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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:

There is a loose relation between teams and groups. Both are collections of individuals made up of a number of individuals. The difference between the two is that the team is more than the sum of its parts. The team is required to work together in order to achieve a common goal. Any individual achievement of any team member will reflect positively on the team as a whole and will contribute to the team’s overall success. The essence of a team is “a set of players who have a reciprocal part to play...” as Meredith Belbin put it (Belbin, 2010)

From a policing perspective, teams will be operating in potentially high-stress situations with a potential for a high level of complexity and risk. Interaction between each constituent member will be carried through a host of actions, requiring co-ordination, co-operation and communication (Power, 2018).

In emergency situations, the term “team” will not only extend to officers at a given scene, but also with other persons from other partner agencies that may be in attendance and dealing with the same incident, such as paramedics or the fire service. The success of the “team” will depend on multiple individuals from differing organisations, at multiple places across operational and strategic levels, working towards the common goal.

To this end, the individuals within these organisations will be specifically selected to ensure that they are able to handle such situations. Belbin stated that teams are dependant on some form of selection process in order to ensure that the individuals are of the appropriate character in order to ensure organisational goals are achieved. The formation of the team and some form of training, or shared level of base-knowledge across the team assures that all individuals have the requisite expertise to function correctly. All members will interact with each other dynamically, dependant on the situation which is being dealt with at the time. 

Belbin developed a theory, stating that there are nine roles (Belbin, 2021) which he believed a team would be comprised of. These roles would not necessarily mean that the team would be made up of nine individuals; but that aspects of each team member’s character would result in these roles being filled. One individual could represent one, or more of the stated roles within their professional capacity.

These roles can be broadly categorised into three separate disciplines: roles associated with thinking or problem solving; roles associated with people or resources; and roles associated with actions or performing tasks.

Peter Honey took Belbin’s work and further condensed the theory of team composition, developing five roles (Honey, which combined the above disciplines into five separate personality types. These included:
i. The ‘leader’, who focuses the team and ensures that they’re all working towards a defined goal
ii. The ‘challenger’ who questions what is happening, whether it’s effective and presses for improvement
iii. The ‘worker’ who pays attention to the current task and focuses on completing it
iv. The ‘thinker’ who analyses working situations and comes up with ideas to continually develop how the team approaches the work
v. The ‘helper’ who supports the team as a whole and helps to smooth out points of tension between members

All of the above have an individual role to play in guiding the team from a strategic and tactical perspective, performing the practical and logistical aspects of the task, and developing more efficient ways of working. The other two roles, in my opinion, appear to be related to ensuring that the team members themselves are developing – the ‘challenger’ and ‘helper’ are about providing support and a dissenting voice in order to ensure that the team keeps improving ways of working, keeping performance levels high.

Given the evidence base which these theories are based on, it would seem rational that these types of personality do exist within teams. From my own experience, I can recognise the archetypes in teams I have worked in previously and what individuals fit these roles in my current team. I believe that a cohesive team will be comprised of individuals who fulfil the majority of the roles. There will be a balance to it between the strategic and ‘big picture’ thinking, as opposed to solely focused on a single process. By the same token, current practices will be challenged and improved, and innovative thinking should be encouraged. A cohesive team should also feature individuals who provide support to each other, both in a personal and work context.

Teams which fall apart are generally formed of disparate personalities, largely without structure or a common goal. If left to each and every individual, the team will have a number of priorities which will never be satisfied fully – as each other priority will be diluted by the presence of others. In addition, there is always a scope for friction to occur between team members, even in a cohesive and effective unit. 

Not everybody is going to get along with each other. Teams are comprised of a number of individuals. Although they are working towards some form of common goal, individual personalities will be working towards this goal for differing reasons. Within policing, one person may have joined to drive fast and respond to serious incidents; another may be more interested in safeguarding vulnerable people. Although they are both working towards the same broad goal, their approach and reason for doing it are at odds with each other.

