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Task 1

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

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

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

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

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




ANSWER:

Teams can be affected by their dynamics, cultural norms and inter-personal conflict, which is what this essay will be dissecting. The two models which will be evaluated are Transformation and Transactional, as these models appear to dominate the leadership style in the police service (Bass B, 1985). A consideration of how the team dynamics in the police service can fail to conform with professional standards will be provided, along with an explanation of inter-personal conflict.

A team is comprised of individuals that work cooperatively that have similar objectives to accomplish shared goals. The individuals that assemble a functioning team unconsciously think alike (Peralta et al, 2018). Honey (2001) has developed a model indicating 5 potential roles a team member aligns to. Firstly, each team needs a Leader. As a Leader their role is prioritise jobs, manage realistic timelines and set targets. An effective Leader should encourage their team to development their skillset and maintain their focus and enthusiasm. The second role is that of the Challenger. Their role is the ability to identify issues and create effective solutions. They are driven by improving results and seek to implement new ideas. The third role is the Worker. They are the individual amongst the team that encourage progress and encourages other members to contribute to the task at hand. The Worker is pro-active towards practical tasks and are oriented to meet the target. The fourth role is the Thinker. This role is more logical when approaching problems. The Thinker will analyse the task to determine the best solution to improve or complete it. And finally, the Helper. This individual reconciles tensions and promotes harmony by actively listening to suggestions and remaining calm. Their aim is to retain a positive environment amongst the team (Honey, 2001).



Before delving into how a team can be affected, it is important to have a understanding of what team dynamic and team cohesion are. Team dynamic is defined by Chang (1995) as the behavioural relationships and psychological processes within the team. To break it down, it is determined by how the individuals in the team can interact, communicate and unite. Their performance unconsciously influences the dynamic, albeit be positive or negative (Levi, 2015). The importance of having a positive dynamic means the team members will be open to communication to converse on issues and solutions, conflict resolution to be comfortable to discuss issues, and alignment that each member understands their role and development direction of the project (Hiriyappa, 2013). Team cohesion is present when all members are united and remain in that state. Cohesion in this sense does not relate to the actual performance, but rather than the inter-personal connection. It observes how the members participate together and remain motivated to achieve the common goal (Salas et al, 2015).


The first model, Transformational, was introduced by Burns (1978) in his book Leadership. A leader who adopts this approach is defined as an inspirational leader that focus on the needs of the team members to create positive changes. Bass and Riggio (2006) explain that the model is not limited to a particular sector and can be utilised in any setting. This is due to the leader being versatile in their approach to how they motivate and inspire. Transformational leader accepts that not every concept is effective and encourages change to increase productivity and improve morale. In such, a successful leader of this model becomes a role model for their team members as they strive to adopt the leaders’ approach and attitude (Stanford-Blair and Gesner, 2019). A Transformational leader upholds the skill set to set clear goals, reciprocate respect, team build, encourage development and actively works to change the system if it fails (Tourish, 2016). Research into the Transformational model shows that the leadership style has positive outcomes, as well as encountering negatives aspects. Under this leadership style teams have shown to maintain their motivation and work ethic and delivering improved end results. This is achieved from the first stage of setting goals. With the team members being given a clear vision and direction they are expected to work to, it allows for the goals to be fulfilled (Stanford-Blair and Gesner, 2019). When team members feel valued and supported it increases their loyalty, leading to their desire to pursue challenges to improve their professional growth, which ultimately benefits the job (Shelton, 2012).
In regards to negatives of the leadership style, research in to the model discuss that there is a large emphasis on communication. The model is only successful if communication remains open and continuous. The leaders need to be able to provide continual feedback to individuals on their work and hold team meetings to maintain morale. This can present challenges because it is not practical for a large team. Leaders can struggle to manage their responsibilities whilst maintaining a constant communication line (Tourish, 2016). The Transformational model poses a risk of turnaround of staff due to professional pressures. Team members can start to feel overwhelmed to develop their skill set and meet deadlines. If no work balance is developed there is an increase that members of the team will begin to feel overworked in an attempt to please and meet the needs of the leader (Burns, 1978).


