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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:
Total Word Count: 2608

Team dynamics is the concept that an unconscious, psychological influence is present in any group or team makeup and can play a fundamental part in directing the group’s behaviour or performance. It can be used to describe the way in which individual’s within the group interact with each other as well as how the group interacts as a whole or with other groups.
Policing, by its very nature, involves dedicated teamwork. Officers will use teamwork to take advantage of resources available to them in order to detect and deter crime and safeguard the public. These resources can be, for example, other departments within the organisation, or externals partners or agencies. It is therefore imperative that officers are able to demonstrate good team working skills whilst fulfilling their role. In order to fully understand what makes effective teamwork, it is important to first understand team dynamics both in terms of individual temperament and the team as a whole. 
This essay looks to dissect a number of theories and models relating to team dynamics, to consider the importance of understanding how a group works in order to effectively lead it and to establish which theory, if any, works best in a policing context. 


A widely recognised theory of team dynamics is Tuckman’s Model of Group Development. Phycologist Bruce Tuckman first proposed this model in his 1965 paper, “Developmental Sequence in Small Groups” and coined the memorable phrase of Forming, Storming, Norming, Performing to describe the stages that Tuckman suggests that teams go through as they learn to work together effectively. Tuckman suggested that these stages are necessary in order for a team to grow, problem solve, plan and deliver results. The model also highlights how interpersonal relationships and group bonding exercises help to enhance its four stages.  

The first Tuckman’s four stages is labelled Forming. This is the stage at the beginning of the process where the new team “forms”. Members of the new team will need to become acquainted with each other and familiar with the group. Team members will likely be very independent at this stage as they look to find commonality with others within the group. The team sets out goals and identifies the potential challenges ahead as they plan the early stages of reaching their targets. There is no timescale for this stage.
There will likely be a mix of feelings and reservations presented by individuals within the group as they adjust to different methods of working and the team will be relying on strong leadership to help direct them in these early stages. This is the ideal stage to introduce activities such as ice breakers to help build trust amongst individuals, identify strengths and weaknesses and encourage cohesion early on. Individuals in the team will likely be on their best behaviour at this stage and this is the perfect opportunity for the group leader to model appropriate behaviour, set clear boundaries and familiarise the team with the expected organisational cultural norms to help shape the group dynamics. 

The next stage in Tuckman’s model is the Storming stage. This is best defined as the group conflict stage. This where boundaries are likely to be pushed and challenged as individuals become more aware of other’s working styles or motivations which may clash with their own. Individuals may challenge appointed leadership and even the team goals. If left unchallenged this this could lead to interpersonal conflict. Conflict is general unavoidable in high pressure team environments but there is a constructive potential providing it is identified and managed by good leadership. 

The Norming stage follows on from this whereby the group has begun to settle, the conflicts have been resolved and most individuals are clear on their position and responsibilities within the group. Strong and approachable leadership is key during this stage to ensure that individuals are performing as expected. Problems could occur if individuals do no fully understand their own role within the group or the overall goals. Group cohesion is integral at this stage to avoid the group moving backwards.

The final stage in Tuckman’s model is the Performing stage. Most new teams don’t make it to this stage as it can take a long time for a team to get here and likely over a number of projects. However, a team that does reach this stage is likely to spend less time on the other stages when moving onto future projects and will likely be more independent going forward. 

Although Tuckman’s model has been established for time, it is not a cover all model. Tuckman initially proposed the model as linear which can be unrealistic when applied. Often teams will revisit earlier stages depending on interpersonal challenges or other environmental factors. Some teams may even stall entirely on a stage before being disbanded without the team realising their full potential. This is recognised by McCahan et al who suggested in “Designing Engineers: An Introductory Text”, that the model is not linear and is in fact more fluid. Additionally, in 1977 Tuckman alongside Mary Ann Jensen, added a fifth stage to the model called “Adjourning”. This is the stage where the team is parted and adds a final status of the team.
Furthermore, it is difficult to apply Tuckman’s model to certain team builds. Tuckman’s model only translates well to new teams or new projects. For example, when applied to policing, this model may be unrealistic as individual staff members are often moved between already established teams. These individuals then almost go through these stages on their own in order to catch up with the already existing team structure and are more shaped by the already existing culture. 

