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The purpose of this workbook is to enable learners to demonstrate and provide evidence of how they meet the learning outcomes set by the College of Policing, for the BSc programme. Essentially, you are being asked to outline your experiential learning based upon your theoretical understanding in a range of operational situations. 

· Wellbeing and Resilience
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· Policing the roads
· Information and Intelligence

You may wish to use the same incidents as you’ve outlined in the Occupational Competence Portfolio. 
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· not write information that enables any individual to be identified indirectly through the description you provide. This includes references to names, colleagues, places (including hospitals, schools, town, villages, streets) specific incidents which were high profile and could be identified due to past publicity, other professionals or any other personal information including medical or other conditions;
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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:

Policing in South Wales poses many challenges. Whilst the force is made up of countless teams throughout numerous departments; each team is striving towards one distinct goal. If one team does not function effectively; it creates a domino effect whereby the organisation will develop issues and impact the everyday job in policing. New recruits start their careers on response and this is where issues first arise. 

Due to the nature of the calls that response officers attend, it’s fundamental that each team member is coherent with one another and a strong level of trust is bestowed into each member. However in recent years, the team dynamics that once existed within each team has been split apart with new members. This change in team dynamics in each team has been broken down into a model which is often referred to as TUCKMANS Model. TUCKMAN (Last, 2021) created a 5 stage model in 1965 which breaks down stages in group development. The model covers the issues and challenges that emerge upon a new group being created and the stages the group must go through in order to become successful. I believe that this model accurately depicts group dynamics from a personal experience having recently moved teams. This team that I have joined has also received a number of other new members.

The first stage as depicted by TUCKMAN (1965) is known as ‘forming’. During the first month the latest members joined, there was initially confusion amongst the team. The new members were unsure of their roles and were cautious in their approaches as they were in unfamiliar situations and had recently gained full independent status. This led to disagreements between team members and created a barrier between the old members and the newest members. This was not supported by receiving a new Sergeant. This resulted in a lack of leadership which further added to the team frustrations. This resulted in the longer severing members of the team taking up the leadership role during the sergeant’s absence and creating friction between members. 

This leads onto the second stage which is often referred to as storming. This is “where the group starts to sort itself out and gain each other’s trust. This stage often starts when they voice their opinions and, as a result of this, a conflict may arise between team members as power and status are assigned.” As stated by Tuckman. At this stage, the team has started to work together and are expecting a standard from each other. For example, one member who is the most experienced expects each new officer to come onto shift, be enthusiastic and not afraid to get stuck in. This member has a masculinity mentality when it comes to the police role which is often the stereotypical view of police officers. This can be supported by KIELY and PEEK (2002) who suggests the historical mentality of police officers tends to be of the masculine mentality. This is suggestive of a pre-existing organisational culture within the police. These are the behaviour, attitudes and unwritten rules that form an organisation. As previously mentioned, certain members of the group believe that all members should have the same attitudes and beliefs as the organisation. However, the newest members are still learning these and are not as advanced as the other members.


This experienced team member expects all team members to support each other through thick and thin and be part of a pack mentality. However, the newest team member is of an educational background whereby they had not been in confrontational situations. These two team members of different mentality and experience have been paired up together and attended a call whereby the situation became hostile and resulted in the officers needing to get hands on with the aggressive subject. However, whilst the experienced member had no issues in getting involved to stop the situation from escalating; the newest member was hesitant and didn’t get involved until the subject was controlled and no longer a risk. This then created tension amongst the team members and a lack of trust.  

However, as a team we identified the issues and openly talked about it. The new team discussed that each member has different life experiences and individual interests but ultimately we are working together for the organisation. This led to an understanding of the team needs and has allowed planning to address this issue. The members recognised the needs of the group as a whole and the individual needs which needed to be addressed to reach the group goals. 

This stage of Tuckman’s model is referred to as the norming stage. Due to the group sitting down and engaging with one another, individuals have identified areas for improvement and have actively sought for feedback on how to improve. The newest members have spoken to each member and explained that they had not been in many confrontational situations and have asked for feedback and encouragement in these situations. They have also volunteered for the calls where there is a chance of escalation and confrontation.  This allowed the trust levels within the team to increase. This has also coincided with the return of the Sergeant on a full time basis. Since the return of the leader figure to the group, this has allowed the progress of the group to be managed and targets to be met. The newest members have gained a sense of togetherness within the group. 

