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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:


Introduction:

Throughout the course of this essay, I will look to critically evaluate the theories surrounding team dynamics. I will explore to what extent group dynamics are shaped by wider organisational cultural norms. 

I will consider why inter-personal conflict can occur within a team and explore strategies around enhancing individual and team performance.

Finally, I will 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.

Throughout the essay, I will use theories and models and will reference my findings in accordance with Harvard Referencing styles.


Team Dynamics:

Working as a team is defined by the Cambridge Dictionary (2021) as “a number of people who act together as a group in order to achieve something”. The importance and relevance of this statement within policing is especially true as it can potentially be an exceptionally dangerous job and the trust that each individual officer needs to have within their team is highly important.

The University of Notre Dame (2020) explains that in the early 1940’s Kurt Lewin, a social psychologist and change management expert explored the individuals that make up a team. He explained that people often take on distinct roles and behaviours when they work in a group and the term “Group dynamics” describes the effect of these roles and behaviours on other group members, and on the group as a whole. 

A group with good dynamics is generally likely to be more creative than a group with negative dynamics. This tends to be because the group has a positive mind-set and trust one another when making decisions. A group with poor group dynamics could disrupt people’s work, this may conclude in the group not coming to any decisions or making the wrong choice.

Other factors surrounding poor group dynamics could cause problems within a group. Some of these factors can include weak leadership, negative work attitude, blocking roles, excessive deference to authority and many more. These will be explored throughout the next stage of this essay.

Various models will be explored during the course of this essay and it will be examined how these models can apply to the role of a response officer.

As a Police Officer, a great deal of time is spent working as a team or at least with one other person. A guide to being a Police Officer on How2Become.com (2016) states that crime cannot be solved by one person alone, it takes the collective work of the entire justice system. The police service are an integral part of this. 

In nearly every aspect of policing, there is an element of teamwork required. From the initial training whereby universities and police trainers work together to ensure the delivery of the training is up to standard. Moving onto when a team is formed as part of an emergency response unit; police staff work as call-handlers and the communication needed between both can be vital to process the incident correctly and adhere to the right procedures. (eHow, 2021)

The first model to be explored often used to understand Team Dynamics is the Tuckman Team Model. The teamwork and communication chapter on Pressbooks as explained by Susan Last (2021) is that psychologist Bruce Tuckman proposed “Tuckman’s Stages of Group Development” in 1965. This is one of the most famous theories of team development describing four stages that teams may progress through; these being: forming, storming, norming and performing, with a fifth stage added later: adjourning. 

According to McCahan et al., the stages are not as linear as they first appear and can move from organising to producing. This could depend on events and team members influencing individuals, teams may move backwards to previous stages or even stall in a stage.
[image: circular diagram of Tuckman’s Linear Model of group development. Shows five stages: Forming, stroming, norming, performing, and adjourning.]

Fig. 1: The stages of the Tuckman Model.


A critical component of being successful in moving to the next stage of the model is communication. To begin the model, the forming stage is the stage where everyone is getting to know each other and make a good impression. Usually team building activities can be utilised to ensure the team builds trust and positive relationships with each other. Within a policing environment the scale of relationship building can be complex, the team dynamics are always changing, this is due to the ever-changing teams on response. Members of the team could be moved to other departments or change teams due to demand. This can make it difficult to maintain relationships as no one person stays in the same place for long. In contrast to that, working together closely on a team, relationships form quickly and bonds are created therefore sometimes making it difficult for new members of the team to ‘fit in’. From a personal perspective, a team is usually extremely welcoming to any new members of staff especially due to the current shortage of Police Officers as it boosts the numbers on shift. 

Moving onto the next stage of the model, the storming stage. This stage is most often characterised by group conflict. This coincides with “brainstorming” in which each member of the team contributes ideas that could potentially become the focus of the project. This is where strengths and weaknesses are shown to team members. This is when individual personalities and work styles can clash within the team. Tuckman explains it is important for team members to continue to work together and use each other’s strengths to overcome conflicts early on and to look out for subgroups and cliques that begin to form. 

During the norming stage, if conflicts have been resolved then by now each team member should know their role and have settled into knowing and adapting to their strengths and weaknesses. This stage does not necessarily apply in a response policing role as where an individuals weakness may be confrontation, it is not the case that the officer can just not be involved in this due to the nature of the job. Within the Police Service there is an overall goal to be achieved of keeping members of the public safe and bringing justice to those to have committed a crime. Although this is an overall aim, each officer is bound to have individual goals that they wish to achieve which could change the team dynamics. Whilst some officers are more pro-active in their policing styles and are keen to arrest, other individuals are more interested in the slow time investigation side of policing and see a future in CID. This could cause issues within the team due to pro-active officers feeling as though they are doing the majority of the work however it could be just due to different working styles. 

