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Task 1

Relevant areas of the National Policing Curriculum: Understanding the role of a constable, maintaining Professional Standards, Leadership and Team-working, Wellbeing and Resilience

	
Critically evaluate theories of team dynamics as a means of developing team cohesion (reasons why some teams cannot function, theories and models relating to team dynamics, ways to improve team cohesion) and to what extent group dynamics are shaped by wider organisational cultural norms. 

Consider why inter-personal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. 

Consider how team dynamics within the police service can result in failing to comply with professional standards requirements demonstrating an understanding of organisational justice in a policing context (Code of Ethics, policies, procedures, protocols or legislation).

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




ANSWER:

During this task, I shall be evaluating the theories of team dynamics, ways to improve this, why inter-personal conflict occurs within a team and how team dynamics impact on organisational justice within a police force.
  
Team dynamics can be defined as the unconscious, psychological forces that influence a team’s performance and behaviour (Optimist Minds, 2021).

There are many theories and models that look into team dynamics in greater detail
(MindTools, 2021) (Last, 2021).

One of the best-known team development models is Tuckman’s Model, which was devised by Bruce Tuckman in 1965. The model consists of five parts, which Tuckman believed represent a process followed by individuals when a new team is formed. These five parts are: forming; storming; norming; performing; and, adjourning. 

The forming stage is when new team members form a new team; they start off by getting to know each other, even though they may be feeling nervous, anxious or excited getting involved and being part of the team. It does not necessarily mean colleagues will get to know each other based only their personalities, but it can also be affected by how a person approaches and deals with incidents.
 
The storming stage is where team members learn about others’ strengths and weaknesses, which can cause conflict. During this stage, when expectations and boundaries are challenged, as individuals they often learn more about each other’s strengths and weaknesses. Some team members may not understand their role or what is required of them. 

The norming stage is where any conflicts have been resolved and team members have begun getting comfortable working with one another. They are familiar with their role and benefit from each individual’s strength. 

The performing stage is where teams have successfully worked together on projects and have achieved their team’s goals. 

The adjourning stage is when projects have been completed and teams are no longer working together, or where team members are no longer staying in the team. 

In my opinion, Tuckman’s Model perfectly describes the process of joining a new team and the stages of its development. His theory provides ideas and encourages people to interact with each other for the benefit of the end goal. Team members will also be more inclined to work together and accept their differences to complete tasks. However, the theory does not take into consideration that not every person in the team will necessarily get on working with the others.
 
Although Tuckman defines his team development processes clearly, sometimes teams may become held up at a particular stage while others may have moved on to the next stages. This can often be caused by the make-up of teams being changed due to operational requirements. 

The DISC theory was developed by Dr William Moulton Marston in 1928, for dealing with conflict management. It predicts behaviours based on four key personality traits, that can cause conflict. 

The first is dominance, which includes traits such as: results orientated; innovative; competitive; and, direct. 

The second is inducement, including: people orientated; enthusiastic; optimistic; and, creative. 

Thirdly, submission, which includes: sincere; dependable; loyal; patient; and, modest. 
 
Lastly, compliance, which includes personality traits such as: accurate; cautious; precise; and, analytical. 
 
The personality traits that Marston identifies as possibly causing conflict within a team are in my opinion, mostly good traits, which are likely to be welcomed in team members, such as innovative, enthusiastic, analytical etc. 

The last team dynamics model I am critically evaluating is Patrick Lencioni’s model. It assesses the ‘The five dysfunctions of a team’ and outlines the common problems that teams experience and that have an impact on them. 

Lencioni’s Model is depicted as a pyramid, with absence of trust at the base, fear of conflict, lack of commitment, avoidance of accountability in the middle and inattention to results is at the top. 

Reference to trust, being the base of the pyramid, he says illustrates that without trust little progress can be made by a team. If team members do not trust one another, they will be afraid to communicate effectively and will therefore not build a good team bond. 
 
Conflict, this is where it can lead to conflict, team members may say something that another may not agree with. However if there is trust between the team, the members will be happy to take feedback from its team mates.
 
Commitment is important as, if one member is not able to commit to doing the work and meeting deadlines or not abiding by team decisions, they will let the team down and this will have an adverse impact on the team and possibly the whole team project. 