Whilst this has been important to the change in team dynamic, it’s not the only action the team has taken to improve the bonding with all members. Due to the team being made up of different members from a range of ages, social backgrounds and having different interests; there is little common shared interest in activities aside from policing. As such, the group have met up and attended an activity centre for the day. Whilst here, the group have undertaken in team buildings activities and have learned to further trust one another. This has had a fundamental benefit on the team and allowed all members to grow and form a functioning team. Each member has their opinions valued and appreciated and members give constructive support and feedback to further help the team. 

There are still the occasional clash between members. One model that can be used on a personal level between members is the CUDSA model. As described by Volunteer Ireland (undated), this model is split into five stages. During the first stage, the behaviour of an individual is challenged. For example, when dealing with a domestic assault where the subject was arrested; the new team member did not have full control of the subject prior to arrest. This caused them to become confrontational. However, after the incident I talked to them and asked them about the incident. I then asked them to understand the point I was attempting to make and the benefit it might have for next time. They explained that they had not dealt with many confrontational situations and were still learning. I told them I understood that as we had all been in their situation. We then talked about how we would work to improve the situation by openly volunteering for the confrontational calls and cooperated with each other to improve. We agreed that this was the best means forward and after every incident we would sit down and discuss on what went well and what we could improve on for next time. This meant that we understood the situation and worked together to improve it. 

This has allowed the group dynamic to shift significantly onto Tuckman’s fourth stage; which is the performing stage. As stated by Tuckman (1965), the group is “motivated and knowledgeable. The team members are now competent, autonomous and able to handle the decision-making process without supervision.” This suggests at this stage the group is working and making decisions independently and does not often require the use of the supervisor to help guide the group. The dynamic of the group allows all members to work co-efficiently with one another and there are no issues between the members. This has played a significant role in the way in which members have dealt with incidents as they know they have the support from each member, regardless of their service and backgrounds. 

This leads onto the fifth and final stage of Tuckman’s model which is known as the adjourning stage. In this stage, the team has complete the project and debrief on the successes they have had and the improvements they can make for future projects. Whilst this fruitful period allows great success within the team and all members are supportive; as stated previously the only constant in policing is change. As the team grows and spends time together, each person also has individual goals that they set themselves and will often join a different team. This is also the same for the sergeant in charge. With each new sergeant having a different leadership style which can impact on the group dynamic. A prime example of this would be moving from a transactional leader to a situational leader. As stated Isla Campbell and Jenny Kodz (2011), a transactional leader is one whom “rely heavily on rewards and punishment and ‘management-by-exception’ (taking action only when there are deviations from expected behaviours and/or service delivery)”. This is in contrast to a situational leader who “modify their behaviours to suit the context”. Whilst both styles have their benefit, a constant change in leadership can negatively impact on the team dynamic’s. Each team member then takes the learnings from the team with them on their future careers as the team dynamic shifts back to the Forming stage and the restart of Tuckman’s model again. 

Another model which can be used in adjacent with Tuckman’s model is the Lencioni model of the ‘Dysfunctions of a Team’ (Last, 2021). Lencioni outlines the common problems team’s experience. The first and most important problem is the lack of trust in a team. Due to the lack of trust within a team, other members are highly unlikely to take risks for one another or ask for support, leading to a group of individuals as opposed to a team of people. This is also supported by Tuckman’s storming stage whereby members identify themselves as individuals and not as a team. The team does not support each other and this can be further evidenced when certain individuals on the shift do not offer support to other team members with their work. This is further supported by Lencioni who labels another dysfunction as a lack of commitment. Lencioni (2002) suggests “team members do not commit to doing the work, do not follow through on decisions or tasks, do not meet deadlines, and let their teammates down, and ultimately affecting the success of the whole project”.

Whilst the Tuckman model is used to accurately outline how team dynamics can change over time and the important stages a team goes through on the way to success; Lencioni breaks this down. Lencioni goes on to suggest that one of the key areas to improving team dynamics is the work of trust. Lencioni suggests that unless each team member supports and fully trust each other than a team will not be able to be successful. It suggests that once all the members have trust in each other then they will be able to work successfully. 


Each officer must also work within the Code of Ethics. Officers must follow the Code as it “is supportive, positive, everyday decision-making framework and is a constant reinforcement of the values and standards that policing is proud of. It’s intended to encourage personal responsibility and the exercise of professional judgement; empowering everyone in policing to ensure they always do the right thing” as stated by the College of Policing (2014). This suggests that each officer must feel comfortable in their role and they should challenge other officers if their behaviour does not meet the code of ethics which officers swore to follow. This is also a key part of Tuckman’s model and each officer must be honest on their opinion for the group to work successfully. 