The next stage of the model is the performing stage. 

The final stage of the model was not added until 1977, this stage is called adjourning or also referred to as mourning. As briefly explained earlier, this is because the group is at the stage where the team have formed bonds and relationships however must part ways due to personal life, promotion, demand in different sectors and many other various reasons. 

Although Tuckman’s model is extremely popular there is also some fundamental criticism on the theory. As described by Forsyth (1999) team development often deviates from the sequential steps in phase development. Seeger (1983) also suggests that groups omit certain phases as defined by Tuckman, move through the phases in different orders or develop in ways that cannot be described by Tuckman’s phases. Another flaw as outlined by Arrow (1997) is that there is no exact distinction between the phases, because certain group dynamical aspects do not occur timely not in sequential order therefore, teams in practice do not always develop according to clear distinguishable phases. (Last, S. 2021)

The main point through Tuckman’s theory would be that conflict must not be avoided but resolved early on in the process in order to work well together as a team and for individuals to excel in their strengths. 

It is essential to Police that officers work as effective teams with colleagues, supervisors and partner agencies and that they take responsibility for their actions and communicate with the team. Like all teams, policing can be subject to conflict between team members and supervisors, early intervention into such conflict is essential to avoid poor service delivery and performance. If conflict within a team is not addressed in this early stage it could lead to unresolved conflict between team members or supervisors which may result in an inability for the team to function effectively meaning that they will remain in the ‘Storming’ stage of Tuckman’s model.


Interpersonal Conflict

Indeed (2021) explains that interpersonal conflict is any type of conflict that involves two or more people. In the workplace, interpersonal conflict is defined as a person or group who interfere with another person’s attempts at achieving goals. Resolving this conflict in the workplace can help repair working relationships, boost morale and increase the delivery of the organisation.

So to touch upon why interpersonal conflict occurs in the workplace, it usually happens when two or more people express different points of view. This can happen between members within all aspects of the workplace including with members of the public. The numerous reasons as to why interpersonal conflict are generally due to reasons such as a difference in values, personality clashes or poor communication. 

From more of a personal point of view, the reason for many types of interpersonal conflicts within a policing team could be due to not trusting other members when in a dangerous situation. This can lead to members of staff left feeling frustrated by seeming as though some people are doing the bare minimum whereas others feeling as though they are carrying a lot of the work on the shift. 

When looking at types of interpersonal conflict, there are four types which will be mentioned below:

Pseudo-conflicts arise when two parties want different things and cannot come to an agreement. Their desire to approach a task in two different ways and failing to see eye-to-eye is the reason for the conflict. 

The second type is policy related interpersonal conflict, this related to a decision or situation that involves both parties who want to proceed with different starting points. The best way for this to be addressed is through compromise. 

Sometimes conflicts occur between two people when they have different underling value systems. This kind of conflict can be hard to identify when it first occurs because the people who are in the conflict often think the other party is being stubborn or disagreeable, wherein they just have different underlying values. 

The final type of interpersonal conflict is ego-related, in ego conflicts, losing the argument has the potential to damage a person’s pride. Sometimes this occurs when many small conflicts are left unresolved and build up. This could sway either person to be confrontational to another member of staff. This could escalate the conflict further and it would be best to get to the root of the issue and work towards a resolution.

A conflict model, which can be applied, is the CUDSA framework which embodies a collaborative approach. It encourages all parties to make the choices that increase the chances of the cause of the conflict being constructive rather than destructive. It also helps avoid escalating false conflicts through misunderstanding. 

Confront the conflict acknowledging that there is conflict and that you want to resolve it. 
Understand each other’s position, making clear statements about your own position and listening actively to the other person to clarify positions and diffuse emotions. 
Define the problem, ensuring that you both accept that you will need to give ground and change position. 
Seek for and evaluate alternative Solutions, mutually generating possible alternatives, and through making trade-offs and compromises. 
Agree upon and implement the best solution. 

(GMCVO, 2015)

Although conflict can be resolved between teams if it is addressed early, sometimes that is not always the case and sometimes an intervention may be required from a leader – from a Policing perspective, this is likely to be an Officer’s line manager (Sergeant). The Sergeant is responsible for the team’s wellbeing and if a concern is expressed to them, it is within their best interest to try to resolve the issue to ensure the team is working to its best ability. 

