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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:

In this essay, I will critically evaluate theories of team dynamics as a means of developing team cohesion; understanding why some teams cannot function, the theories and models relating to team dynamics and ways to improve team cohesion, and to what extent group dynamics are shaped by wider organisational cultural norms. Throughout my evaluation I will consider why inter- personal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. I will also 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. 

Organisational success is reliant upon effective teamwork. The purpose of teams within an organisation is to effectively accomplish tasks that are too complex for an individual to complete merely by themselves. Teamwork is also beneficial in completing tasks that require several different skill sets and areas of expertise (Lumen , n.d.). For an organisation to reap the benefits from effective teamwork, it is beneficial that the team maintain a strong sense of cohesion. “Cohesiveness is the extent to which team members stick together and remain united in the pursuit of a common goal. A team is said to be in a state of cohesion when it’s members possess bonds linking them to one another and to the team as a goal” (Molnau, 2013). An individual who does not feel a sense of cohesion within a team setting, is less likely to participate in “teaming” behaviours; many of which have a positive effect on the team’s work (Salas, et al., 2015). Effective teamwork is a crucial part of modern-day policing; not only teamwork within the organisation, but also effective collaboration and teamwork with partner agencies. The need for effective collaborative working is set out in the college of policing’s competency and values framework (CVF). “We aim to work effectively with colleagues and external partners, mutually sharing our skills, knowledge and insights with each other to achieve the best possible results for all and to reduce solo working” (College of Policing, 2021). 

Team dynamics can be descried as the behavioural and emotional forces that can influence a team’s performance and direction (UK Essays, 2018). There are several different theories and models that explore the concept of team dynamics. Psychologist Bruce Tuckman wrote the paper “Developmental Sequence in Small Groups” in 1965. This model explored the path that teams follow on their way to high performance (Mind Tools, n.d.). Tuckman proposed that there were four general stages of group development; forming, storming, norming and performing (Tuckman, 1965) and in 1977 added the fifth stage of adjourning (Tuckman & Jensen, 1977). The initial stage of forming, explores when the new team forms; during this stage individuals are unsure of their role within the team and how they fit in, which can be the cause of either anxiety or excitement for the individual. The forming stage is where roles and relationships between the team are established and where boundaries and rules are set. The next stage set out in the model is referred to as storming; in this secondary stage, conflict or frictions can arise between members of the team, as team member’s true characteristics and preferred ways of working are revealed, which can ultimately result in team members clashing. This stage can be temperamental in terms of the team’s productivity. In the norming stage of the model, members of the team will begin to resolve any frictions that may have arisen during the storming phase. During this stage the team will start to build a mutual respect for one another’s strengths and what they bring to the team; this is where the team will start to feel a sense of team cohesion. The next stage in the model is referred to as Performing; in this stage the team will have found a cohesive way of working and start to work at its full potential, with focus on hard work and completion of the task at hand. Adjourning is the final stage in the model; this stage is where, either, the project naturally comes to an end or the team is disbanded. Certain members of the team, especially those who like structure and routine and those who have formed close bond relationships, will find this stage difficult (Mind Tools, n.d.). Although Tuckman’s well-established theory is critically renowned, the model focuses on the dynamics of small groups and lays the question whether it can be applied to large scale teams within organisations. Many researchers have also noted that many teams will reach the storming stage of the model and become stuck and rooted within conflict, resulting in the project or task being disbanded before reaching the latter phases of the model. Ultimately, Tuckman’s model can act as a structure in which supervisors and managers of any team, no matter the size or scale, can recognise different stages of progression; identifying conflict and lack of cohesion, and identifying strategies in which to implement to allow their teams to advance into the more progressive stages of norming and performing. 

Another well-known model, which focusses on team dynamics, development and cohesion, is Richard Beckhard’s GRPI Model. This model focuses on four principle aspects; goals, roles, processes and interpersonal relationships (Beckhard, 1972). The first aspect of the model focuses on goals; here the team leader and the team clarify objectives, targets and priorities, making sure all team members have a full understanding. The team also set standards and make sure everyone has the same expectations and are working to precise deadlines. When looking at roles, the team set out clear roles and responsibilities for each team member, ensuring that individual responsibilities coincide with the team’s overall goals. All members of the team are aware of each other’s responsibilities and there is a clear understanding of all boundaries. Processes refer to making sure that procedures are working correctly, which can include collaboration in problem-solving, conflict management and effective decision making. It also focuses on levels of authority and the coordination of workload. Lastly the model explores interpersonal relationships; ensuring that all colleagues are well-respected, there is trust and flexibility between members of the team and that there is frequent feedback being given (Chapman, 2020). The GRPI model can be said to be more reflective of team development within the police service, particularly when examining the “processes” aspect of the model. This aspect specifically explores procedures working correctly; procedures that target problem solving, communication and effective decision making. It also explores clear levels of authority. All of which are vital to effective policing, throughout every department within the service. 