Historically, members of the public have joined the police have considered it to be a career and often spending time on the same tea. However, often police officers are encouraged to pursue different paths and move careers. An example of this would be a member of the team had to leave and join the neighbourhood policing team in order for them to develop; due to their wishes to become a sergeant. The organisation is also suffering with low officer numbers due to a number of factors including low recruitment levels and large groups of retirement. This has added increased pressure onto shifts due to the lack of experience and knowledge. 

Whilst on response, it’s also a greatly stressful role and officer’s morale is often low. Hertfordshire Constabulary conducted a recent survey where 59% of those polled would not advocate joining the police (North, 2021). There are many factors for this but from a personal experience, I believe that this is due to the current organisational pressures being placed onto response. In South Wales Police, currently response numbers are at a low level. As stated by The House of Commons, the Total police officer strength in the United Kingdom increased year on year between 2003, when there were 155,000 officers, and 2010, when there were just over 171,600. Since this peak, the number of police officers fell each year up until 2018. Numbers have since risen and, at 31 March 2021, there were around 160,000 police officers operating within the United Kingdom. However whilst South Wales Police saw the largest rise of 5.4% in regards to number of officers, they still have the lowest number of 237 police officers per 100,000 population. All of these figures are from The House of Commons.

When arriving onto shift, officers are faced with a number of outstanding calls to answer, prisoner watches at the hospital and prisoners to deal with. The hub is a relatively new department which has been set up to deal with people arrested b7y response officers. The aim of the Hub is to deal with the investigation and relieve the pressure on response. However, the Hub will only take prisoners once all the actions have been completed and is often very understaffed. This has resulted in response being left with all actions to do as they cannot refuse these. The hub will only have the interview to conduct and work with two officers dealing to complete the paperwork but if they cannot accept the prisoner; response officers will have to keep them.  Only one response officer is allocated to complete all the outstanding actions. This is before each officer has their own personal workload to manage and file building to do. Often, response officers feel as if they’re at the bottom of the barrel and are forgotten about by the organisation. A survey conducted by the Police Federation in 2017 in  which a quarter of police officers responded to, showed almost three quarters (72%) were unhappy with their pay, the highest level since the survey began.

At this point, it’s when officers can unfortunately let their standards of policing drop and simple mistakes can be made. When attending calls, officers could forget simple ‘Golden Hour principles’ whereby they do not allow all the evidence to be collected (Investigative Process, 2013). This could result in key evidence being missed as well as policies not being correctly implemented. The public could lose trust in officers for making these mistakes which further impacts on not just the team dynamic, but adds pressure to the organisation when there is already great pressures due to the current political climate. 

All these factors add pressure to the team’s dynamics and thus lead to officers often looking to specialise in different roles. The current turn-around is high with new members joining every couple of months. This results in the ‘Tuckman’s model’ restarting after only a short period and the experience that the team could have benefited from has left. If this trend is to continue, team conflict will become more prominent and will end up decreasing the standard of policing. Members will be conflicted and will not support and develop in their role. However, if the current recruitment rate was to continue then each department will have enough numbers to work effectively. Whilst this would mean short-term issues; long-term would benefit the force greatly. 

Word count – 2739












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:

In South Wales, we work and live in an ethnically diverse community. Police officers engage with individuals from a range of backgrounds that are ever-increasing and changing. It is vital the police are aware of the communities that they work in and aware of all the needs in the community. Each individuals needs should be approached with optimism and openness each time. I shall reflect on a personal experience within my policing career and use the Gibbs Reflective Cycle to aid this. 

The Gibbs Reflective Cycle is split into six stages as stated by the University of Edinburgh (2020). The first stage is the Description stage. On route, little information had been passed except the victim being in hysterics. I considered all the potential reasons for this. I had to find out who was also present and the places people involved could be or could have gone to if they were not present. 

Upon attendance, there was a language barrier between myself and the victim which led onto the second stage of the cycle; the Feelings stage. During this, personal feelings could impact on my attendance and efficiency. I was on the phone to language line who were acting as a translator before the call was terminated and I had to re-start the call. I remained professional and polite at the time as the victim was in a state of shock. I could see the victim had red marks on her arm consistent with scratching and bruising where the offence of actual bodily harm had been committed. Actual bodily harm as stated under section 47 of the Offences against the Persons Act 1861 is “A person is guilty of an offence if he intentionally or recklessly uses unlawful force on another, thereby occasioning him actual bodily harm”. (Offences against the Person Act 1861, n.d.). 


I considered the ‘Golden Hour’ principles so all evidence was collated. The Golden Hour principle is the “period immediately after an offence has been committed, when material is readily available in high volumes to the police” by the College of Policing (2014). It is supported by the Core Investigate Doctrine (2012) which stated “Positive action in the period immediately following the report of a crime minimises the attrition of material and maximises the chance of securing the material that will be admissible in court. 

