
[image: ]


BSc (Hons) Professional Police Practice 

LEVEL 5 - 40 Credits


Workbook title: Competency Based Workbook 3 (PCDA)

(SOUTH WALES POLICE, GWENT POLICE AND UWTSD)


	Learner name: Amy Brennan

Learner’s University Registration Number:
1922401







FACULTY OF BUSINESS AND MANAGEMENT
PUBLIC SERVICE PROGRAMME

Module title: Professional Police Practice 2 (PCDA) BMPP5000D


Workbook Guidance

Please read these notes carefully; they provide essential information.

What is the workbook for?

The purpose of this workbook is to enable learners to demonstrate and provide evidence of how they meet the learning outcomes set by the College of Policing, for the BSc programme. Essentially, you are being asked to outline your experiential learning based upon your theoretical understanding in a range of operational situations.

· Wellbeing and Resilience
· Decision-making and Discretion
· Vulnerability and Risk
· Public Protection
· Maintaining Professional Standards
· Leadership and Team-working
· Policing the roads
· Information and intelligence 
· Conducting Investigations

You may wish to use the same incidents as you’ve outlined in the Occupational Competence Portfolio. 

How should the workbook be presented?

Blank electronic copies can be found on Moodle of this workbook. You must submit this document electronically therefore it is important that you save your work regularly and upload the final typed version through Turnitin on Moodle. 

Word count policy can be found in chapter 7 of the Academic Quality under section 7.7 (this applies to presenting work above and under the specified word count).  
(https://www.uwtsd.ac.uk/media/uwtsd-website/content-assets/documents/academic-office/aqh-chapters/chapters---en/Chapter_07_Assessment_Taught_Programmes_Pages_72-79-UPDATED-05-11-2019.pdf) 

Reflective practice is a core aspect for your workbooks and although there is a variety of useful resources on Moodle, there is one particular book, that is specifically based on reflective practice in policing, here is a link to one chapter from Selina Copley’s Reflective Practice for Policing Students: 
https://moodle.uwtsd.ac.uk/pluginfile.php/298870/mod_resource/content/1/Reflective%20Practice%20for%20Policing%20Students%20-%20Selina%20Copley%20Chapter5.pdf

How is the workbook assessed?

Advice and support about the completion of this workbook will be provided by university staff as part of your initial training day.  Your tutor constable and in-force training staff will not be involved in assessing or marking your workbook after it has been submitted. 

Dates of workbook submission will be made available during the initial training day and posted on Moodle.

Once submitted your workbook will be assessed and marked independently.


Confidentiality

It is important that no individual can be identified either directly or indirectly from the information in the workbook. Therefore, you must:

· adhere to guidance in the Student Handbook about unfair practice and plagiarism.
· not identify individuals including witnesses, victims or offenders by name.
· not write information that enables any individual to be identified indirectly through the description you provide. This includes references to names, colleagues, places (including hospitals, schools, town, villages, streets) specific incidents which were high profile and could be identified due to past publicity, other professionals or any other personal information including medical or other conditions.
· take personal responsibility for adhering to confidentiality rules. 
· not include any dates of any incidents or anything that specifically identifies an actual incident.

NOTE

Your workbook will be submitted electronically via Turnitin on Moodle. Guidance on this is in the Student Handbook. 

Remember that the workbook is YOUR responsibility you must not rely on the assessor or anyone else to pick up any confidentiality breaches as this is your work and you must accept full responsibility for confidentiality. Meeting all the confidentiality requirements is very important. 


Dyslexia and other special circumstances

If you have any condition that you feel may affect your ability to deal with any part of the programme, please see the Student Handbook for further guidance. The University has a Student Services Unit that may be able to help but it is the learner’s individual responsibility to contact them. 




Guidance: 

· Your workbook must contain the items specified in the table below (clearly identified and in the order given);
· You should use this particular document to insert your text / answer within each section of this workbook;
· You should upload your completed document as a saved pdf file of this workbook; if this is not possible then a Worddoc file is acceptable. Do not send a scanned file from a photocopier, an apple.dot file or a Microsoft publisher file as Turnitin will not be able to assess them, despite you being able to upload them.

Contents 

	Workbook 
	Area of Professional Practice 

	Word count

	Task 1 
	Wellbeing and Resilience

	1250

	Task 2
	Decision-making and Discretion
Vulnerability and Risk
Public Protection
	1750

	Task 3 
	Maintaining Professional Standards
Leadership and Team-working

	1750

	Task 4 
	Policing the roads
Information and intelligence 
Conducting investigations
	1750

	Task 5
	Individual Learning Plan
	1500 equivalent


	
	Total
	8000

	
	Bibliography
	





Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

	Having achieved Independent Patrol Status, reflect on the impact of organisation culture within policing on your wellbeing and resilience (organisation change, retaining personal values in a wider organisational culture). 