A leader of a team can have a positive or negative influence on a team. According to Northouse (2019) leadership is a process whereby an individual influences a group of individuals to achieve a common goal. Effective policing is heavily reliant on good leaders. John Adair’s three circle model also referred to as the Action Centred Leadership (ACL) highlights the importance of leading a team, not just a group of individuals who makes up the team. The model assumes that a team leader has three distinct functions to ensure successful leadership. In conflict with the theory that leaders are ‘born’ Adair argues that leadership is a trainable, transferable skill as opposed to an inborn trait.  (BusinessBalls, 2020)
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Fig 2. Action Centred Leadership (ACL) Model


ACL focuses on achieving the task, building the team and developing individuals. If one element is ignored, the others are unlikely to succeed.

Professional Standards

The Code of Ethics was produced by the College of Policing in 2014 in its role as the professional body for policing. It sets and defines the exemplary standards of behaviour for everyone who works in policing. From the evidence collated it is not enough to just have a code of ethics in place to reduce unprofessional behaviour – it needs to be talked about as an everyday business consideration. The Code of Ethics is about self-awareness, ensuring that everyone in policing feels able to always do the right thing and is confident to challenge colleagues irrespective of their rank, role or position. (College of Policing, 2021)

Within a team, especially in the Police Service, it is natural to have ‘banter’ and a joke with colleagues due to the nature of the job that officers do. Sometimes the incidents involved with being a Police Officer can be quite traumatising which is why the comradery of the team can be vital to everyone’s wellbeing. 

The main components of the Code of Ethics are sets of principles and standards of professional behaviour which all Police Officers are expected to abide by when they join the job. 
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Fig. 3: Standards of Professional Behaviour (College of Policing, 2014)


The Professional Standards Department (PSD) manage public complaints; internal conduct; disciplinary proceedings; and embed learning and improvement that has been identified within its case.  

It is an integral part of the Police Service to abide by these standards set out. The two standards which are relating to Officer’s behaviours and conduct are: Discreditable Conduct and Challenging and Reporting improper conduct. Any failure to meet these standards may undermine the important work of the police service and the public confidence in it. 

Police Officers are to report, challenge or take action against the conduct of colleagues which has fallen below the standards of professional behaviour expected. 

When an officer falls below these standards, it must be dealt with under the Police Regulations 2012 procedures. These procedures aim to provide a fair, open and proportionate method of dealing with alleged misconduct (Home Office, 2018). There are many different outcomes in terms of what is available in misconduct proceedings including: no misconduct found, no further action, various written warnings and finally a dismissal from service. 

In conclusion, the best way for a team to run smoothly together is for interpersonal conflict to be resolved at the earliest opportunity. There are several ways to ensure the team is working to its best ability, through team building activities and wellbeing days. This allows the team to socialise in a relaxed environment and relieve some of the tensions which come with working a high-pressured job. Standards of Professional Behaviour are extremely important within the job due to the high standard of confidence needed from the public and between teams it is important that unacceptable behaviour by colleagues is challenged and reported accordingly. 
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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:

Introduction:

Throughout the course of this essay I will aim to describe a policing incident I attended where I played a significant role with a victim of crime and reflect on what happened within that incident. I will explore the social and legislative context of the relevant cultural, ethnicity and language issues if they arose.

I will then critically evaluate the appropriateness of different approaches in supporting vulnerable people and people at risk of harm. 

Finally, I will explore what works in relation to tackling repeat victimisation and repeat offending, considering the use of evidence based policing. 

Main Body:

Response Policing within South Wales Police is a very dynamic role. Police officers every day deal with a variation of incidents including; domestic abuse, knife crime, mental health, anti-social behaviour, hate crimes and many other aspects of crime and looking after vulnerable members of the community. 

Prospects (2021) explains the general job profile of a Police Officer. Each force may have different visions and dependant on area will aim to achieve different goals however the general aim is the same. The role of a police officer as described on their website is to protect the public from crime, as well as supporting victims and witnesses of crime, providing reassurance to local people in the community. The responsibilities of being a police officers is quite extensive so to name a few it would be to respond to calls from members of the public, conducts patrols, develop community knowledge, conduct initial investigations, interview suspects, victims and witnesses in accordance with relevant legislation. 

The incident I will refer to within this essay is a hate-related common assault and criminal damage I attended with my colleague. I attended an address on an immediate response to a disturbance in progress between two neighbours. I will not name any of the persons involved to protect their identity. 

On arrival I was met with a person who I now know to be the victim of an assault in her own home. She lived in an upstairs flat and the assailant lived directly below her. The woman I will be referring to is currently transitioning from male to female; she identifies as female and wished to be addressed as female throughout.

To give an insight into the background of this incident the victim involved had been dealing with anti-social behaviour from the subject for several weeks due to him playing loud music and smoking cannabis at his address which affects the whole flat complex. The subject had already received an anti-social behaviour letter from a few weeks prior regarding this behaviour. Metropolitan Police (2021) define anti-social behaviour as 'behaviour by a person which causes, or is likely to cause, harassment, alarm or distress to persons not of the same household as the person'.  