Conflict is explored throughout both Tuckman’s and Beckhard’s models; in Tuckman’s model, conflict it said to become apparent during the storming phase, caused by a number of factors, including lack of agreement and clarity of team purpose (ELN, 2020). Whilst in Beckhard’s model, conflict is examined during the “processes” level. When processes are not understood or adhered to, it can cause frustration within the team and be the cause of interpersonal conflict (Tartell, 2016). Both model’s support the theory, that for any team to become more cohesive and productive, issues of conflict will need to be identified and overcome. Conflict is a common factor in relation to teamwork and team dynamics. Conflict can be split into two basic categories; substantive conflicts and emotional conflicts. “Substantive conflicts can arise over things such as goals, tasks and the allocation of resources… Emotional conflicts arise from things such as jealousy, insecurity, annoyance, envy or personality conflicts” (Lumen , n.d.). Although conflict is mostly looked upon as a negative trait amongst teams; conflict can sometimes make for a healthy working environment, especially when disagreement is encouraged and team members feel safe to do so, this can ultimately spark innovation between members of the team (The Team, Employment Hero, 2021). However, unhealthy conflict can be detrimental to team cohesion and progression and strategies need to be implemented to overcome such conflict. A well-known study by Thomas and Kilmann provides a powerful insight into conflict management. Thomas and Kilmann observed that most people use one of five approaches when resolving interpersonal conflict; they include competing, collaborating, compromising, avoiding and accommodating (Thomas & Kilmann, 1974). The competing approach is where the individual focuses on getting their perspective accepted; the collaborating approach is where individuals come together to develop a mutually beneficial solution; the compromising approach is where individuals reach a consensus that is acceptable to everyone; the avoiding approach is where the individual takes a step back from the conflict and lets the conflict play out and finally the accommodating approach is there individuals accept the perspective of others to call a truce (Mishra & Sengupta, 2021). These approaches are governed by two dimensions, assertiveness and cooperativeness. Individuals may resort to assertiveness when they feel there is a threat to their concerns; whilst others may resort to cooperativeness when they want to cater to other’s concerns (Mishra & Sengupta, 2021). Thomas and Kilmann noted that not any one of these approaches are more useful than the other; each situation should be taken on its own merit, when deciding upon an appropriate approach to take to deal with the conflict. There are a number of different factors that team members and management would need to consider when deciding on the best approach to deal with conflict; these include “The immediacy of the problem… Comfort level with assertiveness and cooperation for the given conflict… Priority on resolving the problem or on a long-term relationship with the opposing party… Position in power hierarchy” (Mishra & Sengupta, 2021). If conflict is managed effectively, it can have major benefits on an organisation; it can reduce costs, increase productivity, help the organisation retain their top performers and also manage risk within the work place (Talent Tools, 2018). 

Organisational culture can be described as “… the collection of values, expectations, and practices that guide and inform the actions of all team members” (Wong, 2021). Within the culture of the organisation members will become accustomed to a number of cultural norms. Norms within an organisation represent regularities in behaviour, allowing members of the team to coordinate their actions. “Organised behaviour is norm-governed behaviour” (Stamper, et al., 2000). It can be said that culture can create its own consciousness within an organisation. Shared values and cultural norms can create an expectation of success within an organisation, in both a professional and personal context; which in turn allows for high levels of trust and shared accountability (Lumen, n.d.). When supervisors and managers promote and engage their employees to recognise and engage with the norms and values within the organisational culture, it helps build, shape and strengthen the overall dynamic within the group. The police service is governed by a number of values, expectations, principles and standards of professional behaviour, which encourage everyone within the organisation to take personal responsibility and exercise professional judgement. The code of ethics set out nine policing principals and ten standards of professional behaviour; accountability, fairness, honesty, integrity, leadership, objectivity, openness, respect and selflessness, are the nine recognised principles within the code. These principles coincide with the standards of professional behaviour which are; honesty and integrity, authority, respect and courtesy, equality and diversity, use of force, orders and instructions, duties and responsibilities, confidentiality, fitness for work, conduct and challenging an reporting improper behaviour (College of Policing , 2014). These principles and standards set the foundation for which the organisation’s culture is built upon. This culture is embedded within everyone throughout the organisation; through their training and subsequent service, however, there have been differing views on the characteristics of policing culture. Robert Reiner describes the characteristics of police culture as “an action-orientated sense of mission, suspicion, machismo, conservatism, isolation, pragmatism and racial prejudice and furthermore placed emphasis on cynicism, danger and solidarity” (Reiner, 2000, as cited in Coombe, 2013). 