A leader who uses the second model, Transactional, focuses on their relationship with the team members as an exchange. This model differs from Transformational because the motivation is derived from a reward and punishment structure, is requires the team members to be self-motivating. A Transactional leader intends to maintain consistency through regular social exchanges (Arenas, 2019). Fundamentally it works on an agreement that if the team member delivers on an expectation, then the leader will reward them for the achievement. That being said, the leader reviews their teams performance, and if a member is under performing they will be met with a corrective action, ‘punishment’. As explained by Northouse (2019) the corrective action is means of the organisations reprimand procedures. An advantage of a Transactional leader is that short-term goals are achieved at a faster pace because of the reward system. By introducing the reward and punishment system, the leader has less responsibility to motivate their team because it will be completed on an individual level to achieve the reward (Humphrey, 2014). Transactional leadership style is clear in regard to the chain of command and is viewed as a form of micromanaging. This in itself is an advantage because the team members are aware of their specific role and what is expected from them, thus, eliminating duplication. Within the style there is a risk of dissatisfaction amongst the employees. When the leader identifies a failure, they become narrow sighted towards disciplinary action and do not offer consideration to impacting factors. This can leave the team members feeling displeased with their management and under-valued (Northouse, 2019). The process that the leaders undertake do not include the welfare of the team member, and instead attends the transaction. Demirtas and Karaca (2020) explain that the leader has a desire for profitability, productivity and success, and that the transaction of rewards and punishment becomes mundane. The leader begins to neglect the welfare of the team members, leaving the teams morale to decline.
 
Ultimately, both models intend to improve team dynamic, which in force would affect the team’s cohesion. A team’s cohesiveness is not identified until the following opportunities arise, team conflict is resolved in a timely manner, individuals become accountable for their work and accept they are collectively part of a team, and trust in the chain of command to manage effectively. Transformational leaders in-state cohesiveness by empowering members of the team to undertake new responsibilities. However, to counteract the negative, which was previously mentioned, the leader can impose celebrating successes as a team. By recognising each accomplishment and applying it to how it have impacted the teams goals will give the team member a sense of worth and improve the teams trust in eachother (Chiniara and Bentein, 2018). Transactional leaders impose cohesiveness by structuring goals for everyone to understand their role and responsibility. Within the structure is the reward system, which encourages team members to work together to achieve the organisations goals. However, if training was introduced for those who are not performing as expected it will support them to feel more confident in their ability. Having more confidence within the team improves productivity, efficiency of tasks and promotes interaction between members (Salas et al, 2015).


Inter-personal conflict is a natural outcome of interaction and is common in the workplace between two or more people. It is derived from the different personalities and opinions of the team members when approaching problem-solving issues. Hocker and Wilmot (2017) describe inter-personal conflict to be healthy and productive because it enables team members to work through their skills. Inter-personal conflict can occur for many reasons, however the main identified reasons are personality clashes, lack of trust in team members, varying interests and incompatible goals (Kolt and Donohue, 1992). When conflict arises, the CUDSA model can be adopted to be constructive rather than destructive on performance and mitigate escalation. The model asks the users to ‘Confront the conflict’ by acknowledging the conflict and aspiring for a resolution. The users need to ‘Understand each other’s positions’ by clearly stating standpoints and actively listening to each other’s positions. This phase supports the user to understand if there is a real issue or a misunderstanding. The third stage is ‘Defining the problem’. The users need to be able to accept that movement of positions on all sides is required without becoming reactive. The last two stages are interlinked. The user’s need to ‘Seek a solution’ that is co-operatively sought through compromises and mutually ‘Agree action to resolve’ through implementing the best solution (Levi, 2015).

Research by Heil et al (2000) outlines that organisational culture impacts team dynamics. They explained that leaders influence the team members response, which is dictated by how the leaders style allows them to. The above is no different when referring to the police service, regardless of its professionalism. One example would be institutional racism. Macpherson of Cluny (1999) released a report identifying that discrimination and bias is prevalent in the police service. As a result, there had been national policies and procedures introduced to abolish racism within the police service. However, fast forward to the present day and racism still appears. Stop and search figures released by the Home Office (2022) report that black people are disproportionally stopped compared to white people. It is arguable that new recruits can be impressionable due to their lack of experience and follow the lead of longer serving officers and their leaders. If their leader or mentor has discriminatory or prejudice opinions, the new recruit may be susceptible of being unconsciously influenced (Rowe, 2013). Thus, the organisational justice of abiding the Code of Ethics and following policies will not be correctly adhered to.

To conclude, it is clear that a leader has a significant role within a team, and their chosen style and adapted organisational norms are what influences the teams dynamics moving forward. There is not a leadership style that fits all, and it is dependent on the leader to select a leadership style that suits their approach (Chang, 1995). The team members are required to adapt to their leader and are not involved in electing a style. However, the team members are required to own their responsibility when it comes to inter-personal conflict. A leader is expected to support their team members to resolve a problem, but the team members must take accountability and not rely on their leader to answer (Kolt and Donohue, 1992). Organisational culture is created within the organisation from the norms the employees adapt to. In itself it is not paperwork, but it is the attitude of employees towards the organisation’s justices (Heil et al, 2000). A team leader is required to be mindful that their leadership style and their persona does not negatively affect the team dynamic. Team members are influenced by their leaders, and in effect creates an organisational culture. An unhealthy culture can be damaging on the organisational and subsequently can lead to legislations, policies and procedures not been adhered to correctly (Rowe, 2013). Evidently, a suitable leader needs to be able to recognise how impactful their presence and response is to their team members.