In order to reduce the likelihood of tension arising between team members, I believe that there are two considerations which are both cultural. I believe that all members have to feel an equal responsibility towards the success of the team, and that they are also empowered to make decisions how to act without intervention. The second consideration is that team members interact with each other in a respectful and supportive way, to ensure that all members can rely on each other for effective support. This is especially true within response policing, where team members could be single or double crewed and dealing with potentially hazardous situations.

This is formed out of effective support and leadership, ensuring that everybody has input into shared development of practice. In the police, there are a number of doctrines to follow, such as the codes of practice, code of ethics, statute and common law powers. However, in order to empower the officers to act as appropriate, everybody should be included within development of working and cultural practices. If core training is supplied, there should be a base level of knowledge – meaning that individuals should be trusted to deal with incidents and adapt to any fluid developments without intervention. 

Adaptive individuals are key in response policing, due to the nature of resourcing and the ever-changing situations that teams are faced. Jan Kees Schakel and Jeroen Wolbers concluded that within their study of response organisations (Shakel and Wolbers, 2019) that operations within fast-response organisations requires an individual or team to be incredibly adaptive in terms of modes of organisation. This will sometimes require a significant number of changes to the composition of any given team, as well as those in a leadership position.

This will improve communication skills of the constituent team members, not only to deal with incidents effectively, but on an intra-team level. Helping to foster shared experience and learning that further develops situational awareness and helps to support other team members who are responding to the same incidents. It should also empower individuals to challenge whether team members have dealt with a situation effectively, again feeding into continuous development of the institutional memory of the team.

Effective empowerment would help to mitigate Lecioni’s ‘Five dysfunctions of a team’ (Lecioni, 2002), being a lack of focus on results; a lack of accountability, and commitment; fear of conflict; and absence of trust. A successful team must be made up of individuals who embody the opposite values. Indeed, the culture of the team or organisation must be such that it embraces accountability, commitment, and willingness to challenge. If it does, a focus on results and trust between members of the organisation will be a byproduct of that culture.

[bookmark: _Hlk86242613]The culture of an organisation consists of a number of shared characteristics, including values and beliefs. These characteristics will help develop individuals into conducting themselves in line with the culture, and therefore help develop individuals that not only acts in line with organisational expectations, but further re-enforces the culture. This includes how they interact with others and how they carry out tasks in work. The organisational culture will be influenced by those who work for it, the environment where the organisation operates; as well as the history of the organisation itself.

The culture fostered will wholly influenced by the overarching goals of the organisation. For the police service, individuals will be vetted and specifically recruited after passing a period of assessment. These individuals will have been adjudged to fit the specification of a person who would be able to undertake the duties involved after completion of the recruitment process. Although recruitment to a specific role specification is appropriate, some suitable candidates may be missed in this process. Belbin states that the supply of suitable candidates for a role may be greater than may be recognised in what he terms “the qualifications dilemma” (Belbin, 2010). 

Recruits will be expected to embed themselves within the culture of the organisation, both formal and informal. The culture amounts to both the explicit, and unwritten rules that each and every individual is expected to abide by in performing their duties. For example, police services throughout the United Kingdom are required to conduct themselves in line with the peelian principles and code of ethics and making decisions by going through the National Decision Model to act appropriately in their duties. These doctrines are covered and re-enforced throughout training in order to positively indoctrinate each and every individual to act using these decrees. This establishes part of the culture of the role – and each and every individual will know what is expected of them going forward as part and parcel of the recruitment and subsequent training process.

Hofstede established a model for identifying organisational subcultures (Hofstede, 1998). If you look at the police service through this context, you find a goal-orientated organisation, which is focused on the priorities of the job; rather than the individual. Entry to the organisation and the resources within it are tightly managed and the organisation as a whole emphasises that process are adhered to. Those ‘dimensions’ require individuals who are willing to engage with that culture, including facets which would be detrimental to the individual to satisfy the organisation and the overall goal, set out in the oath sworn by incoming recruits – to “act with fairness, integrity, diligence and impartiality” whilst ensuring that human rights are upheld with respect, whilst balancing this against preventing offences against persons and property.

