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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:
Working within the police is a hierarchal structure made up of various agencies, departments and teams. Within the response role you work as part of a team which you work with on a daily basis and can often rely on other members of the team for assistance and support should you need it, therefore an element of trust is needed. It has been said that “Organizational success is often dependent on the ability of teams to work together and perform consistently at high levels. Researchers have argued for decades that team cohesion is a potent driver of team performance. Essentially, if your team does not communicate effectively, trust and work well together then performance will drop and team dynamics will be weak. 
Team dynamics have been described as the unconscious, psychological forces that influence the direction of a team’s behaviour and performance. (Myres, 2013)”. Broken down into its most simple form group/team dynamics can be divided into the group stage with a number of individuals bringing their personal characteristics and motivations together to form a group or team. The dynamic stage is based on how well these individual characteristics work well together. Working as a team allows individual members to take on sub-tasks to achieve highly complex goals that cannot be achieved by individuals working alone” (Filho, 2019). 
There are many theories of team building and leadership. One main theory of team dynamics has been put forward by Bruce Tuckman in 1965. This is the Tuckman’s Linear Model of Group Development. The model first started with 4 main stages including Forming, Storming, Norming and performing. The stages are meant to be in linear form.  This means stages have their own focus, they also correspond to a different set of feelings, behaviours and group tasks. The idea of the model was that by being able to identify why things were happening within the team could help increase team cohesion and productivity. 
The first stage is the forming of the team. This is where the ground rules are set and the team members act as individuals/ strangers. There is a high reliance on the team leader as they are looked to for guidance. 
The storming stage is often when conflict occurs. It involves certain members starting to communicate their feelings however everyone still sees themselves as individuals. During the Storming stage, team members may argue or become critical of the team's original mission or goals (Stein, 2021). The conflict should be dealt with by the team leader early on to avoid future conflict.
The “Norming” stage is where individuals start to feel as though they are team members. There is an acceptance that the team will work well if they communicate and accept other viewpoints. There is more focus on teamwork and joint aims. 
The fourth stage of “Performing” is exactly that. The team begin to work as one with each understanding individual’s strengths and weaknesses. Communication between the team is open and honest with constructive criticism welcomed. The team is motivated and focused with shared group aims. Hierarchy is still in place but there is an independence in the team and a trust from the team leader that the team will be focused and function as it should. 
The fifth stage of “Adjourning” was added later on. This stage can be known as the “Termination” stage when the team comes to an end and disbands when the goals are completed. Some team members who know they will be moving on may become less focussed on the team tasks and their productivity may drop (Stein, 2021). 
Tuckmans theory gives a solid insight into what most teams go through. However, the theory is very outdated and oversimplified in its ideas. The theory suggests that teams follow the linear model going through each stage successively. This is oversimplified in the idea that globally all teams that form are exactly the same and will follow the same structure. Tuckman’s model is hierarchical, so that the following step cannot be reached if the previous one is not accomplished (Crosta, McConnell, 2010). This does not apply to policing team dynamics. The overall goals are continuous and changing. Also within the police, teams are already formed so the first stage of the model of “Forming” does not apply. It is more a case of merging new people with already formed teams. This will often make it more difficult for the new individual to feel part of the team.
The model is aslo oversimplified in how it suggests that all the conflict is contained to one stage of “Storming”, within police teams due to the vast daily challenges officers face both personally and professionally conflict can occur at any time. Conflict can occur on a minor stage throughout the one team but can also occur on a Macro scale against different departments and multi-agencies. Tuckman’s model is limited in its detail of how or why this conflict will occur. He suggests that people still see themselves as individuals. In the police teams this would suggest that the new individual would be the one causing conflict. However, it is more likely that the more experienced members of the team will have the confidence to be more outspoken and let their feelings be heard. 
