[bookmark: TITUS3HeaderFirstPage] 


[bookmark: TITUS3HeaderEvenPages] 


[bookmark: TITUS3HeaderPrimary] 


[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: Liam STAPLETON ______________________________

Learner’s University Registration Number:
1920685_______________________________







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:

In this essay, I will reflect on the impact of organisational culture on my wellbeing and resilience using the definition of wellbeing by the Oxford Leaners Dictionary (N.D), “to show or be a sign of the nature of something or of somebody’s attitude or feeling”. I will consider the risks of conforming to organisational culture by looking at policing culture and how it changes the behaviour of officers and staff in a negative manner. I will then show my strategies for maintaining wellbeing and resilience. 

“Resilience describes your ability to cope with challenges, barriers or limited resources,” according to the British Red Cross. 


Organisational culture is made up of shared values, beliefs and assumptions about how people should behave and interact, how decisions should be made and how work activities should be carried out.
					                     	(Managers.org.uk, 2021).

 This will also be imprinted onto new members of the organisation where they will find out what the social and professional expectations are.

 
The organisational culture of a specific team and the wider Basic Command Unit can have an impact on mental health and personal wellbeing. If there is a negative culture in the workplace where bullying, chauvinistic or prejudice views or complacency is ignored it can create a hostile environment for those who feel offended by those views. This in turn can cause stress, feelings of betrayal from the organisation and poor job satisfaction. It can also impact a person’s wellbeing by affecting sleep, happiness and family life. Mental health plays a major part of your wellbeing, which is defined as:

The experience of health, happiness, and prosperity. It includes having good mental health, high life satisfaction, a sense of meaning or purpose, and ability to manage stress.
							     Davis (2019)


What happened? When I joined the police, I personally found that my values and ethics matched the police core values and standards of professional behaviour. I established trust in the organisation which increased when joining a team where the culture was very positive and everyone shared my beliefs and values.

Feelings? Initially feeling nervous about becoming independent I can reflect and say that the impact of the organisational culture has had a positive impact due to being part of a wider organisation that shares my values and beliefs. I feel South Wales Police has a positive culture within its organisation culture, which in turn affects the employees with positive wellbeing. An example of this is being issued a wellbeing hour. An hour where you can take off to give yourself time to recuperate. Another example would be TRIM – A service when you have been subjected a horrific incident or is suffering with mental health. This is helping wellbeing of the employees but at the same time building resilience in the work force. I feel my wellbeing is an important part of the organisation culture. 

As the newest member of the team at first it was challenging to feel part of the organisation especially joining an established team after training. I was initially worried how I would fit in. But due to the culture I did feel welcomed and shared the same beliefs and was able to grow in confidence. The same beliefs were to uphold the code of ethics and following the standards of professional behaviour. As the team culture was positive and in line with the professional standards as well as my beliefs there was no friction into settling in giving me a positive experience. According to Alan Kohll (2018) research shows that employees overall rating of their company are rated 20% higher when a company shows positive culture. This evidences that a company will have happier employees which will increase performance, lower recruitment turn over which will result in less wasted resources. Reflecting back on my wellbeing and resilience I have discovered that my values and beliefs are in line with my team and the police service. This has made a positive effect on my wellbeing. I have learned the resources that are available to me to assist in my wellbeing, I know my team can support me and there are strategies available if required in the future like TRIM. 
Conforming to organisational culture can be positive if the culture upholds integrity and follows principles like the 10 professional standards. Those involved in the organisation will evidence positive beliefs, assumptions, and values in which would be expected of an officer. But looking at an alternative viewpoint the risks of conforming to organisational culture could diminish the beliefs and values of an individual who is new as they want to fit in.  This could be when those involved in an organisation as the police witness their supervisor abuses their position as a leader or it is considered normal to bully newcomers. The witness’ or victims to these behaviours will exhibit negative behaviour based of their observations as their beliefs and assumptions will be negative creating a domino effect of negative organisational culture and unhappy people. The risk could be to pass on this culture to new members of staff to the team or job. A person who is not happy in their job is more at risk from leaving or under preforming, according FACT (N.D). Lisa O’Malley (N.D) stated 58% of employees have left or thought about leaving if the culture is negative. 
In conclusion, not only is there a risk of an individual’s beliefs or values being distorted but there is a risk of new officers leaving the job. To maintain positive wellbeing and resilience. I have continued to follow strategies I have set myself during training to minimise stress and build resilience. I have continued to exercise by running regularly, making sure I set myself higher goals. According to NHS.UK (N.D), exercise can “reduce your risk of major illnesses, such as heart disease, stroke, type 2 diabetes and cancer by up to 50% and lower your risk of early death by up to 30%.” I personally find exercising is the best relief for me after a stressful day in work, this also helps build resilience as I feel I am more in control and feel I am better equipped to deal with scenarios that require resilience. I have continued to build my resilience by not just exercising but having strong connections with family and friends. According to Cheung (2020), “resilient people choose to respond to challenges positively and to find meaning and purpose in their lives. Family and friends are their most critical resources”. 

