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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:

Team work is the process of working collaboratively with a group of people in order to achieve a goal (O.C.Tanner, 2022). The foundation for successful teamwork is a common goal, team work expects all individuals to try and cooperate with each other using their individual skills to reach the goal (O.C.Tanner, 2022). To ensure effective teamwork a set of values, behaviour and cultural guardrails is needed so everyone knows what is expected of them and how they will be expected to work together (Bryant, 2018). Setting a goal and all individuals understanding they are working together to reach that goal is important, however, teamwork is not always successful and there can be conflict within the group. There can be many reasons why teamwork is not successful, issues can arise from members behaviour within the group when individuals clash over work habits or behaviours or if individuals disagree over the work and how it is being completed (Osborne, 2020). The first part of this essay will discuss theories relating to team dynamics, why some teams fail to function properly and why interpersonal conflict occurs. The second part will discuss ways to improve team cohesion and team dynamics. The third part will discuss organisational justice and how team dynamics in the police can result in failing to comply with professional standards and finally organisational justice in a policing context. 
One theory that explains team dynamic is The Tuckman model (1965), the model has been widely used across the board to explain and develop team dynamics. The model detailed that groups are developed through four stages, the first stage is forming and this is when the initial group comes together, the second stage is storming and involves conflict among the group members, the third is norming and this is when the group finds value in working together and establishes processes that allows the group to function and the fourth is performing and this is when the group is working together smoothy, sharing ideas and achieving goals (Knight, 2007). Although the Tuckman model is widely used it has been heavily criticised, Knight (2007) argues that although the Tuckman model is widely used much of the research and literature on the model is inconclusive and is take from anecdote rather than primary research. Knight (2007) further argues that the Tuckman group is not applicable to all groups in different settings, this has been supported by Li et al.(2016) who argue that the Tuckman model does not consider team dynamic and team cohesion when teams add, subtract or substitute members. Li.et al.(2016) argues that teams have been treated as static entities instead of fluid and changing entities. Li et al. (2016) has introduced the dynamic team diversity theory, Li et al. (2016) argues that team diversity is a crucial aspect of effective team working. Team diversity is integrated with team composition, it links to each member’s difference in demographic and psychological attributes (Li et al. (2016). Team diversity can increase or decline when members within the group change (Li et al. (2016), by having an open system it creates an open boundary and allows team to evolve with the new members (Li et al. 2016). Further research is needed on the dynamic team diversity theory, the theory would be useful in police force settings where team members and leaders are continually changing. If the Tuckman model and the dynamic team diversity theory were combined and working alongside one another it would be beneficial, the Tuckman model would give forces a model to follow to build effective teams but the dynamic team diversity theory would allow teams to recognise that as a team they are an ever changing entity and recognise that the dynamic of the team would change when members leave the team and new members join the team. The dynamic team diversity theory also recognises that members of the team psychological attributes can affect how a team function. 
There are many theories that can be used to develop team cohesion and increase team working, teamwork is a crucial part of policing. There are many benefits to having effective and well-functioning teams in police forces, some benefits are increasing officer safety, improving effectiveness, strengthening communication and boosting morale (Bergner, 1997:1). By having a well-functioning team it allows officers to work successfully independently but also recognise the importance of team work (Bergner, 1997:1). Although theories have evidenced the need for teamwork and how effective team work can be achieved there are still times when teams cannot function together. 