Another highly recognised model it the Punctuated-Equilibrium Model (PEM) by Connie Gersick’s in 1991. This is formed of three main stages instead of the 5 proposed by Tuckman. The first stage is when the group first meets, the second stage is halfway towards the deadline when motivation for the task is higher. In the last stage, unsuccessful strategies are dropped and communication is high to allow a higher level of performance. The model broken down is “punctuated” meaning divided or interrupted and equilibrium referring to a sense of balance. This means that change occurs in brief, punctuated bursts, generally catalysed by a crisis or a problem that breaks through the systemic inertia and shakes up the deep organizational structures in place (Behaviour Study Guide, 2021).
Both Tuckman’s model and Gersick’s both believe that group dynamics is a linear process (Hurt & Trombley, 2007). The PEM is more focused on when teams have a specific deadline date. This may not apply to teams within the police daily however can apply when casefiles are due in. 
Another Model developed that is not suggested as a linear process is the GRIP model by Richard Beckhard. This model has four main points: Goals, Roles, Interpersonal and Processes. The 4 components is extremely helpful in building new teams, changing old teams, and diagnosing team problems and creating their solutions (Sports Conflict Institute , 2021). In the Goal section the team are all aware and committed to the goals. Commitment is necessary in order to establish trust between the team. Roles relates to each team member knowing the part they play in the team and what is expected of them. Interpersonal is the relationships the individuals in the team have with each other and the quality of communication between them in order to deal with conflict. Processes is the system that decisions are made and how the team addresses and solves problems and conflict (Last, 2020).  
There is limited research into this model. Testing its effectiveness and application is therefore challenging. The model was developed for sporting teams which means the application to police teams may be limited. In sport teams are often focused on one primary goal e.g. winning the football game. Whereas, in policing the goals of the team can change daily. As a response officer you may only be working with one other colleague for the whole shift but the teams overall goal is to attend calls and stay safe. 
As stated in each of the above theories, there is always a point where conflict may occur in teams. It is important that this is recognised and dealt with appropriately. Within teams there are numerous reasons why inter-personal conflict may occur bringing a number of people to work together every day with varying ideas, confidence levels, motivations towards the job and ability levels there is an opening for difference of opinions to occur. Differences in motivations is one reason why conflict can occur.  Two types of motivation have been identified. Intrinsic and Extrinsic motivators  (Legault, 2016). Intrinsic motivators is related to the internal drive to do the job for the enjoyment and fulfilment of the role. In order for this intrinsic motivation to continue and flourish, the social environment must nurture and encourage this (Legault, 2016). It must be internally fulfilling for the individual. Within policing this can be identified in new student officers who are motivated by the love of the job.  
Conversely, Extrinsic motivation is when the individual is motivated through the idea of external rewards e.g. money, TOIL, status rather than motivation within themselves. This can be seen by those who regularly volunteer for overtime. With these two different motivational styles adopted by Individuals in a team it can often effect team cohesion as although they may be working as part of the same team the reason for their work may differ. 
Another reason why conflict may occur is the overall dynamics of the team. Team dynamics are a complex concept made up of many multi-layered factors. These can often be unconscious factors that can influence a team’s performance which also has a knock on effect on team cohesion. An example of this could be a new member of the team joining. In relation to policing this could be an officer that had previously worked for a different police service with different processes. This can cause resistance with the team that is already formed.
Also in relation to policing, Shortages of staff on teams means there is often overtime opportunities meaning there are often new faces on the team for one or two shifts at a time. This can affect the team dynamics as it can often stop the forming stage of Tuckman’s theory. With a constant flow of new faces on the team it does not allow teams the time to work out each individuals working strategy and strengths and weaknesses. This also is an added stress to the original team members as they feel they are working blind due to a lack of trust of the new team members. 
