over time and so the support they receive may also change.

3.3 - MARAC and PPN
	Any incident whereby the police deal with a vulnerable individual leads to the completion of a PPN. These are essentially risk assessments completed by police which lead into developing further safeguarding for the victim. The information contained within is sometimes shared between partner agencies but the victim, in domestic instances for example, has to consent for the information to be shared. If not, then the form is still completed but the amount of information available is to a lesser extend as the DASH questions cannot be asked. This information is also discussed at MARAC (Multi-Agency Risk Assessment Conference) meetings where it is discussed further allowing a broader degree of safeguarding to the individual (BCP Council, 2020). 

3.4 – VPS
	Each victim of crime is given the opportunity to provide a Victim Personal Statement (VPS) which is a document that outlines the impact the offence has had on them. This document can be read out in court and can be used when consideration is made as to sentencing (Ministry of Justice, 2013). This can be used to allow victims to have a voice in the criminal justice system and provide them with a degree of control in proceedings. VPS’ can be given at any point in the investigation and really highlight to the victim that they are being listened to.

3.5 - Special Measures
	Special measures allow vulnerable or intimidated victims and witnesses to give their best evidence when the case goes to court (Ministry of Justice, no date). Measures can be applied to the court which all aim to make the experience easier for the individual. One such popular method is to provide their evidence via video-link so that they do not have to face the defendant in the court setting. Other examples include having screens around the witness, having an intermediary explain the questions asked or the removal of caps and wigs in a crown court case. All of these are excellent factors however the trial must first get to court for them to be put in place.

3.6 - Victim Support
	Victim Support Referrals is a service whereby with the consent of the victim, officers can make a referral on their behalf to Victim Support. In doing this they can receive further support through a variety of means such as information and advice or help navigating the criminal justice system (Victim Support, 2021). As stated, the victim has to consent to this and so this is varies between cases however there is a big drive within forces to ensure that this is discussed due to the benefit it can have for the victim.
4.0 - Explore Methods of Dealing with Repeat Victimisation and Repeat Offending
4.1 - Repeat Victimisation
	There are two main reasons as to why repeat victimisation occurs which are ‘boost’ and ‘flag’ (Chainey, S, no date). It is suggested that the initial incident will ‘boost’ the likelihood of victimisation as offenders are known to minimise their efforts when searching for targets. Offenders will often target the same or similar person/premises if they have had previous success, as a result this explanation relates to the offenders themselves. Contrastingly some targets make themselves attractive to the prospect of crime due to the vulnerability factor linked to them such as an insecure premises. These targets therefore ‘flag’ their own suitability to the offender (Chainey, S, no date). Ways for dealing with this is correct crime prevention methods such as CCTV and to prosecute repeat offenders to discourage such behaviour.

4.2 - Repeat Offending
	Repeat offending had been linked to the offender’s background where there were higher reconviction rates if they experienced or witnessed abuse during childhood, lived in care, poor education and familial conviction (Ministry of Justice, 2013). This appears to detail ACEs (Adverse Childhood Experiences) which states that there is a powerful and persistent correlation between ACEs and the greater chance of poor outcomes in later life (Harvard University, no date). If children are present in any matter with police involvement, it is vital to understand the effect this may have on the child who could develop into an offender later in life. The previously mentioned PPNs serve to risk asses every time a child comes in proximity to such negative life events.

4.4 - Evidence-Based Policing
Evidence-based policing is the use of best available evidence to inform and challenge policies, practice and decisions (College of Policing, 2021). Research can be used to better understand an issue, such as into the above two topics. This leads to new initiatives being tested into specific fields in order to reduce crime and disorder.





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 1000 words towards the 5000 words equivalent total for component 1. 
 
 
 
 
Confirmation of the progress on the Occupational Competency Portfolio (OCP). 
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, decision making and conducting investigations.

	Critically explore how criminal activity facilitated by the road network can be disrupted.  