Another widely recognised team dynamics theory, particularly in the context of team sports, is Richard Beckhard’s GRIP model. Developed in 1972 in Beckhard’s “Optimising Team Building Efforts”, the model outlines four critical components for building new teams as well as changing old teams and somewhat overlaps with Tuckman’s model. 

The first component is Goals. This stage is to encourage alignment between team members and to ensure that everyone fully understands what the team looks to achieve. This stage will be heavily influenced by the organisations goals and culture. The individuals in the team must not have a fragmented idea of what the goal is and ensure that they are all aware of the common purpose of the team.
The second component is Roles, which looks to allocate each member of the team with independent parts to play. The team members should have clear responsibilities outlined and know that they are accountable for these. These roles should be distributed according to the individuals’ level of knowledge and experience. It is therefore integral that the team gets to know each other and their skills prior to the assignment of roles. If there is not a fair distribution of roles or clearly defined boundaries, there is a high risk of interpersonal conflict within the team as members look to blame each other for any shortcomings or missed targets.
This is very much linked to the third component of the model, Interpersonal Relationships. This component would require the individuals within the team to build and maintain a healthy work environment. This requires the team to form trust with one another, have respect for the other members and have good communication skills in order to manage, prevent or solve any conflict or issues that are raised. Having strong interpersonal skills is also a factor in all other components of this model. Strong interpersonal skills will have a positive effects on setting goals, setting roles, following process, maintaining ground rules and maintaining a strong team. 
The final component suggested by Beckhard is Process. This component is relevant to the workflow and decision making of the team. These can be task orientated such as how the team addresses its targets and goals, or more interpersonal such as how the team manages conflict. 
Beckhards model is a relatively simple model to follow for new and existing team makeups. The model however, relies heavily on the team being able to get along with minimal conflict for all of the components to work. The model assumes that team will be able to agree on all areas as individuals which in reality is unrealistic and therefore the model can only really apply to a very specific build of team. 

In 2002, Patrick Lencioni identified five common problems that impact the effectiveness of a team.
The first team dysfunction according to Lencioni is the “Absence of Trust”. Without trust, the team is will find it difficult to communicate effectively, be less likely to take risks and more likely to want to perform as individuals rather than a team. Without trust there is a reluctance to show vulnerability or ask for help. 
The second dysfunction is the “Fear of Conflict”. There are positives that can come from conflict and it can move a team forward. However, if the team is conflict adverse, they may avoid it and seek an artificial harmony at the expense of team progression.
The next dysfunction in the model is “Lack of Commitment”. This can be applied to individuals or to the team as a whole. If team members are unable to commit to decision making, are unable to meet deadlines or only feign interest in group decisions, the overarching team goals may suffer.
The fourth dysfunction is the “Avoidance of Accountability”. This sets an overall low standard and poor professional behaviour may go unchallenged. This will lead to individuals feeling isolated and create a hostile work environment increasing the risk of interpersonal conflict and poor team performance.
The final identified dysfunction is “Inattention to Result”. This may be because individuals are more focussed on their own progression as opposed to the project goals. This may be to build status or ego or to advance their own goals. It is then hard to measure the success of the team or the project and even more difficult to improve on these results. 
Lecioni advises tackling these dysfunctions in the listed order, starting with addressing the lack of trust. He suggested that trust is the most important of the potential problems to address as without trust, the team will be unable to manage conflict, achieve commitment, accountability and results.

Conflict can be a normal part of team work and can actually be positive if managed effectively. It is very rare for a team of individuals, regardless of how likeminded, to not have some conflict whilst engaging in teamwork. If not managed effectively, this conflict could seriously impact the effectiveness of the team. The Thomas-Kilmann Conflict Mode Instrument outlines five types of individual working style in a conflict context. These types are placed into a scale measuring both Assertiveness – How passive versus how assertive an individual is; and Cooperativeness – the degree of meeting the teams needs versus the individual’s needs. The five types are: Competing; Assertive, uncooperative and looks to dominate but can be a benefit if well managed, Accommodating; cooperative, avoids conflict but may not speak up or share good ideas, Compromising; sits comfortably in the centre of the scale, may not make good progress but conversely compromise may be what is needed to move the team forward, Avoiding; unassertive and uncooperative, neglects responsibilities, Collaborative; highly assertive and cooperative, arguably the best trait to find solutions and build team relationships. 