The question officers and senior management face is what can be introduced in order to help enhance team performance. This is where management is important as it is the role of Sergeants and Inspectors within the stations to recognise these issues and deal with them appropriately. 
Strategies can then be developed and put in place in order to enhance team performance and cohesion. One of these strategies could be team building days in order to bring the team closer together and increase team morale. Within SWP one of the mandatory training days is given to teams as a team building day funded by the force. The team are able to pick an activity of their choice under a specified price per person and enjoy this activity together. The aim of this is to allow teams to relieve some of the stress and tension built up from the job and allow the team to develop socially outside of work. 
Within teams and specifically the police there needs to be a sense of organisational justice. Organisational Justice is based on what the team believe is fair and how injustice is perceived. The sense of justice has a large impact on the team’s behaviours and attitudes. The history of Organisational Justice can be traced back to Greenberg 1987 and the equity theory. Organisational justice can be separated into three categories: Distributive Justice, Procedural Justice and Interactional Justice. Distributive Justice is based on the fairness of the outcome of decisions made by team leaders. Procedural Justice is based on the perceived fairness of the processes used by the team leader to determine the outcome. Interactional justice is formed by the interpersonal treatment the individual receives and whether they believe they have been treated with dignity and respect.  Decisions are likely to be judged by the team as fair if they have been applied consistently by the team leader. Also the decision should be representative of the individuals within the team and free from any potential bias within the team. A study by the College of Policing found that fair decision-making and respectful treatment by supervisors and senior leaders had a strong, positive effect on cooperative work behaviours (College of Policing, 2011). 
Closely linked to organisational justice is the organisational culture. Organisational culture is not unique to policing. Almost every organisation will have some form of culture within it, with its own set of norms, values and expectations. However, police officers are held to a higher standard than most both in their professional and personal lives. Police officers are brought into the Organisational culture as they begin training. The code of ethics is at the heart of every decision an officer will make. This includes the golden thread of policing, professional standards that officers should inherit and follow, there are 10 main standards. The ten standards of professional behaviour originate from the Police Regulations 2012 and now apply not only to operational police officers but police staff (Ministy of Justice, 2014). 
Honesty and integrity is at the heart of the policing culture. This ensures that officers act honestly at all times and do not abuse their power. It is important for officers to act honestly and believe they are acting in the correct manner as this can influence the public perception and trust of the police. If officers do not act honestly and this is recognised by team members it should be brought to the attention of the team leader. Recently the high profile murder of Sarah Everard by a serving Metropolitan Police Officer has highlighted how Couzens used his power and authority in the worst way to overpower an individual. Not only does this horrendous crime go against honesty and integrity but also all other standards of professional behaviour including Authority, respect and courtesy, use of force and conduct. Although this has happened in the Metropolitan police the effect has been felt throughout Police forces across the UK as it tarnishes the image of the police. 
Another main standards is ‘Challenging and reporting improper behaviour’. For example if a member of the team falls short of this by their behaviour or attitudes it is the responsibility of the team members to challenge this and report it to the correct management. This can be difficult within teams as over time the team builds relationships with each other and a trust is a major part of being a team member. However this standard states never an officer must never ignore unethical or unprofessional behaviour by a policing colleague, irrespective of the person’s rank, grade or role (College of Policing, 2014). Although it is for individual team members to uphold these standards of behaviour, it is also the responsibility of the team leader to recognise and failings of their team. By being a vigilant team leader who is aware of their team’s personalities this can ensure that they can recognise any failings or disruption in team dynamics and deal with this appropriately. 
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Task 2