The female stated to officers that on the day in question she was at her home address when her male downstairs neighbour has started continuously banging very loudly on her door. The male began shouting at her very aggressively regarding a letter he had received. The subject has then attempted to gain entry to the victim’s address and in the process of doing so has caused damage to the door to her property and assaulted her. The subject has then called the female a “FUCKING TRANNY”. The victim stated that the subject was no more than half a foot away and his face was red and he looked so angry that if he were to gain entry he would have caused further harm to her.

The Crown Prosecution Service Website (2017) stated that the law recognises five types of hate crime on the basis of: race, religion, disability, sexual orientation and transgender identity. Any crime can be prosecuted as a hate crime if the offender has either: demonstrated hostility based on race, religion, disability, sexual orientation or transgender identity. In this incident, I will be focusing on the transgender identity strand. 

The victim in this incident also falls under the protected characteristics under the Equality Act 2010 which protects discrimination from age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion, sex and sexual orientation. This means that it is against the law to discriminate against anyone displaying one of these characteristics. To be protected from gender reassignment discrimination, you do not need to have undergone any specific treatment or surgery to change from your birth sex to your preferred gender. This is because changing your physiological or other gender attributes is a personal process rather than a medical one. (Equality and Human Rights, 2019)

Hate Crimes within in South Wales Police are closely monitored and officers have various actions to complete to ensure the victims of hate crimes are fully supported throughout the process. When dealing with the above incident, the first thing to ensure was the safeguarding of the victim. Two officers stayed with her whilst my colleague and I conducted arrest enquiries for the suspect. The suspect did not open the door to us despite him acknowledging we were outside therefore my colleague forced entry under Section 17 of the Police and Criminal Evidence Act 1984. 

Once inside the address, the suspect was hostile towards us immediately. I arrested him for hate related common assault and criminal damage. There were also two snap bags of cannabis located at the address which he was further arrested for and supports the previous claim of the anti-social behaviour. 

Once the suspect was detained he was conveyed to custody for the offences. This also meant the victim was safeguarded. I re-attended the victim’s address following the arrest and completed a victim statement with her outlining the circumstances of the incident and also completed a victim personal statement to outline her wellbeing concerns. 

The subject was charged with the offences mentioned above and bailed to his home address with various bail conditions. This was obviously a concern for the victim as they live in extremely close proximity to each other.

I completed a Public Protection Notification (PPN) with her which she consented to be shared to partner agencies to be reviewed and actioned. Partnership working is vital within the police service to ensure victims are receiving the best service available from all aspects of her life. West Yorkshire Police (2021) explains that no single organisation can tackle the all too often complex problems in society or meet the significant community safety challenges faced by police. College of Policing (2020) stated that the benefits of partnerships can facilitate information and intelligence sharing, prompt agencies with community safety responsibilities to develop and deliver a coordinated safety package for actual and potential victims of hate crime.

Due to sharing this information to partner agencies, the victim I was dealing with was contacted by the housing association and was able to be re-located as she felt unsafe in her address with the subject still living downstairs from her and having to cross paths with him daily. 

Due to this incident being hate-related there was also certain updates I had to include for the incident, these included a Hate Crime Risk Assessment which assesses the severity of the hate crime. The score was HIGH for this particular incident. I also completed the Hate Crime 10 Point Plan in place which highlights the important factors of the investigation. These updates are processed and assessed by the Hate Crime Officers who provide support to victims of hate crimes.

To safeguard the victim further, I also completed a victim focus referral with her to ensure that she will be supported throughout the investigation and court case. South Wales Victim Focus (2021) explain that they are specially trained staff who are based locally and aim to offer immediate and long term help and support to enable victims to cope and recover from the effects of crime. Some ways Victim Focus are able to help is to provide: emotional support, practical support, referrals for specialist support and many more. In this particular incident the victim was satisfied with the response from South Wales Police. The victim was also in contact with a Hate Crime Officer within the organisation who provided her with support and reassurance. 

Due to the victim being relocated, this prevented any further incidents however due to the history between both parties; the female was already a repeat victim of ASB. Bedfordshire Police (2021) define a repeat victim as “A person who perceives themselves to be so or who have been a victim of more than one recorded crime or ASB incident within 12 months.” The victim in this incident would be defined as a repeat victim which she explained had an extreme detrimental effect on her mental health and wellbeing. 

Evidence suggests that some members of the public are at greater risk of crime than others. Once someone has become a victim, their risk of re-victimisation increases. Research on repeat victimisation has also suggested that, in the short term, crime risks can increase for ‘near neighbours’ as well as the original victim (College of Policing, 2021). The ongoing dispute from the incident I attended in relation to Anti-social behaviour had escalated to the point where it had become a violent crime.