In conclusion, having reached independent patrol status I have reflected on the impact of organisation culture within policing on my wellbeing and resilience by continuing to exercise and have strong connection network with friends and family.
The risks of conforming to organisational culture are that individual beliefs and values could not match a negative culture, which could result in the beliefs and the values being distorted or that person leaving the job. My strategies for maintaining wellbeing and resilience by continuing to exercise and set myself goals which I can reach.
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Task 2

[bookmark: _Hlk83850555]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: _Hlk83766255]
This essay will describe an incident I attended following a report of a domestic related incident, it will include the social and legislative contexts of the incident I attended. The decisions made during the incident will be evaluated using the national decision model including dynamic risk assessment, explaining the rationale behind those decisions and offering up alternative options that could have been used. It will include any considerations made regarding the ethical approach of the decision and outline the consequences of the decision that was made.

I was on mobile patrol when I received information from the control room that there was a disturbance ongoing, with possible weapons and there was an unknown male asking for police. I attached myself and my colleague to the incident and started to make our way to the address. While on route to this call I started to use the national decision model which I would continue to implement through the incident. Using the information given to me by the control room and my mobile phone to conduct an address check I was aware of the warning markers on the address. The warning markers were domestic violence, violent, drugs, weapons and children present at the address. Using the information, I now had on the address, I started to conduct a dynamic risk assessment even before attending the address. 

Upon arriving at the incident address, I turned on my Body Worn Camera to capture any evidence I may see or hear. I could hear two people shouting in the house and objects smashing, the shouting was in a different language. When I entered the address, I noticed there were smashed dishes on the floor with pieces scattered across the house, the TV was broken on the floor and there were empty containers of alcohol scattered on the floor. A male made himself known to me and said, “You have to help me, she is out of control” In broken English.  I could see that the male had swelling on his left eye, a nosebleed and scratch marks across his arms. A female then entered the room from the kitchen holding an umbrella which she quickly dropped upon seeing officers. She appeared to be intoxicated as she was swaying, talking in slurred speech, was argumentative and she smelled of alcohol.


To ascertain the facts and to quickly separate both the male and female, I told the male to come into the kitchen to tell me what has happened while my colleague took the female into the living room. The reason why the male was taken into the kitchen and the female into the living room was part of another risk assessment I conducted. I was able to quickly recognise the female was intoxicated and appeared to be the aggressor, there is potentially more objects in the kitchen that could be used as a weapon that can cause injury to either myself or others. Therefore, I chose to ask my colleague to take the female into the living room to speak with her. While alone with the male in the kitchen with my body worn video still on, the male was very reluctant to tell me what had happened and how he received his injuries. I quickly noticed how this could be a social issue as a male is less likely to come forward to disclose domestic violence from their partner. I used my communication skills to gain his trust and to encourage him to tell me what happened in order for me to be able to help him. This was difficult at the time as the male’s English was hard to understand. I then decided to use language line to assist me.