Reiner emphasied the idea of solidarity within the police culture. Solidarity, in terms of policing can be described as “the pivotel feature that pervades the police subculture and sustains its integrity” (what-when-how, n.d.). Solidarity within a group dynanmic, can strengthen a team and their bond and build strong inter-personal relationships. However, from a policing perspective, solidarity within a group dynamic can also come with consequences; such as members of the team not adhereing to the policing principles and the standards of professional behaviour. Solidarity can breed a strong sense of loyaty between members of the polie force. Loyalty between officers can be a positive attribute; with officers prioritising their collegues safety when in high risk situations. However, loyalty can also be the reason that officers do not report misconduct amongst their colleagues. This is often referred to as the “blue code” of silence. “These instances are often attributed to the police’s ‘insider culture’ which maintians an impenetrable ‘curtain’ of silence” (Westmarland & Conway, 2020). Officer’s who do not challenge or report misconduct within the organisation, are not adhering to the principals or standards of behaviour.  In turn this can be detrimental to the public’s perception of the police as an organisation. Public perception is a vital to how we police; Robert Peel (1829) noted in his nine policing principles “…To recognize always that the power of the police to fufill their functions and duties is dependent on pubic approval of their existence, actions and behaviour, and on their ability to secure and maintain public respect” (UW Police, n.d.). 

Organisational justice is a key implement to try and eradicate non-conforming behaviour by officers within the organisation. It is important that all personal, working in any dimension within the force, feels that they are shown fairness and respect within the organisation. It has been shown that when supervisors and senior management show fairness and respect to they’re teams; members of the team will go the extra mile, follow work rules, value the public, feel empowered and support ethical policing. “These effects were largely brought about by fair treatment encouraging officers to identify with the organisation and its values, rather than a police subculture” (Quinton, et al., 2015). The models of team dynamics that have been discussed throughout this essay, can be affiliated with organisationsal justice. It is imperative that supervisors and chief officers ensure that processes are being abhered to and that there is fair and equal distribution of work between everyone in each department, to ensure that everyone is working cohesively and for the interest of the organisation and the public. Clear goals must be set; which include force priorites and an understanding that all members of staff have a full understanding of expectations and responsibility.

When positive organisational culture, strong leadership and cohesive team dynamics come together and work in unison; it produces high performace throughtout the entire organisation. However, when these key ingredients are overlooked; it can result in poor employee engagement and leave the organisation vulnerbale and susceptible to scrutiny (Assure, n.d.). 

Word Count: 2,487




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 this essay, I will be reflecting upon a policing incident, whereby I have played a significant role with a victim of crime. I will begin the essay by giving a brief description of the incident; including social and legislative contexts and any relevant cultural, ethnicity and language issues. Secondly, I will critically evaluate the appropriateness of different approaches, by both professionals and the police, in supporting or managing vulnerable people or people at risk of harm. Lastly, I will explore what works in relation to tackling repeat victimisation and repeat offending. 