Most organisations will have clearly defined shared values, beliefs and goals that form part of the culture. This culture will affect all aspects of the organisation such as individual behaviours and setting team goals. It will help staff feel more supported, trusted and valued. This culture should be made clear by leadership from an early stage. Typically, the organisation’s expectations will be outlined to employees as early as the application stages of their role. This is to encourage likeminded individuals to apply for the roles and continue building on the established culture.
Individuals who share the same values and behaviours as others in the organisation will likely perform well within the team which in turn will positively affect the group dynamics. Staff that share values and respect the overarching culture of the organisation, are more likely to work well together, engage in less conflict and tackle problems effectively.

If is applied within a policing context, the expected cultural norms are outlined early on and are even qualities searched for in individuals during the application stages. The Nine Policing Principles (accountability, fairness, honesty, integrity, leadership, objectivity, openness, respect and selflessness) are qualities that all police personal should display. Being unable to demonstrate these will certainly affect the individual’s ability to perform well within the team. Furthermore, depending on circumstances, this could lead to the individual being in breach of one or more of the Police Standards of Professional Behaviour. These ten standards are: honesty and integrity, authority, respect and courtesy, equality and diversity, use of force, orders and instructions, duties and responsibilities, confidentiality, fitness for work, conduct and challenging of improper conduct.
When looking at team dynamics, these standards and policies are integral to the success of a policing team. If individuals or a team are unable to demonstrate their understanding and respect for the expected standards, the team is likely to fail which could have long term lasting effects for the service. 
For example, a team is made up of mostly male officers and one female officer. The male officers do not listen to the female officer’s concerns and ostracise her from the decision making process based on her gender. Not only would this team be failing to comply with Police Standards of Professional Behaviour but will also be breaching the Equality Act 2010. The knock on effect could not only lead to poor team dynamics but damage public perception of the police service as a whole. Depending on the extent and seriousness of any breach affects how the matter is handled. This could include a professional discussion with an officer of rank such as a sergeant or inspector, a restructuring of team, or even as serious as a criminal investigation.
Uniquely, the police service also has internal Professional Standards Department who monitor compliance with the level of service expected as well as the external Independent Office of Police Complaints. These departments are in place in order to prevent individuals committing offences against policy and procedure and challenge those who break the law within their role. Police personnel will be acutely aware of these departments as well as how their behaviour affects public perception, their team and their own progression.  
Conscious or unconscious, team dynamics are an integral factor in any team’s success and need to be tackled in order for a team to realise its full potential. Whether tackling team dynamics in a structured approach, like Tuckman’s model or Beckhard’s GRIP model, or making the most out of individual strengths and weaknesses as outlined in the Thomas-Kilmann Conflict Instrument, team leaders and members need to be conscious of how team dynamics influences a team’s success. Not all individuals will share the same traits and this is why interpersonal conflict may occur. However, if the strengths and weaknesses of individuals are highlighted, they can be placed in specific roles that suit their work style and benefit the team as a whole .Interpersonal conflict is almost always likely to arise but if managed effectively can be used to strengthen a team and push it forward. 
Team Dynamics are equally as important in a policing context as it is in any other team based structure. Failure to find the right team dynamics within the police will lead to less cohesion and a likelihood of breaching police professional standards and even the law. 












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:
Total Word Count: 1615

Officers attended a family home following the reports of a third party domestic assault involving a male and female at the address. The call came from a child within the address who informed police call handlers that his father had hit his mother and that she was bleeding. From the text of the call, officers knew that the victim had already sustained an injury and that both parties were still at the address. Furthermore it was evident that there was also a child still at the address. The potential risk of further injury or escalation was high and the call was graded as an “Immediate Response”. 