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


1250 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

“Why is organisational culture important?
Culture can be best understood as "the way we do things around here". Culture forms the context within which people judge the appropriateness of their behaviour. An organisation's culture will influence human behaviour and human performance at work. “(Human factors/ergonomics – Organisational culture, 2022)
The organisational culture in the Police Force is generally very strong, but given the regulatory boundaries and hierarchical structure, this would probably have been inevitable.  The culture formed a large part of my initial training and my subsequent mentoring and on the job training.  

Although I have only had independent patrol status for less than year, I am already aware that organisational culture plays a large part of my day to day operational decisions.

To be fair, some of these have been good, but others have not been so good and have tested my personal resilience.

Some examples of the culture that impacts my professional activities is particularly relevant at the moment during the pandemic.  All of my colleagues are well aware of the impact of staff absences and I have sometimes been concerned that some have continued to work even though they appear to have symptoms of covid infection, particularly the most recent variant, Omicron.  However, conversely, the team leaders (sergeants etc.) have been very vigilant in noticing people who appear to have symptoms and have insisted on regular testing.   I myself have had some symptoms but have been testing daily to ensure I am not infectious.  This is particularly important at the moment, as I have had an older relative staying with me for Christmas and I am keen not to infect them.  

I was interested to read two studies which have discussed the impact of the pandemic on police officers.  The first “The Impact of the COVID-19 Pandemic on Police Officers’ Mental Health. European Law Enforcement Research Bulletin, (SCE 5), tbd. (Silva and Löfgren, 2022) appears to show that the impact of the pandemic on a sample of Portuguese police officers has generally had less of an impact of the many traumatic experiences that a police officer will experience. 

The second “Cause or Casualty: the essential and risky role of the police at times of COVID-19” (Godlee, 2022) argues that 
“in order to decelerate the rapid Covid-19 outbreak, also police executive must implement the necessary measures and apply the precautionary principle during patrol and control of social distancing measures with a sense of proportionality – in their and our own interest.”   My own opinion is that this enforcement role has placed an additional burden on police officers who often have to implement conflicting government restriction orders.

Another impact of organisational culture which has surprised me a little, is how many of my fellow officers continue to work even after being injured while carrying out their duties.  I am well aware that this job has a higher likelihood of being injured than most others, but, certainly among the older officers, there is still quite a ‘macho’ culture where they try not to show what they would consider weakness.  However, the organisation culture around supporting injured officers is extensive and always available as shown in the research report (Injury on duty - Police Care UK, 2022) and I suspect that over time it will become normal and fully acceptable for all police officers to accept help when injured.

My strategies for maintaining resilience

One helpful handbook for resilience strategies which I have found useful is 
“Building your own resilience, health and wellbeing 
(Building your own resilience, health and wellbeing, 2022) This was originally written for social care workers, but given much of police work is in the social care arena, the suggestions are quite relevant. 

I have always had the reputation of having a (sometimes misplaced) sense of humour, and I find that this is a very important part of maintaining my wellbeing and resilience.  On a practical note too, seeing the lighter side of things seems to help my colleagues who are stressed and I continue to hope that being a cheerful person will enable my superiors to see me in a positive light.

Another downside of the strong organisational culture within the police force is that many of the newer officers have been struggling to produce good quality work for our university work as so many of us are working a large amount of overtime to cover for colleagues having to isolate.  There is a strong organisational expectation that officers are expected to ‘get on with things’ and not complain with the result that I know of several colleagues who were in my training cohort are either considering leaving or have already left because of the workload.

However, although I am finding it very hard to complete the work in the timescales, I am well aware that gaining the degree qualification is important to my career, and I see it as something I must do to the best of my ability.  However, I have recently discussed my time allocation difficulties with my superior who is enabling me to discuss my answers with them and to work on my essays whenever there is a quite period at work where I am not needed for response, paperwork or my specialist activities. 

So in summary, I think that organisational culture has had the following effect:

1. There is some peer pressure in “not making things worse” by taking illness absence, and to “power through” work related injuries.
2. It has meant that I have been unwilling to discuss my difficulties with working on this degree course with my superiors in case it gave the impression I was not a good police officer.
3. It encourages all officers to “put on a brave face” about things that have caused injury, given offence, been dangerous, so as not to let down their colleagues.

In order to maintain my own wellbeing and resilience on a day to day basis, I have found that the following actions have helped.