Consider how you have applied appropriate fast track actions in an investigation and evaluate the effectiveness of your decision making. Review the importance of risk assessment in decision making. 

Analyse how you have applied and understood appropriate interviewing techniques in a complex investigation.

 


2500 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:


Roads Policing, Decision Making and Complex Investigations
1.0 – Introduction

Within this essay I will critically explore the methods by which criminality is disrupted, with a focus on criminal activity which is facilitated by road and transport networks. I will also discuss and describe the importance of decision making in the police with regards to progressing investigations. In this I will review the importance of said decision making and risk assessment and why it is vital for day-to-day policing. Finally, I will outline a time where I have taken part in a complex interview and explain the method by which such interviews should be conducted including the importance of digital information and evidence.
2.0 – Road Facilitated Criminality 

2.1 – Disrupting Criminality

Criminality exists in all areas of society and if one looks hard enough you are sure to find some degree of dishonesty. Criminality is not limited to district boundaries or community barriers, but rather it is a wide-reaching lifestyle and business for some. Offenders are not constricted to their operating areas and over the course of generations the methods by which criminals conduct their ‘businesses’ has broadened. With the expansion of transport routes crimes which originally may have only remained local to the offender are now able to have far reaching consequences in other communities. In response to this, police authorities have always had a presence on the roads, trains and airlines etc in order to engage in disrupting criminal activity. 
Criminals’ use of roads ranges from minor motoring offences to international organised crime. Forces use intelligence and enforcement to disrupt criminality (College of Policing, 2019). So what kind of tactics and powers do forces have to assist with disrupting crime. 

Firstly, technology is a massive part of crime prevention. CCTV assists with general day=to-day policing and road facilitated crime is nothing different. Automatic Number Plate Recognition (ANPR) is essentially advanced CCTV which is used both in stationary positions along major routes and onboard some police vehicles. These cameras automatically read the vehicle registration marks (VRMs) which allow for the information to be compared to a database of records. By doing this on mass, stolen or missing vehicles are able to be identified at a much earlier opportunity resulting in prompt and effective investigations. ANPR also assists with intelligence checks in response to a variety of situations such as missing persons who are using a vehicle or an offender who is evading police. ANPR allows for an intelligence led investigation which assists with bringing offenders to justice. 

In practical terms, operational policing is more than intelligence gathering, it is the acting upon said intelligence in order to prevent crime and disorder. Regarding roads policing, officers have a number of powers associated with dealing with vehicles. This includes powers to stop a vehicle and powers to seize a vehicle. The main power regarding stopping vehicles is S.163 of the Road Traffic Act 1988 however there are others (Legislation.gov, no date). Stopping vehicles is a practical and daily occurrence which is necessary to make roads safer for motorists and crime detection. In addition to stopping a vehicle, officers are able to seize the vehicle under a number of powers however a prominent power is S.165A of the Road Traffic Act 1988 and refers to seizing a vehicle which is being driven uninsured or without a licence to do so (Legislation.gov, no date). 


2.2 – Roads Policing

	Due to the nature of transport routes such as motorways being utilised by vehicles travelling at high speeds, the likelihood of injury or damage is incredibly high should there be any form of collision. Offences such as dangerous driving, careless or inconsiderate driving or driving without insurance/driving licence all aim to prosecute offenders in order to make the roads safer for the public. Initiatives such as general road safety reforms, average speed camera zones and changes to car safety designs implemented over the years have had a positive impact on road casualty statistics. Government statistics outline that from 1979 to 2010 there has been a steady decrease in the amount of fatalities and seriously injured casualties in road accidents, however this has plateaued since (Department of Transport, 2020). This document also outlines the important of other agencies when is comes to crime disruption such as the Driver and Vehicle Licensing Agency (DVLA). All agencies have a separate function however they work in collaboration and according to the statistics it appears to be working. Other more specialised agencies include the National Crime Agency (NCA) and Border Force which focus on detecting and prosecting offenders.