Officers arrived at the address within the graded time period and were let in but one of the residents, allowing entry under Common Law. The victim and the perpetrator were led into different parts of the house to speak with officers separately in order to establish facts and allow the individuals to give a version of events without interference from the other party. It was soon established that neither the victim nor the subject spoke English. Through the use of the Language Line service, a telephone interpreter service available to police, officers established that, following an argument, the perpetrator has struck the victim to the face causing her mouth and nose to bleed. 

The injuries sustained to the victim were such as to amount to an offence Domestic Related Common Assault by Beating contrary to Section 39 Criminal Justice Act 1988. The National Decision Making Model was applied to establish how best to resolve the matter and the decision was made to arrest the alleged perpetrator. In order to safeguard the victim, as well as the children within the house, to prevent further risk of injury, and to engage in a prompt and effective investigation as outlined in Code G Police and Criminal Evidence Act 1984 (PACE), it was necessary to arrest the male. Furthermore, local force policy dictates that positive action is to be taken at all domestic related incidents regardless of the victim’s support of a prosecution. The male was cautioned and it was checked his understanding via the interpreter. The male was placed into handcuffs in line with Section 117 PACE and his person searched under Section 32 PACE. He was then placed into the rear of a marked police van and conveyed to custody where his detention was authorised.  

In order to engage in a prompt and effective investigation, officers now needed to begin collecting evidence to present to the defendant in interview. There were also safeguarding concerns and language barriers. Officers immediately returned to the address where the assault had taken place in order to achieve best evidence, remembering the golden hour principles. Once again, through the use of an interpreter officers spoke with the victim to establish how best to safeguard her and progress the matter. 
Section 32 of Domestic Violence, Crime and Victims Act 2004 introduces the Code of Practice for Victims of Crime (Victims Code) which sets out the minimum standard of service that victims of crime can expect to receive. It is made up of twelve rights and officers have a duty to inform the victim of these rights. Officers considered these rights when engaging with the victim.

The victim was supportive of police action and was willing to provide a signed, formal statement of complaint to officers in line with Section 9 Criminal Justice Act 1967. She was also willing to provide a Victim Personal Statement outlining how this has affected her personally, as is one of her rights under the Victims Code. In normal circumstances, officers would look to obtain these statements from the victim as close to the time of the incident in order to achieve best evidence. However, in this case, the victim did not understand English. This was also the same for the arrested male. A principle in Common Law and European Convention of Human Rights is that the defendant is able to understand the charged brought against them in order to properly defend themselves and safeguard the fairness of proceedings.
Additionally, Code C of PACE outlines the detention and treatment of suspects for non-terror related allegations. This code states that the police must organise an interpreter if the witness or suspect requires one to provide a statement or give an interview. An interpreter operating in the Criminal Justice System, either for a victim, witness or defendant needs to be independent and accredited as such. The use of a telephone interpreter is not sufficient in these circumstances and an in person interpreter was arranged to attend. 
The witness in this case, was under the age of 18 years and therefore deemed a child under Children’s Act 1989. The child spoke fluent English, however, to obtain best evidence, an Appropriate Adult was utilised they gave a statement. Being under the age of 18 years also classified them as vulnerable and automatically entitled to certain special measures should the matter go to court such as screening, or giving evidence via live link (Section 16 Youth Justice and Criminal Evidence Act 1999).