During this incident, the victim also disclosed to me that she had been diagnosed with autism. This also added to her vulnerability as autistic people may act and react in a different way to other people. Autism is different for everyone and is a spectrum. (NHS, 2019). The victim in this incident explained that she was extremely anxious from this incident and found it overwhelming living in such close proximity to the suspect stating she was anxious to even leave her home. 
[bookmark: _GoBack]
In conclusion, this incident has highlighted the effectiveness and importance of partnership working. I used different approaches in order to support a vulnerable victim and ensured she received the best response from South Wales Police. I was also able to explore the processes used in tackling repeat victimisation and working with the partner agencies she was able to be safeguarded and not become a victim of more abuse from the same perpetrator.  
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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:  Charlotte Morgan _ (Learner – electronic signature accepted.) 
 
Date: 13/10/2021




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:


Introduction

Throughout the course of this essay I will critically explore how criminal activity facilitated by the road network can be disrupted. 

I will consider how I have applied appropriate fast track actions in an investigation and evaluate the effectiveness of the decision making whilst reviewing the importance of risk assessment in decision making.

This essay will also look to analyse how I am able to apply and understand appropriate interviewing techniques in a complex investigation. 

Throughout the essay, I will reference my findings in accordance with Harvard Referencing styles.

Roads Policing 

College of Policing (2021) states the aim of the Roads Policing Unit is to prevent loss of life and injury on the roads by preventing, investigating and prosecuting offences through intelligence led policing. The NPCC (2018) priorities the following: reducing road casualties, disrupting criminality, countering terrorism and patrolling the roads. Although there is a lot of focus on the main typical driving offences; for example, drink driving, speeding, drug driving there are also other offences to consider such as these road networks being used to facilitate Organised Crime Groups (OCGs) operating and a vital component in county lines. 

One of the key accountabilities for a Roads Policing Constable is to provide a visible presence on the roads by carrying out designated and proactive patrols and using intelligence and/or Automatic Number Plate Recognition (ANPR) information to deter crime, reassure the community and reduce fear of crime. 

Avon and Somerset Police (2013) explain ANPR is a technology that automatically reads the vehicle registration marks (VRMs) which is then passed to a reader, usually an image of the vehicle is also captured during this. The result image and data are transmitted to a Back Office Facility (BOF) for storage and retrieval. The VRMs are then compared against records held on databases and if a match is found an alarm is generated. This can then be used by Officers to carry out stops of vehicles.

Technology has transformed the way police tackle criminality on the roads. Many of these technological advancements include: ANPR, CCTV, facial recognition and many more. ANPR is an effective way of identifying vehicles and matching them against predetermined flags. It is a proactive policing tool for response policing which can prevent crime by targeting criminals through their use on the road. 

South Wales Police has ANPR cameras installed into most of the Police vehicles used by the Roads Policing Unit (RPU); there is then a screen installed into the vehicle that shows the details of the vehicle checks. This monitors cars on the road whilst on patrol and provides intelligence, markers for no insurance and many other warning markers. NPCC (2020) goes on to say the use of ANPR in this way has proved to be important in the detection of many offences, including locating stolen vehicles, tackling uninsured vehicle use and solving cases of terrorism, major and organised crime.

At present around 13000 ANPR cameras nationally, submit on average around 55 million ANPR ‘read’ records to ANPR systems daily. ANPR data from each police force is stored together with similar data from other forces for a period of one year. Searches of ANPR data can confirm whether vehicles associated with a known criminal has been in the area at the crime of a crime and can dramatically speed up investigations.

In addition to being mounted within police vehicles, ANPR cameras within police forces are used at fixed locations where they will help detect, deter and disrupt criminality. These locations are not disclosed as this information is likely to be of benefit to offenders and if known is likely to reduce the value of ANPR to policing. Generally, organised criminals are most likely aware of how ANPR works and use a variety of evasive techniques such as hire cars, obscuring number plates, stolen vehicles, cloned plates and just obscuring their faces when travelling past cameras. 

The National Policing Chief’s Council (NPCC) set out a 3 year strategy ‘Policing our Roads Together 2018-2021’. The overall aim is to ensure prioritising, through an intelligence-led approach, the business of road safety compliance. The principles of the Safe System principles for policing the roads are adopted, this opens up new potential for improving performance by addressing all elements of the road transport system. The ‘fatal 4’ offences will be prioritised and policing will be organised under five separate strands: Safe roads, safe speeds, safe vehicles, safe road users and post-crash response. Making these strands a priority will hopefully ensure crime prevention, enforcement and public reassurance. 