One reason that some teams cannot function is due to the capability within the team, if a team does not have the knowledge and skills to complete tasks and overcome challenges then this can cause issues (Tannenbaum and Salas, 2020, p.40). This can be linked to teams across police forces from response teams to firearms to detective teams, in 2019 the Government announced they intended to recruit 20,000 further officers as part of the Uplift Programme to increase the number of officers on the streets (National Audit Office, 2022). The additional recruitment of officers means that there will be more officers on response teams however the experience of officers will be significantly lower, by 2023 inexperienced officers will make up 40% of the police workforce (Simpson, 2022). Response teams will struggle to deal with crime efficiently if the majority of their officers are inexperienced and do not have suitable mentors or colleagues to show them how to deal with serious and critical incidents. 
Another reason teams may fail to function properly is when there is high employee turnover or changing members within the team (TeamWorkDefinition, 2014). Police forces are reliant on teams working successfully to deal with crime however there are high numbers of officer turnover. Between March 2020 and March 2021 6,018 police officers left the police force (Home Office, 2021), with high numbers of officer turnover it does not give teams enough time to gel together and create an effective working relationship (TeamWorkDefinition, 2014). In addition to a high number of officer turnover there is also high number of Sergeants being moved to different departments and areas, by officers having to constantly adapt to different leadership it can cause them to struggle to see the direction and the purpose of the team (All Things Talent Team, 2019). Every time a new Sergeant joins the team then officers must re-adjust to their style of management and leadership and the policies, they will adopt to meet the teams’ goals and objectives (Root, 2019). 
Another reason that some teams cannot function is because of interpersonal conflicts, this is when individuals do not agree on the end goal or the approach (Totempool, 2019). Interpersonal conflict can have a detrimental impact on the team, interpersonal conflicts have to be dealt with efficiently however they require time and can halt the completion of tasks and teams long term goals (Osborne, 2020). There are many reasons why interpersonal conflict can occur, one of the biggest reasons is due to personality clashes. Being part of a team means that every person will have a different personality, some individuals may be reserved whilst some may be loud and energetic (Totempool, 2019). If personalities clash this can cause conflict between teams and cause teams to not function properly, this will need to be discussed and resolved before to stop it escalating. Another reason interpersonal conflict can occur is ineffective communication between team members and their leader, if team members are unsure about the end goal or the working strategies then this can stop teams functioning properly as team members can turn their frustrations onto each other (Totempool, 2019). To stop this from happening effective leadership needs to be in place to ensure team members are guided throughout the process and understand what is expected of each team member, doing this can also enhance individual and team performance as each team member understands what is expected of them and the rest of the members within their group. 
Another method that can be adopted to enhance individual and team performance is by creating an environment that is open to feedback for learning and accountability (Gleeson, 2020). Teams which have a transparent learning culture are more likely to be high performing (Gleeson, 2020), team members need to be given structured feedback on their work to ensure they are aware of what they are doing well and what areas need improving. Organisations that prioritise developing and training their employees have higher levels of engagement from those employees and produce greater results (Gleeson, 2020). Focusing on each individual employee benefits the team but it is also important to ensure that time is spent working on team building. Strategies such as taking time out of a working week to complete team building exercises or having team activities which are not work related are very important. Each team member needs to feel that they are being treated fairly and equally to ensure effective teamwork. 