Accountability is where a team member takes responsibility for their actions and are willing to be held to account for them. Lack of accountability will also adversely impact on the team’s performance and possibly put others at risk.
 
Results: team members need to focus on team goals, rather than their own goals. This is the reason why the team exists; to achieve the end result or goal. 

In my opinion, Lencioni’s theory is a modern hierarchy for team building. It is simple, understandable, clear and usable. The model is suitable for every type of team, flexible and not specific to any type of group work. 

A team needs certain characteristics to maintain and improve team cohesion. They are: a common purpose; mutual trust with an open approach; a willingness to accept, correct and learn from mistakes; diversity and inclusion; interdependence and a sense of belonging; and, consensus decision-making.

Common purpose: one of the common characteristics of good team dynamics is for the members to have a common purpose for being part of the team; that shared purpose is important for good team dynamics as each member’s shared purpose is to achieve the same goal. This dynamic is absent when the ‘team’ is a number of people grouped together just to perform a particular task. 

Trust and openness: that every team member should trust one another is one of the most important characteristics of good team dynamics because, without trust, nothing can proceed effectively.  It is also important for the team leader to develop their team members’ trust. Team members should be free and open about any ideas and suggestions they think may be helpful to the progress and success of the team; they should not feel embarrassed about sharing their ideas, as openness can lead to better and more creative ideas. 

Willingness to correct mistakes: to achieve success team members should be willing to correct any past mistakes, which contributed to failure on that occasion, by evaluating their weaknesses with a view to avoiding similar failure in the future. Team success comes mostly from those who are willing to learn from past mistakes and adapt their methods of working based on the experience of those past mistakes.

Diversity and inclusion: generally, diversity in a team can lead to varied and more creative ideas in collective thinking. Diversity can relate to many factors including gender, age, ethnicity, and sexual identity. Diversity within a team will produce diversity in its ideas, which, though not necessarily the easiest, might prove to be the best ideas for the team. Every member of a team should be encouraged to participate in any decisions and discussions. A team leader should show appreciation for such efforts and involvement of team members to continue to motivate them. 

Interdependence and sense of belonging: team leaders are responsible for giving support to their team members in interdependence, to build on their sense of belonging through all of the stages of forming, storming, norming, and performing (Tuckman’s model). Each team member must know that they are a part of the team, its importance and of their importance within it.  All team members should work with sincerity and value their importance and responsibility towards the team. Even if a new team is created, the team leader must make members feel they are an important part of the team and encourage them to do work with full cooperation. 
Team members must focus on achieving the team’s purpose by doing their best to contribute and not to keep account of their contribution compared with others. 

Consensus decision making: any decision-making meeting should explain its purpose and expected outcome. All members should be present at such a meeting and participation from everyone encouraged. Care must be taken by the team leader to avoid a few strong personalities dominating the decision-making process. 

Participative leadership: although participative leadership can be valuable, participative team leaders must take care not to unduly interfere with the work of their members.  They must let them work with confidence and not control their team, but just give necessary information, guidance, and resources to the team allowing it to work autonomously. Good participative leaders recognise the difference between leadership and the simple exercise of power: the latter will impede the creativity of team members; they will lack confidence and a sense of fear will discourage them from contributing effectively to the team’s work.

In the modern world of political correctness, there are often occasions within the police force when, what might be innocent banter is misunderstood, deliberately or otherwise, and taken as being offensive. Such events can be seriously damaging to group dynamics, even to the extent of officers being disciplined. This situation has given rise to cultural norms within police forces under which any remark, however innocent, which can have some potentially prejudicial interpretation is seriously frowned upon, if not completely prohibited.  


I shall now consider how inter-personal conflict can occur within a team and affect individual and team performance.
 
Inter-personal conflict is conflict that occurs between two or more people. People making up a team will have different characters and personalities and the nature of various teams in a place of work will also be different, as will the environment in which they work.  All these factors will affect a team’s dynamics, as will the team members’ working relationships with each other and their level of understanding of the work (Grimsley, 2015). 

The better understanding team members have of one another, then the stronger will be the effect of the team dynamics in that group. However, it is important to note that team dynamics can be good or bad. If the performance of each team member is good and each takes part fully, the outcome of their work will be good and will contribute to good team dynamics. Conversely, if there is conflict within the team members, the results will be bad and adversely affect the team’s dynamics. 