1. I am maintaining my own personal health by regular exercise outside work (I am a runner and downhill mountain biker) and find that the solitude helps me to think through my work issues in a calm way.
2. I am regularly testing for covid infection (the police service have been very efficient in providing us with home use test kits) but I am also not assuming that every cold is an infection!  I think it is important to take care and to take precautions but without being obsessive.
3. I have recently spent some time with my superior about my concerns about the university work and she has been very helpful in helping me to identify information I should include in my responses and has been able to help me arrange my workload so that I have time to complete the work. 
4. Before joining the police force, as well as being a postal worker, I was also a professional computer gamer where I would be part of professional game playing teams and would earn money when winning.  I have found that if I am having difficulties in completing a university assignment, I take a break, play a computer game online and because I usually win, this gives me some positive vibes and I return to my studies with a clearer head. 
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Task 2

Relevant areas of the National Policing Curriculum: 
Decision-making and Discretion, Vulnerability and Risk, Public Protection.  
 
You must choose an incident, for example a domestic related incident, and reflect on how you made decisions in complex and unpredictable circumstances using dynamic risk assessment. 

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

Evaluate decisions made during the incident and your use (or otherwise) of the National Decision Model. Explain the rationale behind your decisions and your considerations when recording details of the incident. Consider your ethical approach to the decision. Outline the consequences of your decision making. 

1750 words (+/- 10%: include your actual word count at the end of each section)





ANSWER:

[bookmark: _Hlk92288366]A description of the incident

I have chosen to describe a case of a high risk suicidal person to identify and describe my decision making process which I used to help resolve this incident. 

When the call about this incident was first received, my colleague and I were already dealing with a case of a missing child.  As my colleague was new to the area, the response team and police station, I was considered the senior officer and expected to make any necessary decisions about process, resolution and risk assessment.  While we were participating in the search for the missing child, we heard a general call for police officers to attend a situation where someone had seen a man, climbing over bridge railings and standing on the edge of the bridge over the river.

Initially, we were not that close to this new call so I made the decision to leave the response to one of the other units and to continue with our missing child search.  So I made the decision to inform Control that would put our missing child search on hold and attend the new call relating to the apparently suicidal man. 

We were given further details and asked to attend as quickly as possible using our blue lights and sirens as required.   As I am not yet rapid response trained, I was unable to use blue lights and sirens and I told Control this.  

While en route, I thought about my plan of action as well as how these actions might be viewed after the call had been completed.  We use the National Decision Model (referred to as the NDM).  The College of Policing website describes it as a process “To help everyone in policing make decisions and to provide a framework in which decisions can be examined and challenged, both at the time and afterwards” (National Decision Model. 2021) A link to the actual document is included later in this essay where I describe my decision processes. 

As I was more familiar with the location described in the new call by the member of the public than my colleague was, I again assumed the responsibilities of being the Senior Officer. 

I already had the limited details of the call which had been received at the Call Centre, but that they were trying to get more information for us while we travelled to the call. When we arrived at the location I saw a man in the middle of the road moving towards the railings.  

The man identified himself as the person who reported the incident so I was able to talk to him to get more information.  To ensure the safety of ourselves and anyone else around, I stopped the police vehicle in which we had arrived, activated the emergency lights on the roof bar, to alert everyone and to prevent traffic from travelling on the road.  

I spoke to the man who reported the incident, who told us that before we arrived, someone else had told him that the man who had been seen on the bridge had climbed back over and was seen walking down a footpath towards the river bank. We were given a description of the man and I suspected I might know who it was so I informed both Control and my immediate superior of this.  

Given the new information about where the man might have gone to, I realised that the route he was walking could have gone in one of two directions and that anyone viewing the man moving away would not be able to see which direction he had gone once he started walking down the path. 

So I decided to leave my colleague talking to the man who had called us to see if she could get more information and I asked him to show me the direction that the man had apparently gone.  This direction could have taken two opposite routes so I left my colleague at the original location would mean that she would be able to intercept anyone coming back on the path.

 I soon met another person on the path who was a woman walking her dog, quickly realised she was not the person we were searching for so I stopped her, identified myself and asked if she had seen anyone else on the path. It was dark and I was using a torch aimed at the ground so I was careful not to scare her when I approached her.  

She had not seen anyone on the path, but told me that she had seen a man at the top of the steps before she went down them to take her dog or a walk.   The description she gave me sounded similar actually confirmed my suspicions about the identity of the person. 

I updated Control and my sergeant of this additional information which enabled us to confirm a potential home address for further checks. 
 
At this point, I requested assistance from the Drones/National Police Air Service (NPAS) to assist in searching the wider area.   I returned to my colleague and updated her on the additional information – I asked her to go to the end of the path in the police car and I walked the same pathway once more in case the man returned.   However, this meant that both of us were at increased risk as we were operating singly so this was completed briskly.

Finally, NPAS had been authorised to attend and were en route, and additional ground units were on the way to help us.  My colleague and I then jointly searched around the lake with negative results.