One way to ensure all team members feel they are being treated fairly is organisational justice, this is the extent to which employees perceive workplace procedures, interactions, and outcomes to be fair in nature (Baldwin, 2006:1). The employees perceived fairness can have an impact on their performance whilst in work and reaching the wider organisational goal. Three types of organisational justice have been highlighted, distributive, procedural and interactional (Baldwin, 2006:1). Distributive justice refers to outcomes being distributed proportional to inputs (Baldwin, 2006:1), examples of this could be wages, job security, promotion, and career opportunities The second type of organisational justice is procedural justice, this is concerned with the fairness of the decision process leading to a particular outcome (Baldwin, 2006:2). Procedural justice can outweigh distributive justice as people may accept an unwanted outcome if they believe the decision process was conducted fairly and in line with organisational guidelines (Baldwin, 2006:2). The third is interactional justice, it has been argued that this could sit under procedural justice, but it deemed necessary to be considered a part in its own right (Baldwin, 2006:3). Interactional justice refers to the interpersonal treatment received by employees as part of a formal decision-making procedure (Baldwin, 2006:3). Employees perception that organisational justice has been done can be increased if they are given the option to voice any concerns or opinions before decisions are made, if organisations create two-way communication between employees and decision makers it may increase the view of employees that the decisions are being made fairly. 
Organisational culture is closely associated with organisational justice, organisational culture is the collection of values, expectations and practices that guide and inform all members of the organisation (Wong, 2020). Organisational culture is created through repeat behaviours and the culture can be identified when an organisation has to respond and manage a crisis or respond to an employee who has deviated from the accepted organisational culture (Wong, 2020). The College of Policing (COP) is responsible for setting organisational standards which develop the culture within police forces, the COP have changed training for new recruits which has an enhanced input on ethics and integrity (College of Policing, 2021). The College of Policing (2021) state that their aim is to making policing inhospitable for officers and staff who undermine the services mission, betray the code of ethics, or do not deserve to serve the public. Although the COP are putting increased pressure on officers to ensure they always follow the code of ethics during their careers there are still times when team dynamics can result in officers failing to comply with professional standards. Police officers are exposed to all types of crimes and trauma, it has been widely accepted that one coping mechanism for officers is dark humour. Dark humour can be used between officers on shift if they have been to an intense incident or are dealing with overwhelming stress and they are in a position of ‘coping’ and one or more of their needs are being compromised in some way (Bashforth, 2021). All officers understand that the job they do exposes them to stressful and traumatic incidents, and this can be dealt with by dark humour however there are times when officers have drastically gone against the code of ethics and have brought shame and embarrassment on not only the police force, they work for, but UK wide police forces. One example is the two met police officers who were jailed after sending photos in a group chat of two murdered sisters and making derogatory comments about the sisters’ bodies on the group chat (Dodd, 2021). This act not only went against every part of the code of ethics but also betrayed those members of the communities that the police officers were there to serve. 
To conclude, there are many theories which can be used to develop team dynamic and team cohesion however these are not always suited to each team and needed to be adapted to ensure they will benefit the team and not hinder its progression. Teams need to have a leader who is focused and informs all team members of their responsibilities to prevent team conflicts arising. 
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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:

Anti-social behaviour (ASB) is defined as “behaviour by a person which causes, or is likely to cause, harassment, alarm or distress to persons not of the same household as the person” (Legislation.gov.uk, 2003). In 2021, police forces across England and Wales received 1,415,946 crime reports about ASB (Crime Rate, 2021). In recent years there has been a high expectation on police forces to combat ASB and to respond quickly and effectively reports of ASB. However, ASB cannot be stopped by police forces alone there needs to be partnership working between police, children services, local councils, and other external agencies to ensure the appropriate response is taken to stop ASB. This essay will discuss ASB and what policies and procedures are currently in place to deal with ASB, it will then critically evaluate different approaches by external agencies and the police to ASB and vulnerable people affected by ASB. Lastly, the essay will explore what policies and procedures work to tackle repeat victimisation and repeat offending. 
There are three main categories of ASB, the first is Personal ASB and this is when a person or persons target a specific individual or group (Metropolitan Police, 2022: page 1), the second category is Nuisance ASB and this is when a person causes trouble, annoyance or suffering to a community (Metropolitan Police, 2022: page 1), the third is Environmental ASB and this is when a person or persons behaviour affects the wider environment (Metropolitan Police, 2022: page 1). Some examples of ASB are vehicle nuisance or inappropriate use, rowdy or nuisance neighbours which can also include street drinking. 
ASB has been an issue for police forces across England and Wales for many years, however it has not always been treated as a priority, in 2007 Fiona Pilkington killed herself and her severely disabled daughter after years of torment by gangs and youths in their hometown (Walker, 2011). The way Leicestershire police dealt with the case was heavily criticised by the IPCC who stated that the force repeatedly failed to recognise the family’s vulnerability (Dryden, 2017). As a result of this case, the IOPC gave several recommendations not only to Leicestershire police but all police forces across England and Wales. In 2014, the Anti-social behaviour, crime and policing act 2014 was introduced which provided guidance for frontline professionals and focuses on putting victims at the heart of the response (Home Office, 2014). This act allowed members of the public to be informed about how the police will deal with ASB and what they can expect, some of these are problems of ASB can be reported to dedicated Neighbourhood Policing Teams and there is a named individual and dedicated phone number within the local council to allow members of the public to report ASB. All police forces and partnership agencies are expected to deal with ASB promptly and effectively and recognise if the victims of ASB are vulnerable or require further support from either police forces or external agencies. 
Whilst working as a police officer I attended an ASB call which was graded as an emergency response, the call stated that there were a group of youths drinking alcohol outside a block of flats shouting and chanting at the victim’s window which was causing him alarm and distress. The victim further advised that this had been happening frequently and was the same persons responsible, he advised that he believed this was happening because the youths were aware he was contacting police. The first point of call when responding to the incident was to contact the victim and ensure he was happy for officers to attend his address as he advised that he believed police involvement was worsening the youth’s behaviour, the victim advised that he only wanted telephone contact and did not want any officers attending the address, because of this information I advised that we could conduct an area search and gather all evidence we could and then I would provide him with an update via telephone. 
Whilst in attendance at the incident location one approach that has been implemented within police forces to deal with ASB is GETOUT. The introduction of GETOUT was to ensure that officers who are attending ASB calls, and incidents are providing necessary support to victims of ASB in line with national guidelines. The first part is to get out of the police vehicle and ensure that the victim is spoken with. The E is to examine the scene and gather evidence, the T is to take names and addresses of all those involved from victims, witnesses and suspects, the O is to offer advice including crime prevention, the U is to ensure all actions taken are noted on the incident log and the occurrence log, this also includes any actions that have not been taken and a rationale for why these have not been done. Finally, the T stands for take action, the GETOUT approach informs officers that ‘all quiet on arrival’ or ‘area search negative’ is not an option when attending ASB calls. Although the GETOUT approach encourages officers to take proactive and swift action to combat victims of ASB, the approach fails to specify the importance of officers recognising if the victim is vulnerable, if a person is not identified as vulnerable then officers may fail to make referrals to relevant agencies. The GETOUT approach does not also specify the need for officers to conduct their own research and identify if this is a one-off incident or if there have been several calls from the same person all relating to ASB. With officers working different shift patterns it can lead to a different officer attending the address to deal with the ASB incident and therefore if further research on police systems such as Niche is not conducted then the officer would not recognise that the victim is a repeat victim, making them vulnerable. The GETOUT approach gives officers a structured approach to ensure the victim is prioritised and best evidence is secured. However, the GETOUT approach does not alert officers to the importance of recognising if a victim is vulnerable or a repeat victim which was one of the main criticisms highlighted in the Fiona Pilkington review by the IPCC, questioning if police forces have learnt from mistakes and failings in previous cases.   