The incident I will be reflecting upon involves youth violence, whereby, a male youth was attacked by another male youth. Youth violence is an ever-growing regularity for response officers and a major concern for communities. “Youth violence is a significant public health problem that affects thousands of young people each day, and in turn, their families, schools and communities… a traumatic experience that can have lifelong health and social consequences” (Violence Prevention Wales, 2021). The initial report to police was made by the victim’s mother, where she disclosed that her son had been attacked by another boy from school, whilst the victim was walking his girlfriend home. At the time the report was made, the victim was safe and well at home, with both his parents; ultimately resulting in the threat, risk and harm being mitigated, therefore the call was graded as a priority response. My involvement in the incident, initially begun by attending the victim’s address and collating information to understand the circumstances of the incident. I understood that, whilst walking with his girlfriend, the victim was approached by the offender and two other youths. The offender confronted the victim and subsequently grabbed the victim by his throat and forcefully took him to the floor, resulting in the victim sustaining minor bruising to his ribs; which was verified by doctors at the hospital. 

The criminal justice procedure can be a daunting experience for any victim, especially for those who possess certain characteristics that make them vulnerable. At the time of the offence, my victim was under the age of 17, which classified him as a vulnerable person. A vulnerable person is defined under section 16 of the youth justice and criminal evidence act 1999, as any person who is under the age of 17, with a ‘mental disorder’, with a significant impairment of intelligence and social functioning or with a physical disability or physical disorder (Bryant & Bryant, 2019). With vulnerable witnesses it is imperative that the police and other agencies guide, support and manage the victim throughout the process. As my victim was deemed vulnerable, he was entitled to participate in the achieve best evidence process; this process allows the victim to be ABE interviewed by a specially trained officer. An ABE interview is an interview that is visually recorded, the interview consists of four main phases; establishing rapport, initiating and supporting a free narrative account, questioning and closure (Smith, et al., 2011). In all cases, when interviewing victim’s, an investigator’s objective is to attain the best possible ‘evidence in chief’; this is also a key objective with ABE interviews, but the process also comes with other advantages, such as gaining the child’s account as soon as possible without a time delay between the incident and the interview, to ensure accuracy of evidence. It also helps support the child’s well-being, by avoiding the child having to re-tell their story and being further traumatised as a result (Bunting, et al., 2015). 

The ABE process also develops a partnership between the police, the criminal justice service and the witness care unit, to help support the victim through court proceedings, by ways of special measures. “Special measures are a series of provisions that help vulnerable and intimidated witnesses give their best evidence in court and help to relieve some of the stress associated with giving evidence” (CPS, 2021). In a court setting these can include, giving evidence behind a screen, use of intermediaries or evidence through a live TV link. These measures can be used individually or in combination with each other, in order for the victim to have the best possible opportunity to provide high-quality evidence (Bryant & Bryant, 2019). The offender was well known to my victim, as they attended school together, and the victim was evidently frightened of any possible repercussions making the complaint would have. On this basis, the victim, his parents and I decided it would be beneficial to proceed with the achieve best evidence process, so that any special measures could be considered and utilised, should the incident be bought to trial. 

Having identified the need to initiate the ABE process with my victim, it was also beneficial to consider the long-term support that would need to be implemented by partner organisations, for both my victim, the offender and their families. My offender was also under the age of 17 at the time of the incident, so it was imperative that we considered his vulnerabilities, the reasoning behind his behaviour and any assertive outreach support that could be offered to his family. To ensure that all relevant agencies were aware of the incident and to take the initial steps in offering appropriate support to both parties, I knew the best course of action was to submit a public protection notification report (PPN) for both my victim and the offender. “Officers who attend incidents complete a public protection notification document (PPN) which summarises the vulnerabilities of victims. This notice goes to the force public protection unit (PPU) which uses the information to assess the risk” (HMIC, 2015). Within the body of the PPN, I detailed the circumstances of the incident, the strengths and protective factors, any risk of harm and relevant history between the pair, the impact on the victim, how the children feel and their wishes, all actions taken by myself and any intervention and/or support I feel would be valuable. The information detailed within the report, was then sent to the safeguarding hub, who disseminated the information to the relevant agencies. PPN’s are a great tool in ensuring effective multi-agency working and protecting those most vulnerable and at risk of harm. 

Once all investigative enquiries were completed and following a voluntary PACE compliant interview, it was decided to refer the offender to the youth offending service (YOS). “There is a YOS in every local authority in Wales and England set up with the intention of reducing the risk of young people offending and re-offending, and to provide counsel and rehabilitation to those who do offend” (Newport City Council, 2021). The youth offending service work with young offenders and their families and offer several crime prevention programmes, to mitigate the risk of the youth re-offending in the future. In relation to my offender, he was offered a youth restorative disposal in the form of a community resolution. This disposal was agreed upon by both the offender and his family, the victim and his family and the youth offending service. 