An individual who does not fit into the above culture is likely to not be suited to the role, or will likely find that there is a marked difference in how they conduct themselves against how others who are more committed to the overarching goals of the organisation, as fostered in a successful organisational culture. This has the potential for causing an amount of tension between individuals; or between the individual and team or organisation as a whole. 

The culture created has to be one which is fair for all. This includes between individuals as well as between the organisation and an individual. However, when considering the Hofstede model – policing is not something which caters to the individual. The needs of the many outweigh the needs of the individual, procedures have to be carried out, which may result in some employees experiencing negative results. In some cases, this type of organisation does not immediately lend itself to organisational justice. I find that parts of the culture of policing revolve around a make do and mend mindset. The demands placed on officers, in some cases, can appear to be negatively impactful on an individual’s perception of fairness. 

To this end, Mike Hough has stated in his book ‘Good Policing’ (Hough, 2021) that the concept of organisational justice is as applicable to policing as other industries. He raises the point that in order to provide interactions with the public that are procedurally just, then the organisations must first make themselves organisationally just. That a by-product of looking inward to see how current practices are effecting officers and making some positive changes would positively change the attitudes of the officers outwards towards the public.

With further strides towards organisational justice, individuals may be more forthcoming in challenging unacceptable behaviour, which could result in officers being more wary of minor infringements of the code of ethics, and halt progression into more serious allegations of misconduct. A relevant topic at the moment is the Sarah Everard case, which has resulted in a number of misconduct allegations against officers for breaches of conduct, beside her murderer. In one case, an officer who went on to man a cordon in relation to Everard has been accused of sending an offensive message in relation to the case via a private group message on Whatsapp. It may be reasonable to ask, would the message have been sent were it not for an existing organisational culture which features more than its fair share of gallows humour. Certainly, given recent events the current perception of policing across the media, politicians, and some members of the public is that the organisational culture may be part of the problem.

2252 words



Task 2

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

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

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

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

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

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





ANSWER:

The incident which I have chosen to reflect upon is an incidence of fraud, reported by an elderly female who resides in one of the busier locations in my sector.

The female made disclosures that a family member had obtained her card and made a number of purchases, amounting to an estimated total of approximately £5000 being withdrawn from her account fraudulently. Office for National Statistics data in relation Offender Characteristic from incidences of fraud between March, 2017 and March, 2020 (Office for National Statistic, 2020) depicts that 31% of offenders of ‘Bank and Credit Account Fraud’ are known well to the victim. In terms of the victim knowing the offender of such a crime, the data in relation to this specific area of fraud is three-times as likely to know the victim well in comparison to the average rate across other areas of fraud (31% in comparison to an average of 10% across Fraud; Consumer Fraud; and All other Fraud.)

The female is recently retired and has therefore has a fixed income coming in, in addition to any savings or assets available to her. Her location is one of the more deprived areas in the sector that I currently cover, a portion of the Rhondda Valley. The valleys themselves were deemed by the European Union to be a ‘Level A’ location, with it being eligible for a higher level of assistance funding as a result of a level of GDP below 75% of the European average (Department for Business, Innovation and Skills, 2014)

The allegations made were that family members had obtained her bank card and had been using her details to make online purchases. This was the third reported incidence of such activity, with the previous reports having been NFA’d due to lack of evidence. 

By virtue of her circumstances, I assessed that the female obviously had a level of vulnerability, which I attempted to address through appropriate referrals and direct support. Where I could, I provided advice and signposting to organisations to further develop her resilience to further victimisation.

South Wales Police operates a Multi-Agency Safeguarding Hubs, where multiple agencies such as police, health, education, and social services are co-located in order to more effectively share information and provide a more effective overall service. To this end, (Shorrock, et al. 2020) state in their study of incidences of repeat victimisation found within a dataset of multi-agency referrals that the primary aim of the MASH structure is to enable vulnerability to be pro-actively managed; rather than reactively. All interested parties are present in a single location and are able to confer with each other to implement any intervention in order to reduce the overall level of vulnerability.