When NPAS and the additional units arrived, I left the scene with my colleague to visit the home address of the person I had possibly identified as the person concerned.  The house was in darkness and all vehicles were on the drive, although we did gather from house to house enquiries that the subject of the search had been seen in an agitated state earlier that morning. 

NPAS confirmed a negative search result, and all units were stood down until daylight unless further information was received.  


Evaluation of my Decisions. 

Evaluation of my Decisions based on the National Decision Model 
which is a set of dynamic often iterative activities that are constantly updated in real time as an incident progresses, as we have to consider possible options, risk assessment and contingency plans, as well as that our regulatory powers and Force policies.   

Using the NDM has already become an automatic part of all my call responses, due to this my decisions also had an ethical dimension which we derive from the Code of Ethics which the NDM centres around.

As well as the NDM I was constantly making dynamic risk assessments when it was necessary to do so.

I have described my decisions against the various sections defined in the National Decision Model as follows. 

A. Gather Information and Intelligence
1. After the initial call asking for officers, I had to decide:
a. If we should be the unit to attend based on existing call and current location
b. If I should change the decision not to attend based on availability of other. 
2. I then asked for more information from Control and when we arrived on scene, spoke to the person who had reported the incident to get more information.  I had to decide if we should follow the suspected person or ask for additional support. I carried out an initial check (which included getting more information from a passerby) and then called for additional support as it was clear we could not search the area alone. 
3. I also gained further information during the subsequent home attendance which led me to decide to stand down and revisit the following day. 
4. Given my suspicion of the identity, I made sure I kept my superiors informed.  This would be important for future calls about this person. 

B. Assess risk/threat & develop a working strategy.
1. There appeared to be a risk of someone harming himself/others – so I attended scene to assess the situation. On scene, with the additional information about the man walking the path, my initial strategy to approach him to persuade him to return to the road, was changed to a search and possible rescue strategy. 
2. Following a negative search, I changed the strategy to call in additional help while I went to an identified home address.  
3. With each activity (arrival, walking the path, searching the lake etc) I was acutely aware of the risks to myself and my colleague from the lack of lighting, dangerous path, large area to cover by foot, and operating separately. 
4. I also identified the risk of attending the home address as this can often trigger hostility particularly for calls during the night. I was considering how I would open communication with him if I did find him.

C. Consider Powers and Policies.
1. As I am not yet response trained so I was not be able to attend on blue lights so needed to observe rules of the road. 
2. If I did find someone who might be trying to commit suicide, I needed to think of the best way to start communication with them, I considered if I should request a trained negotiator. 
3. I considered using Section 136 of the Mental Health A which can be used to detain a person for their own safety. Also whether I could use Common Law Use of Force to prevent a Breach of the Peace.    
4. I feel I have a strong personal code of ethics which aligns closely with the organisational Code of Ethics.  This coloured the way in which I planned to communicate with the person. 
5. 
D. Options and contingencies
1. I initially considered if other units would be in a better position to respond/assist
2. I rethought my strategy once I arrived on scene and got additional information about the location of the man. 
3. Consider using additional assets (drone/NPAS) if our search was negative.
As previously mentioned, I think that the National Decision Model allows both a structure for safe decision making, but enables an integrative assessment and review of my strategy at each step of the call. 
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Task 3

Relevant areas of the National Policing Curriculum: 
Maintaining Professional Standards, Leadership and Team-working

	
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).

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 (Code of Ethics, policies, procedures, protocols or legislation).


1750 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:


[bookmark: _Hlk92288385]Theories of Team Dynamics

The Police Force operates almost entirely through teams and the dynamics of the different teams can define whether team activities are successful or fail. Similarly the appointment of a team leader, either dynamically in response to an event, or through staff management is a critical causation for success or failure. 

Policing is not just a job for police officers. It requires a large multi-disciplined team working together and making best use of the skills and resources available (Police staff, 2022)

A popular method of analysing team dynamics is by using Tuckmans Stages of Group Development. 

This methodology was “proposed by psychologist Bruce Tuckman in 1965, and is one of the most famous theories of team development. It describes four stages that teams may progress through: forming, storming, norming, and performing (a 5th stage was added later:  adjourning).

The “forming” stage is where the group is being formed, everyone has good expectations and is on good behaviour.  It is the best time to explain the team purpose, standards and expectations.

The “storming” stage is where boundaries and expectations can be challenged, and team members can jostle for position within the team.

The “norming” stage where members understand their role and the expectations and would normally work harmoniously together.  However, this is often the point at which members who have perhaps not understand the original expectations or is not a natural team player, can cause inter-personal conflicts.  A good team leader should be able to handle this and return good working relationships to the team.