Word count: 2052






















Task 2

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

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

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

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

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

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





ANSWER:

This essay will be concentrating on vulnerability, and the multi-agency approach to manage the victims risk of harm. Alongside an introduction to the incident which will be explored, an explanation of the social context will be given to provide a statistical understanding of the offence, and a legislative description to apprehend the offence committed. To support the reflective element when discussing the incident, Bortons (1970) model of reflection will be utilised. The model works in three stages, being ‘What’, ‘So what’ and ‘Now what’. The first stage is self-awareness of the incident, followed by the second stage of evaluating what actions were taken. The final stage ‘Now what’ asks the reflector to consider if there were consequences to their actions and if there were alternative options available. The essay will end by exploring how repeat victimisation is tackled and how evidence-based policing is utilised. 

Before beginning the essay, the term vulnerability needs to be understood to understand what is being discussed. There is no agreed upon definition of vulnerability due to its broad term. All organisations will uphold their own threshold for assessing vulnerability, which ultimately will differ from others. According to the Government, vulnerability is defined by someone in need of special care, support or protection due to their age or disability (Gov.Uk, 2022). As for a vulnerability in a policing context, the mnemonic THRIVE is adopted to identify vulnerabilities. THRIVE stands for, threat, harm, risk, investigation, vulnerability and engagement. College of Policing (2021) explain that the basis of using THRIVE is a result of a person not being able to protect themselves or others from exploitation, or unable to care for themselves due to their circumstances. What makes someone vulnerable? Whilst adopting THRIVE, a person’s situation is explored. For example, in a policing context, age and disability does not automatically deem a person vulnerable if they have appropriate support in place to ensure their care needs are met and protection of access from perpetrators (Brown, 2021). If a child has a guardian that is fulfilling their needs and is safeguarding them, then their susceptibility of becoming a victim is low. However, on the other hand, if a child does not have a reasonable guardian applying protective measures, then their circumstances can leave them vulnerable.  

For the first stage of the reflective model, the incident involves an offence of Arson. To give a brief summary of the incident, a report was made that a fire had been deliberately started in a wood summer house, which was located next to a wooden fence that adjoined on to other gardens. The victim explained that their partner was intoxicated and was intentionally disruptive towards them, which caused an argument. The offender reacted by entering the summerhouse in the rear garden, and using fire lighters lite a fire on the sofa bed. The offender then left the property without alerting the victim or emergency services regarding the fire. Fortunately, the fire remained contained and did not spread to other properties. Due to the victim and offender being in a relationship, the incident was classified as domestic related. 

According to South Wales Fire and Rescue Service (no date) they have recognised from their reports that there has been an increase of arson attacks and domestic violence. The National Fire Chiefs Council (2019) released data for the year ending 2018 and revealed that 50.5% of fires attended in the United Kingdom were classified as Arson. In Wales, there were 6371 fires deliberately started in 2018. However, it could be argued that these figures are not accurate as not all fires are reported to the appropriate services. In regards to culture, language and ethnicity, no issues arised as the suspect did not confirm to a religion and spoke English. Although, if any of the above did present an issue, I would have dealt with them appropriately. 

Although the incident was domestic related, the offence itself is Arson. There is no criminal offence which incorporates domestic violence and Arson. However, the domestic element provides a necessity of arrest under the Police and Criminal Evidence Act 1984. In the instance of the incident, the necessity for arrest was for a prompt and effective investigation and to prevent further damage. If the victim did not support police action, a victim-less prosecution could be sought, as line with Gwent Police positive action policy on domestic related incidents (Gwent Police, 2022). Arson is covered by Section 1(3) of the Criminal Damage Act 1971, that a person who damages or destroy property by fire commits the offence of Arson. As described by Bouquard (2004), Arson is deliberately setting fire to another person’s property with intentions of causing damage.  

