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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:



This essay will look at theories of team dynamics, what extent group dynamics are shaped by wider cultural norms. As well as looking at how inter-personal conflict can occur within a team and how these can be overcome to enhance the individuals and teams performance. Lastly it will consider how specifically team dynamics within the police service can result in failings of the professional standard requirements and looking at how these failings are dealt with via policies, procedures and legislation. 
Teamwork plays a pivotal role in the police service. Answering calls or dealing with the public is almost always done in pairings, shifts work together to complete their work load and apprehend priority suspects. There are also specific crime targets that will be expected to be tackled for a certain division and as a wider organisation, ensure that the service provided to the public is at the required standard or better. There are many different departments and teams both inside and outside of the police organisation that need to work harmoniously with each other to ensure an effective service is provided to those that need it and information is up to date and accessible where necessary.
The police service is a 24 hour available role that needs to be manned at all times. They organise officers into shifts or teams so that there is always cover for a set time of the day permanently. These teams are numbered 1-5 and their average number will depend on the size of the area they cover as well as resources. A police officer can remain in the same time potentially for years and so will be very familiar with the people they work with. Alternatively there could also be changes to that team from members leaving to join different departments or roles, resourced to other teams due to low numbers, team supervisors (sergeants) being moved and replaced and new constables coming through their training.
Due to the nature of this, it’s important that individuals are adaptable and open to change; being able to become part of team with individuals they may never have met or worked with before. Like any job that requires teamwork, there are some teams in the police service even operating from the same station that will be more effective than others. This can be down to a number of reasons and so we will look into the issues regarding a team’s dynamics.
According to the website (allthingstalent.org, April 2019), they cited six reasons why a team may sometimes not be able to function effectively, these are;
1. Lack of vision; by not being able to see a clear set purpose, this can cause individuals to have different ideas of what that is. This can lead to people working in different directions due to what they perceive.
2. Unclear roles; as a police constable there are many tasks and responsibilities that will be necessary to undertake. Not knowing what to prioritise and doing something that is not relevant at that time can lead to wasted productivity time and set a team for failure. 
3. Poor decision making; officers will always have to make decisions day to day whether that be answering a call, public interaction, case file building or work load priority as examples. This can be down to two things, over thinking a decision and wasting too much time and not thinking enough and acting to hastily. Both can have extremely negative results and is something that must be developed by experience and utilising the National Decision Making Model (NDM) that is taught through training. 
4. Fixed mindset; this is when a team assumes that they cannot improve or change and will cause failure. It’s natural that a team will feel that there is no solution to a certain issue because they cannot solve it quickly using their standard approach. 
5. Lack of resources; as reported crime is ever present, the work for the police is a constant. Sometimes a team may have a very busy shift for calls or be reduced due to staff resources. Either way this can sometimes push a team to not function effectively as demands are too high to maintain an effective response to the work load.
6. Poor dynamics; this may be the most common issue. A team must be able to trust and respect each other to be effective. If there is something an individual is good or not good at, they must be able to communicate with their team to find an effective solution to their issue who may have more experience. If there is distrust between members, this can lead to a breakdown in communication and create rifts.
Above are just some of the issues that can lead to a team not being able to function effectively. There are theories and models that have been produced to understand a team’s dynamics as a way of explaining how to manage a team to get optimal results from them and mitigate any issues that may arise. One of these models is ‘The Tuckman Team Model’
[image: Building effective teams with Design Sprints | by Leow Hou Teng | UX Planet]
(Leow Hou Teng, Jan 2021)
In 1965, Dr. Bruce Tuckman produced the above team development model to explain team dynamics (Developmental sequence in small groups, B. Tuckman, 1965) as seen in the image above, this appears as a sequential line, however Tuckman proposed that some teams can regress to a previous stage or become stuck all together on one of them and never progress to their full potential. 
The first stage is ‘forming’; this is where individuals get to know one another. Strengths and weaknesses will start to be identified by members on the team and expectations will be made clear. 
The second stage is ‘storming’. This is when group conflict can occur. Individuals will learn of the other’s strengths and weakness and often challenge each other in terms of their motivations and their role within the team. Being able to compromise and use this stage to a team’s advantage will help it to progress to the next stage.
‘Norming; is the third stage and providing that conflicts have been resolved and team mates are compromising, the individuals all know their roles and help towards the teams goal. Individual work will occur, however checking in with others will still happen and that everyone is responsible to the task and each other. 
The next progressive stage is ‘performing’ and will be seldom achieved by new teams. This is when a team has worked with each other for a length of time and are fully aware of each other’s strengths and weaknesses. They can work efficiently and can approach tasks much more smoothly.
Finally the last stage is ‘adjourning’. This is when members of the team will go their own way and separate from the team. This is particularly relevant to the police as members of the team will leave due to a number of reasons or have new members join it and try to fit in.
Another model that was developed regarding team dynamics was by Lencioni in his book ‘The Five Dysfunctions of a Team’. 
[image: A pyramid representing the Lencioni model]