With the victim in hysterics; I offered reassurances and arranged a statement with language line. The victim resided with the suspect and the next key stage was to establish safeguarding for the victim as they had no family locally. The victim was conveyed to the station for a statement whilst I contacted social services. I arranged with Woman’s Aid to provide emergency accommodation. A High Risk public protection notification was submitted. The public protection notification (PPN) is a set of questions answered voluntarily by the victim. As stated by South Wales Police, a PPN is an “information sharing document which allows officers to record safeguarding concerns when identified”. This can then be passed to domestic abuse officers who can provide safeguarding to the victim and an emergency response can be set up for the address.

However, whilst the police arrange safeguarding and submit paperwork through a public protection notification with the DASH questions, by the time this information is assessed and shared to relevant parties; a significant time has passed. DASH questions as stated by SafeLives (2014) is used to “give a consistent and simple tool for practitioners who work with adult victims of domestic abuse in order to help them identify those who are at high risk of harm and whose cases should be referred to a Marac meeting”. The advantage this has it allows police, social services, NHS to use the same framework to assess and value victims and their risks. This allows each to work together to support victim’s and prevent any victims being wrongfully exposed.

Another issue officers deal with is victims of crime’s suffering with mental health. Often police respond to people suffering with mental health issues whereby the subject is not receiving the help they require from outside agencies. This is creating a drain on police resources as often officers are spending hours with the subjects trying to get them help from the NHS or mental health services. I for example attended a call to the same Polish victim a weeks later. As a result of being a victim to crime, she was suffering with her mental health. Whilst she was receiving help from social services, she was not getting the help from health services. 

Police officers training in relation to mental health is very limited and options they have to help are limited. The options available to me were to contact the crisis team, speak to the out-of-hours GP or attend the local hospital to get a mental health assessment. Due to the language barrier, this created a delay in the process and it was agreed to attend the hospital. This was time consuming and resulted in myself being at the hospital trying to get a victim of crime help whereas this should have already been provided by the doctors and health service. 

After all this had been completed, it lead me onto the next stage of Gibbs Cycle which is the evaluation stage. Whilst I dealt with the initial call to the victim promptly, there is still room for improvement. Whilst the information of the incident had been shared to outside agencies, I could have suggested use of an IDVA to help safeguard the victim further. The main purpose of independent domestic violence advisors (IDVA) is to address the safety of victims at high risk of harm from intimate partners, ex-partners or family members to secure their safety and the safety of their children (Save Lives, 2014). I could have also at the time asked how the victim’s current mental state was affected and encouraged her to seek help sooner. With the aid of an IDVA and support for her mental health, this would have had a significant impact on the victim and provided them with support as to not feeling alone. I also suggested to the victim that she should ask for a Clare’s Law on the subject. 
Clare’s law has two main functions. These are “right to ask which this enables someone to ask the police about a partner’s previous history of domestic violence or violent acts. A precedent for such a scheme exists with the Child Sex Offender Disclosure Scheme; and the right to know. This is when police can proactively disclose information in prescribed circumstances” as stated by The Home Office, 2013. The victim in this case was actively made aware of this new scheme which allows her to access potential partners’ violent domestic history. This scheme being actively encouraged throughout South Wales. The goal is to allow more people to become aware of the risks they are exposing themselves too along with reducing their chances of suffering repeat victimisation. By victims finding out the history of any potential partner, it can stop them from forming a relationship and suffering more abuse. 
Whilst I believe that is important to educate and support victims; it is also just important to work with offenders to reduce re-offending. In 2021 the Probation Service in Wales released a 3 year plan to help prevent reoffending upon release from prison. They state “strengthen supervision of people on probation, engage them in rehabilitative activity and improve the support they get to resettle in the community. Effective supervision and robust monitoring to manage risk and protect the public are essential to reducing reoffending. We will expand electronic monitoring and sobriety tags, as well as working with the police. People who leave prison with strong foundations in place to make a success of their lives are less likely to reoffend – a stable home, a steady job, and good health free from substance misuse.” This suggests that the probation service has recognised that it is just as important to work with offenders upon release as working whilst they are in prisons. The problem with this however it the service is often underfunded and offenders stop attending meetings and there is often no consequence of this. 
I believe that to effectively reduce domestic abuse, it is important to both work with the victims to safe guard them but; also educate offenders of their behaviour. From the first report offenders should be educated through courses and management methods of their behaviour and educated on the impact they have on the victims. They should also look to introduce some form of repercussion of an offender missed out on classes or on poor behaviour. I appreciate that this new method from the probation service is only one year old and the results will not be known on its effectiveness for some time.
Whilst is it good to evaluate performance, it is also important to analyse performance which is the fourth stage of Gibbs cycle. Whilst I felt that my overall performance provided the victim with support; I could have done things differently. For example, I initially took too long to make contact with language line and when on the phone to them; did not ask the relevant questions. This resulted in an hour long phone call being disconnected and having to start again. Whilst I could have improved; I felt that my safeguarding of the victim was a strong part to the incident. I helped to address safeguarding concerns quickly and provide the victim with a number of different support agencies. I was able to use past experiences’ at similar incidents to influence my dynamic risk assessment. 
The final stages of Gibbs Reflective Cycle are the conclusion and action plan stage. Whilst I stated above I needed to be more time aware and ask relevant questions, I most put this into action and learn from this experience. I shall look to improve my knowledge around legislation and local options in the surrounding area for safeguarding as this is specific and measurable to my current role. 
Policing in South Wales comes with a number of challenges and individuals with different needs. However, policing does not just end with dealing with the initial call. Safeguarding is just as important as the call and it is of vital importance to protect the victim. Using the safeguarding training that officer’s now have, they need to look to provide any available services to the victim and actively encourage them to speak to the agencies available to them. 