2.3 – County Lines and Organised Crime

	It is impossible to discuss road facilitated criminality without mention being drawn to the concept of county lines. The NPCC defines this as a term used to describe gangs and organised criminal networks involved in exporting illegal drugs into one or more importing areas (National Crime Agency, 2021). These groups use dedicated mobile phone lines or other forms of “deal lines”, and often exploit children and vulnerable adults to transport and store the drugs and money for them. This often includes coercion, intimidation, physical and sexual violence, and weapons. In essence, county lines is when gangs operate across borders. This often consists of using transport networks such as trainlines or arterial routes such as the M4 to reach the other area. For example, a gang from Bristol may enforce younger children to transport drugs via train into the South Wales area and deliver supplies to local dealers, who stash their own supplies in a vulnerable person’s home using violence or friendship to secure their co-operation. This last part is referred to as ‘cuckooing’ which is a separate topic but heavily linked to county lines and organised crime groups.
	
	The best way of dealing with county lines is a multi-agency response which brings together officers from the NCA, police and regional organised crime units to develop an intelligence picture. From this, prolific and prominent members can be prioritised and other services such as health and education sectors are able to engage and help deal with the problem at it’s source by helping the children and vulnerable individuals.

	COVID has been an interesting variable regarding this as it has both helped and hindered their operations. Facemasks have hindered the identification of offenders however with isolation and lockdown less people were using transport routes. This meant that yes, the individual was less identifiable, however they weren’t lost in the crowd as previous. British Transport Police found it easier to spot children using their networks who could then be questioned on their arrival. Successful intervention such as this leads to better safeguarding of that person and the possibility of better intelligence from engagement (University of Nottingham, 2021). Interestingly, there appears to have been a visible shift during this time of county lines moving from train to road, particularly through the use of private hire vehicles. This is great in a policing perspective as intelligence is easier to come by such as the previously explained ANPR systems. Moreover, children and vulnerable people are less likely to gain access to these private car hire companies meaning that persons higher up the chain have to personally involve themselves leading to better results when caught.
3.0 – Decision Making
3.1 – National Decision-Making Model
	
	The National Decision Model (NDM) is used for decision making purposes used by all sectors of policing. It can be used for spontaneous or planned incidents and structures the individual or group’s rationale for what and why they acted I such a way (College of Policing, 2021). The model is made up of six elements with the Code of Ethics being at the centre of all decisions. In brief, this goes through gathering information and intelligence, assessing threat and risk, consider powers and policy, identify options and contingencies, take action and review. Some examples of when the NDM may be objectively visible is in officer arrest statements whereby rationale is given to any use of force used. 

	The NDM is also used to record your decision making throughout the course of an investigation. As investigators, officers must prioritise their enquiries to achieve best results alongside their daily operational necessity as response officers attending calls. It is difficult to manage both aspects due to the spontaneous nature of response policing meaning that planning and preparation can be thrown out the window at any moment. As a result, the NDM is vital for officers to be able to record their decision-making process so that supervisors and victims of crime are able to see a rationale as to why action has or has not been taken. A personal example of this is when I review the information I have in a case and decide on an action plan in order to progress it which is endorsed on our systems so that my supervisor can see. Actions seen as a priority can be effecting an arrest, downloading a phone in preparation for interview and obtaining CCTV before it is deleted.

	Evidence of when I have prioritised or fast-tracked actions in an investigation is when I dealt with a drink driver following a road traffic collision. I personally witnessed the vehicle collide with a parked car in front of me and immediately made my way to detain the driver, who was the only occupant of the vehicle. After a considerable amount of time trying to obtain his details, I arrested the male for a variety of offences and conveyed him to custody. One priority decision I made at this time was to require traffic officers to be present to conduct the station breath test which the subject refused to provide. Following his detention, I had to build a casefile as he made a not guilty plea for the allegation. I therefore have to prioritise completing this file alongside response calls as there was a timeframe by which it had to be done. The result of this investigation was a guilty plea upon second hearing where I had to attend as a witness in person. I believe this case highlighted that even my inexperience at the time with dealing with traffic offences and limited knowledge of casefile building, I managed to successfully investigate, manage and deal with the offender leading to a positive outcome. I managed to make the correct decisions throughout the investigation and ensured that all timeframes were met.