Recognising victims of crime as vulnerable is crucial to ensure vulnerable victims are properly supported, this support may sometimes not be required from the police but from external agencies or it could require multi-agency working. The College of Policing (2021:1) define a vulnerable person as ‘if, as a result of their situation or circumstances, they are unable to take care or protect themselves, or others, from harm or exploitation’. In 2014 The Care Act was introduced and created a legal framework to ensure the necessary organisations involved in safeguarding vulnerable adults work together (College of Policing, 2021). The Care Act ensured that if police forces identified vulnerable adults or adults at risk then they could be referred to the relevant agencies and support can be provided. However, there has been on-going issues with staffing in the social care sector which has reduced the support and care being given to those vulnerable adults when they are referred by agencies such as the police (Healey, 2021). Thus, meaning that police forces are identifying vulnerable adults and using the correct avenues to report these adults to the relevant agencies, but the vulnerable adults are being failed due to lack of staffing. 
Another approach which has been adopted to support vulnerable adults or those at risk is multi-agency public protection arrangements (MAPPA). MAPPA is a multi-agency meeting which assesses and manages the risk posed by sexual and violent offenders, the meetings involve agencies such as the police, probation service, prison service and when required agencies such as adult social care, local council, and youth offending. MAPPA has three categories, the police have responsibility for offenders in category one (College of Policing, 2017a). The use of MAPPA is not only to manage the risk posed by sexual and violent offenders, but it is also used to protect vulnerable victims, however the capability of these meetings to manage the risk and protect vulnerable people has been questioned, a study found that out of 98 cases reviewed 42 cases could not determine if the offender had been appropriately assessed (Madoc-Jones, 2006). Furthermore, the effectiveness of MAPPA relies on external agencies informing police forces of dangerous offenders who are living in a force area, however external agencies are failing to provide police forces with this information leaving them in the dark about serious offenders living in the force area and the risk they pose to vulnerable or repeat victims (Madoc-Jones, 2006). MAPPA has been introduced to ensure multi-agency working protects vulnerable and repeat victims, however the lack of communication between police forces and external agencies is reducing the effectiveness of multi-agency working.
Evidence has shown that 5% of victims experience 60% of all crime (SooHyun et al., 2017), once an individual has been a victim of a crime, it is likely they will be re-victimised. To allow police forces to identify and respond effectively to issues the use of problem-orientated policing (POP) was developed alongside evidence based policing (EBP), the POP approach allows those working for police forces to identify a specific problem, the individual will then need to conduct analysis to understand the problem, once analysis has been conducted a tailored response will need to be developed and then the effects of the tailored response will need to be analysed (College of Policing, 2017b). The use of POP allows officers to conduct research into specific areas and it allows officers to identify why certain victims are being repeatedly targeted therefore allowing them to develop responses and approaches that are specific for the area or the victim, the use of POP also allows officers and external agencies to remove outdated policies or procedures that are no longer reducing crime or protecting vulnerable adults. By using POP, it allows officers to continually work through the cycle and continue to develop new policies and procedures or amend ones that have been introduced if they are not having the desired result. The use of POP also allows officers to identify why offenders continue to attend the same location and repeat their offending, for example this can be linked to why those causing ASB continue to frequent the same locations. If officers identify location hotspots that continue to be targeted by offenders, then strategies can be implemented to reduce the attractiveness of the location. Strategies such as CCTV, improved street lighting, high visibility patrols in marked police vehicles by police officers and police community support officers attending the area and speaking with residents. If police forces use EBP and POP it allows them to gather the best available evidence to inform their policies, practices and decision regarding on-going issues in local areas or on-going issues with offenders (College of Policing, 2021). The use of EBP and POP also displays to victims of crime and repeat offenders that officers will continue to work to eradicate the on-going issues in a local area or with the same individual, the continued work by officers and police forces will increase trust and legitimacy in the police and victims of crime will feel that the issue is being taken seriously (College of Policing, 2021). 
To conclude, police forces have adopted various approaches to dealing with vulnerable victims. Some approaches have been police specific and does not require involvement from any external organisations, however the introduction of MAPPA has shown that to fully support vulnerable victim’s multi-agency working is required, the effectiveness of MAPPA has been questioned due to the lack of communication between external agencies and police forces. The Care Act has also put more onus on external agencies to provide support to vulnerable victims when the police have exhausted all support, they can provide however the lack of staff in the social care sector has shown that many victims are not receiving the support required even though they have been identified as vulnerable. The use of EBP and POP allows officers to conduct research and critically analyse the research available to ensure the best available evidence is used to inform policies and procedures. The use of both also demonstrates to victims and offenders that police forces will continue to adapt their policies and procedures to ensure they are providing the best service to the victims and acting as a deterrent to those offenders who try to commit crime. 
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Task 4 Option 1: 