In relation to cases of mixed variables – such as domestic abuse and adult concern as the above incident - were found to be a significant risk of re-referral to MASH, with an average rate of three re-referrals throughout the analysed sample (Sharrock, et al. 2020). For the victim, this was the third report of domestically-related fraud that she had reported. Research relating to victimisation demonstrates that if an individual is the victim of crime once, specifically abuse or neglect, they are at an increased risk of being victimised again, with subsequent incidents tending to increase in frequency and severity (Strom et al. 2017)

This incidence has resulted in report of a significant amount of money being appropriated from the victim’s accounts by close family members. The previous reports are of an identical ‘Modus Operandi’ and have generated the appropriate referrals and have attempted to safeguard the victim, however this has not reduced her level of vulnerability. In fact, the reported loss within this report is more severe than the previous incidences. (Gove, et al. 2012) found that Crime Prevention strategies can be successful in reducing repeat victimisation; however detailed approaches should be utilised, such as implementations of Problem-Solving or Action Research focused strategies to ensure their efficacy. Overall, the study found that the analysed crime prevention interventions were of some success, but that prevention methods should be tailored and include practical measures as well as educational interventions. The analysed studies presented with a varying rate of success, although on the whole, managed to document a slight reduction of repeat incidences. Due to the resources involved in response policing, I have not been able to provide such a detailed level of response for the victim.

I have attempted to provide both educational and practical measures in order to safeguard the victim in the future. Due to the victim’s specific vulnerability, I believe that these have had limited effect. This is evidenced by a subsequent report with an identical M.O, alleged to have been committed by a different close family member six months after my first contact with the victim. The approaches that I have taken have been a genuine effort to safeguard the victim going forward, however have fallen short as there are numerous coalescing personal and environmental impact factors which have to be taken into account for any measures to be completely successful. At this time, I have offered direct advice and signposting to partner agencies and persons of expertise which the victim can utilise to provide a tailored response. Unfortunately, I have do not have the time-resources necessary to complete an effective and personalised group of interventions to ensure that repeat victimisation does not occur. 

In addition, I have attempted to address the victim’s level of vulnerability via the submission of an ‘Adult at Risk’ PPN, which resulted in a visit and assessment conducted at the victim’s address. Although this was conducted, my concerns were noted that her vulnerabilities had presented themselves over a considerable period of time and she was in need of additional support. The assessment conducted was done within an afternoon and the findings were that there were no significant concerns which would make the victim vulnerable. 

I have no doubt that the force’s processes for managing vulnerable people are effective on the whole, when you consider the amount of people who will receive some form of appropriate support. However, given each individual’s level and detail of vulnerability, in conjunction with everything which filters in to their personal circumstances, there will be no magic bullet which manages to safeguard all persons effectively. 

In this case, I firmly believe that despite my best efforts to support and safeguard this individual, she is still vulnerable to the same type of attack that she has been a victim of on multiple occasions and unfortunately, will continue to be going forward without more robust intervention. In fact, given that there has been a significant short-term increase of incidences of bank or credit card fraud, where the offender is ‘known well’ to the victim (Office for National Statistics, 2020) during the period of April. 2019 to March, 2020, I would suggest that her current level of vulnerability to this type of offence is higher than usual due to the current COIVD-19 landscape and a potential lack of opportunities elsewhere for the offender. 

Studies have been conducted into fraud-based crime, which found that in the sample analysed, 10% of the reports in relation to reports of computer misuse and fraud offences came from repeat victims.
This report also concludes that further research is required to establish indicators of any vulnerability. This is despite the Code of Practice for Victims of Crime and various Police and Crime Commissioners setting out commitments to protect and respond to the needs of persons who are deemed to be vulnerable without fully understanding what factors indicate those vulnerabilities and the impact that those vulnerabilities could result in for the person.