Officers were however, able to communicate with the victim to put safeguarding and supporting measures in place. One of the tools available to officers is the submission of a Public Protection Notification Report. This allows officers to refer the individual to a number of external agencies who may be able to support the victim further. The report also allows space for officers to submit their observations on the subject and it does not necessarily require the consent of the victim for it to be shared. In this case, the victim did consent and the referral was submitted to agencies specialised in domestic related offences. These partner agencies included Women’s Aid, Independent Domestic Violence Advisors, housing options, Social Services and Migrant Help, each offering varying levels of specialist support to the victim. They are each provided with the facts of the case and the victims preferred method of contact. Often, victims may respond better to these agencies than they do to the police and they are often seen as a much more appropriate means of ongoing support. The negative is that the referrals are not always shared with partner agencies, depending on the severity of the crime. Furthermore, some agencies will be unable to offer services or signpost to secondary services if the report doesn’t meet their internal criteria. The report may not always be appropriate and will be measured on the victim’s level of vulnerability.
Further to this, if the victim of a domestic abuse case meets a high risk threshold, they may be referred for a Multi-Agency Risk Assessment Conference whereby information is shared and discussed by a number of agencies in a conference like setting. This is reserved only for the most serious of domestic related cases and is not available to all victims of crime.
Another tool available to officers of South Wales Police is the Victim Focus Referral. This is an internal department who help ensure that the Victims Code is met. They offer a range of support such as emotional, practical and support through the criminal justice procedure. However, this may not be appropriate for some victims as they have to consent to the referral prior to if being offered.
The Victims Code also states that a victim of who is vulnerable or intimidated may be entitled to enhanced rights. These rights could include referral to certain partner agencies or having more frequent contact. The Enhanced rights however, are only applied to a very specific group victim. While a person may be vulnerable or intimidated in other circumstances, they may not actually meet the Victims Code’s specific definition of vulnerable or intimidated and therefore do not qualify. Additionally, it relies heavily on frontline services being able to identify the victim as an appropriate candidate for enhanced services.
These services are not a “cover-all” as many victim’s experiences differ. All victims of crime however, will have follow up from the local Witness Care Unit to establish what additional support can be offered and tackle any outstanding concerns.

Once the evidence and statements had been collected. They were put to the defendant in interview where he gave his version of events and was charged for the offence. Had there not been enough evidence to charge, officers would have considered submitting a Domestic Violence Protection Order. This is applied for by the police and signed for by the Magistrates Court. It prevents the offender in domestic abuse cases from attending the address for up to 28 days.
Using an evidence-based and risk-based approach, officers judged the various ways that they could manage the offender and protect the victim going forward. 
Prior to court dates officers can look to remand offenders, bail them, release them under investigation or any other out of court disposal. This is dependent on the extent of the offence, the evidence available, the risk of reoffending or the risk of absconding. Once sentenced a defendant could be subject to a fine, a conditional discharge, a community order, suspended sentence or a custodial sentence. This again is dependent on the potential risks involved versus the likelihood of reform.
The defendant in this case was released on bail with conditions not to attend the address or to contact the victim or witnesses in order to prevent interference in the case pending a court date. He was later sentenced to a community order and ordered to engage in an anger management course. He is managed in the community by partner agencies and the Probation Service. The victim remains in contact with officers, has been actively engaging with partner agencies and is now in refuge.








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:  Thomas Mathews (Learner – electronic signature accepted.) 
 
Date: 29/10/2021






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:
Total Word Count: 2513

Criminals use Britain’s roadways to commit a range of varied offences. These offences could be as minimal as minor motoring offences or as impactful to the community as serious organised crime or terrorism. In 2018, the National Police Chiefs Council created a three year plan for policing Britain’s roads and have prioritised the objectives of: creating safer roads by reducing casualties, disrupting criminals and countering terrorism, and increasing public confidence by patrolling the roads. This essay looks to analyse how police may be able to disrupt criminal activity on the road network and what is available to police to achieve this. The essay will also analyse police interviewing techniques, risk assessment and appropriate fast track investigation actions. 

Criminals use the road network to commit offences and cause misery to other member of the community.  Some of these offences could be perceived as minor but could have dramatic consequences. Common minor offences include, driving without insurance, driving without a license, speeding, or driving over the prescribe drink or drug limit which all bring enormous risk to other road users. The roads could also be used in an anti-social manner by drivers. Examples would include, racing, large car gathering and cruise events, off road vehicles being driven on the roads and even illegal dumping of waste. Although there may be other offences associated with these, they fall under this bracket of anti-social behaviour as they have a high impact on the community, environment or may cause an individual to feel harassed, alarmed or distressed. The managing of these types of offences are often the subject of public scrutiny and can affect the public perception of the police, so appropriate and proportionate response is crucial.
Criminals also use the roads to help facilitate more harmful types of crime. Crimes such as drug trafficking have a huge impact on multiple people in the chain of supply. It is also an enormous burden on other public services such as health care. Other harmful crimes often facilitated by the road network are human trafficking and child sex exploitation. These crimes are often operated by serious organised crime gangs can often transcend borders making it a challenge for police to tackle.