3.2 – THRIVE 

	To briefly follow on from the NDM, THRIVE is an acronym used daily in policing which stands for: threat, harm, risk, investigation, vulnerability, engagement (West-Midlands Police, 2021). This allows for prompt risk assessment to be completed upon the initial call received from a member of public. This allows forces to prioritise calls under their immediacy of response and provides officers with information on the variables associated with the risk attached to the call. This model is important for ethical decision making and is logged on police systems usually by control room staff so that it is recordable. 
4.0 – Complex Investigations and Interviewing
4.1 – Investigative Interviewing

	Complex investigations can take time to progress to a stage when an offender is identified let alone arrested for the offence. Internet facilitated crime is more common today than it has ever been leading to some victim’s not knowing the offender due to having disguised online profiles. Other examples of complex investigations are financial crime such as fraud or online scams, or alternatively it could be complex due to extensive history from a domestic abuse relationship with years of disclosures. It can be difficult to establish a starting point when there is so much information to consider and sometimes you don’t have the specialist skills or experience to deal with it. Complex investigations are sometimes managed and dealt with by specialist teams such as a sexual offences team or an economic crime team, however this does not mean that response officers don’t deal with them themselves on occasion. Harassment and stalking allegation are a daily occurrence in today’s society and with the duty of care to the public these are all fully investigated with all reasonable lines of enquiry conducted. When it comes to the interview in these investigations, it can be overwhelming the simple quantity of information you have to review and put to the offender. 

	I have dealt with stalking and harassment cases several times and I would include them as being complex investigations. Phones need to be downloaded, CCTV needs review and seizure, and lengthy statements are required on order to fully outline the allegation. In order to ensure that the interview is conducted to a standard format, the PEACE model of interviewing is taught to officers (College of Policing, 2021). This follows a set route from planning and preparation, engaging and explaining, account clarification and challenge, closure and evaluation. By following this process officers will be better prepared for interviews and obtain better accounts as a result. Taking our time to fully prepare for an interview is the best advice I can personally provide, and I prepare I the same way for each interview I conduct. Repetition allows for comfortability, but you must be careful not to be complacent. I dealt with a stalking case whereby I interviewed the defendant for two hours as there was simply so much information to put to them. I had a large phone download to question, an extensive account of dates and times which the defendant must be allowed to comment on should they wish. The outcome of my particular interview was that no further action was taken against the defendant however this decision was made based on the account given by the suspect rather that evidential difficulties. The goal of any investigation is to be able to have fully investigated the offence in order for the correct decision to be made, and the goal of the interview is to simply allow the defendant to provide their account if they wish to do so. However, with concepts such as phone downloads, multiple victims, CCTV, multiple offences, multiple case files, historic investigations or even language barriers the interview process itself can prove difficult. Officers must ensure that they are fully prepared and follow the PEACE model of interviewing should they find this process stressful or difficult to conduct.
	
	





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. 
 
2500 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 5000 words equivalent total for component 2. 
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

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




	High 
8-10 
	Continued development of police experience through attachments and engagements with departments in order to expand my understanding of specialist fields and the knowledge pertaining to said field.

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	I wish to attend the next available response driving course in order to have the opportunity to attend immediate calls myself. I also wish to attend a TASER course. I  will also continue to attend the OST and first aid refresher courses to continue my training in these areas.

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I am still a relatively new officer with only a year and a half of operational experience. As a result I am of low experience and so this will be a continued development over the coming years.
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