Word Count - 1749





























[bookmark: _GoBack]



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:  _ _ _ _ _ _ _ _ _ _ _ _ _ _ (Learner – electronic signature accepted.) 
 
Date: 31/10/2021 






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:

Policing in Wales brings with it a number of challenges both practically and geographically. Whilst working in South Wales, there is an ever growing population and expanding culture with the local communities. Social changes have also allowed access between people to change significantly and are now able to interact more easily than ever before. There is an historic culture issue of deprivation and economic instability within the local community which has placed many people at risk and made them vulnerable. An example of this would be in the South Wales area which has historically relied heavily on mining and with the closures of the mines in the 1980’s, families and communities were left jobless by the industrial transformation. As stated by the GSI Report (2017), a key lesson learned since the closure of the mines is that mining should be “replaced with a new manufacturing activity”. This however did not happen and many communities were left with an economic gap and are still feeling the effects to this day. South Wales Police (undated) stated that ‘A person is vulnerable if, as a result of their situation or circumstances, they are unable to take care of or protect themselves from harm or exploitation.’ As such, it is vitally important that police adapt and change to help the vulnerable and aim to work effectively. With the number of officers cut in the last decade, police officers are now having to work more efficiently with the number of resources available and greatly improve the engagement with the community who can significantly aid in the detection of vulnerable persons and crimes; along with working with multi-agencies to get those in need the help they deserve and require. Since 2010, 23,500 police staff jobs have been lost in England and Wales which includes more than 7,000 cuts to Police Community Support Officer roles (PCSOs). In one police force, Norfolk, PCSO numbers have fallen by 100 per cent after the Conservative Police and Crime Commissioner cut all posts as outlined by the GMB Union (2019). 

In the last decade, criminals have drastically changed their behaviour and routine. As social media’s influence on society has grown, the way in which criminals have conducted their behaviour has changed significantly. Criminals are now often using social media to influence younger persons. An example would be an organised crime group exploiting county lines. County lines as described by the National Crime Agency (undated) as “gangs and organised criminal networks involved in exporting illegal drugs into one or more importing areas, using dedicated mobile phone lines or other form of “deal line”. They are likely to exploit children and vulnerable adults to move [and store] the drugs and money and they will often use coercion, intimidation, violence (including sexual violence) and weapons”.

In county lines, these organised groups are targeting vulnerable persons and use the new modern road networks to transport either drugs or vulnerable people to different location. Here, they then use the vulnerable as a means to distribute their products. Whilst evidence is currently limited, there is current notion that these gangs target children as they are more likely to avoid police detection and are less likely to realise they are victims of abuse. (Moving Drugs and Cash Along County Lines - What we know about the Exploitation of Children and Young People by Criminal Gangs and Networks, 2017). However, the crime groups have adapted and changed their stereotypical behaviours. This means of crime heavily resolves around the use of the road network. Due to criminals adapting their behaviour, the police have also had to rapidly adapt to this. This has been empathised by Her Majesty's Inspectorate of Constabulary and Fire & Rescue Service (2020) who state police need to adopt “Proactive, intelligence-led activity that denies criminals the use of the road network is vital in combatting all types of crime”. 