He outlines five problems that a team experiences and that it impacts on their effectiveness.
1. Lack of trust; if team members don’t trust each other, they will be less likely to ask for help and good communication will be difficult to achieve.
2. Fear of conflict; conflict is normal in a team and can lead to growth when handled. Avoiding it can cause issues and affect progress.
3. Lack of commitment; team members will not commit to their work or make decisions and will not meet deadlines. This leads to letting their team down.
4. Avoidance of accountability; individuals will not take responsibility for their own actions/lack of action.
5. Inattention to results; by focussing on their own goals and not of the teams, they lose sight of the teams goal. The results achieved are not looked at properly and therefore cannot be improved. 
Above are two examples of theories and models of team dynamics, however there are many more available such as the ‘DISC’ model, ‘GRIP’ model and ‘Thomas-Kilmann Conflict Mode’ model to name a few. 
There are also things that can be incorporated into a team that will help strengthen it and develop its cohesion. Some examples of these are as follows;
· Encourage communication within the team
· Provide training and development
· Focus on building trust
· Resolving conflicts as a group
· Having clear set goals and values
(Steps to Improve Team Cohesiveness in the Workplace, March 2021, Indeed Editorial Team).
Cop Culture is, a police officer’s view of their social world and their role in the organisation. Reiner (1992) stated that culture emerges as a response to a job. Police officers used to be mostly male and large built due to the physicality of the role and be able to uphold the law. However the service has now adapted and become to be more reflective and representative of the communities they look after. Officers are expected to be more resilient to challenging and intense behaviour and as such within their policing teams, also challenge colleagues and have conflict when they disagree with something. This will undoubtedly have an effect on team dynamics by the wider organisational cultural norms of the police as the job is so demanding mentally and physically that certain personalities will be drawn to and developed by the role (The importance of the Police Organisational culture, November 2020, Keithia Grant BSc). 
Sometimes within a team there can be inter-personal conflict. This is when there are two or more people having a disagreement. In teams this can be a very common problem especially in the police service where the nature of the job is to challenge people and situations. The first step is to identify the type of conflict. They can be put into six categories (How to Handle Interpersonal Conflict, February 2020, Crystal Raypole);
1. Pseudo conflict; a misunderstanding leading to a difference of opinion or when someone is mocked or taunted by the other.
2. Fact conflict; when two or more people disagree over the truth of something or information.
3. Value conflict; when different personal values lead to a disagreement.
4. Policy conflict; this can occur when members of a team have different ideas on how to tackle a problem in any given situation to do with work.
5. Ego conflict; this is when individuals do not want to back down, it normally occurs when conflict becomes personal.
6. Meta conflict; when you have conflict about your conflicts. 
By identifying the type of conflict, you can then employ a resolution strategy to deal with it and enhance the individual and team performance. There are five strategies for conflict resolution. They are;
1. Withdrawal; walking away from the conflict, this is avoiding the problem. However it can be effective when dealing with intense, emotional conflict or unimportant conflict. 
2. Accommodation; this when the individual puts another’s needs before their own and concedes the conflict. 
3. Competition; this entails getting others involved to see things your way and agreeing with your own perspective. This can lead to positive outcomes when done respectfully.
4. Compromise; can be achieved by the involved parties giving ground but both gain from the situation also.
5. Collaboration; this is more long term than a quick solution; it requires good communication and use active listening.
These are just some of the potential reasons and solutions that can be addressed for inter-personal conflict occurring in a team.
It’s possible that within the police service, due to poor team dynamics can lead to a failing to comply with the professional standards requirement for behaviour. There are 9 policing principles and 10 standards of professional behaviour that are outlined in the College of Policing: Code of Ethics (Code of Ethics launched, July 2014, Home Office). 
[image: טוויטר \ TVP Careers בטוויטר: &quot;All new officers &amp; staff sign Code of Ethics  agreement - runs through everything we do, do the Policing principles  resonate? #WorldValuesDay https://t.co/FbZC4H3nfP&quot;][image: JollyTaxpayer (u/JollyTaxpayer) - Reddit]