To continue to the next stage of ‘So What’, to appropriately support the victim and provide adequate safeguarding a multi-agency approach was pursued. As previously discussed, the incident was domestic related, therefore a Domestic Abuse, Stalking, Harassment and Honour Based Violence (DASH) risk assessment was completed. The assessment supports the identification of risk by offering a set of questions which act as a check list. The answers are assessed and alongside professional judgement a grade of level of risk is determined, and in this instance, I graded the DASH as a medium (Aplin, 2019). A medium grading recognises that the victim has come into harm, or there is great possibility they will, and as a result the risk management implemented was a Multi-agency Risk Assessment Conference (MARAC). The MARAC is a meeting held with representatives from statutory and voluntary agencies, such as the police, probation, housing, social services, health care sector and Independent Domestic Violence Advisors (IDVAS). The information from the incident is shared and a safety plan is developed with actions agreed from the representative’s present (Bowen, 2011).

In terms of MARACS, research indicates that they improve victim safety and reduce re-victimisation. Facilitating a multi-agency approach ensures that the correct services are being deployed to support the victim and the appropriate safeguarding measures from each representative can be agreed upon (Steel, Blackborough, and Nicholas, 2011). Data obtained by SafeLives (2022) between March 2021-March 2022, there were 1,663 number of cases heard at MARAC within the Gwent police force area. Out of the cases discussed, 30% were repeat cases. Allowing the joint multi-agency approach removes the risk of miss communication and presumptions. As for the incident, a MARAC was appropriate, firstly because it is a domestic related incident, and secondly because of the risk posed to the victim. 

Given the gravity of the offence, a target hardening referral was made for safeguarding measures to be carried out by the fire service and housing. Target hardening is defined by Daigle (2011) as reducing opportunities for offenders by implementing measures to make it more difficult for an offence to be committed. The main purpose of target hardening is to improve safety and security for a victim to remain in their own property. 
The target, be it the victim or their property, is made less attractive to the offenders, discouraging them to return. If target hardening is successful, demand on alternative accommodation is reduced because the victim will feel safe to remain in their property (Hesterman, 2018). On the reverse side, the response from services is not always immediate. Dependant on what safety measures is being requested, it is not always feasible for them to be installed in a short period of time. For someone who has just become a victim, they can feel vulnerable and fearful that their safe place has been exploited. According to Lab (2013), if the target hardening cannot be implemented the same day, the victim is likely is vacate their property and seek safety elsewhere. In regard to the public and the victim, it does not reinstate confidence in the police when the victim seeks alternative accommodation for safety. Evans (2015) suggests that target hardening is successful in deterring the offender from the target, however it merely displaces the crime to another vulnerable target. In terms of the appropriateness of the referral for the incident, it was necessary for certain safeguarding measures to be implemented. The referral was sent to the fire service due to the offence being committed was Arson. The victim received support to identify a safe room and route from the property, along with having specialised equipment installed. As the offender was believed to be in possession of a key to the victims’ property, their housing association were prompt in sending out a lock smith to change the lock. By doing this, the offender no longer had access to the property and the victim could secure their home without the risk of the offender intruding. 

For the final stage of the reflective model, ‘Now what’. Looking back, I would not deter from submitting the DASH or target hardening referral, because not only were they required to allow the victim to receive specialised support but gave them an opportunity to gain control back. From the offence the victim was left vulnerable and needed a multi-agency approach as the support required could not be fulfilled by the police singly. Going forward, I would adapt my response and the multiagency approach dependant on the victims’ vulnerabilities and needs, as each incident is individual. 

A repeat victim is defined by Farrell and Pease (2001) as someone who experiences a reoccurrence of crime against the same target over a period of time. A criminological study has found that once a person becomes a victim of crime, they are more likely to suffer another crime more than they were to suffer the first (Brown, 2021). Hussey (2012) explains reoffending is when a person who has been handed a caution or conviction commits an offence within a 12-month period. Going back to Farrell and Pease (2001) research, they believe that some targets and locations have characteristics which are appealing to offenders. Offenders learn from the crime and compare the reward against the risk, boosting the odds of them reoffending by targeting the same victim. 

When crime is concentrated in one place it builds intelligence of the location of the crime, and when and how they occur, which is referred to as Hot Spot Policing. When a hot spot is identified the police will direct their resources to carry out visible patrols and educate local residents of safety measures they can incorporate. Braga and Wiesburd (2010) explain that Hot Spot Policing reduces offending, partially offences involving violence, drugs, and burglary. An alternative policing approach to tackling repeat victimisation and offending is Evidence-based Policing (EBP). EBP is using the best available evidence by academics and data to inform policies and tactical decision making. The evidence is gained through research; a problem is identified, and an initiative is introduced to evaluate and peer reviewed (Koper and Lum, 2017). A positive of EPB is that the consequences of implementing the new policing tactic is limited due to the extensive research conducted (Asquith, Bartkowiak-Théron and Roberts, 2017).