One example of this is the increased use of ANPR (Automatic number plate recognition) cameras along busy arterial routes and locations. By using these cameras, it can allow movements of cars to be monitored. With the aid of police intelligence, cars can have markers for drugs placed onto them and their movements can be monitored. These markers show if the car has intelligence for its use in county line or markers on the person who has previous criminal history or intelligence for being involved in the concern and supply of drugs. For example, in South Wales; particularly the Swansea area there is current influence of gangs from the England. In 2021, five men from the London area were charged in Court after using a fifteen year old autistic boy to traffic drugs from London to Swansea for the ‘Gino Line’. This gang as highlighted by Wales Online have received over 40 years imprisonment for this (Lewis, 2021). 

Vehicles of interest using ANPR and police intelligence can then monitor vehicles travelling between the two and learn the behaviour of these gangs. These vehicles can then be stopped on the days in which the vehicle is believed to be carrying drugs. This method works on the basis of evidence-based policing and has proven to be a successful method previously. Evidence-based policing as stated by Sherman (1998) is “the use of the best available research on the outcomes of police work to implement guidelines and evaluate agencies, units, and officers. It uses the best evidence to shape the best practice.” This suggests to the reader that police should historically interpret previous incidents and locations and use the available resources to target these areas. An example would be an area where there is more anti-social behaviour such as graffiti would benefit more with high-visibility patrols as a deterrent for people as well as showing reassurance to the community. However, organised crimes are becoming aware of this method of policing and are adapting to this by changing the routes taken regularly, changing vehicles and changing the mode of transport. 

Another method adopted by police is the use of multi-agency organisations to assist. Due to the recent reduction in officer’s numbers as well as budgets, it is promoting the use of different agencies to assist policing on the front-line but also reduce the overall demand on policing. A prime example would be during a Police and Communities Together (PACT) meeting, a problem of off-road bikers is pointed out by local residents. During the meeting where different leaders of the community are present; a plan is devised on how to eradicate the problem. This could include the use of extra CCTV (through the council) and educating in schools about the risks of off-roading. This is a local example of police working with local agencies. This can also be done on a larger multi-force level. A prime example of this is South Wales Police working alongside the National Crime Agency to target County Lines operations. By sharing information and resources, both can work collectively to target organised crime groups. These organisations work alongside both Gwent Police and Dyfed-Powys to form TARIAN. This group share resources with each other to help target organised crime across South Wales (Tarian, undated). A successful operation was recently run by the group where by five people were arrested, approximately £100,000 in cash was seized as well as over 55KG of Cannabis from a number of warrants. These warrants took place across the whole of South Wales and combined the use of officers from all three southern forces (South Wales Police, 2021). Without the sharing of information and resources; this successful operation would not have taken place. 

It is not just organised gangs on a national level where the use of road networks need to be disrupted, but also on a local level. An example of this would be after a recent incident has taken place whereby the suspect has immediately left the scene. On this occasion, an incident had occurred at a property whereby there had been an allegation of an assault and rape taking place. As such, the Golden Hour principle was to be utilised along with the Fast Track actions. As stated by The College of Policing 2021, it is “any investigative actions which, if pursued immediately, are likely to establish important facts, preserve evidence or lead to the early resolution of the investigation” 

As the first officer on scene, I had to consider a number of factors; including predominately the Golden Hour principle of evidence gathering. As such, due to the recent attack that had happened; evidence of this would need to be gathered as soon as possible whilst it was readily available. I firstly considered that the scene of the attack would need to be preserved for any evidence and I notified both Crime Scene Investigation and Criminal Investigation Department of the incident so that they were aware. I had to consider the use of any potential access routes that may have been used by the suspect so these would need to be considered. As the officer on scene who had first walked into the property, I needed to make sure that this same route would be the only route in for any relevant party who also attended in order to preserve evidence and prevent any cross-contamination. I also set up a crime scene log and used a log book to track and control who entered the scene, the timings they were present and the timings they left. This was done to maintain the integrity of the scene (Crime Scene Strategy, 2021). I was also conducting a dynamic risk assessment. A dynamic risk assessment allows me to gather information and formulate plans and strategies from it. It is used when there is a rapidly evolving situation where information and risk is changing with all new information (What is a dynamic risk assessment? | NCRQ, n.d.). Due to the nature of the incident, information was constantly altering the plan and risk involved. The main priorities were evidence and the safety of the victim. 