“In policing, the role of team leaders is to balance the task and social needs of the team alongside other professional considerations” …….. “Their functioning is underpinned by a common purpose and a strong set of individual motivations to serve the public. Leaders must harness this sense of commitment and direct it to the achievement of more specific team objectives, while at the same time taking care not to exploit it to the detriment of team members’ well-being.”   (3.1 Team-working in the police service, 2022)

The ”performing” stage is where the team is working well together,  knows its targets and requirements and can often work independently without supervision towards a common goal. 

The “adjourning” stage is where the team goal has been achieved, and the team members go on to other things.  This can actually sometimes be emotional particularly if a team has worked together on several projects and become friends.  

Many team and group dynamic theories are specifically aimed at conflict resolution so I have included these in the following sections. 


Strategy for identifying and handling inter personal conflicts in teams

DISC theory, was created in 1928 by Dr. William Moulton Marston and it has evolved into a useful model for conflict management as it predicts behaviours based on four key personality traits. Dr. Martson originally described them as Dominance, Inducement, Submission, and Compliance.

He defines each of the personality traits as follows:

Dominance - Characteristics: direct, decisive, ego-driven, problem-solver, and risk-taker; likes new challenges and freedom from routine; driven to overcome obstacles, Strengths: great organizer and time manager; challenges the status quo; innovative, Weaknesses: can be argumentative, disrespectful of authority, and overly ambitious (taking on too much); can be blunt, stubborn, and aggressive
Inspiring/Influential - Characteristics: enthusiastic, persuasive, optimistic, trusting, impulsive, charismatic, and emotional, Strengths: creative problem solver; great cheer-leader, negotiator, and peace-maker; a real “people person”, Weaknesses: more concerned with popularity than tangible results; lacks attention to detail
Steady/Supportive - Characteristics: reliable, predictable, friendly, good listener, team player, empathetic, easy-going, and altruistic. Strengths: dependable, loyal; respects authority; has patience and empathy; good at conflict resolution; willing to compromise. Weaknesses: resistant to change; sensitive to criticism; difficulty prioritizing
Cautious/Conscientious/Compliant - Characteristics: has high standards; values precision and accuracy; analytical and systematic; even-tempered, realistic, and logical; methodical; respect for authority, Strengths: great information gatherer/researcher; able to define situations precisely and accurately; offers realistic perspective, Weaknesses: can get bogged down in details; needs clear boundaries, procedures, and methods; difficulty accepting criticism; may avoid conflict or just “give in.” May be overly timid.

There are many theoretical descriptions of human behaviours, particularly when working together as a team, and In his 2005 book, The Five Dysfunctions of a Team,( P. Lencioni, Five Dysfunctions of a Team, New York, NY:  John Wiley and Sons Inc., 2002) Lencioni outlines five common problems teams experience that impact their effectiveness:
1. Lack of trust:  if team members do not trust each other, they are unlikely to take risks or ask for help. A lack of trust means a low level of comfort that makes it difficult to communicate and perform effectively as a team
2. Fear of conflict:  avoiding conflict can lead to an artificial “peace” at the expense of progress and innovation. Conflict is a normal part of team work and can be very productive if managed effectively.
3. Lack of commitment:  team members do not commit to doing the work, do not follow through on decisions or tasks, do not meet deadlines, and let their teammates down, ultimately affecting the success of the whole project.
4. Avoidance of accountability.
5. Inattention to results:  when team members focus on their own personal goals instead of project goals, they lose sight of the expected results that actually measure the success of the project. Not focusing on the results during the process means that no one is planning how to improve those results.
Lencioni advises tackling each dysfunction, from the bottom up. Establishing trust is a crucial first step to being able to manage conflict, achieve commitment, create accountability and focus on results.

Mat Apodaca, in his article “7 Ground Rules for Dealing with Interpersonal Conflict at Work” (Apodaca, 2022)
identifies three different kinds of potential conflicts and offers suggestions for their resolution.   He defines these as follows:
 
Policy Conflicts 
Policy conflicts are disagreements about how to deal with a situation that affects both parties. 
Value Conflicts
Everybody has a different set of values. You may have values that are very close to someone else’s but, we each have our own specific set of values. Sometimes, when you have an ongoing argument with someone, it’s easy to think they are being stubborn. Normally, the underlying reason is because they feel strongly about something due to their values.

Ego Conflicts
Ego conflicts are pretty tough as well. In this situation, losing an argument, or being thought of as wrong, can actually damage a person’s self-esteem. This is like a power struggle.
It’s easy to see this type of conflict happening at work. Think about all the times you were asked to do something you don’t really want to do. You don’t want to feel like you are getting taken advantage of, so you find some way to dodge the work, put it on someone else, or simply ignore the request.