From the images shown above it highlights what is the accepted and standard required for all police staff. If there is conflict within the team or distrust this can lead to a major breakdown in communication and result in the failing of any of the above behaviours and principles. 
For example, if team members do not trust each other, they may be less likely to ask for help and communicate. By not asking for help and trying to do things alone, they will failing their Duties and responsibilities as they  will not be showing diligence as it may take them longer to deal with something, rather than them asking a team member for help and advice. 
If conflict occurs in a team and it is not dealt with correctly, this can lead to further conflict and can spiral out of control amongst team members. This can potentially lead to a failing of Respect and Authority, respect and courtesy as left unchecked, team members can become resentful to another and make it an uncomfortable working environment for those in the team. 
Any police officer can be subject to an investigation into misconduct should they display unacceptable or improper behaviour if they have breached the Standards of Professional Behaviour set out (Misconduct Guidance, October 2017, College of Policing). The purpose of this is so that individuals can be held accountable for their actions, that the high standards of policing are being upheld and to ensure that they public are safe and have confidence in the police.
In conclusion this essay has looked at the reasoning why some teams may not function, displayed two models relating to team dynamics identified ways that team cohesion can be improved. The reasons why inter-personal conflict can occur within a team and potential strategies that can be employed to prevent it were addressed. And finally how team dynamics can potentially lead to failing to comply with professional standards and what organisational justice can occur to investigate such failings.
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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:

This essay will look at a policing incident in which I played a significant role with a victim of a crime and provide a reflection on what happened. There will be brief description of the incident, an evaluation of different approaches and their appropriateness to the supporting of vulnerable people and those at risk of harm. Finally, there will be an insight into what works in regards to dealing with repeat victimisation and repeat offending. 
	This incident is regarding the reported offence of domestic coercive control and stalking taking place by a female who was recently split up with her husband due to their relationship and was receiving unwarranted messages and him turning up to her address repeatedly unannounced over the space of three weeks prior to her contacting police.
The Government definition for coercive and controlling behaviour is as follows;
· “Coercive behaviour is an act or a pattern of acts of assault, threats, humiliation and intimidation or other abuse that is used to harm, punish, or frighten their victim”
· “Controlling behaviour is a range of acts designed to make a person subordinate and/or dependant by isolating them from sources of support, exploiting their resources and capacities for personal gain, depriving them of the means needed for independence, resistance and escape and regulating their everyday behaviour.”
(Legal Guidance, CPS 2017)
There is no such strict definition to the offence of stalking; there are examples of behaviours and acts that are associated with stalking. Examples of this are; following a person, spying, or attempting to force the victim into contacting them. The CPS outlines stalking;
“The effect of such behaviour is to curtail a victim’s freedom, leaving them feeling that they constantly have to be careful. In many cases, the conduct might appear innocent (if it were to be taken in isolation), but when carried out repeatedly so as to amount to a course of conduct, it may then cause significant alarm, harassment or distress to the victim.” (Legal Guidance, CPS 2018)
	I went to speak to the victim to ascertain what had been occurring between herself and her ex-partner and she stated that she had been with her ex-partner for 5 years. They were married after two years together and it was a fast moving relationship. She said that he had told her that he had been investigated by police for domestic abuse against a previous partner but was never charged and was open about this from when they meet. She began to notice his behaviours were unusual in that he was very demanding in terms of messaging her day-to-day. He would get extremely suspicious when she wouldn’t text back immediately or if she didn’t reply with ‘love you’ or ‘x’ at the end of texts. 
	She went on to say that her parents did not like him and he convinced her that her parents were the problem and she shut them out of her life to be with him. He also asked her for her passwords to her phone and social media accounts. One day he confronted her that the number of contacts in her phone and gone up by one and wanted to know why. It was an old friend she had met at the gym on the previous day and added his number. He was excessively jealous and called the person to find out his identity and confronted her again. 
Eventually he lost his job and then would insist on driving her to work and picking her up, not letting her do the shopping alone. On the rare occasion if she ever went out without him, he would want to know everything e.g. times, where she was, who she was with etc. It become too much and she split up with him, messaging him that she did not want to speak to or see him. He then begun turning up at her address unannounced, sometimes three times a day. She would not answer the door and due to having CCTV cameras on her property, she could see it was him. He also followed her at least three times in an attempt to talk to her which she did not engage and even hid in a shop to get away from him. During this three week period, there were multiple messages from him daily to which she didn’t reply. She eventually had the courage to contact police.
The following actions were conducted by me;
· A statement was taken from the victim supporting a complaint against her ex-partner
· Domestic abuse questions were asked in regards to putting in paperwork to be shared with partner agencies. 
· A victim support referral form was sent off (with victims permission for additional support) 
· A domestic abuse helpline number and card provided 
· Comprehensive update on the police computer system 
· Victim codes on the police system that identified the female as a repeat victim of domestic abuse and as she lived alone and her ex-partner was not aware of police contact she was a person at risk of harm. 
· A ‘Domestic Abuse Action Plan’ completed on the police system
· Before leaving I spoke to her friend who stated that the victim could stay with her for security and support as the suspect was going to her address. 
· Her ex-partner would be a suspect that would need to be brought in, in order to safeguard the victim and promptly and effectively investigate the allegations made against him.
· Provided support and reassurance as well as advice regarding home and personal security. 
· Placing a critical marker on the address for future calls.
The above was all necessary due to the fact that her safeguarding was the first and foremost thing that needed to be addressed. Domestic abuse is a priority for South Wales Police specifically and its force policy is that positive action is taken at all times to ensure the victims wellbeing and safeguarding. (South Wales Police’s approach to tackling domestic abuse, HMIC 2014).
The offender was arrested and investigated and bailed for 28 days due to outstanding actions required from phone downloads and other lines of enquiry. During this time I was in contact with the victim and ensuring that she was being supported by local partner agencies and ensuring that she was safeguarding during the investigation and kept up to date in regards to the suspect. 
There are a number of things that made it necessary to approach this incident with all of the above mentioned actions. The seriousness and nature of the allegation, the vulnerabilities of the victim identified, answers to the domestic abuse questions and the potential for escalation by the suspect. By not providing or endorsing any of the above, it could potentially put that victim at risk by the perpetrator (Domestic Abuse, CPS 2020)