Using language line, he disclosed to me he has been a victim on domestic abuse, which has been going on for at least a year, and that police has attended this address before, but he has never disclosed to them what had happened. The male also described in his culture the male is meant to be strong and look after females and this abuse has made him feel shame. The male also explained to me he was embarrassed as he is a male and the aggressor is a female. After the male disclosed that he was assaulted by his partner. I went into the living room and arrested the female on suspicion of causing actual bodily harm. Whilst the female was conveyed to custody by another unit, I stayed with the male to complete a public protection notice (PPN). The PPN is a risk assessment tool which is used to refer victims to specialist support agencies which can help resolve any issues they are having that the Police cannot help with. At first the male didn’t want to receive help as he didn’t want people knowing and explained in his culture men aren’t victims of assault by females. 

The main social issue was the male had been a victim of abuse in his relationship with his partner and he felt he could not ask for help or report the matter because he was a male. This is mainly due to how males are meant to be in society and being in an abusive relationship was embarrassing for him and the victim felt his masculinity was at risk. In addition, when people think domestic abuse, they picture the male as a perpetrator and the female as the victim, this is an excellent example of unconscious bias and jumping to conclusion that fits what society pictures these types of incident. There was also culture issues in this incident as the male disclosed to police, he was assaulted he was not forthcoming for help as he was embarrassed. I used my communication skills to reassure him he was doing the right thing. There was also a language issue at first but using language line, this was overcome.   

During this incident I used the national decision model to assist me make the most ethical decisions. The first part of the model is ‘Information and Intelligence’ so I used all information that had been given to me and attempted to gain more before and after my arrival at the scene. Prior to arriving at the address, the information I had received was that a male was asking for police and there could be a possible weapon involved. The call summary was not very descriptive and only mentioned that there was some sort of disturbance, I decided to firstly carry out checks on the address and those believed to be involved, this gave me more information and intelligence to complete a risk assessment prior to attending the call. 

The second part of the model is ‘Assess threat and risk and develop a working strategy’. Once I attended the address, I made a decision to separate both parties and to put what appeared to be the aggressor who was intoxicated in an area where there were fewer items that could be used as weapons. I had seen the injuries to the male so I knew the female was capable of inflicting serious injury on others and she was holding an umbrella when we arrived so she could make use of household items as weapons. This was part of assessing the threat and carrying out a working strategy.  

Using the next stage of the NDM, I considered what powers and policies were available to me if the aggressor became violent towards me. There were a few legislative powers which I could employ if I needed to use reasonable force; Section 117 of Police and Criminal Evidence Act 1987, Section 3 Criminal Law Act 1967 and Common Law. As it was a female aggressor I asked if a female officer could make her way to the incident because I was aware that the South Wales Police policy is that a female subject should be searched by a female officer. 

Once I gained more information from the victim informing me that he had been assaulted by the female aggressor. I identified possible options and contingencies, before making the decision to arrest the female on suspicion of ABH. I believed this was the best decision to make as it ensured that the victim was safeguarded by removing the aggressive subject, the subject could be interviewed to give her account of what had happened, and the referrals could be made to the relevant agencies to offer the victim support in any way needed. I assessed the risk to myself, the victim and the subject and made the decision to handcuff her to the rear. She was searched by a female officer as per South Wales Police policy. As I gained a rapport with the victim, I made the decision to stay with him and gather more information as well as complete the relevant referrals. I had to make decisions on how I was going to safeguard the victim in the best way. As per South Wales Police policy I asked the DASH questions, completed a PPN with him and then obtained a victim statement. 

Reviewing what had happened and the decisions I had made using the national decision model, I have since developed my understanding of how to treat domestic victims. I have read up on victim focus referrals and have been made aware of a help line called Live Fear Free. They are a helpline that offers help to those who are victims of domestic abuse. I have gained more knowledge of this subject and I now always carry with me Live Fear Free business cards with me. I have also completed an e-learning training programme on how to care for victims and witnesses. When dealing with a similar incident in the future I will make sure I offer the victim a referral to South Wales Victim Focus and let them know the number for the Live Fear Free hotline and give them a business card to keep if it is safe to do so.


When recording details of the incident I made considerations to the Management of Police Information (MoPI). MoPI is how information is collected, recording, evaluation and the retention of information. All information recorded must be for a policing purpose and comply with data quality principles. The information I recorded was who was involved in the incident, if there any safeguarding issues, where the location of the incident and what crime has taken place. I made sure the information I recorded was accurate, relevant, and adequate and the information was not already held.  