I also had to consider the risk that the victim was currently in as they were vulnerable and had sustained injuries. Whilst these injuries were not life threatening, they required immediate medical treatment. It was then agreed that myself and my colleague would stay with the victim and get the injuries treated. Another member of the team would be in charge of the scene and took possession of the scene log book. However, as I was passing all the information to the sergeant on shift, the victim stated that the suspect had left the location around 5 minutes prior to police arrival in a vehicle and passed the vehicle registration. Due to this information, the dynamic risk assessment changed as there was potential for evidence to be seized from the subject. As a name and direction of travel being provided, I then called for an operation to take place whereby the area would be flooded by any available units. The reasoning behind this was to allow for the suspect to be stopped whilst any available evidence would be present. This would prevent the suspect from leaving the area and destroying evidence by having a shower and destroying any clothing that he used. I had to consider that myself and my colleague on the scene would not be able to assist in the search. I had to consider the current risk of the victim and the potential for any cross-contamination that would greatly affect the case and would impact significantly on the potential outcome. 

By calling for the operation in the area, I asked for the observations to be placed around the City for any sightings of the vehicle and asked for any traffic officers in the area to help assist with the enquiries. I also asked for the car registration to be tracked for a short period of time so that any activations on the ANPR cameras would be registered and the movements of the vehicles could be tracked in order to stop the vehicle and the suspect. Once the vehicle was stopped, the suspect was arrested and taken into custody. Whilst here, they had swabs taken of their hands and all of their clothing was seized. This was done in order for any evidence such as the victim’s blood or victim’s DNA to be recovered to be taken from the suspect. Once the victim had been medically treated, it was vital in order to obtain a statement of the incident in order for the interviewing and investigation to take place.

Whilst evidence gathering is a crucial part of the investigation, the interview of the suspect can also play a vital role and can often lead to proving or disproving cases. Interviews range in their complexity due to the nature of different crimes in which are investigated by police. The techniques used by officers can also vary and the suspects’ behaviour greatly influences the direction the interview takes. An example of this would be a harassment case that I have previously investigated. 

During this, it had been alleged that the suspect was attending the victim’s place of work, sitting in the car park waiting for them to finish before following behind the victim. It had also been alleged that the suspect had been attending to the victim’s home address and would sit outside in his car. The suspect in this case had no reason to be at either of these locations. Due to these allegations, I had to consider the evidence the victim had of this taking place according to Police and Criminal Evidence Act 1984 as it would either be used to help with the prosecution of the suspect or allow the person to be freed as there was no evidence of the offence. I did however receive the evidence in the form of CCTV showing the vehicle registered to the suspect parked outside both the victim’s house and place of work. I had to consider this as key evidence of the offence taking place when conducting the interview. 

Prior to the interview, I set out a structure that I was going to follow which would cover all of the points to prove of the offence as well as the various witness statements along with the victim’s. I considered the significance of the CCTV footage and decided to keep this footage until the end of the interview. As such, I proceeded to ask the suspect a number of questions whereby I used the victim’s statement to outline the suspect being present at their house without showing the CCTV footage. The suspect stated that he was not at the location at the time and stated they had an alibi. 

Something else to consider during interviews is the use of Special measures. Special Warnings were introduced by the Criminal Justice and Public Order Act 1994 sections 36 and 37 as well as PACE 1984. This states “a suspect interviewed at a police station or authorised place of detention after arrest fails or refuses to answer certain questions, or to answer satisfactorily, after due warning, a court or jury may draw such inferences”. This suggests to reader that the subject is being giving a final opportunity to explain their presence in particular location. For the incident I have attended, during the interview I have used a special measure on the subject to explain their vehicle being at the location. I had already confirmed during the interview what car the suspect drove and he stated the registration index during the interview. As such, I asked for them to state why they were at the location at the given times’ to which they could not provide any answer to.

Policing in South Wales brings with it many challenges and considerations with each day differing from the last. From dealing with organised crime, groups targeting vulnerable individuals and changing their methods; to dealing with rapes and complex interviews. Officers need to have a wide depth of knowledge in all aspects of policing and consider the main use of the Golden Hour principle to obtain any evidence. Certain methods of policing are proven to be a success, such as the mentioned ANPR cameras that road police officers targeting gangs. Whilst the social culture changes and adapts; policing will need to adapt and change in order to not fall behind criminals and work to target vulnerable groups. This needs to be aided with the help of multi-agency workers with the aim of moving to a proactive method of policing instead of the current reactive. 
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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. 
 
2500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 5000 words equivalent total for component 2. 
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	
	REQUIRED
	RATING
	DEVELOPMENT NEED

	KNOWLEDGE



Knowledge surrounding policing police and criminal laws








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

9
	Low
1-4
	Med
5-7

7
	High
8-10
	Required 9
Rating 7

Knowledge of not only laws but policies and procedures is of vital importance. It is necessary to know what offence you are dealing with and the different point to prove to aid in the investigation to prove the offence. As such, it is important to know this to make sure the Golden Hour principle is followed at every incident and evidence will be gathered.