A number of these offences, particularly drug trafficking, are linked to the crime model County Lines. County Lines is term used to describe a specific illegal drug dealing network. Organised crime gangs, who often operate out of major UK cities such as London or Birmingham, set up these networks in order to distribute drugs in to smaller or more rural parts of the United Kingdom. They often operate these networks through a single telephone line, hence the title County Lines.
These gangs, often target children or the most vulnerable of society to act as runners, travel the country and distribute drugs on their behalf in return for the promises of cash, other gifts or status. The gang organisers can then be left as detached from the distribution and less likely to be detected by investigators themselves. If the line is interrupted by officers, these vulnerable runners are often scapegoated by the gang organisers.

There are a number of powers available to police to assist officers in disrupting criminals on the road. Some of these powers enable officers to stop vehicles using the roads for a range of different reasons.
Section 163 Road Traffic Act 1988 states that a person who is driving a mechanically propelled vehicle on a road must stop when directed to do so by a constable in uniform. Furthermore, this power allows officers to check the validity of the driver’s license and insurance to ensure that they are permitted to drive the vehicle.
Section 4 of Police and Criminal Evidence Act allows officers to stop vehicles in a given location that meet a certain description or criteria in order to locate either a witness, victim or suspect involved in an indictable offence. Officers need to have reasonable belief that the offence committed amounts to an indictable offence and have reasonable grounds to suspect that the person whom they seek will be in a vehicle in the given location at the time of the stop. Officers first need to seek out specific authorisation (usually from an officer of rank Superintendent or higher) in order to do this but it is a powerful tool used to safeguard the public. 
Similarly, Section 60 Criminal Justice and Public Order Act 1994 gives officers preventative stop authorisation where they reasonably anticipate violence is going to take place. Once again this is subject to authorisation and can only be applied to a specific location.
In combatting terrorism, Section 43 of the Terrorism Act 2000 grants powers to a constable to stop and search a person whom he reasonably suspects to be a terrorist to ascertain whether they have in their possession anything that may amount to evidence that he is a terrorist. Officers may stop and search a vehicle and anything in or on that vehicle under this power in order to search for evidence of terrorism.

Further to stopping vehicles, police officers can seize a vehicle on a road if they reasonably suspect that it has been used to commit an offence, is in a dangerous condition or has been left in a dangerous or unlawful position.
Section 165 Road Traffic Act 1988 grants officers the power to seize a vehicle a vehicle that is being driven on the roads without a licence or insurance. Removing offending vehicles from the roads is arguably the best way to protect the public from this type of irresponsible driving.
A commonly used police power of seizure is Section 19 Police and Criminal Evidence Act 1984. This gives officers the general power of seizure and is extended to the seizure of vehicles. Officers may seize a vehicle if they have reasonable grounds to believe that it has been obtained in the commission of an offence or if is evidence in the relation to an offence and it is necessary to prevent it being lost, concealed, altered or destroyed. 
A powerful tool used by police to tackle vehicle related antisocial behaviour is Section 59 Police Reform Act 2002. This grants police powers to seize a vehicle that has been driven in an inconsiderate manner or in a careless manner on a road or other public place, or on a footpath, bridleway or other restricted byway without lawful authority. Prior to seizing the vehicle, officer will present the driver of the vehicle with a warning under the act which is valid for twelve months. If another breach occurs within this period then officers have the power to seize the vehicle. Notably, the warning is linked to both the vehicle and the driver meaning that should the driver commit another breach under this act in another vehicle, that vehicle could be seized.
To tackle environmental offences such as illegal dumping of waste, officers may seize a vehicle that has committed a relevant offence under Section 34 Environmental Protection Act 1990.
In relation to human trafficking offences whereby a person has been trafficked into the country, often by serious and international organised crime gangs, officers may seize a vehicle, vessel or even aircraft if a person has been arrested for a necessary offence under Section 25 Immigration Act 1971.
To disrupt criminal earnings, officers may utilise powers under section 45 Proceeds of Crime Act 2002 to seize assets including vehicles. This power can often be more impactful to career criminals whose focus is on status and earnings, and who see any imposed court sanctions as an occupational hazard. 