The strategies to improve team cohesion are: knowing your team; defining roles and responsibilities; addressing problems promptly; breaking down barriers; and, focussing on communication. 

Since it is a team leader’s responsibility to run the team, it must be their responsibility to get to know it: by knowing the phase at which a group has developed its leader can identify any positive and negative roles and understand how they can affect team performance.

The team leader should provide feedback on every team member so if anyone’s behaviour is affecting teamwork, it can be identified and addressed promptly. 
The relevant member should be guided and encouraged on how they can adapt their behaviour when necessary.

Whilst a team is developing, the leader should set out in writing its mission and objective and the role and responsibilities of the team members; this ‘statement’ should be referred to when necessary.

Therefore, roles and responsibilities should be defined for each member of the team.
Using team-building exercises to let team members get to know each other better are helpful, especially when a new member joins a team.

As a result, team members can be encouraged to speak frankly to each other creating a relaxed environment in which they can discuss their ideas and opinions, leading to improved team dynamics.
  
A team leader should encourage the use of all methods of communication, including email, meetings, shared documents, WhatsApp groups etc.; open communication can lead to good team dynamics. 

Team dynamics within the police service can have an effect on constables’ compliance with required professional standards.
Constables have to maintain the highest professional standards, by carrying out their duties in a legal, balanced, proportionate and justifiable way, upholding the law and achieving the best outcomes in a wide range of circumstances.

The present-day role and required professional standards have changed little from the nine principles of policing set out in 1829 by Sir Robert Peel; these principles remain valid today. 

The Code of Professional Standards sets out 10 principles that reflect the expectations that the police service and the public have of how police officers should behave. The principles are (Policeprofessional.com, 2006):

· ‘Responsibility and Accountability - Police officers are personally responsible and accountable for their actions or omissions.
· Honesty and Integrity - Police officers are honest, act with integrity and do not compromise or abuse their position.
· Lawful Orders - Police officers obey lawful orders and refrain from carrying out any orders they know, or ought to know, are unlawful. Police officers abide by the law.
· Use of Force - When police officers use force it is only to the extent that is necessary and reasonable to obtain a legitimate objective.
· Authority, Respect and Courtesy - Police officers do not abuse their powers or authority and respect the rights of all individuals. Police officers act with self-control and tolerance, treating members of the public and colleagues with respect and courtesy.
· Equality - Police officers act with fairness and impartiality. They do not discriminate unlawfully on the grounds of sex, race, colour, language, religion or belief, political or other opinion, national or social origin, association with a national minority, disability, age, sexual orientation, property, birth or other status.
· Confidentiality - Police officers treat information with respect and access or disclose it only for a legitimate police purpose.
· Fitness for Duty - Police officers, when on duty or presenting themselves for duty, are fit to carry out their responsibilities.
· General Conduct - Police officers, on duty, act in a professional way. Police officers do not behave in a manner which brings, or is likely to bring, discredit on the police service or that undermines or is likely to undermine public confidence in the police, whether on or off duty. Police officers report any action taken against them for a criminal offence, conditions imposed by a court or the receipt of any penalty notice.
· Challenging and Reporting Improper Conduct - Police officers challenge and when appropriate take action or report breaches of this Code and the improper conduct of colleagues.’

Poor team dynamics will inevitably have an impact on performance that is likely to cause officers’ conduct to fall short of the required standards. For example: if two constables from the same team, for whatever reason do not trust each other, then in a tense or potentially dangerous situation they may fall into the trap of ‘watching their back’ too much at the expense paying full attention the job in hand and thus failing to comply with the required professional standards.

Other possible factors causing poor team dynamics are: being micromanaged by your superiors; being treated as an inferior; having a lack of resources; workload being allocated unfairly between the team or always favouring certain team members, including always dealing with prisoners or serious incidents. 

The definition of organisational justice will help demonstrate an understanding of how team dynamics can result in failure to comply with professional standards. 

The definition of organisational justice can be split into different key elements: 

Distributive justice, which is how fairly employees feel that inputs and rewards are allocated across the organisation; the impact of workloads, resources, pay and recognition can have an impact on this. 

Procedural Justice, which consists of three main elements: firstly, how fairly employees feel the decision-making processes are in the organisation; secondly, how open, honest and timely employees feel decisions are communicated; and, lastly, how respected and dignified is the contact between colleagues of higher rank.
 