Organised Crime Groups

CPS (2017) defines Organised Crime as planned and co-ordinated criminal behaviour and conduct by people working together on a continuing basis. Their motivation is often, but not always, financial gain. 

OCGs usually stem from the larger UK cities; namely London, Liverpool, Birmingham for example. This would mean that generally members of the OCG have the necessity to travel of major roads to carry out their operations. OCG members can sometimes have a lot of knowledge in the way police operate and have a great extent of knowledge in how ANPR cameras work, therefore can sometimes use young people (often vulnerable) to help facilitate their criminal activities which can include: drug trafficking, child sexual exploitation and  modern slavery.

OCGs use the road network to facilitate their crime; there are several ways which could be likely to disrupt that network. College of Policing (2021) gives a comprehensive list of ways to disrupt criminal activity facilitated by the road network. A few of these include: driving licence interventions, this can include disqualification through point’s accumulation, licence revocation due to false application and drugs conviction data. The impact of this can remove the ability for OCG members to drive themselves and increase intelligence and disruption opportunities.

Another way of disrupting criminality would be proactive road safety. This includes offences such as speeding, not wearing a seatbelt, using a mobile phone, parking and vehicle seizure from no insurance or an anti-social manner of driving. The impacts from this are to improve road safety, remove the ability for an OCG member to use a vehicle and being able to seize and forfeit vehicles with no insurance. 

College of Policing also outlines that most OCG members have preferred routes of travel when committing criminal activity. This may be a preferred rural route, or through a particular housing estate. This may be to avoid overt CCTV cameras, ANPR camera location, or merely due to the fact that they know a certain area is not routinely policed. In order to use the powers at hand to disrupt these routine ‘rat runs’ and influence a change in activity. This could include including these areas into patrol plans or a restructuring of CCTV and ANPR cameras. The likely impacts of this could be forcing criminals into the hands of police, a change in routine can lead to mistakes and uncertainty by criminal gangs and helping develop an intelligence picture by influencing activity. 


Fast Track Actions 

Fast-track actions when dealing with an investigation is defined by the College of Policing (2013) 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 can be applied to reactive or proactive investigations, irrespective of when the crime was committed. Identifying the first chance to obtain material during the initial investigation stage produces the most effective outcome. A delay in protecting, preserving or gathering material may result in evidence being contaminated or lost. 
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Fig. 1: Investigation diagram (College of Policing, 2013)

College of Policing goes on to explain that once the immediate priorities are dealt with as fast-track actions, it allows officers to plan how best to conduct the investigation whilst considering a number of key factors. The initial investigation factors to consider are: scene management, risk management, record keeping, community impact and the initial fast track actions. 

These fast track actions are usually conducted within the ‘golden hour’ principles to secure and preserve evidence such as: the arrest of suspects, obtaining witness / victim accounts, CCTV, forensic opportunities and house to house enquiries. This is standard practice for any incident we attend as Police Officers as initial actions. I recently attended a report of a rape allegation; the victim was living on her own and had been on a night out the evening before. It was vitally important that she was informed at the earliest opportunity not to wash herself or her clothes. I then attended her address to take her initial account. There were key areas identified which were lines of enquiry further down the line to identify the offender. The victim’s safety was the most important and preserving evidence to ensure it was not lost or contaminated. 

As the offence was within the forensic window, I accompanied the victim to the Sexual Assessment Referral Clinic (SARC). This was to ensure any swabs that needed to be taken were done at the earliest opportunity. South Yorkshire Police (2018) explain that the first chance to obtain material may the best last therefore the decision to take the initial account and attend the SARC was the most important action above all else.

Leading on from the initials of the investigation, then comes the process the offender and the complex side of the investigation. Investigation is a core duty of policing. Interviewing victims, witnesses and suspects is central to the success of an investigation and the highest standards need to be upheld (College of Policing, 2020). 

The PEACE framework for interviews outlines the strategy for the interview. 

[image: Diagram illustrating the five phases within the PEACE framework.]

























Fig. 2: PEACE model (College of Policing, 2020)


This interviewing model allows the interview to conduct a structured interview in line with PACE requirements. By following the model, there is scope to be able to allow the interviewee to speak freely if required or answer questions in a more structured way. Officers will adapt their way of interviewing slightly as it is a personal preference to what works best for that individual. 

The PEACE model is split up into different sections as shown in Fig. 2, the first step is planning and preparation. This is one of the most important phases in effective interviewing. By carrying out an interview plan, it gives the interviewer an opportunity to review the investigation, establish what material is already available and decide on what the aims and objectives of the interview are. Other things to consider are the suspects individual characteristics to identify and vulnerabilities, practical arrangements such as location, timing and knowledge etc. all of this planning and preparation will ensure the smooth running of the interview.