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

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

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

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

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

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





ANSWER:
The incident that this essay will discuss is a report of a rape against a transgender individual. This was a report from a third part stating her partner had rang her stating they had just been forced into a house to have sex and had been raped. The girlfriend had stayed on the phone to her partner and instructed her mother to phone the police.  Due to there being no specialist trained sexual offence first responders available officers attended as an immediate response call. On arrival at the address there was a girl sat holding the victim who was visibly upset. The victim was very shy and reluctant to engage with officers. At this point it is important to reassure the victim and the family that officers were there to help and support the victim in any way they could. 
South Wales Police holds a victim centred approach that must ensure that all victims are treated with respect, dignity, sensitivity and compassion. The victim must be at the heart of the investigation and must have their privacy respected by officers. Officers must make clear the services available to the victim and also victim’s family to help them understand the legal processes without discrimination of any kind. Most recently SWP  has adopted the Ministry of Justice’s new Codes of Practice for victims which lays out twelve rights of the victim, which officers must ensure are met. (
Included in these rights are: (1) The right to be understood and understand the process, (6) To be provided with information about the investigation and prosecution and (2) To have the details of the crime recorded without unjustified delay. This begins at the very beginning when reporting a crime to the Public Service Centre (PSC) where the call taker will take the details of the initial 999 call. The PSC follow what is called a THRIVE response. This assesses the immediate threat, harm, risk, investigation, vulnerability and engagement. This is integral framework that can help decision making of the PSC in relation the response required by officers. For example this call was graded as an immediate response call due to the high threat risk and harm level. 
On arrival officers must conduct a victim needs assessment in order to establish whether the victim is entitled to an enhanced service. In this case due to being victim of the most serious crime they were entitled to the services. With the victims consent a referral will be made to Victim Focus. The victim had been raped by an unknown individual. The victim was very unsure on whether they even wanted to speak to officers. I have reassured and explained to the victim that this was a serious assault and that in order for officers to have the best chance of conviction we would need to gather as much evidence as possible within the first few hours. This is known as the Golden Hour of policing but officers would not carry out anything that the victim was not comfortable with. 
There were no cultural or ethnicity issues in this incident. However, during the seizure of clothing officers have noticed that the victim was unsure on handing over one item of clothing which was described as their ‘vest’. This was a compression vest which is often worn by individuals that are transitioning from female to male in order to flatten their chest area. Officers have been informed the victim is transgender in the process of transitioning from a female to a male. 
This information has added to the victim’s vulnerability as ‘Gender reassignment’ is one of the 9 protected characteristics under the Equality Act 2010. Protected characteristics were defined within the Equality Act 2010 as a legal framework to protect against disadvantage and discrimination. For example, taking an account of this sexual assault from the victim who is transitioning from one gender to another. It is important for officers to consider both the physical and mental ramifications of this change in how the victim is addressed and dealt with. Findings indicate transgender individuals report having experienced sexual assault/rape more than twice as frequently as cisgender LGBQ individuals (Langenderfer-Magruder, 2016). This increases the individuals vulnerability making it essential that their interaction with the police is positive in order to help reduce the risk of the victim become a repeat victim. 
In this case this was the first incident of assault. It was also the victims first ever engagement with the police. Therefore it is imperative to ensure that this interaction was as positive as could be given the circumstances. Officers can often deal with repeat victims in which there are specific processes in place to highlight the risk level and vulnerability of the repeat victim. This is most common within Domestic abuse cases. 
There are many different approaches when supporting vulnerable victims. Many of these approaches involve multi-agencies.  When supporting victims as a police officer it is important that the victim is aware of the services available. This comes under Code 4 of the Victim Code of Practice. Due to the nature of the role in frontline policing officers aren’t often able to follow through the care. However, officers must make sure that the victim is signposted to other support services both in the police and professionals.
  One of the approaches used in this incident was the use of a sexual assault referral centre (SARC). This involves a partnership approach between the Police and health services, it provides specialist support to victims of sexual assault. Specialist trained officers can provide the initial medical examination to victims.  The main advantage to SARC’s is that it provides a central location that is not necessarily a hospital or police station. Furthermore, SARCS provide victims the option to self-refer for those that may be too nervous to report their assault directly to the police. The centres also provide the option to talk to specialist Police officers anonymously before deciding what to do (Robinson, 2011).  However, often victims of serious sexual assault are reluctant to take up the services of the SARC through fear or embarrassment regarding their gender. Also, the medical processes are often invasive which can deter victims from allowing these to go ahead. It is important as police officers to communicate effectively with other agencies to ensure that victims do not feel they have to repeat the details of their assault to numerous agencies (Robinson. 2011). 
An alternative to a policing service that provide support for victims of sexual assault are rape crisis centres (RCC). RCC provide frontline specialist, independent and confidential services for women and girls of all ages who've experienced any form of sexual violence, at any time in their lives (2021). Many of the centres are female only but over half of the separate independent services are for male victims.  There are also other, voluntary organisation, such as Women's Aid, Victim Support, The Survivors Trust or Survivors UK that Victims can be signposted to. 
When looking at what works strategies in order to reduce repeat victimisation, in the police service Evidence based policing (EBP) is often used.  In relation to preventing repeat victimisation of sexual assaults the known statistics are very limited due to a lack of research and under-reporting of sexual assaults. The difficulty lies with trying to put processes in place that help support and reduce repeat victims when we do not know the full extent of sexual assaults in the police service. 
However, College of Policing have released a ‘What works’ document in order to help inform practices by mapping the crime reduction research evidence and use this evidence in developing practices to reduce victimisation and repeat victimisation.
The College of Policing and NPCC have also released a National Vulnerability Action Plan (NVAP) between 2020-2022. The NVAP is set out to take and evidence based approach to focus on common themes of vulnerability and how best to use previous practices can be implemented better delivering a better more focused service to the vulnerable members of society. For example Action 2.4.1 of this plan develops clear processes to ‘ensure that 'the voices of vulnerable victims and witnesses' are heard’. 
This engagement has highlighted the use of EBP is limited due to the lack of research in the UK in relation to Sexual Assaults against Transgender individuals. This is surprising considering it is widely recognised that around half of transgender people and bisexual women will experience sexual violence at some point in their lifetimes. Most studies into sexual assaults in the Transgender community are based in America. Therefore, the results of these studies cannot be generalised to UK populations. When looking at research in the UK this is incredibly limited. For example when looking at the Crime Survey for England and Wales (2017) Sexual Assault statistics there were only Male and female results. This makes it difficult to understand Gender reassignment statistics. This could also then lead to a barrier in reporting or answering questionnaires/ research as the individual may believe they do not fit into the specific gender categories.  Without knowing the full level of assaults not only faced by Transgender individuals in South Wales Police but as a whole in the UK, this limits the response and procedures followed by officers. In the future, more focus and research into this area will be required. 
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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 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:  _A Ryan (Learner – electronic signature accepted.) 
 