In summary, distributive justice relates to how much employees feel they give or receive whereas procedural justice relates to how well employees feel they are being treated within an organisation. 

Good team dynamics, for example, require the fair allocation of work within a team, demonstrating an understanding of distributive justice. They also require, for example, trust, good and respectful communications within a team, illustrating an understanding of procedural justice.
 
If officers are being treated unfairly, or without respect, this can have an adverse impact on their delivery of good professional standards of behaviour.

Word Count: 2,750


Task 2

Relevant areas of the National Policing Curriculum: 
Vulnerability and Risk, Evidence-based policing

You must choose a policing incident in which you played a significant role with a victim of crime or anti-social behaviour and reflect on what happened. 

	
Give a brief description of the incident including social and legislative contexts and any relevant cultural, ethnicity and language issues. 

Critically evaluate the appropriateness of different approaches (by professionals and the police) in supporting or managing vulnerable people or people at risk of harm. 

Explore what works in relation to tackling repeat victimisation and repeat offending. Consider the use of evidence-based policing. 

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





ANSWER:

This task requires me to write about an experience I have been involved in, whilst dealing with a victim of crime or anti-social behaviour.

A victim is a person who has suffered physical or emotional harm, property damage or economic loss as a result of crime. 

One Friday during the summer, I was called to attend an incident reported by a female, originally from Afghanistan, who said she was being controlled, coerced and abused by her husband. 

Upon attending the address, I found the victim in an emotional state, crying and in fear that her husband would return home. The victim could speak English but was not fluent; I had to use simple language for her to understand what was being said. 

In order for me to gather evidence and take appropriate action, I used assistance from LanguageLine, which provides an independent, remote interpreting service to the police and other sectors. The process is fast and simple: I can call LanguageLine from my work mobile when there is a language barrier between myself and the person I am dealing with; I can request an interpreter in the relevant language; I would be put through to a person, who independently interprets between myself, a victim, a witness or suspect. I used the service during this incident in order for me to obtain the most accurate account of events, thus achieving the best evidence from the victim (LanguageLine (2020)).

The victim explained that she was married in Afghanistan and arrived in the UK with her husband in 2008; she had 3 children with him. She said the problems started at the beginning of her marriage when her husband took control over everything and became excessively jealous if she spoke to other males. During this time, she said she has become very distant from her family, because when she speaks to them about her husband’s behaviour, they do not believe her and tell her he is a good man; she believes this is because her husband sends money to her family to help financially support them. The victim said the situation had become worse since the covid lockdowns, because her husband does not allow her to leave the house; he would go shopping and provide for the family. 

The victim said she had been at home one day the previous week, ‘talking’ to a friend on social media. Her husband returned from work and asked what she was doing. She told him she was talking to a friend and he demanded to check her phone, but she refused. He accused her of having an affair with another man, grabbed her arm violently and started to drag her down the stairs, attempting to push her out of the house. The victim was crying and begging him not to, but he became very aggressive and started pulling her hair, repeating his accusation of her of having an affair. 

The victim said she was very unhappy and had spent the past week plucking up courage to call the police; she was fearful of her husband’s violent behaviour, which had also occurred before. I asked her what she wanted to do now? She said she did not want to continue living with her husband, as she was afraid for her and her children’s safety. She wanted to end the marriage but was afraid of how her family would react, as divorce is frowned upon within their culture. She also had concerns regarding her lack of access to any money and her ability to support her children alone.

I stopped and thought, carefully considering the appropriateness of the different approaches I and other agencies could take to support this vulnerable victim. Clearly, in this case, it was the welfare and safety of the victim and her children that was paramount. 

I considered the options available to secure their safety: could they remain at home, with a guarantee that they would not be harassed by the husband? Could they be taken to the home of family or a friend? Could they return to Afghanistan? Could they be housed in a safe refuge?

The husband’s whereabouts were then unknown; the victim had no local family or friends; and, relocation to Afghanistan was not practicable. After this critical evaluation it seemed clear to me that it was vital to arrange alternative safe accommodation for them as soon as possible, to avoid them from further harm. 