Relevant areas of the National Policing Curriculum:


Response Policing

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



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



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




ANSWER:

The role of the police is to promote and maintain law and order, reduce the fear of crime, provide reassurance to the public and investigate crimes that have taken place (College of Policing, 2021). The type of incidents the police respond to can differ greatly, police officers are expected to assess immediate threat, harm, risk, and vulnerability to determine a proportionate response in line with the law, police and guidance to protect life and property (College of Policing, 2022:1). In order to protect life and property the police must prioritise dealing with crimes that are most affecting the communities they serve, between September 2020 and September 2021 46,950 offences were recorded by police involving a knife or sharp instrument (The Ben Kinsella Trust, 2022). This essay will discuss a policing incident I played a significant role in which was of a complex nature. It will also discuss the challenges associated with responding to the incident and the strategies that have been implemented and were used during the incident to allow for effective policing. 
The year 2019/20 witnessed the largest number of police recorded knife offences in the past decade, the increase in violent and serious offences has put pressure on the government and police forces to tackle the issues involving knife crime and to protect the vulnerable in the community. In 2021 the College of Policing introduced a new toolkit to reduce knife crime, it aimed to support forces to allow them to tackle knife crimes issues within their local areas (College of Policing, 2021). This document gives police a structured problem-solving approach for tackling persistent problems such as knife crime. The document does not solely put the responsibility onto the police and recognises that for police to be able to effectively manage and tackle knife crime and dangerous individuals in society partnership working is crucial (College of Policing, 2021). The document can be used by all forces such as South Wales Police to give them guidance and direction for dealing with knife crime as between 2020 and 2021 there were 811 instances involving a knife in the South Wales Police force area (Lewis, 2021).
Whilst working as a response officer I attended a grade 1 call; the reporting person of the call advised the call handler that a male known to her had turned up to her address with stab wounds to his hand and his head. Other colleagues and I have made our way to the address separately, prior to my arrival at the incident address we were advised by other officers that the male had left the address and was believed to walking through the streets with a female to another address, but the address was currently unknown. Other officers and I have begun conducting an area search for the male and female, whilst we have been conducting an area search, we have been made aware by our control room that another call has been received stating there has been an aggravated burglary at an address not far from the first address, however at the time it had not been established if the incidents were related. As a result of the mention of possible weapons, a full firearms authority has been called meaning that specially trained firearms officers were to go forward to the incident location first and secure the location to allow response officers to attend the location. Firearms officers attended the location and confirmed it was safe for response to move forward however, they advised that the house was covered in blood and none of the residents were providing an account to explain the blood. 
As a result of the seriousness of the two incidents and both incidents taking place within proximity of one another and no explanation for the injuries to the one male or the blood at the address, it has been decided that two scenes needed to be held. This meant that four officers were now holding scenes at the addresses, and it left only two deployable resources for the area, my Sergeant and I. Whilst my Sergeant and I continued searching for the male who had stab wounds, the control room advised they received a call from Ambulance advising they had received a call for a male with stab wounds to his hand and head at another address. My Sergeant and I along with firearms officers have made our way to the address, as we arrived at the address firearms officers advised us that the male with the stab wounds and the female, were responsible for the aggravated burglary and had been found with items from the house in their possession. It then became apparent that the male had been stabbed in the address where the aggravated burglary had taken place. The male who had been stabbed required urgent medical attention in hospital but needed to remain in company with officers as he was now a suspect for aggravated burglary. The female he was with was also a suspect for aggravated burglary and needed to be arrested. 
The biggest challenge associated with the incident was the low number of resources we had during the shift, in the sector I work the minimum number officers on shift should be one Sergeant and six police officers, however that shift there was one Sergeant and five officers. This meant that after two officers were placed on scene guard at the address where the male had turned up with stab wounds, then another two officers were placed on scene guard at the aggravated burglary it left two officers to deal with the incident. After we established that the male needed urgent medical attention it was decided that I had to go with the male to hospital, however this now left no response officers to arrest the female and convey her to custody. Due to the critical time frame on the male receiving medical treatment it had to be agreed that the male and female would both travel in the ambulance and further resources would have to be sorted to arrest the female at hospital. The next challenge that arose was that due to the seriousness of the incident that the male and female were involved in, senior officers decided that the male and female had to be escorted in the ambulance by officers carrying taser. However, I am not yet trained to carry taser meaning the only resources we could use in the quick time frame was firearms officers, so myself and two firearms officers had to travel with both suspects in the back of the ambulance to the hospital. Once at the hospital the Bronze Inspector had to effectively manage resources and pull officers from other sectors to cover the three scene guards, they also had to find officers to attend the hospital and convey the female to custody and a taser trained officer to attend the hospital and remain with the male. 