To conclude, vulnerable people can become victims of crime through not having the means to be able to safeguard themselves. Victims of crime are more likely to experience a second crime than they were to become an initial victim. Although not advertised, they unknowingly remain a target due to their lack of acknowledgment for their weaknesses, and the feasibility observed by the offenders. A Target Hardening approach can be implemented to deter an offender from re-targeting the victim, however it can re-direct the offender to another vulnerable victim. Thus, in some way creating a cycle. However, if an offender becomes repetitive, Hot Spot Policing and EPB can be utilised to safeguard people at risk of harm and prevent reoffending. In regard to support, crime is complex and a ‘one response fits all’ is not an answer for the victims. A multi-agency approach is essential when appropriately supporting the victim. There are specialised support services that are more equipped to assist victims with their needs. Multi-agency support is to be encouraged by all professionals to receive the best result possible. 
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Task 3 
Recognition and confirmation of progress on the Occupational Competency Portfolio (OCP). 
  
 
 
By signing the section below, you are acknowledging your continuing progress on O.C.P.  
This is recognised by the university as work that is fully supporting this module BMPP 6001D; Policing in the Workplace 3 and in signing it will be equivalent to 2000 words. 
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Task 4

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



Choose 1 of these 5 options to answer 

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


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




Task 4 Option 1: 

Relevant areas of the National Policing Curriculum:


Response Policing

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



	 

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



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




ANSWER:












Task 4 Option 2: 


Relevant areas of the National Policing Curriculum: 

Policing Communities

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


	
 Critically evaluate a range of interventions that you have employed to promote community engagement, focusing upon a community issue that you have dealt with. 

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




Answer: 
















TASK 4 Option 3

Relevant areas of the National Policing Curriculum: 

Road Policing

You should choose a serious collision that you have been involved in that was of a complex nature, in which you played a significant role in providing a response.


	Task 4 Option 3: 

Critically evaluate the evidence base for dealing with serious roads incidents and strategies that could be implemented to reduce the likelihood of it reoccurring.


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




Answer: 


























TASK 4 Option 4


Relevant areas of the National Policing Curriculum: 

Information and Intelligence

You should choose an investigation that you have been involved in that was of a complex nature, in which you played a significant role.

	 Critically analyse the effectiveness of the National Intelligence Model and the importance of the role played by cross border cooperation in relation to information and intelligence. Consider the how effective information and intelligence is utilised within policing operations. 

Evaluate how you used specialist intelligence roles to support complex investigations.



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






Answer: 












TASK 4 Option 5

Relevant areas of the National Policing Curriculum: 

Conducting Investigations

You should choose an investigation that you have been involved in that was of a complex nature, in which you played a significant role.




	Critically evaluate the processes employed in a complex investigation you have been involved in, and the fast-track actions that you have utilised. 

Evaluate the support you have provided to victims, witnesses, and offenders (where appropriate) during a complex investigation and review the interviewing techniques employed during this investigation.

Demonstrate your understanding of both volume and priority crime and serious and complex investigations.

Consider the strategies that you have used to deal with the impact of personal attitudes and values throughout this investigation process. 

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





Answer: 

Conducting investigations is the foundation for police constables. It is the process undertaken to conduct all reasonable lines of enquiries, gather evidence and identify suspects. All evidence is to be gathered to be able to proportionately prove or disprove the offence, which then may lead to a suspect being prosecuted (College of Policing, no date). For the purpose of this essay, the incident which will be reflected on would be deemed as a complex and serious investigation. It should be noted that not all investigations are classified as complex in nature. If one of the following factors are identified in the offence, the investigation may become complex; sexual assault, violence with the use of weapons or firearms, result in substantial financial gain, caused psychological trauma or impact, substantial financial loss to the victim, and an investigation conducted by a large number of people who share the common purpose (College of Policing, 2021). 

To support the reflective discussion Borton’s model of reflection (1970) will be used to allow the three key questions to guide the process. The first question ‘What’ is for an explanation of what has happened, and an understanding of what actions were taken. The second stage ‘So what’ invites an analysis and evaluation of the incident.  The final question ‘Now what’ gives the reflector an opportunity to consider what the alternative actions could have been taken and how the experience could change future practices. Consideration will be given of how an unconscious bias could impact investigations, and what strategies were adopted to prevent personal attitudes and values implicate the investigation. An explanation will be given of the types of crimes that occur and investigations that are undertaken. 