Date:  30/10/2021




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:
The role of roads policing has changed dramatically over the last few years. Officers have moved away from stopping vehicles for minor offences to playing a large role in disrupting Organised Crime groups (OCGS). Offenders may use the road network to facilitate and expand criminal activities including trafficking of both people and drugs, county lines exploitation, facilitating burglaries and violent crime.  
In order to disrupt criminality on our road networks there must be a multi-agency approach where all sectors play a role. This includes Local Police, Roads Police, NPCC, Highways and Government strategies. The National Police Chiefs Council (NPCC) have made a Road Policing Strategy for 2018 – 2020, this advocated a safe strategy which highlights its objectives as ‘Safe roads, free from harm. Secure roads, free from the threat of serious crime and terrorism…’ (NPCC, 2018). The four main areas the report focuses on includes: Communication, enforcement, technology and intelligence. The primary focus will be on intelligence and technology. 
Firstly, information and intelligence is vital to the Police as without it allows the Police to build a picture of ongoing criminality. Information within the police can come from various sources including from external sources such as the public, schools and partner agencies or internally from officers or the Police National Database (PND). This information is unfiltered and cannot be graded on reliability. Intelligence is a special kind of information that is concerning incidents, events or people which is subjected to a system of processing whereby it is recorded, graded and evaluated. Within the Police the National Intelligence Model (NIM) is used in order to provide a standardised framework to follow intelligence led policing and aid efficient management and coordination of policing resources. The model operates on three levels, level one being Area command, localised crime, level two Force/ inter-force cross border crime and level 3, National and International Serious and Organised crime. The NIM works by providing greater consistency of policing across the UK and allows operational strategies to be formed focusing on key priorities highlighted from the intelligence gathered. This allows more officers to focus on solving priority problems and target the most prolific offenders.  For example, when disrupting criminality on the roads the NIM helps by better transfer of information between the three levels. From local knowledge to Organised Crime the intelligence gathered can be prioritised to disrupt criminals using the roads on a regular basis. Also, the NIM helps to achieve compliance with Human rights legislation and RIPA ensuring that the collection, transfer and use of information is lawful and ethical. 
However, A study comprising of 3 Pilot forces studied the implementation of the NIM produced a list of recommendations on how to improve the use of NIM within forces due to the lack of understanding. These included widening and deepening the understanding of the NIM itself and increased training of officers in the use of the NIM when collecting and developing intelligence (John & Maguire, 2006). This would allow greater use and success of the collection of intelligence and more integration of the three stages. Gill and Phythian (2012) note, that police forces are at varying stages of development with the NIM, which means it is interpreted differently in different places, with police investigators having a varied approach, thereby contradicting consistency the model promotes. This study is outdated and the implementation of the NIM is now throughout numerous forces in the UK.  
Working in partnership with Intelligence and commonly recognised is the use and effectiveness of Automatic Number Plate Recognition (ANPR). This proactive tool has made a huge difference to tackling road facilitated crime and criminal intelligence development. ANPR is technology which can read and store number plates from vehicles on passing cameras. It can be deployed in a number of ways including fixed and mobile units. ANPR is effective in identifying vehicles by make or model with partial registrations. Officers can utilise PNC markers to add to vehicles that may require intervention. For example if it is known that the specific vehicle’s occupants are known to carry weapons, this can be flagged when operational officers may conduct vehicle checks. Also, when officers have a vehicle make off ANPR can be useful as they can add the vehicles details to the “hot list” which will trigger any ANPR cameras in order to attempt to track the vehicle in real time. 
Another benefit of the use of ANPR is that it allows intelligence gathering of specific vehicles. This can include dates, times and routes taken. This information can build a picture of intelligence on specific vehicles or routes used in criminality. This can identify past and possible future patterns of criminal activity and help to create proactive intelligence-led operations.