The second stage of the PEACE model is engage and explain. Active listening assists the interviewer to establish and maintain a rapport which enables them to identify topics, communicate interests and identify important evidential information. This is the section where the interviewer is to go through the routines and expectations of the interview including the ‘legal’ procedures. 

The following stage is the account, clarification and challenging section. This allows the suspect to give their account of the incident and to explain what knowledge they have about it, it then provides the opportunity for the interviewer to challenge and clarify any account given by asking questions such as: open ended, specific, multiple etc. these will give the suspect a chance to further their account.

The final stage is closing the interview, this should still be planned so it allows the suspect and interviewer to ask any last minute questions or say anything that has not already been covered. The interviewer should then evaluate the interview and determine the next steps and also how the account provided fits in with the rest of the investigation.

During an attachment I completed with the Investigative HUB, I processed many prisoners and interviewed them accordingly. One interview I will refer to within this essay is a domestic related assault, stalking and harassment. There were seven different occurrences to look into and a vulnerable victim to safeguard. 

It was not by definition a ‘complex’ investigation however due to there being so many different occurrences and incident it had to take a lot of planning in order to discover the sequence of events and ensure the facts of the matter were put the suspect in interview. I followed the steps of the PEACE model as outlined above and started to prepare for the interview. I identified the outstanding actions prior to interview which consisted of a witness statement which was vital to interview as it was an direct eye-witness to one of the assaults. The suspects mobile phone also required a download to prove the offence of harassment. I contacted the DMI to assist with this and filled in the necessary paperwork for the phone to be downloaded. I thoroughly read through each occurrence which involved the suspect and victim and began to compile a file of evidence to send to the CPS. 

I also researched the domestic violence background between the two which was quite extensive considering their young age. I included this evidence as part of a DV Checklist for the CPS to provide an overview. When planning the questions for the interview I divided each offence into sections which enabled me to have a clear path of where I wanted the interview to go. I obtained details of the suspects mobile number and ensured the audio evidence was readily available for me to play to the suspect in interview. 

The interview itself was a No Comment interview as advised by the suspects solicitor. Any suspect has a right to not answer any questions put to them however as an investigator, I still had a responsibility to put questions forward to him. Luckily because I had prepared so thoroughly I had more than enough questions to ask the suspect in relation to each offence. I ensured the suspect had enough time to answer my questions and I asked all the questions I had prepared to ensure the suspect was allowed the opportunity to give an explanation however he did not. College of Policing states that it is important that no gaps are left for the defence to fill at court. Failure to ask all the relevant questions in the first place may preclude inferences being drawn in court. I concluded the interview after I had asked all of the questions relevant to the offence.

I then reviewed compiled a summary from the interview and added it to the case file to provide the CPS with the material they would need to make a decision about the case.  

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

	KNOWLEDGE 
 
 
 
The process of compiling case files ready for the CPS. 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


8
	Low 
1-4 
	Med 
5-7


7 
	High 
8-10 
	 



Have more knowledge of what is required to compile an NGAP or GAP file. Familiarise myself with the guidance provided from CPS. I will volunteer to accept hand-on packages to follow procedures to send the case file to the CPS. 

	
Keep up to date with legislation and familiarise myself with old and new legislation. 

	
	
	


9
	
	


7
	
	When not sure of an offence I will aim to familiarise / revise the legislation to ensure I have full understanding of it. It is easy to forget legislation when on response as it is such a busy role there can sometimes be a lapse in how much work needs to be done outside of working hours. There have been a few incidents where I have not been confident with the correct legislation and have had to ask senior colleagues for their assistance or have had to look it up. I wish to extend my knowledge and keep up to date with relevant legislation.  



	Partner agencies 
	
	5
	
	
	7
	
	Working with colleagues who have previously worked for the council or been on NPT, I find that they are a lot more knowledgeable when it comes to speaking to victims about making referrals to partner agencies. I would like to extend my knowledge in this area to be able to help victims of crime and offer them the best service available. 

	Mental Health incidents 
	
	
	8
	
	7
	
	Mental health incidents are probably one of the most recurring calls we attend as Police Officers on a daily basis. I have had shifts where I have not actually dealt with a crime but only mental health. It is such a prevalent topic in today’s society that it needs to be understood and dealt with properly and cautiously as it can effectively have a devastating outcome. I am familiar with the processes of dealing with mental health however, there are new processes which are coming out. An input from the MH team is going to be provided to front line officers – I believe this will allow my knowledge about MH to be extended.  