There will be incidents that are reported however that may warrant a different approach by professionals and the police regarding the support and managing of people at risk of harm. Staying with the example of domestic violence, if the reported incident had occurred whereby the victim has called stated that they have been assaulted by their partner; the response by the police would be to attend immediately to protect all the parties involved. Upon arrival both parties are present, one presents with injuries and is the reporting person, then immediate positive action would need to be taken. This would involve the arrest of the perceived or reported perpetrator and subsequent investigation into the alleged offence as well as possible treatment for the victim due to the injuries sustained. Regardless if the victim does not support prosecution or states that nothing has occurred when police arrive, duty of care for the individual and their safeguarding would be priority.
Another example of this could be that a victim has contacted or been made aware of by a partner agency discreetly due to the influence, proximity and fear of the perpetrator. This could be done by; 
· The victim speaking to medical staff either through physical abuse or their GP requiring medication due to mental abuse. 
· They may have reached out to organisations such as Woman’s Aid, Live Fear Free, Men’s Advice Line or Refuge. (Domestic Abuse, Crime Stoppers 2020) 
· Speaking to family members or friends, who report on their behalf either knowingly or unknowingly to the victim.
This would be less of a visual way for the victim to get support as opposed to police intervention straight away. It may provide a victim with more knowledge, support and safety for their current circumstance and so be a much more effective way for professionals to be able to support the person at risk of harm.
	The police will have a duty of care to inform a victim regarding an investigation into a domestic abuse allegation. They will be informed when the suspect is arrested, what is happening once the detention clock is expired or they are being released. If and what any bail conditions are being imposed on the suspect and outcomes of any charging decisions. This way the victim is aware of what is going on and also as a safeguarding measure so the victim can manage their day-to-day lives. The police and partner agencies can then check in with victims periodically via telephone or scheduled visits in order to ascertain how they are doing and if anything changes with regards to having any further contact with the suspect. 
	In terms of dealing with what works to tackling repeat victimisation and repeat offending, there are number activities and tactics that can be adopted by the police service to help protect those at risk and prevent further crimes occurring. Some of these activities and tactics are;
· Crime prevention measures implemented; alarms installed in premises, mobile phones for the vulnerable.
· Surveillance; Neighbourhood watch, CCTV, high visibility police patrols.
· Other police action; house to house enquiries, regular police contact with victim, supervisors notified of crime.
· Crime prevention advice; crime prevention advice packs, letter to victim suggesting ‘repeat victimisation’ is possible.
· Partnership activity; victim support, social services, local authority, specified agencies e.g. domestic abuse, anti-social behaviour teams.
(UK Policing and Repeat Victimisation, Home Office, 2000)
Things like mentioned above can help a victim to mitigate the chance of becoming a repeat victim and help them to have reassurance that the police and partner agencies are working towards helping them to overcome the impact of being a victim. Also a person can have markers placed on them via the police computer system which will help identify if they are at risk or have been a repeat victim, either from an individual (restraining orders and domestic violence protection orders) or similar types of crime (e.g. ASB) and this can help the police to escalate their response to the victim and what steps can be taken to ensure their safeguarding. The use of Domestic Violence Protection Orders (DVPO) from 2013 found that “DVPO’s were associated with an additional benefit from reducing re-victimisation relative to arrest and no further action taken. Therefore, DVPO’s potentially offer an additional tool for dealing with domestic violence.”(Evaluation of the Pilot of Domestic Violence Protection orders, Home Office 2013)
	Steps have been taken to introduce ways to help reduce the amount of people re-offending having been convicted of a committing a crime;
· Deterrence; by increasing the chance of someone being caught, it can be a deterrence for someone to commit crime. With regards to repeat offenders, if the risk of being caught is effectively communicated to them and pathways out of crime are offered to them, they will be less likely to reoffend. (Braga, 2019)  
· Reducing opportunities; There is three things for a crime to happen; motive, means, opportunity (Colorad, 20 11). The police identifying areas that certain crimes are occurring more frequently, they can implement target hardening e.g. CCTV, Neighbourhood Watch, increased patrols etc. to try and limit the situation where offender and target meet
· Enhancing police legitimacy; this is where over time the police may be able to encourage obeying the law as they believe it is the right thing to do and also that if the law is broken, justice will be delivered to those caught offending. 
· Enhanced services; In October 2019, the ‘Women’s Pathfinder Whole System Approach’ and ’18-25 Early Intervention Service’ were introduced to South Wales to help support women and young people from entering the criminal justice system. These provide additional support for substance misuse and mental health issues which can play a role in repeat offending in the community from women and 18-25 year olds. (Reoffending in Focus, APCC 2021)
To conclude, this essay looked at a policing incident in which a significant role was played with the victim as I was the first point of face to face contact with the police and to begin the process of safeguarding her. The appropriateness of different approaches were discussed to the example of domestic abuse with regards to reporting it and severity of the allegation denoting the appropriate response to people at risk of harm. Also how to address the issue of repeat victims and offenders was highlighted. 
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Task 3 
Recognition and confirmation of progress on the Occupational Competency Portfolio (OCP). 
  