However, ANPR has its limitations. Organised criminals are becoming aware of the use and development of ANPR and therefore, criminals are finding new ways to evade these cameras. This includes using techniques to obscure the number plate by moving it into the window, by adjusting the number plates with black tape to make certain letters look like others so they do not come back on vehicle checks. More common these days is the use of stolen vehicles of the use of cloned registration plates.  Cloning a vehicle is when a criminal copies the identity of another vehicle by stealing or duplicating their registration plates in order to evade suspicion. 
Officers have new means to be proactive to criminals using the road network to facilitate crime. However, often criminals do make mistakes and it is important that officers react appropriately and efficiently and have to make decisions quickly in order to obtain the best evidence within the time frame. These can often be ‘Fast track actions’. Fast track actions are defined by The College of Policing 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”. Fast track actions are similar to the golden hour principles where the period of time immediately after the commission of the offence where evidential material is readily available to officers. Officers should be aware of the legal and ethical considerations relating to the conduct of any investigative action. (College of Policing) 
A dynamic risk assessment was conducted on arrival at the scene at a Road traffic Collision (RTC). This looked at the immediate dangers for example, the state of the casualties, the damage to vehicle and anything that could pose a danger should the circumstances change. The correct hazards were identified and controlled. The 10 principles of risk were also considered before making any decisions. For example principle 1 “The willingness to make decisions in conditions of uncertainty (ie, risk taking) is a core professional requirement of all members of the police service” (College of Policing) 
After dealing with the immediate first aid of the incident the first step was to ask for specialist traffic units to attend if available. The next stage was to identify and preserve the scene. This included setting up a perimeter with police tape to ensure no unauthorised persons entered the scene to avoid contamination. Dr Edmond Locard (1877) came up with the exchange principle whereby every contact leaves a trace. For example, every person that enters a crime scene will leave a trace and take something away with them. This could be vital evidence. This also applies to the suspect who had left the scene. Therefore, by preserving the scene this limits the potential for contamination and increases the chance of identifying evidence.  When preserving the scene it is important to take into account factors such as weather and lighting. In this case due to the rain and the potential loss of forensics the decision was made to cover the door handles with plastic sheeting to prevent loss of evidence. Also, original photos of the scene were taken. This included the outside of the vehicles and also any potential evidence found upon searching the vehicles. 
This was successfully implemented and allowed the correct seizure of evidence. However, the decision to get the vehicle recovered before any forensic teams had been to the scene could have been handled differently. 
Another fast track action conducted was house to house enquiries. House to house enquiries are vital in investigations, Not only due to the potential eye witness statements but due to the advancement of technology the use of RING doorbells and CCTV on properties can be vital to capturing the movements of the vehicle before during or after an incident has occurred. The success of House to house depends on investigators taking an organised and methodical approach. Setting clear objectives is vital to provide direction to a line of enquiry which may become resource intensive (ACPO, 2006).  During the immediate aftermath of the road traffic collision house to house enquiries were conducted in the local area as soon as possible. In addition to finding valuable evidence and witnesses house to house can also act as reassurance to local residents who may be concerned about crime in the area. 
This decision was successful as images of the potential suspect were captured on a neighbours RING doorbell which allowed officers to match any eye witness statements with the image captured from the doorbell camera. 
Investigators should be able to justify why a decision was made and be confident that others will be able to understand why they took it (College of policing).  Officers use the acronym JPLANE (Justifiable, proportionate, legal, accountable, necessary and ethical) to ensure that the decisions they make are effective and appropriate. In this investigation the fast track decisions implemented were successful in preserving potential evidence. 
Within investigations a major part of the investigation is the interviewing stage. This can include interviewing victims, witnesses and suspects. By applying the appropriate interviewing techniques with integrity and professionalism this will ensure that the best evidence is gathered. There has often been questions about the ethics behind police interview techniques. A history of studies have identified that within investigative interview’s there is a history of confirmation bias. This is where the interviewers pre-existing views on the case effect the questions to confirm these beliefs. Alongside this the interviews had been found to be based on interrogation where the primary aim of the interview was to gain a confession whether legitimate or not. 