In conclusion I attend an incident where I had to use dynamic risk assessment and made any decisions by using the national decision model. In the incident there was culture, social and language issue which was overcome. I evaluated the decisions made during the incident and how the national decision model assisted with making a decision. Since attending this incident, I have received more training in witness and victim care and if attending a similar incident in the future I will issue a live fear free card. I have explained the rationale behind the decision made and considerations made when recording details.

Word count: 1853
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:

This essay will evaluate theories of team dynamics as a means of developing team cohesion, for example, the Tuckman Team Model and the GRIP model. Included in the evaluation will be reasons why some teams may not function and ways of improving team cohesion. This essay will also consider why inter-personal conflict can occur within a team, how these conflicts can negatively affect a team and outline several strategies that can be adopted to enhance individual and team performance, it will also consider how team dynamics within the police service can result in failing to comply with professional standards requirements. 

The word team is commonly used to describe a group of people, however, the word team can also be used to describe a collection of individuals working towards common goals and achieving synergy. 

A team is a group of individuals, all working together for a common purpose. The individuals comprising a team ideally should have common goals, common objectives and more or less think on the same lines.

      Juneja (N.D)
	
Applying the above information, a team is more than just a group of people and within the team, dynamics are created. Team Technology (N.D) informs us that the team dynamics are the forces that influence the team’s behaviour and performance. This is affected by the personalities within that team, working relations with other people and the environment in which the teams work. Dynamics within in the team can be good or bad, as if the dynamics are good, the team gets the best from each individual and improves overall performance. If the dynamics are bad in a team they can cause members to be unproductive, create conflict and can prevent the team from achieving their goals.

There are some theories of team dynamics and team models that can be used by a team to help them understand how to improve their performance and team working. The Tuckman Team Model is a four-stage model of team dynamics with a fifth stage being added at a later date. The stages are forming, storming, norming, performing and the fifth step later added was adjourning. Tuckman created this model on his observations and the model represents the different phases a group needs to do to become a team. The Tuckman model is a very popular model for studying team dynamics even in the present day, which shows the model is reliable and has the support of many peers. Ruchir Karanjgaokar (2021) states:

It is one of the most widely used models for explaining group behaviour. Understanding the Tuckman model helps us develop better teams and ensure effective value delivery from such units.

	 The model is also effective at understanding tension within a team as Newsmoor (N.D) states that the model can bring a bigger understanding to primary and secondary tension and how to reduce these tensions, this in turn strengthens relationship among the members and motivates them to be productive. However, it was created in 1965 and is quite a simplistic model which needed to be worked on to improve it. The model was revisited to add the fifth stage in 1977, showing the model required work. 

	            According to Pamela J. Knight (2017) only 2% of 321 teams followed the Tuckman model in a process that is linear and not all teams go through each phase but also a team can retreat into a previous phase. The group process may be described as cyclical instead. Also, Denise Bonebright, (2009) states in reference to the storming phase that the model does not address reactivity in problem solving and the model does not discuss success or failure to show outstanding performing.  The issue with storming is an individual can make have their own perception. Due to a team interpersonal conflict a team may never progress into the performing stage and no mention of overlaps of the team members when moving from one phase to another.	
          Another team dynamics model is Richard Beckhard’s GRIP Model which has been widely adapted in sport. It outlines four interrelated mechanisms of effective teamwork. The GRIP acronym stand for the compounds that make up the model; goal, roles, interpersonal and processes. 

          BCcampus (N.D) states, the first part of the mode, goals is where everyone must be committed and understand the goal of the team and must align to establish trust. The second part is Roles. All team members must know what part they play and what is expected of them. The third part is interpersonal. Communication and collaboration brings trust to the team members and they are held accountable to responsible. The last part of the model is processes. This is a defined system for how the decisions are made and how the team solves problems. All conflict is addressed, and procedures are in place. The GRIP model is a simple framework that can be applied to teams, however, due to the simplicity, there are limitations with the model. According to Ross Tartell (2016), the model is static, providing a picture of team performance at a specific point in time, rather than during the span of a team’s life cycle. Tartell is supported by Alan Chapman (2020) as he states this model has limitations due to the model being static it is not as beneficial to all phases to a team’s development. On the other hand, the GRIP model was created in 1972 and is still used today, mostly in sports. Bo Hanson (N.D) explains, “The GRIP Model contains the critical elements which contribute to effective, high-performance teams.” The model is a tool used by sports groups to develop the team’s effectiveness and to improve team working. The model can also be used as a diagnostic tool as Toolshed (N.D) states, “This is exactly what the GRIP Model aims for. It starts with discovering the team or department goal”.