	
	
	
	
	
	
	
	

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



9 
	Low 
1-4 
	Med 
5-7



7 
	High 
8-10 
	 




Although I have completed my HUB attachment I am still not completely confident with interviewing suspects to the best of my ability. I feel that because it is not a regular occurrence for response officers to conduct interviews, I have become de-skilled in this area. I have conducted numerous VA’s over the past 13 months on response and feel with a little more guidance in this area my confidence will grow. 


	Dealing with sexual offences 


	
	
	8
	
	5
	
	Due to general demand of CID officers, there have been occasions where as a response officer I have had to deal with the initial investigation into a sexual assault, including taking a PPD3 from victims. I am still not completely confident with how much information I should or should not include in these initial accounts. This is obviously important to the overall investigation as it could have an effect on the outcome. I would like to book onto a SOFR course in order to receive the necessary training to give the victims of a sexual assault the best service available to them.


	
Taser trained officer


	
	
	
8
	
2
	
	
	
I was booked on a course to become a Taser trained officer last month however it was cancelled. This is something I aspire to achieve within the next coming months as it will provide me with an extra set of PPE to deal with situations effectively. 


	Making decisions at scene 


	
	
	9
	
	
	8
	I have become a lot more confident recently with making decisions at the scene of an incident and the more common offences i.e. assault, domestics, minor offences I am confident I know which direction to go down. However there are some occasions where I have to consult with senior officers due to not knowing how to proceed with a complaint. This could be in terms of what offence is actually made out. I take the lead in a lot of incidents and am confident enough to work it out with a little support however I would be happier if I was more knowledgeable on certain offences. 

	Response Driver 
	
	
	9
	3
	
	
	I have still not been able to book onto a response course to attend G1 calls on blue lights. I believe this is an essential part of the job and where I work we cover a huge amount of area. This is a massive disadvantage to myself and my team members as I am not able to attend G1 calls without someone else driving me or making my way without blue lights. I am booked onto a course within the next couple of months which will provide a better response to members of the public and relieve some pressure from the team as they will have an extra response driver. 

	EXPERIENCE 
 
 
 
 
 
 CID incidents
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 




6
	High 
8-10 






	Low 
1-4 
	Med 
5-7 




5
	High 
8-10 
	 





Due to general shift demand, my CID attachment was cancelled. I am yet to complete a complex investigation due to this, I feel my knowledge of dealing with complex crimes is limited and I am hoping to book onto another CID attachment to upskill myself in this area.

	Traffic related incidents 
	
	5
	
	
	
	8
	I have little experience when dealing with traffic related incidents. I have completed an attachment with RPU however it was only for two shifts and unfortunately it was mainly dealing with RTC’s and not crime related. I have completed a Sec 165 with assistance and have dealt with a few minor traffic offences during my time on response however I would have to seek advice for this. I feel it would be beneficial to do another attachment with RPU out of my probation as I am interested to learn more about the procedures. It is difficult sometimes as a response officer to carry out proactive vehicle stop checks due to the limited number of staffing and general demand however I will try to carry these out as often as possible to gain confidence dealing with it. 

	
Night-time economy working
	
	
	
8
	
	
6
	
	
Due to Coronavirus restrictions being in place since joining the Police, I have not been able to work the night-time economy shifts. Now nightclubs and bars are opening up again, I feel inexperienced in dealing with this sort of public order. I intend to work overtime shifts in order for me to gain experience in this aspect of policing, which will also assist in the conflict aspect of Policing too. 
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Standards of professional behaviour

1. Honesty and integrity

Iwill be honest and act with integrity at all times,
and will not compromise or abuse my position.

2. Authority, respect and courtesy
I will act with self-control and tolerance,
treating members of the public and
colleagues with respect and courtesy.

I will use my powers and authority lawfully
and proportionately, and wil respect the
rights of all individuals

3. Equality and diversity
I will act with fairness and impartiality.
I will not discriminate unlawfully or unfairly.

4. Use of force

Iwill only use force as part of my role and
responsibilities, and only to the extent that

it is necessary, proportionate and reasonable
in all the circumstances.

5. Orders and instructions

Iwill,as a police officer, give and carry
out lawful orders only, and will abide by
Police Regulations.

1 will give reasonable instructions only, and
will follow all reasonable instructions.

6. Duties and responsibilities

I will be diligent in the exercise of my duties
and responsibilities

7. Confidentiality

I will treat information with respect, and
access or disclose it only in the proper course
of my duties.

8. Fitness for work

1 will ensure, when on duty or at work,
that | am fit to carry out my responsibilities

9. Conduct

I will behave in a manner, whether on or off

duty, which does not bring discredit on the

police service or undermine public confidence

in policing

10. Challenging and reporting
improper behaviour

1 will report, challenge or take action against

the conduct of colleagues which has fallen

below the standards of professional behaviour.
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