I completed a Public Protection Notice, selecting the option for domestic abuse, harassment, and stalking (DASH): this asks a series of questions based on the relationship between the victim and perpetrator. Once completed, a rationale is required grading the case urgency from low to high. This form is completed each time an officer deals with a person who is vulnerable or at risk. The information is shared with partner agencies, such as social services, child services and the GP, making them aware of the police contact and outcome. When necessary, these agencies will contact the victim to provide further support. The victim was happy for me to complete the questions and to be contacted for this support. 

I also completed a victim support referral, to enable the victim to be contacted by Victim Support, an independent charity providing support for victims of crime. 

I telephoned a partner agency, Women’s Aid, who said they were at maximum capacity and suggested I contact Live Fear Free, which supports victims of domestic abuse, sexual violence and violence against women and are available at all times.  
This was the first time I had contacted this service and was unsure how they could help me. After speaking to them, I was informed they could arrange emergency accommodation, counselling, help and support for victims and arrange to claim benefits and assist them with living independently (Women’s Aid, 2015)(Gov.Wales, n.d.).

All calls made to the service are confidential and information is shared only with other relevant agencies and only with the consent of the victim. I explained what had happened and that I was looking for accommodation for the mother and her family. Live Fear Free informed me that the only suitable accommodation available was in Nottingham. I considered that location to be unsuitable: the children’s schools; the family’s unfamiliarity with Nottingham; the victim having no means of getting there. However, the family’s safety was still my priority, despite these obstacles, and I therefore decided Nottingham had to be the preferred option, so I booked accommodation there. 

The victim said she was willing to provide a police statement only when she had moved to a safe location, as she was terrified of her husband returning home; he had told her he had gone to Manchester to visit relatives. I explained the process of providing a statement and attending court; at first the victim was unsure if she wanted to see her husband in a court room, so I explained the special measures that can be put in place for the benefit of intimidated victims (Psychologists & Expert Witnesses, n.d.)

The victim then seemed more comfortable and began to pack her belongings and get her children ready to leave. My colleague heard a man putting a key in the front door of the house. The victim identified him as her husband and he was arrested for domestic abuse and coercive control and taken into custody. 

As the victim had no means of getting to Nottingham, I contacted Rail to Refuge, which, in partnership with Arriva Trains, helps domestic abuse victims reach their refuge free of charge. I took the victim and family to the train station and spoke to the manager who, after I explained the situation, authorised travel. 

I believe I played a significant role in this incident. I started by building a rapport with the victim in order for her to feel at ease telling me about her experiences at the hands of her husband.  I believe my Asian heritage assisted me, as the victim knew I understood some of the cultural issues of her case. 

I realised that the best way to support the victim and get her and her family to safety was to contact partner agencies that provide support for victims of abuse. I spoke to several refuges before managing to get secure accommodation, though not locally, but about 150 miles away in Nottingham.

Further support was available to transport the victim and her family to Nottingham, free of charge, and I took them to the train station to begin their journey. 

I provided continued support to the victim throughout my interactions with her and her children; I dealt with all her concerns and reassured her about the safety measures that could be put in place for her. 

I submitted a PPN and victim support referral for her to receive ongoing support after my dealings with her. 

I have contacted the victim since her move to Nottingham and she thanked me for the support I gave her and said she has already started living independently. I was happy to hear this and feel satisfied that I have been able to play my part, throughout, in achieving a good outcome for the victim and her family. 

Clearly a continued good outcome will depend on there being no repeat victimisation by the husband. Empirical research (Walby, 2021) contributing to evidence-based policing, has indicated that one of the best ways to avoid repeat victimisation in cases of domestic abuse is to ensure that perpetrators and victims are kept apart. Alternatively, education of perpetrators, with the consent of victims, can on occasions achieve the same outcome.   

Word Count: 1,590











Task 3 
Recognition and confirmation of progress on the Occupational Competency Portfolio (OCP). 
  
 
 
By signing the section below, you are acknowledging your continuing progress on O.C.P.  
This is recognised by the university as work that is fully supporting this module BMPP 6001D; Policing in the Workplace 3 and in signing it will be equivalent to 1000 words towards the 5000 words equivalent total for component 1. 
 
 
 
 
Confirmation of the progress on the Occupational Competency Portfolio (OCP). 
 
I confirm that I am progressing with the Occupational Competency Portfolio (OCP) in accordance to the regulations.  
 
Signed:  _ _S.KHAN_ _ (Learner – electronic signature accepted.) 
 