His 7 suggested rules for conflict resolution are: 

1.	Acknowledge the Conflict and look at it objectively. 
2.	Open up the Lines of Communication and work to reinstate the sense of “team working”. 
 3.  	Focus on the Problem, Not the Other Person. Don’t take things personally. 
 4. 	Stick to the Facts and look for any underlying reasons for the conflict, e.g. unanswered emails. 
 5.	Where possible, Meet Face to Face s conflict is harder to resolve remotely. 
 6. 	Pick Your Battles, concentrate on the important stuff. 
 7. 	Make a Decision and Act on It- Seal the Deal. 
 
Finally, I intend to Consider how team dynamics within the police service can result in failing to comply with professional standards requirements (Code of Ethics, policies, procedures, protocols or legislation).

Obviously I don’t have experience of working with many teams in the Police Force yet, so I have chosen an example experienced by two members of one I have been on, although I was not directly involved my honesty and integrity was tested as a result of their actions. 

It relates to a senior officer whom I had also seen behaving aggressively to suspects in the past which had made me uncomfortable but which I had not felt “senior” enough to challenge.

In this particular incident, two police officers had been called to assist British Transport Police (BTP). When the Police Officers had arrived it is believed that the subject was immediately aggressive to the officers which resulted them in them having to fight to detain the suspect. One of the officers apparently reacted very aggressively and in fact caused some minor injuries to the suspect. The senior officer concerned then returned to the station where he openly “bragged” about the injuries suffered by the suspect and how he had manhandled him. However, one of the BTP officers felt uncomfortable enough about the incident to report the senior officer, and due to his injuries, the suspect also made a formal complaint.

These complaints resulted in senior supervisory officers investigating whether excessive use of force had been used both at this incident and before by the officer, and all the team who worked with him were also interviewed to see if they had witnessed this or similar incidents. Those of us who have had to use some force to subdue suspects in the past (including myself) were questioned about how we justified our own actions and whether this use of force had been due to watching the senior officer behaving aggressively to suspects.

As I am new to the force, I did confirm I had witnessed the officer behaving badly, but had not felt confident enough to report this. But I was clear to the interviewer that I had felt uncomfortable about this on more than one occasion.

I was not really able to judge if the senior officers behaviour had affected mine, but it made me aware that I must be careful that I make my own decisions about handling suspects correctly and should not mimic a colleague who is clearly not acting in a way that I would.

One last aspect of this was that I was concerned that commenting on this officer’s behaviour might have been seen as “snitching” on a team colleague, but since I am well aware that other colleagues also feel uncomfortable about this, I hoped that they would see that I had the best of intentions in trying to preserve team unity and reputation.

I have discovered that, so far, the majority of the incidents to which I have responded, are either for drug related issues, or for domestic violence issues.  What has been very clear is that different officers react differently to each incident.  

Because this is a very emotive subject, the Police Force are addressing this and a particularly good report that addresses the subject from the point of view of the victim is “For police: Domestic Abuse Matters”(Wiliams, 2022) which I have found helpful, as well as the training materials we received during our initial training.  

But it is clear that the general public still think we have some way to go before getting it right as demonstrated in the Guardian article “Police watchdog: give violence against women same priority as terrorism” (Grierson, 2022)
My own personal experience of how different officers react to such incidents has been enlightening as in so many cases, individual reactions has depended on the interactions of the teams of officers attending.  Particularly the response by the most senior officer (team leader) present. 

1894 words 



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

	
Explain how information and intelligence can be used in the disruption of the more prevalent criminal activity (e.g. drug smuggling, human trafficking, child sexual exploitation, counterfeit goods, organised crime groups and ‘county lines’) by effective policing of the roads. 

Outline how ANPR can be used as investigative resource when disrupting criminal activity. 

1750 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

[bookmark: _Hlk92288400]I will be discussing the importance of information and intelligence in the use of creating a negative impact on organised crime, particularly in regards to effective use of Automatic Number Plate Recognition (ANPR).

As part of my research for each of the tasks in this workbook, I have enjoyed finding out definitions of many of the terms I have used automatically as long as I can remember, as well as academic papers about how the terms are used in theoretical and practical applications.  This essay starts with one such definition. 
 
‘Information’ is defined by the Merriam-Webster Dictionary as “knowledge that you get about someone or something: facts or details about a subject” (Information, 2022) and ‘Intelligence’ is information that has been analysed, and often sanitised or simplified for dissemination.
 
When intelligence is acquired, analysed and sanitised  it is important for whoever is viewing it to know the strength and reliability of the information that formed it. 

When the information is processed for police use, it is graded for reliability by what is known as the national intelligence model (NIM) (, after it is graded in response to set criteria following this it is distributed to those who need it.