      Although these models can be used to improve team building and effectiveness, there are some occasions where inter-personal conflict can occur within a team. There are many reasons why inter-personal conflict can occur in a team, Cassidy (2007) found that most of the team models described conflict as a theme in the model. Cassidy found that the conflict arose from members of the team either trying to be independent from the group, wanting to gain control, disagreeing about individual ideas, and disagreeing about the goals of the group. 
The number of ways that conflict can begin may explain why conflict appeared as a theme in different team development models.


Lumen (N.D) states there are two basic types of team conflicts. There are substantive conflicts which include goals, tasks and the allocation of resources, conflict will be created when there is no compromise. Then emotional conflicts which are from jealousy, insecurity and personal conflicts. This is common when different people hold a different opinion. Effective strategies for conflict resolutions are firstly to listen, a large number of team problems are created by insufficient listening which leads to a miscommunication. This miscommunication can then create a large conflict over something that does not exist in the first place or was simply misheard. Another effective strategy is to create equal opportunities and to treat all members of the team equally regardless of protected characteristics, this prevents jealousy and will get the best from a team as it avoids any feelings of resentment.

The police are bound to the professional standards, code of the ethics, as well as the policies and procedures of the Police Service they work within.  One side is that the police have a militant structure where officers are expected to report behaviour in a team that falls short of the required standard. However due to the dynamics of a team that is very close knit, a member of the team could find it hard to report or challenge another team member who has failed to adhere to the code of ethics. This may be down to loyalty or fear that the other member of the team will expose the person who has reported or challenged the behaviour, the officer might think it is easier not to say anything to prevent any conflict in the team. As challenging inappropriate behaviour is part of the professional standards, both officers will have failed to comply with the standards of professional behaviour. This in turn will create a negative dynamic of the team where it is appropriate to not be professional or say things which can be hurtful. This may become the norm which will be introduced to new members of the team. Also all members of the team will want to fit in, if someone doesn’t due to personality differences, the team might find common ground and intimidate or create issues with the member that doesn’t fit in. This can result in another negative dynamic, as the member of the team is not seen as part of the team and will feel isolated. Another example of how team dynamics can lead to a failure to comply with the code of ethics is openness to change, or lack thereof. If a team has been doing an activity a certain way for a long time with a positive outcome, it will be hard to change the way that activity is done. Change is implemented regularly in the Police service and if the team show resistance in a group form they will all be failing to comply with the standards, Orders and Instructions and Duties and Responsibilities.

           In conclusion this essay has evaluated the Tuckman Model and the GRIP model of team dynamics, both models are a great base model for teams to use when trying to improve team working and performance but they are only simplified models. It has considered how some teams cannot function and why interpersonal conflict can occur due to substantive or emotional conflicts as well as how to improve team cohesion by listening and treating all individuals equally to reduce bad feelings within the team. Team dynamics within the police service can result in failing to comply with professional standards, even though the police are a militant structure and aware that they have to follow certain standards and the code of ethics. They are still faced with the human issues where they will not want to report their friends or create conflict within the team. As well as this, some teams in the police service will be made up of very experienced officers and this team dynamic makes it difficult for a new policy to be implemented or a new supervisor to take over. The team may not listen to the new way of working or new leader as they believe they know better after doing it the old way for so long. This is a breach of the standards of professional behaviour.


Word count: 1790.


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. 

Explain - To make the meaning of something clear – focus on how and why. Define key terms. Give an example to provide further clarity.