Date: 22/10/2021






Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, decision making and conducting investigations.

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

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

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

 


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




ANSWER:

This task requires me to explore how criminal activity on the road can be disrupted, the effectiveness of risk assessment in decision making and understanding and applying appropriate interviewing techniques in complex investigations. 

Criminal activity facilitated by the road network can be disrupted in a number of ways, supported by powers granted under the Road Traffic Act 1988.  

Section 163 of the Road Traffic Act states that ‘a person driving a mechanically propelled vehicle on a road must stop the vehicle on being required to do so by a constable in uniform or a traffic officer.’ (Legislation.gov.uk, 1988).

Being able to stop vehicles under this power, gives officers the ability to gather information and intelligence, which can disrupt criminal activity. 

Officers can do this by stopping and searching vehicles, which can result in the discovery of items that have been involved in criminal activity, such as weapons, drugs or stolen goods. Officers can then go on to investigate further and make an arrest if necessary. 

Officers are required to gather information and intelligence and submit the information to the police Intelligence unit, where the information is disseminated to other departments to make them aware and assist in their investigations. 

Technology has assisted the police significantly in disrupting criminal activity on the road and there are a number of systems available to police to detect crime. 

Cardiff Council has over 370 cameras covering Cardiff city. The cameras are owned by the council, but managed by South Wales Police, which provides a constable to work in the camera room monitoring activity. 

There will be occasions where officers in the camera room will call over the radio, asking for the location of a particular camera to be reviewed to see if an incident is taking place and to identify the victim and subject. 

I worked in the camera room and was monitoring cameras in the city centre. I noticed two men loitering, then walking up and down a car park, looking suspiciously into vehicles. I requested officers to attend. They attended and searched the men. From the search they found screwdrivers and bolt cutters. Both men were arrested.

This is one example of how CCTV cameras can help prevent road crime. However there have been many more incidents where CCTV has disrupted road crime and assisted police in an investigation. The very existence of CCTV cameras also will often act as a deterrent to road crime. 

One of the systems used by police forces and law enforcement agencies at local, force, national and regional levels is Automatic Number Plate Recognition (ANPR) (ANPR (2018)).

ANPR is used to detect, deter and disrupt activities such as organised crime, terrorism and assist in police investigations through the road network. 

There are approximately 13,000 ANPR cameras nationally. The cameras read number plates of vehicles passing and store the details for a maximum of 90 days. 

In a policing context, if a vehicle has been involved in criminal activity, a member of staff, who has been authorised to check cameras, can check those which have read a number plate. If the number plate has been read by more than one camera, this will determine the vehicle’s direction of travel, facilitating police investigation. 

Back Office Function (BOF) is a South Wales Police system that is installed in all traffic vehicles. The system ‘pings’ any vehicles that have not been registered or are not taxed with the Driver & Vehicle Licensing Agency (DVLA). 

Any vehicles that have an ANPR marker, will also ‘ping’, so that the traffic officer is made aware and can attempt to stop the vehicle. ANPR markers are placed on vehicles that have intelligence on them or have been involved in criminal activity. 

The BOF systems gives officers instant alerts that a vehicle has been involved in any criminal activity. This is another way officers are able to disrupt crime on the road network. 




There have been occasions when I have applied fast track actions in an investigation. Evaluation of the effectiveness of my decision, and a review of the importance of a risk assessment before making that decision, are often carried out intuitively.  However, that ‘intuition’ is based on established procedures, which have been learned through experience.  

Risk assessment involves analysing the risk and hazards in a given situation, comparing the possible outcomes arising from alternative decisions and so deciding whether or not to implement them.

Dynamic risk assessment is the process of continuously observing and analysing risk and hazards in a changing, or high-risk environment (Martinelli, 2019).
 
Emergency service workers can encounter situations, which can change rapidly, so they have to quickly assess a situation and make a decision. 

I dealt with an emergency call, where a female reported that her neighbour, a man, was behaving violently in a hallway in the block of flats, where they both live. The caller said the male told her he had taken Valium, which he had ordered online. Subsequently he said he had started to feel ‘weird’. 

I attended the call with a colleague. Upon arrival, the man was lying on the floor in a garden area, unresponsive and apparently unable to move. 