I include myself in this as I did not accurately assess the victim’s level of vulnerability in my initial attendance and only did so through repeated engagement with her.

‘Vulnerability as a driver of the police response to fraud’ (Skidmore, Goldstraw-White and Gill, 2020) analysed data in response to participant surveys, identifying three stands to vulnerability from responding practitioner’s responses:
i. The susceptibility of a person to becoming a victim
ii. The level of impact that being a victim of fraud could have
iii. The likelihood of repeat victimisation

The victim referred to in this incident has been, and has continued to be, susceptible to offences of this nature, has continued to be impacted by them, and repeatedly so. A person’s level of vulnerability will be a fluid and ever-changing due to personal and environmental factors. Her susceptibility to offences increases the potential level of impact, which in turn increases the likelihood of repeat victimisation.

To support this, Louise Grove outlines in ‘Preventing Repeat Victimization’ that victimisation is not a random occurrence, but often the confluence of personal and environmental factors at a specific time (Grove, 2012)

In conclusion, each and every individual will present with varying levels of vulnerability. The challenge for officers like myself is to triage each individual and their environmental circumstances in order to avert repeat victimisation. This is something that I have attempted in the above example, but I do not believe that my interventions have resulted in a massive positive impact, despite my best efforts.
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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:  Richard Wynn Davies (Learner – electronic signature accepted.) 
 
Date: 27/10/2021






Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, decision making and conducting investigations.

	Critically explore how criminal activity facilitated by the road network can be disrupted.  

Consider how you have applied appropriate fast track actions in an investigation and evaluate the effectiveness of your decision making. Review the importance of risk assessment in decision making. 

Analyse how you have applied and understood appropriate interviewing techniques in a complex investigation.

2500 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

The National Police Chiefs’ Council strategy for Roads Policing (NPCC, 2018) sets out priorities for police services to undertake in relation to the UK’s road network between 2018 and 2021. The strategy prioritises a response to the ‘Fatal 4’ offences – drink or drug driving; driving with excessive speed; driving whilst distracted; and driving without a seatbelt – in order to ensure that the UK’s road network is populated with safe roads, drivers, and vehicles is used by these constituent parts in a safe manner.

Roads Policing Units (RPUs) are strategically directed to be pro-active in their engagement with road users, whilst taking an intelligence-led approach to enforcement activities. T
The above approach is also mirrored by Her Majesty’s Government ‘Serious and Organised Crime Strategy’ (HMG, 2018), which has adopted a four-strand approach including “Pursue”, “Prepare”, “Protect”; and “Prevent” to disrupt and target serious and organised criminals and prevent offending; or mitigate the impact that said offending could have on individuals.

Daniel Nagin documented that the chance – or certainty - of apprehension and eventual punishment was a more effective deterrent to criminality than the severity of the consequences (Nagin, 2013). This is something that is supported in other studies, whereby appropriate “deterrence-based strategies” can effectively reduce crime (Braga and Weisburd, 2011). 

Like the Nagin and Braga and Weisburd studies, the College of Policing have also detailed in their Crime Reduction Toolkit that pro-active interventions are more effective than educational ones, such as awareness campaigns (Crime Reduction Tookit | College of Policing, 2021). This would indicate that the strategic direction of policing is aimed at providing a deterrent or mitigating action to those committing offences on the strategic road network. This will in turn lead to safer roads, which will in turn have a positive effect on incidences of Road Traffic Collisions and the resultant injury or mortality rate. 

Both strategies are geared towards intelligence-led policing to prevent or detect offending, with overarching target being enforcement activities being conducted in relation to offenders. RPUs will be pro-active in their activity in relation to driving offences, with a view to detecting more serious criminality on the back of what may amount to a minor driving offence.