Police in the UK have moved away from American ways of extracting confessions. Officers are trained to search for the truth through questioning rather than to push for a confessions. More thorough informed questioning is likely to help extract better evidence and answers from the suspect. A review by Shepherd (1992) advised that interviewers should treat suspects with respect and as equals with the same rights to dignity, self-determination and choice as themselves. He also emphasised the importance of showing empathy to the suspect taking note of the suspect’s position and their concerns, in essence not treating them as guilty before it has been proven.
Due to questions over ethical interviews being brought to attention in 1992 the PEACE model for police interviews was introduced.  PEACE is combined of 5 main stages of interview. These are the following Preparation and Planning, Engage and Explain, Account, Clarify and Challenge, Closure and Evaluation. The Ministry of Justice have also released a document as legal guidance for all officers and interviewers as a guide “Achieving best evidence”. In all interviews conducted by officers the following interview techniques should be implemented in all investigations. Alongside this the College of Policing have also created 10 principles that should be followed. These include Principle 1 “The aim of investigative interviewing is to obtain accurate and reliable accounts from victims, witnesses or suspects about matters under police investigation.” And Principle 2 “Investigators must act fairly when questioning victims, witnesses or suspects. They must ensure that they comply with all the provisions and duties under the Equality Act 2010 and the Human Rights Act 1998” (2018). 
Within interviews it is important to build a rapport with the individual in the engage and explain stage of the model. This is in order to make them feel comfortable enough to divulge information. The PEACE interview model stresses the development and maintenance of rapport throughout any interview (Roberts, 2012).  
Within the Account, Clarify and Challenge stage of the interview it is important that the officers are aware how the questions asked can offer different responses. Officers should begin the interview by asking an open question such as “Tell me everything you can about your day on …” this allows the suspect free flow of conversation and an unrestricted answer. This type of question also allows the suspect to feel like they are in control. For the interviewer, by asking this type of question first it allows them to see how the remainder of the interview will progress. For example, if the suspect begins to speak about an incident or whether they immediately start with ‘no comment’. When the interviewee has provided a free narrative at the start of the interview the officer should be able to identify different topics that they will discuss further in the interview. At this point the interviewer should summarise the free narrative by using as much of the terms and information provided by the interviewee in order to show them that they are being listened to and understood.
 As the interview progresses the interviewer can continue using open ended questions which can be known as the 5W’s (Who, What, Where, When Why). Although these questions are more specific they still allow for an open ended question. However the Ministry of Justice’s document for Achieving Best Evidence (2011) states that ‘why’ questions can often create more problems than they answer. This could be due to the question seeking an explanation of behaviour which the interviewee may not know the answer to. This can also exhibit blame upon the interviewee which could cause a breakdown in rapport and cause them to close up and no longer answer questions. 
Closed questions should be used by the interviewer to control the interview if the answers to questions have not been provided in the free narrative. This can provide answers to specific questions. Closed questions can also be used for clarification by repeating a statement said by the interviewee. However, the use of closed questions is limited as it forces the interviewee to give a simple answer to a potentially complex question. 
Overall, the interviews should be controlled by PACE 1984. Within PACE Code C Paragraph 11.2 states “Immediately prior to the commencement or re-commencement of any interview at a… the interviewer should remind the suspect of their entitlement to free legal advice and that the interview can be delayed for legal advice to be obtained”. This is the suspects right to a solicitor and is the interviewer’s responsibility to ensure that the interviewee has a continuous understanding of their rights. PACE Code E and F discuss the visual and audio recording of interviews which should be enforced when interviewing suspects. 
Officers should implement both the PEACE model and Principles of interviewing when conducting investigative interviews. By also following the PACE Codes of Practice this will ensure that the interview conducted is ethically strong and the suspect is treated fairly and in accordance with their rights.