The man was conscious and breathing, however he was unable to communicate with anyone verbally or physically. He was visibly sweating and had urinated in his trousers; his eyes looked dazed and he was unresponsive.

I immediately called the ambulance service; the operator stated the paramedic wait time was between 4 to 6 hours, due to the level of calls and that this case was not considered to be a priority. 

I could see the man’s condition was deteriorating; he was in and out of consciousness. I risk assessed the situation, to see what the best option was for me to do. 

I considered leaving the man in his flat alone.  However I was concerned his condition might worsen and this could pose a real risk to his life. I therefore knew this was not an acceptable option to take. 

My second option was leaving him in the company of his female neighbour.  However I was concerned about the risk is that he may behave violently again and that could possibly put her in danger. 

Another option I considered was taking the man to hospital in a police van. I knew this option did not conform with police policy, however I felt it was the best option for the male to be as soon as possible in a location where he was in the hands of qualified medical staff. 

I called my Inspector to provide him with an update and explain my proposed actions; he confirmed he was happy for me to carry them out. The man was taken to hospital and left in the care of hospital staff. 

I believe this was the best decision for me to take, taking in consideration that if the man was left in the flat, accompanied or not, this could have led to further issues and even possibly loss of his life.  Taking him to the hospital myself, put me at ease, by not putting anyone else at risk; but most importantly, the man was left in the care of qualified medical staff, who could put any necessary safeguarding measures in place. 

Risk assessment in decision making is so important working in a job, where you do not know what you are going to be faced with.
  
Risk assessment is key to any emergency services role:
· it allows us to recognise and react to the dangers and hazards that could possibly harm people, including ourselves; 
· it minimises risks that could arise from those hazards;
· it allows us to take action to control those hazards; and, 
· It helps maintain the safety of self, other colleagues and members of the public.

My analysis of how I have applied and understood appropriate interviewing techniques in complex investigations, is assisted by Section 11 of Code C Police and Criminal Evidence Act1989 (PACE), which defines an interview as: ‘…the questioning of a person regarding his involvement, or suspected involvement, in a criminal offence or offences which, by virtue of paragraph 10.1 of Code C, is required to be carried out under caution’ (Home Office, 2020).

One of the most important factors determining interviewing technique is preparation.  
When I have been assigned to investigate a complex crime and interview a suspect, firstly I ensure that I thoroughly read and analysed all the evidence available to me: victim, suspect and witness statements together with any other notes. I also view body-worn camera footage, so I am aware of what has happened and what action has been taken. 

I review the defendant’s arrest record to obtain details and an understanding of the alleged offence for which the person has been arrested. Once I have completed these matters, I will look at the factors required to prove this offence and base my interview questioning around these in order that I can ensure I ask questions, which will help prove or disprove the offence.

Prior to interview I then carefully plan my questions, so I understand the interview techniques I will use.

I follow the PEACE model (College of Policing, 2013), which is broken down into five parts: they are Plan and Prepare; Engage and Explain; Account clarification and challenge; Closure; and Evaluation. I summarise these stages on a pre-planned interview memo card. 

The first part of the model is the plan and preparation stage. During this stage, I start by ensuring the equipment to visually and audio record the interview is working correctly. 

Using my memo card, I start by stating the date, time and location where the interview is taken place and that it is being recorded. I introduce myself, by stating my name, collar number and the police station where I am based; I also ask anyone else present to introduce themself; I ask the suspect to introduce themselves by stating their full name and date of birth.

I then move on to the engage and explain stage, where I follow the PACE requirements, by immediately cautioning the suspect and checking that they understand the caution, by asking them if they do. 

I then go on to the reasons and routines, where I explain the objectives of the interview.  I explain the offence they have been arrested for and the interview objectives. I explain the topics of the interview and anything else which I may feel is relevant.  

I will then go onto the main body of the interview, the account clarification and challenge stage, where I open the questioning. 

The technique I use at first is to conduct the interview by asking open questions: an open question is one that cannot be answered simply with one word, for example, I often start by asking ‘Tell me what happened?’. This gives the suspect an opportunity to give me their version of events. However this account can often be vague, so I will then change tactics by asking closed questions. 

Closed questions, in contrast, are those that can generally be answered very simply and often with just one word, for example, ‘Did you attend the flat?’, ‘Who else was there?’. The reason for me changing the type of questions is to obtain answers which are not open to discussion - they are simply right or wrong, whether truthful or not. I would ask these questions to understand what the suspect is admitting or not admitting: for example, they, may admit to being at a location, however, deny any alleged involvement with an offence. 