Enforcement activities will include utilising powers to conduct vehicle stops, such as under s.163 of the Road Traffic Act, 1988; searches of persons and vehicles under s.1 of the Police and Criminal Evidence Act, 1984); and appropriate seizures of vehicles used in commission of an offence under relevant powers, such as s.165 of the Road Traffic Act, 1988 and s.59 of the Police Reform Act, 2002. 
The above will be conducted on the back of targeted, or intelligence-led patrols – utilising a number of different strands of information and intelligence, including human and technological sources.

Technology is developing at pace, with urban centres becoming increasingly ‘Smart.’ The potential for police to utilise both public and private sources – including CCTV, BWV or Dash Cam, Automatic Number Plate Recognition - to both detect and disrupt offenders is growing (Joh, 2019). 

With a strategic mandate to utilise technology and intelligence to direct enforcement, the police are moving in the appropriate direction to utilise all available technological platforms to disrupt criminality on the road network. That said, it’s reasonable to intuit that as technology advances and is utilised for law enforcement purposes, individuals involved in serious and organised criminality will make the rational choice to develop and refine their practices in response to the use of technology. Going forward, there will be a continual swing between success and further development of enforcement initiatives as there will be a continual evolution of practice on both sides of the fence.

Where offences are detected or disclosed, officers will arrest any offending persons, where the necessity to arrest is met under Code G of the Police and Criminal Evidence Act, 1984 (PACE, 1984) and any other appropriate action, such as seizures of vehicles or property related to offences will be taken. This will have a positive effect on the road network, as a whole, ensuring safer travelling conditions for all.

As well as pro-active prevention methods, offenders could also have reactive restrictions imposed on them after conviction and release in order to help gain information and intelligence. Post-conviction methods of Serious Crime Prevention Orders, can involve conditions being imposed to restrict travel within the UK and abroad. Any application has to ensure that the subject’s entitlements under the ECHR are allowed, within reason. These orders will ensure that in cases where serious and organised criminals are involved, the continuation of their enterprises will continue to be disrupted or eradicated in total.

Precedents are documented within the CPS’ ‘Precedent Library’ (CPS, 2018) including a number of conditions which can be imposed in relation to the ownership and use of vehicles; as well as conditions relating to travel within the UK and overseas. 

The overall goal of an effective Roads Policing structure is to detect and disrupt ongoing criminality, as well as larger, organised criminal operations. Generally, by virtue of them being on the road, logistical mechanisms of serious and organised criminals will be disrupted by pro-active policing of the Strategic Road Network. Trade routes will be minimised, greatly impacting the efficacy of a criminal enterprise.

When golden hour enquiries are completed and if a person has been apprehended in relation to any offences, the quality of evidence obtained during the initial response and investigation to an incident will inform the interview process. The greater quality of evidence to hand during interview, the more challenging the interview will be for any offenders.

[bookmark: _Hlk86235346]A relevant example of applied appropriate interview techniques in a complex investigation would be a case which I was lead investigator during my Hub attachment in Merthyr. The detained person was alleged to have been involved in two incidents with the same officer. The first, whereby he made off in a dangerous fashion from officers, allegedly changing his vehicle’s direction directly at an officer who was positioning himself to conduct a pro-active vehicle stop in a cul-de-sac after witnessing a suspicious transaction. The second incident involved the same officer and vehicle, which resulted in another attempt to make off via public roads and resulted in damage to multiple vehicles (both public and police owned.)

The investigation was handed over with some screenshots and a disclosure of what had occurred by the arresting officer – who was present during both incidents. The investigation would involve consideration of the points to prove of numerous alleged offences, an officer’s deployment of taser and relevant documentation, as well as reviewing material taken from a phone recovered at scene. 

As the male was already detained, there was no risk to the parties involved. Although, the risk to an individual, or property as a secondary consideration should always be considered when making investigative decisions. Can the activity be completed when considering if there is an amount of risk? Does the suspect have to be arrested, or other activity be completed in order to completely safeguard a victim or victims? 