The NIM uses what is known as a the 3x5x2 model which can be explained as a “standardized system, intelligence grading is expressed via numerical and alphabetical values. These values are very easily expressed verbally and are highly auditable.. The numbers in the name represent information evaluation, source evaluation and intelligence handling and sharing rules. These evaluations and rules are used to express an assessment of the reliability and validity of any intelligence received.” (Adams, 2020)


The model grading is as follows:

Source Evaluation:
 1 – Reliable, 2 – Untested, 3 – Not reliable.

Intelligence Evaluation: 
A – Known directly to the source, B – Known indirectly to the source but corroborated, C – Known indirectly to the source, D – Not known, E – Suspected to be false.

Handling Conditions: 
P – Lawful sharing permitted, C – Lawful sharing permitted with conditions.


So. for example if a Police officer personally saw an incident taking place such as “a vehicle seen leaving a known suspects address” this would be graded as a 1AP intelligence report, this means that the source is reliable (1), the information was known directly to the them (A) and that sharing of this intelligence is lawfully permitted. (P)

In another example, if a member of public who is not known to have given any information previously, passes on a second hand account that they “ had been told that their friends’ neighbour is selling drugs from their property” this would be graded as 2CP. 

This is due to the fact that the member of public is not known so it can not be assumed what they’re saying is going to be factual (2), as well as the fact that what they have said is not known directly by them as they have only been informed by a third party (C), and again that sharing of this intelligence is lawfully permitted. (P)

Both information and verified intelligence act as essential inputs to the National Decision Model.  For every incident or action, information to trigger police action can come from a number of sources, e.g. directly from officers, from members of public, from the people involved directly or indirectly with an incident or criminal activity or via surveillance.

Any and all intelligence thus received that comes from any of these sources, can assist with informed decision making, from individual officers attending an incident, dealing with an individual to large scale operations involving multiple forces and suspects.
 
When it is a larger operation, particularly those that have a lot of people involved as either subjects, victims or both there will have been many bits of information collected over time, all of which would have be processed via the NIM. This is then disseminated to all forces to be used in decision making at the scene of an incident or crime.   What is fascinating in this role is that police officers who have been in the job for several years, seem to retain this intelligence and can bring it to mind in the most unexpected situations.  Such as recognising a banned driver, or seeing a repeat offender talking to his friends.  
 
A good example of a large scale operation that occurred in the mid 1970’s which was named Operation Julie and which resulted in the breaking up of one of the largest LSD manufacturing syndicates in the world. 

One of the main members of the syndicate, a man named Richard Kemp was involved in a road traffic accident that resulted in the death of one of the other members of the syndicate.

Richard Kemp was already known to police as a possible suspect trading in illegal drugs, and when his accident damaged car was searched, scraps of paper were found which when pieced together held the name of a chemical that is a key ingredient in the production of LSD. 

From this tiny bit of information together with other intelligence already collected on the various people involved, Britain’s first combined drug busting operation was created.

Surveillance was placed on at Richard Kemps home from which his regular 50 mile commute to an address owned by Paul Arnoboldi. This led to Paul Aranboldi being monitored as well, and as a result of this further leads were gained, including links to France and Switzerland. 

Ultimately Operation Julie lead to the arrest of 120 suspects, sentencing of 15 defendants and the removal of 90% of the UK’s LSD from the drugs market.

This would not have been achievable without reliable information and intelligence being passed between forces, and subsequently gathered from the ongoing operation that resulted from the initial fatal accident.

Today an operation like this could possibly have lead to even more arrests due to the invention and implementation of ANPR by identifying through collected intelligence, other vehicles which could be involved.   

ANPR stands for the Automatic Number Plate Recognition system. The system uses a camera which scans passing or parked vehicles and uses optical character recognition (OCR) to process number plate images of every vehicle.  The ANPR software searches a database of vehicle indexes and processes what it finds which will include “markers” such “known to have been used for drug movements”.    If the vehicle registration does have markers against it this will be notified to the officer monitoring and operating the ANPR by alerting them to a “hit” in the database. Thus identifying suspect vehicles is completely automatic and does not just rely on an officer recognising a number plate.  

The complex nature of the ANPR infrastructure including the speed of the data collectors and the database comparison tools are critical due the need for capturing an accurate image of the vehicle index, and having the ability to facilitate the rapid processing of the images captured and communicating with the frontline officer if there is intelligence related to the vehicle.
. 
Fixed ANPR cameras are also scanning and reading hundreds of thousands of vehicles while in use. In the United Kingdom the network of approximately 8000 cameras records up to 30 million images daily.

ANPR was actually invented around the time of Operation Julie however it did not become widely used until the 1990s, although the first arrest made due to ANPR was made in 1981. 