The incident was complex and of serious nature but there were not enough police officers to efficiently deal with the incident, by having to allow the male with the stab wounds and the female who was a suspect to travel in the ambulance was not only dangerous for officers and ambulance staff but also for members of the public. In March 2021 there were 135,301 police officers across the 43 forces (Home Office, 2022), in March 2011 there were 139,110 officers across the 43 forces (Home Office, 2022), this is a 3,809 decrease in officers. The highest number of officers was in March 2009 when there were 143,769 officers (Home Office, 2022). The argument on whether police officer numbers are rising or falling is contentious however police forces continue to be under resourced when dealing with major incidents. One method that was introduced by the government in 2019 to improve the number of police officers on the street was Police Uplift Programme, the government set out how they intended to recruit an additional 20,000 officers by the end of March 2023 (National Audit Office, 2022). However, recent publications have shown that more needs to be done to retain new recruits, the attrition rate is 9.1% with 2,567 officers leaving from 28,173 recruits (Police Federation, 2022). In January 2022 PolFed aired their concerns to government, stating that the uplift programme was only halfway through meetings its target meaning that if they just meet the numbers pledged it would only bring the service back to pre-austerity levels (Police Federation, 2022). 
Another challenge faced is that response officers are expected to deal with dangerous and violent individuals without proper training and support. The 2021 knife crime problem solving guide stated that it was a resource officers can use to provide practical guidance and support when dealing with knife crime, however the recommendations are not always carried over correctly into real life policing. The toolkit details the importance of police forces working with partners to tackle knife crime, one strategy that could be utilised is multi-agency public protection arrangements (MAPPA). MAPPA was established to manage the risks posed by dangerous and sexual offenders. The meetings include multiple agencies such as police, prison, probation, and other agencies if they are required. If MAPPA worked efficiently and as intended the agencies involved in the meetings would notify officers working on the front line of sexual and violent offenders residing in the areas, they patrol (National MAPPA Team, 2014). However, MAPPA has been heavily criticised for being unable to correctly monitor dangerous offenders, a study found that out of 98 cases reviewed 42 of the cases could not determine if the offender had been appropriately assessed (Madoc-Jones, 2006). Furthermore, when MAPPA are held there is difficulty obtaining administrative support, resulting in issues disseminating materials, coordination and note taking (Madoc-Jones, 2006) because of this the agencies such as the police are not being informed of the risk held by the offenders. Response officers are continually attending calls that pose high risk to officers and members of the public, if officers are not properly informed of the dangerous individuals living within their society, then they cannot effectively manage the threat they pose. 
The knife crime toolkit has been implemented to give forces ideas on how they can tackle knife crime in their areas, however it stresses the importance of not solely relying on the toolkit and developing strategies relevant to the force area. One strategy introduced by South Wales Police has been the development of a specialist team called Op Sceptre to tackle and disrupt those individuals involved in knife crime and serious violence (South Wales Police, 2022). Since April 2021, the Op Sceptre team have arrested 412 people suspected of being involved in violence and criminal exploitation (South Wales Police, 2022), it has seized 128 weapons, £4.79m worth of drugs and £224 in cash (South Wales Police, 2022). The importance and results of the Op Sceptre team have proven it is necessary to have specialist teams however it would be beneficial if all officers were given insight and partial training like those on specialist teams. Response officers are exposed to all incidents and if they are given the right training it will allow them to recognise those who are more likely to be involved in serious or violent crime, it may also allow officers to prevent individuals becoming involved in serious or violent crime and allow officers to signpost them to support agencies. The specialist teams that are introduced work separately to response teams instead of working alongside them, if specialist and response teams worked together then it would encourage intelligence sharing which could lead to more serious and violent offenders being arrested and prevent future knife incidents. 
To conclude, response officers are expected to respond and deal with all incidents effectively and efficiently. There are many challenges associated with being a response officer, firstly the lack of officers that are on shift, meaning resources are thinly spread across force areas. The wider spread officers are the less it enables them to provide an efficient response to critical incidents. Additionally, the college of policing are producing reports that can assist forces to develop strategies to prevent and tackle knife crime however further research needs to be conducted to see how this is being implemented into the front line and if it is supporting and helping front line response officers. 
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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 