When police look to disrupt criminal activity on Britain’s road network, they may rely heavily on an intelligence led approach. Intelligence is information, presented in an actionable format, which has been provided to the police meaning can be used to influence decisions about policing tactics or policing priorities. 
Intelligence can come from a number of sources, either directly or indirectly, and is evaluated, then shared or retained. Police intelligence sources could be the public such as witnesses or even suspects, partner agencies such as the local authority, or community sources such as religious leaders.

When policing the road networks, police may look to gather intelligence or seek support form a range of different partner agencies. Partnership working brings with it, a host of benefits and allows police to utilise the specialist skills which these partners have to offer. 
When disrupting serious organised crime gangs, local forces will work in close conjunction with the National Crime Agency. The National Crime agency is a law enforcement agency in itself but focus on serious organised crime, human trafficking, international crime and economic crime amongst other high impact crimes types. Like local police forces, the National Crime Agency reply on intelligence led policing and will look to share and exchange intelligence with local forces in order to pursue criminals.
The Driver and Vehicle Licensing agency holds data on all drivers and vehicles registered in the UK. The DVLA share information with the police via the Police National Computer but also support in investigations into stolen vehicles, forged driving documents, number plate offences and can offer access to the European car information system.
The Driver Vehicle Standards Agency, aims to take pressure from police and other services by promoting safe driving standards and has a responsibility to the traffic commissioner. They set standards for drivers and instructor and offer driver education schemes.
GoSafe Wales is a local partnership scheme in Wales and the largest of its kind. GoSafe work in partnership with local authorities and police forces and are responsible for red light and speed camera enforcement. The idea behind the scheme is to educate drivers and reduce road casualties. 
The Highways Agency and Local Authorities are responsible for the infrastructure of Britain’s road network. The Highways agency also employs traffic officers to help maintain the movement of traffic during incidents.

Another method of intelligence gathering is the use of technology, namely Automatic Number Plate Recognition technologies (ANPR). ANPR technology uses specifically designed software to record and recognise characters in a vehicle number plate in images that have been captured by cameras. The technology can then link these characters to a specific individual or vehicle automatically. The cameras can be specifically designed cameras or already existing CCTV cameras. The cameras can be static and are commonly fitted along roadways and motorways. They can also be mobile and fitted to the front of police vehicles or other enforcement vehicles. The technology is able to read, process the read information against a number of databases, and return information instantaneously making it an invaluable tool when used in a roads policing context.
ANPR cameras not only help build intelligence of an individual vehicles movements, but also can provide reasonable lines of enquiry, assist in tactical decisions and provide evidence in an investigation. As well as disrupting travelling criminals, ANPR can also act as a deterrent for those wishing to commit crime.

When an offender is arrested or an investigation needs to take place, there may be certain circumstances where fast track actions may need to be taken. Initial investigation priorities are to preserve life, preserve evidence, and identify witnesses, suspects and victims. Fast track actions are defined as any investigative action which, if pursued immediately are likely to establish important facts, preserve evidence or lead to the early resolution of the investigation (The College of Policing).
This falls in line with the golden hour principals for preserving life and evidence. The first chance to obtain material may be the last so it is important that actions are identified as soon as possible to avoid evidence being contaminated or lost.
An example from a recent arrest that I was involved in comes from the allegation of rape being made against the suspect. The offence had allegedly taken place in the suspect’s vehicle and there was potential for forensic opportunities to be present. Prior to any other investigatory actions, I knew it was imperative that I secured the suspect, his clothing and vehicle following the allegation being made. When effecting the arrest, I was forensically conscious and wore gloves. I also bagged the suspect’s hands to prevent any contamination or tampering whilst he was being transported. On arrival at custody I was able to conduct intimate and non-intimate swabs with the help of a medical practitioner. I then applied for a search of his premises under Section 18 Police and Criminal Evidence Act 1984 to find clothing that was described by the victim. I was also able to seize his vehicle for forensic testing. The decision to take these steps was vital in securing evidence against the suspect and was effective in securing a conviction.
When making decisions, police may apply the National Decision Making (NDM) model to aid them. The NDM is a tool to help manage risk when making decisions. It empowers officers to make decisions but considering all options, as well as to manage risk. The NDM is centred on the Police Code of Ethics. There are also ten Authorised Professional Practice risk principles to support decision making. Risk assessment is arguably one of the most important factors in decision making and police often have to make quick and on the spot dynamic risk assessments in quickly changing circumstances. Officers should manage risk by being willing to make decisions in levels of uncertainty, feel empowered to take risks by balancing the possible outcome. Officers should not be judged on the outcomes of their decisions but only on their decision making process. 