 
 
By signing the section below, you are acknowledging your continuing progress on O.C.P.  
This is recognised by the university as work that is fully supporting this module BMPP 6001D; Policing in the Workplace 3 and in signing it will be equivalent to 2000 words. 
 
 
 
 
Confirmation of the progress on the Occupational Competency Portfolio (OCP). 
 
I confirm that I am progressing with the Occupational Competency Portfolio (OCP) in accordance to the regulations.  
 
Signed:  _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ (Learner – electronic signature accepted.) 
 
Date: _ _ _ _ _ _ _ _ _ _ 






Task 4

This is a reminder that this TASK 4 section is an opportunity for you to answer one question which should be relevant to the “advanced learning” area that you have chosen.  The advanced learning lecture that you choose to attend will assist you in answering this task. 



Choose 1 of these 5 options to answer 

(Note for officers who have an interest in becoming a detective and wish to specialise in this role, you MUST choose option 5)


1. Response Policing.
2. Policing Communities.
3. Road Policing.
4. Information and Intelligence.
5. Conducting Investigations. 




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:


This essay will critically assess the challenges that were associated with a response incident that I attended, and the strategies developed for effective policing in such a challenging situation.
Me and my colleague were called to attend a house fire in a terraced home that was beginning to spread to the houses either side. We were the closest officers and would be first to attend and fire was already at the scene and had begun evacuations on the homes they felt were most at risk. There were multiple members of the public congregating in the street, the cause of the fire was unconfirmed, however there were initial reports it was deliberate and the suspected person responsible had left the scene.
On route to the scene me and my colleague were radioed by the on duty Inspector, requesting us to ensure that we utilise the National Decision Model (NDM) constantly, that a sterile safe zone was created for the public and for the fire service to work in, also the golden hour principles were to be followed as practically as possible and to dynamically risk assess the situation. We were also told to liaise with the fire service supervisor and provide an update on situation regarding casualties, hazards and extent of fire.
[image: National Decision Model]The use of the National Decision Model is something that police officers utilise every single day and should also be considered before making a decision. The model was developed for police officers to be able to make decisions based on incomplete information in challenging circumstances. It does not guarantee that every decision will be the best outcome. However any police staff who can demonstrate that they utilised the NDM when making a decision will be supported by the organisation if they managed and assessed the situation reasonably in the circumstances. (College of Policing, 2014)