This was not the first incident reported to police; the young male had fallen victim to the offender previously, however, there were no interventions put in place during the last incident and there was no further action taken against the offender, on the grounds that there was a lack of evidence. As both incidents happened within a twelve-month period, my victim was classified as a repeat victim. “Repeat victimisation is defined as being a victim of the same type of crime more than once in the last 12 months” (Home Office, 2011). Repeat victimisation is a nationwide issue for all police forces; it is imperative that each force develop strategies to tackle repeat victimisation. Bridgeman and Hobbs write that the police should focus on five key issues when developing a strategy to confront repeat victimisation; “Develop a high level commitment… Develop a planned and managed response to victims, taking into account the resources available and victim needs… Ensure the plan can work in practise… Develop a training programme for staff… Develop a strategy for keeping the public informed” (Brigeman & Hobbs, 1997). When looking to construct a framework to act as a structure within the police forces strategic response, to both repeat victimisation and re-offending, police forces should utilise the routine activity theory. Routine activity theory suggests that… “a crime occurs when the following three elements come together in any given space and time; an accessible target, the absence of capable guardians and the presence of a motivated offender” (NSW Goverment , 2011). Routine activity theory will help forces to identify applicable measures to put in place to affect at least one of these elements, in order to prevent a crime from happening. 
To conclude and upon reflection, I feel I dealt with the incident appropriately and effectively. I correctly identified the characteristics that made my victim vulnerable. Through this initial assessment, I was able to initiate the appropriate processes put in place by both the police and other professionals to help my victim through the criminal justice procedure; including use of specially trained ABE officers and consideration of special measures. I provided reports to other agencies, on behalf of both my victim and offender, to ensure that long term safeguarding was put in place and that the relevant support was offered to the subjects and their families; the submission of this report made for effective multi-agency working between the police, social services, housing and the educational establishment. I utilised the programmes offered by the youth offending service; focussing on crime prevention and the use of a community resolution. I feel this process was far more effective than a criminal sanction, as it focused more on preventing the youth from reoffending and did not criminalise the young man. I feel I dealt with the incident efficiently and effectively; ensuring the best possible outcomes for both my victim and the offender.  

Word Count- 1,646









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:  
 



Date: 20/10/2021 






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:

In this assignment, I will firstly critically explore how criminal activity facilitated by the road network can be disrupted. Secondly, I will consider how I have applied appropriate fast track actions in an investigation and evaluate the effectiveness of my decision making; I will also review the importance of risk assessment in decision making. Lastly, I will analyse how I have applied and understood appropriate interviewing techniques in a complex investigation. 

The road network in the UK plays a major role in ensuring economic growth; with eighty percent of domestic freight in the UK being transported by road. Where the road network plays a crucial role in the economy; it is also a tool used by groups and individuals to facilitate the most serious of crimes. These crimes include the illegal trafficking of both people and drugs and helps facilitate county lines, smuggling and cargo theft, burglary and crimes of violence (Department for Transport, 2020). These crime trends are associated with the most serious and organised criminals in society. The College of Policing identified several tactics to help disrupt serious and organised criminals; these tactics are explored and described in the college of policing’s document “Disrupting Serious and Organised Criminals- Menu of Tactics”. The document identifies six areas of a criminal’s lifestyle which will support their opportunity to commit crime; these areas are business, crime, travel, vehicle, behaviour and lifestyle. The menu was constructed to help anyone looking to disrupt criminals and explores a number of tactics relating to vehicles and travel (The College of Policing , n.d.). ANPR is a tactic that is detailed in the document; in helping disrupt vehicles in facilitating crime. 