Word Count: 2540










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

	[bookmark: _GoBack]KNOWLEDGE 
 
Understanding the role of a police officer
 
 
 
 
 
 
 
 





Giving evidence as a police officer in court
	Low 
1-4 
	Med 
5-7 
	High 
8-10

8 
















8
	Low 
1-4 
	Med 
5-7 


















6
	High 
8-10 

9
	 It is important for myself as an officer to understand the role of a police officer and understand the ethics and professional standards behind the role. I believe I have a strong knowledge of the Code of Ethics and uphold these both in and outside of work. When looking at development this should be a continuous development and understanding of the ethics and understanding of my role in the communities I police. 

In my role as a police officer I am aware that one of my responsibilities is to give evidence in both magistrates and crown court. I have not been involved in a case which has required me to attend court and provide evidence. I feel I need to develop this in order to increase my confidence levels and not worry about attending court. I have spoken to my line manager about attending court and expressed my concerns. I believe the best way to overcome this is to practice with colleagues on my team. 

	SKILLS 
 
 Case File building






















Confidence when using appointments 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

























	High 
8-10 
8




















8
	Low 
1-4 
	Med 
5-7 
7





















7
	High 
8-10 
	 I feel as though I could improve my case file building skills. This would include ensuring I am aware of the different requirements for a remand application or bail file. By spending time focusing on the file building this will save me time long term. It will also mean that there will be less sent back from the CPS to amend. 
I will use the HUB booklet that gives guidance on how to build a file and not be afraid to call the HUB Sergeant if I have queries. I will also learn from mistakes that I have made previously.  


When dealing with highly volatile conflict situations I must ensure that I am confident in the use of my appointments including handcuffs and PAVA spray. I have become confident in the use of handcuffs. I believe I need to improve my confidence and skill use of PAVA spray. I need to recognise the correct time to apply this. This is difficult to develop outside of Officer Safety as it should only be used when completely necessary. 

	EXPERIENCE 
 
 
 Conflict



















Working with different departments. 


 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7





















7 
	High 
8-10

8 
	Low 
1-4 
	Med 
5-7 





















7
	High 
8-10

8 
	 In my role as a police officer I have faced numerous high conflict situations. I need to develop my conversation skills and recognising 5 stages of resistance before using force. I will develop this by researching into the 5 stages of resistance and also by taking control in any conflict situations that arise. I will also ask my colleagues who are more experienced how I can improve and understand how they control a high conflict situation. 



In my probation period I have been attached to different departments including the HUB and custody. These help me to experience different job roles and processes. This can be developed by attending other attachments including CID who we are in regular contact with as an operational police officer.
This will help me to develop confidence and knowledge of processes. By attending other departments this will allow me to expand my skills and experience level which can be transferred and utilised on operational policing.  
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