	Above is an illustration of what the NDM looks like. There are five stages with the code of ethics (made up of nine policing principles and ten standards of professional behaviour), making up the centre of the model. When in the middle of a situation, decision makers should constantly ask if what they’re considering complies with the code of ethics and if they could explain their decisions in public. (College of Policing, 2014). The five stages surrounding the model are as follows;
1. Information; gather all available information by asking themselves, what’s happening? What is known and not know so far? What further information is needed?
2. Assessment; this is where threat, risk and harm is identified of the situation, what could go wrong? Is action needed? How serious would it be?
3. Powers and policy; consider what legislation might apply or what police powers could be used.
4. Options; based on everything that has come before, what options are available to you? 
5. Action and review; these are two steps. The first is to implement the decision that they chosen to go with. After the fact and the situation has been resolved, the decision maker is to review what happened, what went well and what didn’t and if there was a better outcome to the situation. 
This was being considered by me as I was on the way to the scene. I knew that there was an ongoing fire; I wanted to know if there were any casualties and how large the fire was and the potential for spreading. I recognised that the threat, risk and harm was high due to it being ongoing and there were no other officers available and I would have to be first to implement important decisions. My options would be to ensure that the safety of the public is maintained, any casualties are safe, medical staff are en route, cordon off the areas unsafe and ensure that fire service can access the area to deal with the fire. Upon arrival at the scene I would continue to use the NDM and make dynamic changes based on the situation and put them into action. I would not be able to review these decisions until after the situation had been dealt with in its entirety.
I was also asked by the on duty Inspector if it was possible to establish ‘golden hour’ principles. These are principles that are investigative in nature and if pursued immediately are more likely to establish important facts and make the resolution of the investigation potentially quicker (College of Policing, 2021). It refers to the time period immediately after a possible offence has been committed where there is evidential material available readily to the police. The considerations during this time period are as follows;
· Victims; identify, support and preserve evidence where possible
· Scenes; identify, preserver, assess and commence log
· Suspects; identify, arrest and preserve
· Witnesses; identify, support and preserve
· Log; decision and rationale, circumstances, resources and conditions
· Family/community; identify, inform, primary support
· Physical evidence; preservation (CCTV, escape routes, ambulances)
· Intelligence; identify, prioritise, maximise, exploit
· Prevent contamination; victims, scenes, witnesses, suspects
· Lines of responsibility; identify, inform coordinate
(College of Policing, 2021).
As shown above, there are a lot of things to consider when looking at golden hour principles. They are there as a way to help officers in establishing and preserving as much evidence as possible early on to ensure that the investigation can proceed as expeditiously as possible. Just like the NDM, this is a useful and methodical way to approach a situation and to help officers deal with making hard decisions in difficult circumstances like the one I found myself in.
	On arrival at the scene, I went to find the senior fire fighter who was in charge of the incident. On my way to the scene, I was approached by a member of the public who stated that there were dogs possibly in one of the properties. Upon finding the fire fighter in charge, I asked if there were any casualties, the size of the fire, potential hazards and if everyone had been evacuated. I also informed him that there were potentially animals left in a property. He informed that there were no casualties, the fire was localised in one house with damage to houses either side, gas mains and been disconnected and structurally there was no way of knowing the extent yet. He also informed me that the street had been successfully evacuated by fire personnel on both sides of the street and that all animals had been removed.
	I radioed through this information to the police control room to update them immediately. I then went to one end of the street to cordon off the road and pathway to ensure that members of the public did not walk towards the scene. I returned to the other end of the road where my colleague had remained and set up another cordon.
	Sometimes, certain incidents can require more than one of the emergency services like the example above. When this occurs there needs to be clear communication between multi-agency approaches to incidents, as what may be a minor incident for one agency, could be considered a major one for another. As the police, fire and ambulance all operate independently and have their own policies and procedures in place a model was set up to ensure that all agencies could work together effectively during an incident. This model was called the Joint Emergency Services Interoperability Principles (JESIP) and was setup in 2012 to ensure that multi-agency cooperation could be achieved efficiently and effectively. (HMIC, 2016)
	There are five principles outlined in the model for JESIP that are essential for it to operate. These are;
1. Co-locate; with commanders as soon as practicably possible at a single, safe and easily indentified location to the scene.
2. Communicate; using clear and precise language.
3. Co-ordinate; by agreeing the lead service. Identify priorities, resources and capabilities for an effective response.
4. Jointly understand risk; by sharing information about the likelihood and potential impact of threats and hazards to agree potential control measures
5. Shared situational awareness; by using the Joint Decision Model (this is very similar to the NDM, instead of the ‘code of ethics’ being at the centre, there is ‘working together, saving lives, reducing harm’).
(JESIP, 2015)  
This was extremely useful to me with regards to the situation I found myself in. I sought the supervisor for the fire service and it was clear immediately that they would be the lead agency. The risks were shared by them and from myself regarding the public and harm beyond the initial incident. Not all situations will require the use of JESIP, however should the need arise; it is another tool there for officers to utilise in dealing with a complex situation that requires good coordination and a constant relay of information. 
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An image of the Joint Decision Model (JESIP, 2015)
	Whilst with my colleague on the cordon I notified the member of the public who told me about the pets in the property that they had been removed and there was no one or animal in the properties within in the safe zone. Another member of the public approached my colleague and stated that they had seen and heard a person running from the property where the fire had started, had a description, direction of travel as well as overhearing vital comments made by that person. Immediately I identified that that was a vital piece of information and evidentially crucial to the investigation. My colleague took a statement then and there whilst enforcing the cordon; I relayed the information to my Inspector, who then informed me he would be attending.
	I was told to create a scene log in order to ensure that the integrity of the scene was maintained and that a record of all personnel within that scene was authorised to be there.  I was also a direct point of contact for the fire service and the police due to being on the scene first and having established a rapport with the supervising fire fighter. Further units had arrived at this point and were ensuring that access to the scene was possible for the fire service to be able to refill their tankers as well as utilise specialised vehicles for the incident whilst ensuring the public were safe and out of the way. Other officers began to talk to members of the public to identify more potential witnesses and begin gathering more information. The Inspector then arrived and took over as liaison for the police and spoke to the supervising fire fighter regarding the situation and was issuing orders to officers on the scene when actions needed addressing.
	This was one of the most complex incidents that I had attended as a response officer and there were many moving parts, considerations, communication issues, gathering of information, preservation of life and scene, evidence identifying, multi agency approach etc. Being the first police officers to the situation was extremely daunting given the circumstances. However due to policies, procedures and models set up, I was able to mitigate some of the stresses of decision making by being able to go through things methodically and considering all information available to me. 
	The NDM is one of the most effective and commonly utilised models for all police staff. It can help an officer make decisions and ensure that action is taken when needed and can be used for any and every incident that is come across. It is also a learning tool in that being able to reflect upon what happened and what could’ve gone differently is reviewed. No two incidents will be the same but there will be similarities to draw upon to make decision making more effective. 
	Using ‘golden hour’ principles when an offence is suspected to have been committed can play a pivotal part of any investigation and when utilised efficiently, can reduce the work required to get to the end result. Again this takes stress away from officers when attending an incident as they have a framework to work with in regards to what actions need to be considered and completed as soon as practicable. 
	Finally in instances where there is need for use of two or all of the emergency services, the JESIP model is there to help officers liaise with other agencies and to still be able to provide an effective response to complex situation. Using these three strategies helped me immensely in being to respond to such a demanding and stressful situation.  It allowed me to act in a way that was helping the relay of information, ensuring that investigative options were identified and that communication with agencies was ongoing. 
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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 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