Automatic number plate recognition (ANPR) was firstly introduced in the 1980’s in Northern Ireland, to assist counter terrorism units. ANPR devices read number plates via cameras using optical character recognition software. When the device scans the vehicle registration, it then checks them against information stored in several databases; one of these databases being the Police National Computer (PNC) (Dorset Police, n.d.). When a match is made against PNC, an alert is then sent to the officer monitoring the system; the alert will detail what information the police hold on the vehicle and why it is the subject of interest. The monitoring officer can then make an informed decision in relation to the response required, whether that be immediate interception or an intelligence report; demonstrating that ANPR can be used in both reactive and proactive investigations. ANPR has been a poignant tool in the disruption of crime associated with county lines. Cheshire Constabulary identified that gangs were moving out of deprived areas of Liverpool and transporting drugs to estates in North Wales; where, subsequently, drugs were being sold out of local safehouses and the money being taken back home in the evening. Using ANPR technology, combined with the use of mobile phone data; the force was able to identify specific vehicles that were being used to facilitate the transportation. The ANPR data was also able to identify travel patterns being taken by the identified vehicles; allowing officers to identify ideal places to intercept the vehicles and which containment options were best suited for the officers to stop multiple vehicles and prevent dangerous pursuits (Police Professional, 2017). Police forces throughout the UK have seen reductions in crime, since the implementation of ANPR cameras in their areas. Nottinghamshire police force saw a thirty six percent reduction in burglaries during the first year of the cameras being installed; with a further reduction of forty one percent between 2014 and 2015 (MAV , 2021). 

With many organised criminals using major roads throughout the strategic road network in England and Wales; it is vital that bordering forces work together to help disrupt criminality. Road manager Matt Hine said “… Working with neighbouring forces and other partners is vitally important, these criminal networks often span wide areas and borders” (Essex Police , 2020). In September 2020 an amalgamation of forces, including the Met, Surrey, Kent, Hertfordshire, Thames Valley, Hampshire, City of London and the British Transport Police, ran an operation to disrupt drug gangs who were using the main roads and motorways throughout London. This joint working approach led to 230 arrests being made between the three days of the operation and the seizure of drugs, weapons and vehicles (Essex Police , 2020). Effective partnership working between forces, relies heavily on the sharing of intelligence; this is also true of the effectiveness of ANPR cameras in disrupting criminality, as the vehicle registration is checked against PNC which documents intelligence reports held on that vehicle. Therefore, if police forces throughout the UK are to effectively disrupt or undermine criminal activity on the road network, the dissemination of good quality and developed intelligence is crucial. All forces should employ the use of the national intelligence model (NIM) to act as a business framework to provide a structure to process information and turn it into intelligence. The model generates intelligence to act on; Setting strategic direction, making decisions through the gathering of information, allocating resources, developing tactical plans and tasking and co ordinating activity (Keningale, 2020). The NIM facilitates the sharing of information between police forces, governmental and non-governmental agencies and operates at three different levels; Level One- Area Command (Localised crime and problems), Level Two- Force Level (Cross border crime and criminals) and Level Three- National and International (Serious and Organised Crime). “It reduces barriers to effectiveness by producing standardised processes and language to create a co-operative environment” (Environment Agency, 2017). Combining the implementation and installation of ANPR cameras, with effective multi force working, with reliable and developed intelligence at the core, will help forces disrupt criminality facilitated by the road network. 

Fast track actions, in terms of a criminal investigation, are defined as “… any investigative actions which, if pursued immediately, are likely to establish important facts, preserve evidence or lead to the early resolution of the investigation” (College of Policing, 2021). A failure to identify these actions during the initial investigation can subsequently lead to a delay in preserving, protecting and gathering material, which in turn can cause crucial evidence to be lost or contaminated. Response officers are usually the first units to arrive at the scene of a crime or incident; therefore, hold responsibility to identify the necessary fast track actions needed to be completed or tasked. 