The offence under investigation is Fraud by False Representation which is covered by Section 2 of the Fraud Act 2006. For the offence to be complete the following must apply, a false representation is made, the offender is to be aware that their actions are dishonest, knowing their representation is untrue or misleading, and intends to make a gain for themselves or cause another a loss (Crown Prosecution Service, 2020).  

To begin the first stage of Bortons (1970) model, the offence which was committed was Fraud by False Representation. The victim was contacted by the suspects from a withheld number and they falsely represented themselves to be police constables. The suspects informed the victim that there have been several fraudulent activities on their bank account which they manage to stop, however to safeguard their money they would need to transfer £28,500 to a police bank account. The victim was not aware they were being told false information and transferred the money to the provided account details. The suspects then attempted to convince the victim to provide their person details to purchase gold bullion. To break down the offence along with the circumstances, the offenders made false representations to be police constable’s stationed within Gwent. The offenders knew that their actions were dishonest, and their representations were untrue. Their intentions are transparent for themselves to make a financial gain of £28,500, and an attempt to cause the victim a further loss through purchasing gold bullion.

As previously discussed, for the second stage an evaluation of the incident will be discussed in terms of what actions were completed. Following the information being obtained from the victim the lines of enquiries were established. The first response I undertook was contacting the Fraud Investigation Unit (FUI) for expertise support and guidance. An urgent pre-order enquiry was sent to the suspect beneficiary bank to identify if the victims funds remain in the suspects account or if they have been dispersed to a third party. This is a method used by FUI to identify the location of the money transferred through direct contact with the bank. Due to the nature of the crime and the amount that has been deceptively received the FUI used a fast-track pre-order enquiry to contact the bank to early identify the location of the money. From this enquiry, the bank was able to locate and retrieve the money from the suspect beneficiary account using their bank-to-bank indemnity scheme (Lloyds, no date). It should be noted that if this fast-track action was not undertaken, the money could have been transferred from the suspect account to an unknown third-party account, which would have provided difficulty to locate the funds. In a case where the money was not retrieved and the bank refunded the money, they would subsequently become the victim for their loss. According to the Office for National Statistics (2019) just under two million victims of fraud were reimbursed by their bank.

In an attempt to identify the suspects who were contacting the victim, an application called Charter was submitted to reveal the withhold numbers. The application is stringent due to the means procured to obtain personal information. From the Charter, the withheld numbers were identified, along with the area the calls were made within. The information gained was shared with other forces and liaising with them detected that the same modus operandi was being used across the country. The Charter application was necessary to progress the investigation. Without the telephone numbers it would be challenging to link the suspects with other police forces.

With regards to support provided to the victim, there were put in place as in line with the Code of Practice of Victims (Gov.UK, 2021). Due the victims age and lack of ability to safeguard themselves, they were categorised as a vulnerable victim, and therefore entitled to an enhanced service. This means, they are to receive regular contact regarding the investigation and offered safeguarding services. As well as providing the victim with safeguarding advice, a dedicated safeguarding officer from the FIU visited the victim and provided an enhanced and individual plan to reduce their vulnerability and prevent further offences. In means of the statement, the victims first account was recorded on a Witness Interview Booklet (WIB) and interviewed by a trained officer for an Achieving Best Evidence (ABE) recorded interview. A WIB is taken in the first instance to obtain details of the offence, which then a trained officer uses as a foundation to question on. A vulnerable victim is offered an ABE interview as it is easier for them to provide a verbal statement and acts a special measure in court preventing them from reading out a statement (Action Fraud, no date).

For every report made that the victim is identified to be ‘an adult at risk’ a Public Protection Notification (PPN) is submitted for a multi-agency risk assessment. It is a way of exchanging information for agencies to be made aware of incidents and determine if an intervention of their support services is required (Nash and Williams, 2010). The PPN is a referral outlining the officers concern about the vulnerable victim. In reference to the incident, the victim was identified to be an adult at risk due to the vulnerability they posed, therefore a PPN was submitted.   

The interview I conducted was with the suspect under caution. I adapted the peace model to support the interview process. In short, the peace model is broken down into 5 sections, which correspond to the acronym; preparation and planning, engage and explain, account, closure and evaluate (Police Leadership and Management, 2007). The model can be adopted for interviewing victims and witnesses as the questions asked are individual to the investigation and the key points the interviewee can provide. Even in an ABE interview, the process remains the same of the sequence the interviewer follows to ask questions. Model has gained appraisal from Crawshaw, Cullen and Williamson (2007) commenting that it allows for a well-planned and conducted interviewing, which in effect has more potential to gain accurate and reliable information. 