9
	Low 
1-4 
	Med 
5-7 

6
	High 
8-10 
	There is a plethora of information regarding powers, policies and procedures with regards to being a police officer. I feel that it is something that I will always be trying to improve upon. I believe that I currently know enough to help me through most situations that I will encounter, however there will be times that my inexperience with certain legislation will come to light and hinder my decision making. This is something I feel that will improve with time and more experience and situations encountered.

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

8
	Low 
1-4 
	Med 
5-7

7 
	High 
8-10 
	 I feel that I am naturally a confident person. This is an extreme advantage with regards to my role as one of the most important and common aspects of this is speaking to members of the public, victims, witnesses etc. I find that I can engage with them and be empathetic where required. 
Also I think that I employ good skills regarding arresting, searching and dealing with confrontation. I think I can dynamically risk assess situations and can read a person and the atmospherics to ensure I’m giving myself and my colleagues the safest and most practical way to deal with a situation physically. 
However I do feel that sometimes I can be too involved with people in terms of devoting a lot of time to them and listening to them, when there may be more pertinent actions to complete at that time. I am not very skilled at being able to stop a person talking about something unrelated or cut them off when information being given is irrelevant. This can make statement taking extremely long and convoluted unnecessarily. This is something that I need to be more confident and assertive in. 

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7

6 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 

6
	High 
8-10 
	 I believe that the experience I’m required to have is going to be very subjective. There’s is no way of being able to deal with all types of crime or incidents within a certain time frame as they may not occur. This role means that an officer will always be gaining experience every single shift. Whether that is dealing with situations, people, locations, multi-agencies or case files.
I think that my experience is exactly where it should be for the amount of service that I have been in. 
I do feel that case files is something that I will always want more experience with. The more you do something, the better you become at it and is few and far between when a hand on is given to officers that requires a case file to be built. I ensure that if there is anything I don’t know or unsure of, I will ask my colleagues to gain an answer and learn. I also volunteer to go to certain calls in order to see how to deal with it and then get hands on experience. 
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Policing principles

Accountability

You are answerable for your decisions,
actions and omissions.

Fairness
You treat people fairly.

Honesty
You are truthful and trustworthy.

Integrity
You always do the right thing.

Leadership
You lead by good example.

Objectivity
You make choices on evidence and
your best professional judgement.

Openness

You are open and transparent in
your actions and decisions.

Respect
You treat everyone with respect.

Selflessness
You act in the public interest.
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Standards of professional behaviour

1. Honesty and integrity
1 will be honest and act with integrity at all times,
and will not compromise or abuse my position.

2. Authority, respect and courtesy

1 will act with self-control and tolerance,
treating members of the public and
colleagues with respect and courtesy.

1 will use my powers and authority lawfully
and proportionately, and will respect the
rights of all individuals.

3. Equality and diversity

1 will act with fairness and impartiality.
1 will not discriminate unlawfully or unfairly.

4. Use of force

1 will only use force as part of my role and
responsibilities, and only to the extent that

it is necessary, proportionate and reasonable
inall the circumstances.

5. Orders and instructions

1 will, as a police officer, give and carry
out lawful orders only, and will abide by
Police Regulations

1 will give reasonable instructions only, and
will follow all reasonable instructions.

6. Duties and responsibi
1 will be diligent in the exercise of my duties
and responsibilites.

s

7. Confidentiality

1 will treat information with respect, and
access or disclose it only in the proper course
of my duties.

8. Fitness for work

1 will ensure, when on duty or at work,
that | am fit to carry out my responsibilities.

9. Conduct

1 will behave in a manner, whether on or off
duty, which does not bring discredit on the
police service or undermine public confidence
in policing

10. Challenging and reporting
improper behaviour

1 will report, challenge or take action against

the conduct of colleagues which has fallen

below the standards of professional behaviour.
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