If ANPR have been widely available during Operation Julie (as it would be now), the vehicles that were seen coming back and forth from the addresses under surveillance would have been identified and tracked more easily. This would reduce the police manpower needed for surveillance and the extensive network of ANPR camera are also able to track a vehicle’s progress without the need for the vehicle to be physically followed.


The use of the ANPR network has also been a great help in monitoring and combatting the major issue of the “County Lines” drug distribution networks. The National Crime Agency defines County Lines as “…Where illegal drugs are transported from one area to another, often across police and local authority boundaries (although not exclusively), usually by children or vulnerable people who are coerced into it by gangs. The ‘County Line’ is the mobile phone line used to take the orders of drugs. Importing areas (areas where the drugs are taken to) are reporting increased levels of violence and weapons-related crimes as a result of this trend”. (County Lines, 2022).

A good indicator of a potential County Lines Operation is there will have been an unexpectedly large number of vehicles seen frequenting areas or addresses and once these have been reported, perhaps by local beat officers, intelligence can be created for the vehicle movements, and markers added to the vehicle details in the ANPR database.     

By using the ANPR network, the movement of these identified vehicles can be monitored as they could show the potential movement of controlled substances to be be tracked throughout the country. For example If one particular vehicle has been making numerous and frequent trips to a particular location, this could be looked at when planning an operation to visit the property and hope to disrupt the drug distribution network.  Including, for example, it might be possible to identify a particular spot of this often travelled route (such as across a bridge) where there are limited opportunities for a driver to escape and they could be apprehended without too much difficulty. 

Carrying out a controlled stop on the vehicle could lead to a positive outcome by removing both the distributor and the drugs and other forbidden items from public streets.  

Using ANPR is not limited to traffic and drug offences, it can also be used to disrupt other illegal activities both at national and local levels such human trafficking or spontaneous car thefts. 

The first documented case of ANPR being used to solve a murder was in 2005 which shows the versatility of the system when it comes to providing intelligence to be used for solving crimes.

The records of ANPR is stored up to two years so should they need to be accessed within this time frame they are available to assist in tracking the movements of suspects in protracted cases.




1700 words










Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks 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. 
 
 
1500 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 8000 words expected from this module.   
 
 
ANSWER: 
 
 



Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	[bookmark: _Hlk92286999]KNOWLEDGE 
 
 
 Case file building
 
 
 
 
 
 
 
 
 
 


Traffic offences
	Low 
1-4 










	Med 
5-7 

	High 
8-10 

   9












8



	Low 
1-4 
	Med 
5-7 

5












6


	High 
8-10 
	 


I need to work on the speed at which I can create one, given the numerous and varied documents that are needed for different file I believe that familiarising myself with the types of documents could increase this.


Given the area I am based in a majority of the calls I attend are reactive in their nature, as such I have had very little chance to advance my knowledge base in dealing with traffic offences. I will be attending my roads policing attachment in the near future that will allow me to improve on my knowledge.





	[bookmark: _Hlk92288427]SKILLS 
 
 
Public Order Tactics


















Taser
 
 
 
 
 
 
 










Response Driving
	Low 
1-4 

4
	Med 
5-7 
	High 
8-10





















10
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	Low 
1-4







































4 
	Med 
5-7 

7
	High 
8-10 
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[bookmark: _Hlk92287021]Public Order tactics are not a requirement to have however the basics are taught in our initial training period. I have volunteered to become a PSU officer, and have more knowledge than officers that have no advanced training in the tactics used. 

However further practical use and on-going training could improve my understanding of the skill set.

[bookmark: _Hlk92287031]The taser requires advanced training, I have recently passed my course so I feel that my skill set is quite fresh, however due to the nature of the job I might not ever use it, causing this skill set to degrade overtime. 

I believe to combat the degradation I could consider asking a trainer for refresher course should I feel the need to.

In order to be a response driver you need to sit a course, I have yet to do this however I have it booked for February, in the mean time I have been asking colleagues about the techniques taught in order to prepare myself for the upcoming lessons.

Following the training I believe my skill level should be that as is required. 



	[bookmark: _Hlk92287044]EXPERIENCE 
 
 
 
Overall job experience
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7


6
	High 
8-10 
	Low 
1-4 
	Med 
5-7


6
	High 
8-10 
	 



[bookmark: _Hlk92288440]In regards to experience I am still ultimately very new in service, and the diverse nature of the calls we attend means every one is different, and every result is different. 

Due to this I am not sure what my expected and required scores should be, however I feel like I have had a good experience in a majority of the incidents I have attended there are a number where I have reflected back upon them and realised that there were things that I did well and things that I could have improved upon.

Given that I have volunteered for a number of extra courses to increase my skill set I feel that I have had a good opportunity to experience situations not everyone in my cohort has been able to. For example the public order training.

I will continue to reflect on calls I attend in order to better myself in both my skills and knowledge of the job. 
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