For the final stage of Bortons (1970) model, ‘Now what’. When reflecting on the incidents and the actions I undertook, I would not approach it in a different manner. Given the offence, the fast-track actions would remain the same to early identify the beneficiary account and retrieve the money gained dishonestly. If the fast-track actions were delayed or not considered to be immediate, it would be likely the money would have been transferred from the beneficiary account. In addition, placing the   victim at a loss if their bank refund procedure did not view them as a victim. Regarding the WIB and ABE, this is a right the victim has access to, and is not a choice I can make on their behalf. Regarding the PPN, it is force policy to submit one for vulnerable victims. Knowing now what I have learnt in regard to the Charter applications, I would submit the application forms at the same time. I originally sent them separately, waiting for the first to return before the second was sent. Going forward I now have experience managing fraud cases and what would be referred to as the basic actions to complete. Submitting the applications forms at the same would shorten the time frame of receiving the evidence and prolonging the time to be able to interview the suspect.

As defined by Stainton and Ewin (2022), a volume crime is lower significance in relation to the threat the offence poses and occurs frequently. For example, shop lifting and theft from cars are considered as volume crime because they do not pose a high risk to the victim and unfortunately, they are committed regularly. Priority crime is induvial to each police force and what they consider to be significant to their community. They declare the specific crime to be a priority for action to be taken, which can be in the form of increased patrol or neighbourhood policing involvement (Skidmore, Goldstraw-White and Gill, 2020). 

Gordon (2021) describes unconscious bias as prejudice in favour or against a person or group which is considered unfair. During an investigation it is important to remain mindful of unconscious bias because it unintentionally alters behaviours, decision making and opinions. The strategies I used to ensure my personal attitude was not impactful on the investigation was to maintain the Code of Ethics (Westmarlan and Rowe, 2018). During an investigation I continue to uphold ‘Equality and Integrity’ by acting in fairness and impartial with my actions by not discriminating with my decision making. For example, when identifying suspects I would not favour by ethnicity, but use evidential information and eye witness testimony’s to decide.   

To summarise, not every investigation will be complex or serious in nature, and it is dependent on the offence. The investigation that has been reflected upon using Bortons model (1970) allows for the fast-track actions to be identified and their effectiveness explained. A fast-track action is any investigative action that is processed quick time for the purposes of retaining the evidence early. So when assessing what fast-track actions were undertaken, it is evident the investigation and the victim benefited from them. In regard to supporting the victim, this is an essential role because if the victim is not offered the correct support for their needs, their evidence may weaken, which in turn will damage the investigation. In every investigation, the officer needs to perform in an impartial manner to not allow their personal opinions and biases impact their decision making. By following the Code of Ethics (Westmarlan and Rowe, 2018) the officer will be acting in accordance with the professional police standards, in effect exhibiting the acceptable attitudes.
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Task 5

Personal Study programme / Individual Learning Plan 
 
 
The first learning outcome identified in the accompanying module descriptor (BMPP 6001D) asks that you formulate and implement a personal study programme to further enhance the development of your professional police practice. A template has been added for an ‘Individual Learning Plan’ that you can use for this task.  
 
This task differs from the PDP that you have completed in your previous workbook in that this learning plan allows you to assess what level you believe you are in key knowledge, skills, and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
2000 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
Understanding what evidence Charter can obtain
 
 
 
 
 
 
 
 
 
 
 









































Knowledge of points to prove 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
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	Low 
1-4 
	Med 
5-7 
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  6
	High 
8-10 
	 
Specify- Charter applications are a beneficial means to obtain evidence. I would like to expand my knowledge on what Charter can obtain evidence from.
Measurable- It can be measured through submitting applications and if it was correct the application will get approved. 
Achievable- I believe this area of development is achievable because it is an action I can take without removing myself from my duties. There is a single point of contact I can approach for advice and training. 
Reasonable- developing knowledge on Charter is reasonable because I need to understand what evidence can be gathered, and by what means. If I do not entirely understand what evidence can be obtained, there is a potential that I can miss an opportunity to gain the evidence. 
Timely- I will give myself one month to develop my knowledge. The short time period is because I attend calls every day, which may require investigating. The earlier I identify what Charter can support with, the risk of delaying evidence attained is reduced.



Specify- I would like to improve my general knowledge of points to prove for criminal offences. 
Measurable- my development will be measurable through challenging my knowledge. 
Achievable- it can be achieved through using police data bases and mobile apps holding definitions on offences. I can develop the area whilst I am in work whilst at an incident confirming the offence or during a quiet period in the station. 
Reasonable- I believe knowing the points to prove is reasonable because as an officer I should be confident and competent to identify offences.
Timely- Taking in to account call demand and caseloads, it would be proportionate to give a six month time frame. By giving a generous time frame I will not feel pressured during my daily duties, but have enough time to become confident in my knowledge. 