When police interview a suspect, the goal of the interview is to get the truth of the matter in order to aid and maintain a fair investigation. A model commonly used by interviewing officers is the PEACE model. 
The first phase is Planning and Preparation. This is arguably the most important stage of the successful interviewing. The officer needs to understand the case and evidence available and establish what outcomes they wish to achieve.
The second stage is Engage and Explain. This can be a challenging stage but it is important that the interviewee understand the process. It is also a suitable time to build a level of rapport. The officer should outline the objectives of the interview, the routines and the expectations.
The evidence gathering stage is Account, Clarification and Challenge. This stage, will need to apply appropriate interviewing techniques. They should show the interviewee that they are actively listening through verbal and nonverbal communications such as nodding. They should then clarify the account by summarising and repeating. The officers should apply the five key question types: open, specific-closed, forced-choice, multiple and leading to extract the most information out of the defendant.
When satisfied the officer should move to the Closure phase. They should summarise what has been said and allow the defendant an opportunity to add or clarify should they wish to.
Finally the officer should move on to the Evaluation phase to determine where the account fits into the investigation and what stages are necessary to take next in order to progress the investigation.












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

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	I believe that my knowledge is currently at a level expected by the force at my length of service. I am able to make firm decisions based on my understanding of the legislation, procedure and policy. I am confident in my knowledge base in most situations.
However, Policing incidents are never two of the same experience and occasionally I find myself in a position where I need to ask a colleague or superior. 
I always attempt to understand the theory behind the work that I do and as such, continue to research alongside my role. 
Specifically, there are some offences that I don’t deal with as regularly as others such as sexual offences or serious organised crime and some procedures that I am not as familiar with such as CPS file building. Although I often offer guidance to colleagues I sometimes and unable to and find this as a good measure of my current knowledge. I would like to be able to offer guidance for a higher range of legislation and procedures but studying a wider range, I believe that this is an ongoing process but I look to grow my knowledge, realistically in the next six months. I believe that this is attainable and relevant to my goals of becoming a well-rounded officer. 

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	I believe that my current skill set is once again where it is expected to be by the force be given my length of service. Having completed initial police training and a number of courses related to that, I believe I have been equipped with the skill set to perform the core functions of my role.
I would like to begin to broaden these skills somewhat in the next year by attending more specialist courses. I Have been restricted as to what courses I can take due to Covid-19 restrictions but they are once again beginning to open to applicants again. 
Specifically, I would like to improve my police driving skills. I have signed up for a course in March 2022 and believe that, should I pass the course, My policing driving skills will open up a number of opportunities for me and my team. I believe that this goal is attainable.
I would also like to become an officer who specialises in sexual offences. Currently there are none on my team and I believe this sill would be invaluable. I am unable to apply for the course until April 2022 due to my length of service, however I have already submitted an expression of interest and will join the next available course. I hope to have this completed within the next six months. 
As I learn more about other specialities and roles that interest me within the police service, I will pay consideration to learning the specific skills associated with them in order to broaden my skills set.  

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	At my current length of service and within my current role as response officer, my experience within the police service as a whole is very limited. I have been working with the same team, policing the same area and more or less dealing with similar offences and as such have not had a wide range of policing experience. However, I believe that this is in line with where the force currently expects me to be.  Although I have no intentions of leaving my specific policing role, I would like the opportunity to experience the work of other departments and am eager to learn about their function. 
Specifically, I would like an opportunity to work within an investigatory role such as CID. I have arranged a two day excursion within due in January 2022 to afford me the opportunity to experience their role. 
I also have an attachment with the Roads Policing Unit and the Intel Department. I hope to return to my role after these attachments equipped with more knowledge and understanding of other departments and how they can be utilised. This will likely also give me a firmer expectation of these departments and may ultimately guide my future career decisions.
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