Without this, evidence will be lost. It is important that I am aware of the force police in relation to this as well as maintaining a high level of trust from the victim and offering support to them at the time. Without the support from the victim, it creates complications throughout the investigation and can lead to a loss in public trust. At current, I believe I have a good level of knowledge when it comes to legislation but due to not interacting with certain laws often; sometimes I am reliant on researching the correct offence and all the points to prove. An example of this would be when it comes to Fraud offences as there is a large variety of them.

To help with improving, I shall be adopting the SMART Principle.

To make it Specific, I will look to study laws that I am unfamiliar with and do not use as often. These are the laws I often forget about.
To make it measurable, I will ask my colleague’s to test me on these laws and the points to prove and see how I improve from set to set.
To make it attainable, I know that I will not be able to learn every law but will aim to learn a section at a time such as the laws relating to fraud.
To make it relevant, I will look to prioritise laws that are dealt with by response and laws that is possible I shall deal with.
To do this, I shall set a time-frame over improving over a 6 set period as this is a realistic time-frame to improve on fraud laws by learning these in-between shifts.

	SKILLS


Skill in taking victim’s statements and including as much detail as possible.








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

8/9
	Low
1-4
	Med
5-7

7
	High
8-10
	Required 8/9
Rating 7

Skills including statement taking, interview techniques and case file’s can always be improved. Each statement that is taken should be precise and detailed and follow through the process of ADVOKATE and the ABC’s of descriptions on order to give accurate accounts.  I believe that I can improve on my statements however and to do this will follow the SMART principle.

To make it Specific, I shall look to improve the quality of my statements and make sure to use ADVOKATE to describe the situation clearly and when describing a person use the ABC of descriptions.
To make it measurable, I shall ask for feedback from my peers and my Sergeant. They will be able to give points of improvement and offer feedback.
To make it attainable, I shall volunteer to assist in taking statements for my colleagues. Statements are often taken on number of times a set and I shall look to do as many as practicable during a set.
To make it relevant, I shall look to include as much detail relating to the incident and make sure the victim statement covers all of the points to prove.
The final stage is to set a time-frame for improvement. I believe setting a realistic goal of improving other a four set period is achievable and attainable.

Another skill that I am looking to develop are practical skills such as method of entry and stinger training. These are tools that are often not found on many response shifts and there are calls requiring these on the radio daily. I am in the process of booking onto these course’s in order to provide these skills to my other team members when they need them.

	EXPERIENCE

Experience will include dealing with unfamiliar situations that I do not feel as-comfortable dealing with.















	Low
1-4
	Med
5-7

6
	High
8-10
	Low
1-4
	Med
5-7
	High
8-10

9
	Required 9
Rating 6

I personally believe that all officers who join the job should stay and work in a response role for at least the first five years of joining. This is because on response you deal with the greatest variety of offences and criminals and learn quickly about them and how to deal with them as such. I believe that at current, response shift’s is suffering significantly as officers are leaving for different role’s and are not able to pass on their experience’s to fellow officers.
For example, on my current shift I am the second most experienced officer on my shift but have only been out of training for 12 months. I am yet to complete a response driving course or a Taser course. This mean’s the shift that I am working on is currently very inexperienced with officers often having to ask questions to different officers or departments in order to assist with them. I believe that this is an issue not just on my shift, but across the whole force and is a result of a number of factors over the years.

I have only rated my current experience as a 6 when the required level is much higher due to my lack of time on shift but I believe this is an area that I can improve on. To help with this, I shall use the SMART principle.

To make it specific, I shall look to improve on incidents that I have not dealt with as often. My confidence on these will be lower so I shall look to improve on this.
To make it measurable, I will be able to test my confidence when dealing with unfamiliar situations. As I grow in confidence, I will become more experienced on how to deal with the situation successfully and could learn additional skills.
To make it attainable, I will speak with my Sergeant and volunteer for the calls that I am unfamiliar with and less-experienced at dealing with. I shall ask them to send me to these incidents as to improve my experience.
To make it measurable however will come from my confidence in relation to the incident and feedback from my Sergeant. I shall look to speak to them and explain how I felt dealing with the incident and any improvement I can make for next time.
To measure it over a time-frame will be slightly trickier due to being reliant on the incidents to happen. There could be long periods between these similar incidents. However, I believe a period of three months will be sufficient to improve my experience.
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