	SKILLS 
 


Building case files 














































































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



	High 
8-10 
	 



Specify- At the end of investigations there is a possibility that I will be required to submit a case file, either to the Crown Prosecution service or to Magistrates court. I would like to develop my skills on creating the case files to ensure the level of information I am providing is as desired.
Measurable- My competence of my file building skills will be measured on how many files get work flowed back to me with an action plan of further work I need to complete on the file. With how my ability increases I expect to receive less work flows as my awareness of what I should include and how to demonstrate it will grow.
Achievable- Completing case files is part of a police officer officers role. Although one is not completed everyday, it is a common occurrence. I will first attempt to develop my skill from feedback received by my supervisor and the pre-charge file team. However, if I am not improving at the expected rate, I will arrange to be placed on a training day for support.
Reasonable- This is a reasonable and necessary skill to develop. When a case is brought to trial it is gathering the information and evidence from the case file. If the case file was not of standard or incomplete, it would delay the process of a trial and reparation for the victim. 
Timely- I will give myself a three month time frame to develop my skill. Included in the three months would be booking on to a case file training day if I believe I am not developing where I expect to be. However, to note, given the demand of the training day it is likely it would not be attended within the three month period.



Specify- I would like to develop my interviewing skills. 
Measurable- I will measure my development through feedback from my supervisor and reviewing my own interviews. From the feedback, I will watch back my interviews and identify if the areas I lack skill on have been developed. 
Achievable- An interview is carried out when a suspect is in custody or on a voluntary basis. I will ask my supervisor to review my interviews to provide feedback on areas that I need to develop on. Unless I am requested to attend  court, I will not be able to study the reaction and feedback from the courts.  
Reasonable- when conducting investigation, it is expected to conduct interviews when a suspect has been identified. An interview is visually and audibly recorded and it is played in court. The questions put to the suspect and their answer will support the magistrates or jury determine their verdict. If not all of the topics are explored and all valuable questions regarding responsibility are asked, a verdict will be made without knowing the complete facts. 
Timely- Over the next three months I would like to see a development in my interviewing skills by incorporating my tier two training.

	EXPERIENCE 
 
 
 Giving evidence in Crown Court as the Officer in Case.





































































Dealing with Traffic Offences through Traffic Offence Report 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 


   
	Med 
5-7 
	High 
8-10 
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	Med 
5-7 
	High 
8-10 
	 

Specify- At some point in my career I will be required to attend court. I have given evidence in Magistrate court, however I have not attended Crown court. I would like to develop my experience on Crown court. 
Measurable- My development will be measured upon my confidence on attending Crown court. 
Achievable- it is achievable because I can act on my development plan by attending Crown court to familiarise myself with the layout, and asking colleagues who have experience of attending court for their advice and knowledge.
Reasonable- I believe this area of development is reasonable and necessary because I will be expected to attend court in my career, and understanding what is expected of me as the Officer in Case. To me, to reflect the level of professionalism expected I need to feel confident in my role and my duties, which is why I have acknowledged attending Crown court as an area for development. 
Timely- to determine a time scale is difficult because not all court trial require the Officer in Case to attend. I will await to be given a date to attend Crown court before attending beforehand to familiarise myself. I am choosing not to attend without a trial date because I would like the experience the remain fresh in my memory. I am able to speak to my colleagues regarding their experience when on duty, but again it is best the conversation is opened closer to a trail date.  
 


Specify- Whilst being independent I have not issued a Traffic Offence Report. Although I am aware of the procedure, I would like to put it in to practice. 
Measurable- it is measurable through the tick office. If I have reported a person correctly, the central ticket office will process the report.  However, if I have completed it incorrectly contact will be made with myself explaining my errors, which will provide me with feedback going forward. 
Achievable- I believe this is achievable because it is a part of police powers and I am required to issue  reports when I deem it necessary. I can reflect on  my body worn video and ask my supervisor to provide feedback. Another way to achieve this goal is to shadow a colleague when issuing in ticket to confirm I am following the procedure correctly. 
Reasonable- it is reasonable because if a ticket is issued then there is a cause. If I report the driver incorrectly then the ticket may be invalid, and the driver has no punishment for committing a road traffic offence. 
Timely- I will give myself one month which I believe is realistic. Within that time frame if I focus my patrol to areas there are intelligence and information to suggest road traffic offences are being committed, then I am likely to submit reports.
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