During my time on response, I have used several fast actions to preserve evidence and assist in progressing an investigation. When there is an allegation of sexual assault from a victim, fast track actions are vital to ensure evidence is preserved. With cases of sexual assault, fast track actions need to be identified as soon as possible, as there is usually a material time frame in which best evidence is collected. During one such incident, I was tasked by my sergeant to attend an address of a male, who had been named as the suspect in a rape allegation. The victim disclosed to the operator that the rape had occurred only two hours prior to her reporting it to police and that it had taken place at the suspects home address. Before attending the address, I contacted the dedicated sexual offense liaison officer (SOLO), who was currently with the victim and taking an initial account. The SOLO officer informed me that the alleged rape had taken place after the suspect and the victim had arranged to meet on the mobile phone app Tinder; the SOLO officer also informed me that the victim had disclosed that the rape had taken place in the suspect’s bedroom and that the victim was able to give a description of the duvet cover that was on the bed where the alleged rape had taken place. On attendance at the address, my colleagues and I were met by the suspect at the front door. I informed the suspect that he was under arrest on suspicion of rape and proceeded to place him in handcuffs. With the information I had received from the SOLO officer; in relation to the circumstances leading up to the alleged incident, I knew that it would be vital to find the suspects phone; as the victim disclosed that they had spoken on Tinder, prior to the assault. I proceeded to search the suspect under Section 32 of the Police and Criminal Evidence Act (1984) (Legislation.gov.uk, 2021); where I located a mobile phone in the trouser pocket. I then proceeded to seize the phone and place it in an evidence bag; writing and documenting the required information onto the evidence bag, to ensure continuity of the exhibit. “In order to effectively ensure the continuity of evidence an investigator will need to be able to demonstrate the following: Who seized/ produced the item…Where the item was found… Where the item was seized/ produced… The time and date that the item was seized… Where the item was placed after it was seized…. A witness statement will need to be completed” (Intellectual Property Office, n.d.). Knowing that it can be incredibly difficult for Digital Technicians to gain access to mobile phones; I asked the suspect if he was willing to tell me his pin number to the phone, which he obliged; I then wrote the pin number on the description section of the evidence bag. I knew that this would ultimately stop any delay in gaining access to the appropriate data on the phone and securing evidence whilst the suspect was still in custody. The suspect was then placed in the rear cage of the convoy. Before conveying the suspect to custody; my colleagues and I then entered the property where the suspect was located and proceeded to search the bedroom; again using Section 32 of the Police and Criminal Evidence Act (1984) (Legislation.gov.uk, 2021). On entry to the bedroom, there were no immediate signs of a struggle, however, the duvet cover, matching that of the cover described by the victim was on the bed. Also next to the bed was a towel, which appeared to have semen on it. I then continued to seize both the duvet cover and bed sheets, along with the towel located at the side of the bed and placed them in an appropriate evidence bag. “Preserve the bedding, or any other object on which the rape took place and send it to the crime lab for analysis. The contact between the victim and the perpetrator may have resulted in the transfer of physical evidence in the form of semen, blood, hairs, skin fibres or other trace evidence, which will prove vital in identifying the assailant and/or prosecuting the case” (Jetmore, 2006). Consideration was given to setting up a scene guard and seizing the bed, however, at the time the detective sergeant did not think it was necessary or proportionate, given the information at hand. Whilst at the custody unit with the suspect; I continued to apply a few fast track actions. Once the suspect had been processed by the custody sergeant; I requested that he be placed in a ‘dry cell’, until a time when we were able to take hand swabs from him. This would ensure that the suspect would not have access to any source of water inside of the cell; this is done in order to preserve any forensic evidence that could be lost before commencing with the hand swab procedure. When the suspect was placed inside the cell, I then provided him with suitable clothing from the custody officer and seized all his clothes and underwear. Once all items of clothing were placed securely in evidence bags, I then continued to swab the suspects hands. If the hand swab procedure is conducted within a timely manner after the time of the incident; there is scope to recover body fluids, cellular material, lubricant and other visible trace evidence. Hand swabs are routinely more effective if the incident has occurred within two days of the swab being taken; such was the case with this particular incident (Stark, 2016). All evidence seized by myself was then handed over to the investigating officer from the Criminal Investigations Department; following this I entered a pocket notebook entry, detailing the information of the officer I was handing the evidence bags over too, along with the date and time. Fewer than one in sixty rape cases reported by the police resulted in a suspect being charged in the past year in England and Wales; this amplifies that it is imperative that all fast track actions are taken in a timely manner to ensure the collection of best evidence, which ultimately lead to successful prosecutions of offenders (Barr & Topping, 2021). I feel that my decision making, together with the actions I took during this incident, were not only necessary and proportionate, but also highly effective in my pursuit to collect best evidence. Every action taken and decision made at a scene of a crime or an incident, comes with a certain level of risk. It is vital that all officers comply with the National Decision-Making Model, when deciding upon what actions to take; this will help the officer decide if the actions are both necessary and proportionate given the circumstances and fall in line with force procedures and policies. 