In this case, I contacted Local Authority CCTV as a first point of call to establish whether either incident would have been captured on camera. Neither were, so I set about establishing whether there was any footage which could completely establish the identity of the driver. I knew that the driver had made a left turn out of the street in order to make off. I plotted two potential routes, knowing that he would likely leave the immediate area and travel to the neighbouring sector, where his family resided. I contacted a number of local businesses in order to establish whether the car had been captured on CCTV around the time of the incident. As I was to be lead interviewer with the defence solicitor already in situ when I received the handover, I could not actively leave the station and travel to the area.

I went through a host of material which was recovered from a phone recovered from the vehicle, which was abandoned after the second incident. Officers had provided me with a number of screenshots of message logs with multiple different individuals. All message logs confirmed the circumstances from the first incident, including that the male had been tasered and that he had driven directly at the officer in order to make his escape. 

Considering the following, I did not undertake further fast track actions to progress the investigation. 
i. We had material obtained from the personal phone of the DP, which confirmed the circumstances outlined of the first incident.
ii. The DP was witnessed to have made off from the same vehicle, during daylight hours, and was subsequently located and arrested. 
iii. Further physical evidence was located in the car, in the form of AFIDS – small pieces of paper which are dispersed when taser is discharged.
iv. We had a statement from the person who sold the car to the DP, three days prior to arrest and message logs between the two in relation to the purchase.
This would be the initial block of evidence to refer to in interview with the detained person. Further enquiries to tie the DP to the car and both incidents, such as a full CCTV trawl; full phone download and analysis, as well as potential forensics were yet to be conducted. I believe that were time not a factor, further enquiries could have been conducted in order to further establish a full picture of events. However, I considered that we had already obtained to be mor than enough to robustly challenge any account. Further enquiries would only prove what was already known beyond reasonable doubt. I believe my decision-making was sound and that I could not have obtained further fast-track evidence in the matter of hours prior to interview.

The interview was conducted utilising the PEACE model of interviewing, thereby structuring the interview into a number of different phases:
i. Preparation and Planning – the state of the investigation above, and fast-track actions taken by myself and colleagues to further establish events.
ii. Engage and Explain – Presentation of the memo card in order to be compliant with the Police and Criminal Evidence Act, 1984, as well as to effectively build report with the DP in the short time between bringing him out of his cell and beginning the interview.
iii. Account, Clarification, Challenge – obtaining an initial account from the DP, then summarising to establish their movements and challenging that account from the evidence obtained
iv. Closure – offering the DP a chance to offer any closing representations and closing with a further part of the memo card to ensure PACE compliance
v. Evaluation – assessing how the interview went, what evidential material had been obtained from it, and what further lines of enquiry are outstanding which could progress the investigation
The goal of the PEACE model of interviewing is to gain information without becoming adversarial. This approach can be utilised when interviewing suspects, victims, and witnesses alike and I have always attempted to keep my interviews as close to a conversation as possible. I believe that the key to conducting an effective interview is to obtain an account. I do not believe that conducting the interview in an adversarial manner helps achieve this goal. 

A study of effective rapport building in interviews concluded that positive outcomes were more likely to be achieved, with interviews being more effective, when rapport is established and then continued and maintained through the ‘Account’ phase. (Walsh, D. and Bull, R., 2011)

Within the interview, I managed to obtain parts of an account which could be robustly challenged. The general pattern was initial questions in relation to topics raised were answered with some form of account, which would then be followed with “No comment” responses to additional lines of questioning. The important thing was that a full initial account was obtained, which would then be measured against evidence provided by the arresting and seizing officers. 

A number of exhibits were put to him, including message logs which confirmed that he had recently purchased the car 24 hours prior to the first offence. His presence was further confirmed by message threads obtained from a mobile phone seized from the car which gave a blow-by-blow account of the incident, confirming the arresting officers account of the first incident. 