I then often use another questioning technique, that of asking probing questions. Answers to such questions provide further details about information the suspect has previously given in answers to my open and closed questions and are useful in finding out more detail. They are often referred to as the 5W-H questions, which are: what; where; when; why; who; and, how.

Towards the end of the interview, I ask further questions aimed at trying to establish the ‘points to prove’. Points to prove are points and actions needed to prove a criminal offence has taken place. For example, for common assault, ‘Do you think your actions caused the victim to fear your use of immediate unlawful physical violence upon them?’. The reason I ask these questions is because of the importance of being able to prove to the satisfaction of a court, that the suspect had committed the actual offence.

Before the closure stage, I ask the suspect if they had consumed any alcohol, drugs or taken any medication that could have given rise to a change in their behaviour.  Asking this question allows me to take into account any level of intoxication, which could have had an impact on the suspect’s behaviour. 

I close the interview by asking all present if they wish to add or clarify anything in the interview. This gives the suspect, in particular, a final opportunity to add anything that has been overlooked. 

The final stage of the PEACE model, after the interview has ended, is the evaluation stage, where I re-examine the information obtained at the interview and make a recommendation on how the matter should be dealt with. 

The most important thing I have learnt when conducting complex interviews is the importance of adhering to PACE, Code C, section 11 to 13, which sets out  detailed guidelines for the conduct of police interviews (Legislation.gov.uk, 2017).

I use the same pre-planned interview memo card format for every interview to help ensure that I have covered all the requirements part of PACE, along with the Equality Act 2010 and Human Rights Act 1998 (Gov.uk, 2010) (Gov.uk, 1998).

Word Count: 2,268
 















Task 5
Personal Study programme / Individual Learning Plan 
 
 
The first learning outcome identified in the accompanying module descriptor (BMPP 6001D) asks that you formulate and implement a personal study programme to further enhance the development of your professional police practice. A template has been added for an ‘Individual Learning Plan’ that you can use for this task.  
 
This task differs from the PDP that you have completed in your previous workbook in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
2500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 5000 words equivalent total for component 2. 

Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 



1. Casefile building, knowing the different forms and documents that are needed. 







2. Knowing the process of interviewing.



3. Understanding solicitor’s disclosure requirements.







4. Understand the new conditional caution.


 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

8









	Low 
1-4

	Med 
5-7 

7
	High 
8-10 
	



1. Need to contact a HUB officer or sergeant in relation to casefile guidance documents. This will help me establish the difference between a guilty and not guilty casefile and the documents needed for each.

2. Research and apply different interview techniques and methods. 

3. Completing a ‘Criminal Procedure and Investigation Act 1996’ training course, which explains disclosure to a solicitor and in court. 


4. Research the new conditional caution, and when and when it can be used. 

	SKILLS 
 



1. Confidence in dealing with irate or violent persons. 




2. Being able to manage and control crime scenes. 




3. Knowledge of support available to vulnerable persons.



4. Taking complex statements. 

 
 
	Low 
1-4 
	Med 
5-7 

6
	High 
8-10 
	Low 
1-4

 
	Med 
5-7 

5
	High 
8-10 
	




1. Volunteer for ‘Cardiff after Dark’ shifts, working in city centre on weekend nights.



2. Examine several crime scenes logs, take notes of required information and apply when I deal with crime scenes.

3. Contact Police Protection Unit, Women’s Aid and other similar organisations, to obtain relevant information.

4. Obtain hints and tips from experienced colleagues and plan  future statements. 





	EXPERIENCE 
 



1. Being able to seize a vehicle in accordance with South Wales Police road traffic policies. 


2. Dealing with sexual offences.








3. Deal with prisoners confidently 
 
 
 
 
 
  
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10

10
	Low 
1-4


	Med 
5-7 

7
	High 
8-10 
	




1. Research Road Traffic Acts and speak to traffic officers in relation to the process.




2. Completing a ‘Sexual Offences First Responder’ course. To become confident, I will ask to shadow a CID officer and clarify some points. 


3. I have agreed with my team to deal with prisoners to help build my confidence. I will have a colleague with me, so I can discuss the process. 
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