Investigation is key in all aspects of policing. “Interviewing victims, witnesses and suspects is central to the success of an investigation and the highest standards need to be upheld” (College of Policing, 2020). During an interview with a suspect; accused of stalking and harassing his ex-wife over a serious of months, it was important that I collated as much information during the interview, using all appropriate techniques and interviewing models. A key framework that the police follow when interviewing suspects, victims and witnesses is the PEACE model. The PEACE model is made up of five phases “Planning and Preparation, Engage and Explain, Account Clarification and Challenge, Closure and Evaluation” (College of Policing, 2020). Officers should follow each phase in the set chronological order, to ensure a structured and organised interview. For this occurrence, I had decided to bring the suspect in as a Voluntary Attendee. As part of my planning and preparation phase; I made sure to pick a time and date that was suitable for the male and his solicitor. For me to also identify if the male had other needs, I also asked a him a serious of questions in order to fully risk assess the male and how the interview would best be conducted. The solicitor was also emailed a copy of the MG06A form, documenting evidence that I was willing to disclose prior to the interview commencing. While preparing my interview plan; based on victim accounts and CCTV evidence, I also made note of all previous incidents between the suspect and the victim and noted that, as a result of one such incident, the victim had a restraining order put in place against the offender. My thoughts behind noting this information on my interview plan, was the possibility to introduce it as Bad Character Evidence during my interview. “Bad character is evidence of, or a disposition towards, misconduct on the part of the defendant, rather than evidence relating to the facts in issue” (College of Policing, 2020). Throughout the interview, I noticed that the suspect made a serious of comments and allegations against the victim, which I perceived as an attack against her character; there was also no evidence to corroborate these character attacks. I then used this as a gateway to introduce my bad character evidence and show that the suspect had propensity to commit the offence in question, based on previous allegations and convictions. 

It is important, that as interviewers, we continue to develop our skills and techniques in order to ensue that all interviews are conducted professionally and are of the highest quality. “Interviews that are conducted professionally and quality assured realise several benefits… direct an investigation and gather material, which in turn can lead to a prosecution or release of an innocent person… support the prosecution case, thereby saving time, money and resources… increase public confidence in the police service, particularly with witnesses and victims of crimes who come into direct contact with the police” (College of Policing, 2020).   
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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. 
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To keep consulting the PNLD with all current legislation and any changes to offence wording. To ensure to fully research and understand new legislation; this area of development has been magnified with the changes to the public health legislation in relation to Covid-19 and the enforcement procedures. Re-visit legislation in relation to volume crime and make sure that I have a fully rounded understanding of the wording and points to prove.

With the initiation of the RSPO department in Gwent Police; the need for response officers to attend incidents involving vehicles and road crime has reduced. However, it is vital that I continue to develop my knowledge of the Road Traffic Act and am familiar with legislation. My experience in roadside procedures, such as using the breath kit, is extremely limited and something that I need to gain more experience in. This could be developed through an attachment with the road policing unit. 

[bookmark: _GoBack]With new guidance being released in relation to case files and the disclosure procedure, it is vital that as an officer I have the required knowledge to complete a case file with the appropriate disclosure forms and descriptions. I still need to develop my understanding of the MG6 series and what information needs to be redacted. I will need to continue to seek guidance from the evidential support team and attend developmental training in this area, supplied by the Sergeant of the case file team.
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1. Use of force and communication tactics
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Handcuffing procedures are used daily and something that I am extremely comfortable with. However, with the return of the night-time economy, I feel I need to revisit my OST training in relation to use of force tactics, such as strikes and take downs, and make sure I can use these tactics as safely as possible. I also need to make sure I am developing my ability to use tactical communications to diffuse volatile situations.  

Development is needed in assessing crime scenes and identifying best ways in which to cordon the scene; deciding upon the appropriate perimeter. Attendance at more major incidents, to gain experience in setting up a common approach path. Further development in implementing scene guard paperwork; for continuity purposes. 

First aid is not a skill we use daily. Development is needed in being able to asses wounds and decide on what action to take; in relation to whether pressure is required and how to bandage. Continual development in the CPR procedure and the use of defibrator; making sure that all variations of CPR are known in relation to different age categories.  
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1. Decision making 
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Response officers make a variety of decisions every day. My confidence in my ability to make decisions is still something that needs to be developed; which will ultimately come with experience of dealing with a variety of different incidents. Development is needed in being able to risk assess situations and make the best decision. This will also be developed using the NDM in all situations.  


Developing my experience working with multiple agencies in relation to vulnerable people. Developing experience in identifying vulnerability factors and being able to communicate with other agencies and make relevant referrals.
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