Giving evidence as a police officer in court.























Interviewing a suspect and completing a bail application after the interview process is complete. 
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	High 
8-10 
	 

During my time as a response officer, I have not yet been required to attend court and give evidence. I need to understand the policies and procedures that are put in place and followed when attending court. I also need to familiarise myself with different courts and how you address individuals within the court. To further my development, I will liaise with colleagues who have attended court and ask them for guidance and advice on how to become confident when attending court and give evidence.


During my time as a response officer one of the most important processes I have to complete is to interview a suspect and decide the right course of action after interview. After completing several interviews, I have had to complete bail applications as there were still outstanding actions that needed to be completed to progress the investigation. To complete a bail application a word document must be created detailing why bailing the suspect is necessary and why it is proportionate. I have completed bail applications alongside other colleagues and with the support of my Sergeant. I have not yet completed a bail application completely independently meaning I am not completely confident completing one. Going forward to build my confidence I will complete bail applications on my own ensuring I understand the impact of placing bail conditions on an individual and ensuring I can justify my reasoning to an Inspector who authorises bail, I will then ask colleagues or my Sergeants to check the application to ensure it has all been completed properly. I have asked colleagues for examples of bail applications they have completed to ensure I am completing all required fields.

	SKILLS 


Preparing and building case files correctly to send to the CPS
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

8
	Low 
1-4 
	Med 
5-7 

7
	High 
8-10 
	 

Building and sending casefiles to the CPS correctly is a crucial part of policing. Throughout my time as a response officer, I have had to build casefiles to send to the CPS for a charging decision to be made on the crime. Before a casefile is sent to the CPS the case progression unit check the casefile to see if it has been done correctly, this is a good support for response officers to ensure the file being sent to CPS is correct and has everything that is required. However, I would like to be more confident when building casefiles and remand casefiles where there are time pressures. Towards the end of my probationary period, I will attend the Hub and complete a three-week attachment with them, this will allow me to become more confident when building casefiles and filling in all sections completely. I will also liaise with my Sergeant to see if it is possible for me to attend a placement with the case progression unit so I can further build my confidence with building casefiles. 
I have spoken to the Sergeant at the Hub and he has provided me with guidance documents detailing what documents are required on a casefile dependent on the file being sent. 

	EXPERIENCE 
 
 
 To understand the process for reporting a person by summons and giving them a TOR.
 
 
 
 
 
 
 
 
 
 
 
 



































Understanding and independently completing a PPD3 and the SARC process for an initial rape investigation. 
	Low 
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7 
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Working as a response officer means that you must understand all aspects of policing from dealing with vulnerable adults to sudden deaths to traffic incidents. During my probation I have not had much exposure with dealing with traffic incidents and need to build my confidence when using the ’when caution’ and ‘now caution’. During your probation period previously, you had to complete an attachment with a traffic officer to develop your skills and understanding, however this has now been removed. However, as I am not confident when it comes to dealing with traffic incidents, I have spoken to my Sergeant who has agreed that I can attend and complete an attachment with the traffic unit to increase my knowledge and confidence. I will also further my development and confidence with dealing with traffic incidents by talking to colleagues on shift who have 20+ years on policing and have dealt with many traffic incidents. I will ask them to guide and mentor me through a traffic incident.


Whilst working as a response officer one of the most important incidents you can attend is a report of a rape. When attending the incident there are many aspects that must be considered such as taking a PPD3, seizing all potential evidence such as clothing, securing a scene if there is on and completing the SARC process if the report is within the forensic timeframe. During my time as a response officer, I have only attended one report of a rape meaning that I have only completed the full process once. The first time I was required to take the victim to SARC and obtain forensic samples. This is normally completed by a specially trained officer who is aware how to preserve and achieve best evidence however there were none available on shift. Whilst completing the process I was supported by other colleagues who had completed the process before, but it showed me that I wanted to ensure I had the skills and knowledge to complete the SARC and PPD3 process properly to ensure I preserve best evidence. As a result of this I have spoken with my Sergeant and have enquired about become a specially trained officer who can attend reports of rape and ensure I am completing the process properly. 
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