As well as confirming the account, these exhibits were utilised to further question the DP, including enquiring what his intent was during the incident. Establishing the ‘Mens Rea’ of the offender could have a greater impact should a sentence be considered. Current guidelines in relation to dangerous driving already consider driving in such a manner whilst pursued by Police as the be worthy of trial in Crown Court (Dangerous driving – Sentencing, 2021). Further establishing the intention, or at least a response which could result in a negative inference being reached in court would impact the severity of the sentence.

After interview, I completed a further fast-track action in order to challenge the DP’s alibi. This involved contacting family members whilst he was still in custody and asking if they were willing to provide statements to document his movements on that day. They declined to do so, but only after I had typed out completed statements and read them back to them for approval. This further challenged the DP’s account, which could then be tested by outstanding, slow-time enquiries.

Due to the complexity of the situation, there was a lot of material to cover, which I believe that I managed to do effectively with the time constraints of investigating persons held in police custody. Under section 41 of PACE (Police and Criminal Evidence Act, 1984) a person cannot be held in police custody without charge for a period of more than 24 hours without further authorisation. 

Although the investigation was not applicable to a Superintendent’s extension, the gravity of the incident - which could have caused life changing injuries – caused a remand in custody to be requested for an appearance at the first available court. The relevant paperwork involved to get a ‘Red Case’ through to the CPS for a charging decision takes a great deal of time to complete. I also had a lengthy conversation with a CPS lawyer in order to establish the full facts, what evidence we had, as well as what had been completed post-interview. The result was a charge of 7 separate offences, from something handed over to “interview and then Release under Investigation.”

At the time, I felt that the interview could have been more skilfully conducted, but that although “rough around the edges”, I had achieved the overarching goal of obtaining an account which could be challenged and examined everything that the detained person had offered in defence to the allegations. On reflection this could be characterised as one of the two ‘preferred outcomes’ set out by Walsh and Bull in their analysis of investigative interviewing (Walsh and Bull, 2011).

I did not receive a full and frank confession; however, I did receive accounts which could be robustly challenged during the interview and with further evidence which was to be obtained during the subsequent investigation to complete all lines of enquiry to impartially present both prosecution and defence cases. At the moment, the case is awaiting trial, however this individual’s criminal exploits would seem to have been severely hindered by proceedings. Submitted intelligence in relation to him has ceased at this time and there have been no further reported incidences involving him, indicating that his involvement in criminal enterprises has ceased for the time being – as a direct result of his arrest and subsequent charge.

The feedback I received from more experienced peers was constructive and supportive. I learned a good deal in terms of managing more complex interviews, especially in relation to the presentation of multiple exhibits. I will endeavour to take this forward and apply it to future practice, hopefully resulting in more robustly structured interviews. This will lessen the amount of time resources involved in the actual interview process and will allow me more time to devote to enquiries and the completion of paperwork for charging advice or court proceedings.

Overall, I believe that my role in the investigation was a positive one. I do not have any misgivings in relation to the decisions or actions that I took on the day. Nor do I believe that I could have changed the outcome.
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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 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

6
	High 
8-10 
	Low 
1-4 
	Med 
5-7

6
	High 
8-10 
	I have learnt an awful lot of the last year, both in terms of dealing with incidents and the processes to document them. 

I have learnt some things of an investigative nature which I have shared with my peers, so I don’t think the cupboard is bare in terms of knowledge. That said, there’s scope for further learning in the future.


	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7

7
	High 
8-10 
	Low 
1-4 
	Med 
5-7

7
	High 
8-10 
	I believe that I’m where the force think I should be in terms of skills, especially communication skills. 

I have bookings on upcoming courses to learn further skills and I will be pro-active in putting myself forward for further courses to benefit myself and my team. 


	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

6
	High 
8-10 
	Low 
1-4 
	Med 
5-7

6-7
	High 
8-10 
	Further development required in attendance with a greater number of incidents. I believe that I’ve accrued a great deal of experience over the last year, however, recognise that I have a few more years on response to completely earn my spurs.

Until then, I’ll continue as I am, ensuring that I note any feedback received and take important learning points from each and every incident I attend.
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