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:


This essay will look at what information and intelligence are and how they are different before explaining how they can be used to aid police in disrupting serious crime that relies on the road networks in the UK. This essay will explain how specific crimes such as, drug smuggling, human trafficking, child sexual exploitation and counterfeit goods can be interrupted by effective policing of the roads. These crimes are all crime branches that originate from Organised Crime Groups (OCG’S) therefore the disruption of the key OCG’s can prevent many of these crimes occurring. This essay will also outline how Automatic Number Plate Recognition (ANPR) can be used as an investigative resource to help officers disrupt the OCG’s across a vast distance in the UK.

Information and intelligence are a key element in policing and are where every criminal investigation will begin, either reactively after a call is received or proactively after intelligence has been gathered, analysed, and developed.
According to Palmieri (2005), information is raw data that could be gained from a newspaper, a statement that a police informant has made, or simply an observation made by a traffic officer after stopping a vehicle. The major component of the process that turns raw information into intelligence is analysis.
Information needs further analysis before action can be taken, it is rare that action can or should be taken on raw, unevaluated information on its own. The information must be corroborated, and some context is needed to allow officers to gather a full picture of what is happening and know what resources are needed. 
The National Crime Agency (ND) states, “Intelligence is information that has been analysed to assess its relevance and reliability”.

Intelligence-led policing (ILP) is a model of policing that ensures intelligence from several different agencies is collated with the key purpose of disrupting or disabling criminal behaviour.
Ratcliffe (2016) explains that intelligence-led policing is a business model where data analysis and crime intelligence are fundamental to a framework that facilitates crime and problem reduction, disruption, and prevention.
[bookmark: _Hlk84182678]The model’s main viewpoint is that crime can be analysed by its perpetrators, patterns, and any links between crimes. According to Audit Commission (1993, quoted in Blackstone’s handbook for policing students, 2020, p.27) , “a minority of criminals are responsible for the majority of most types of volume crime”. Therefore, the key to the ILP was to identify and target high volume, repeat offenders and prosecute them in order to bring crime rates down in the most efficient way. This process also allows for the use police of resources in a more targeted way to make the most of the limited numbers of officers that are available. Intelligence-led policing is applied to serious organised crime such as, drug smuggling, human trafficking, weapon offences and child sexual exploitation. These crimes are most often carried out by the same individuals who are involved in organised crime groups across the UK and by targeting key members of these OCG’s to disrupt the chain of command it can prevent a cascade of crimes from occurring.

For the intelligence-led policing model to work effectively, the information must be gathered before it can be analysed and used for any decision making. Information and intelligence can be gathered from a number of sources, either open sources or covert sources.
Information can be gathered from members of the public, e.g., they have seen an increase in drug dealing and gang activity in a certain area. Once a suspect is identified and is believed to be highly involved in an organised crime group, surveillance can be set up to gather more evidence. This can be directed or intrusive surveillance depending on the specific operational needs. A prison intelligence officer also offers key intelligence as to who associates with who, what the arrangements are for release and which cities the suspect resides in or has links to. Another useful source of intelligence are reliable sources called Covert Human Intelligence Sources (CHIS). They can be someone involved in the organised crime group at a low level who now wants to leave so decides to help the police to prosecute a key member of the OCG. More likely than not, a CHIS is a criminal themselves as they are the ones who have the access to criminals in order to gain information about them.

	These varied sources of intelligence are all used to create an intelligence package which contains a detailed analysis of how crimes are carried out, who is carrying them out and what is happening to the money and drugs involved in those crimes. This intelligence package can be disseminated to relevant departments within the police and external agencies for action to be taken. The UK is estimated to have 38,000 offenders operating within 6,000 organised crime groups (Home Office 2011). This is a large number of offenders for the police service to keep under surveillance and target. It is therefore important to focus on creating the most disruption to an OCG in one policing operation and by using the least number of resources possible. The key is to consistently reduce the opportunity for the organised crime groups to commit crime across county lines. 

Kirby and Nailer (2013) propose offenders can be diverted from crime if the cost of committing it is greater than the benefit to be gained. They highlight five operational approaches that can reduce the motivation of the offender: a) increase the effort needed by the offender to commit the offence; b) increase the risk of detection; c) reduce the reward gained from the crime; d) reduce the provocation that may surround the crime (this is a category often applied to disorder); and e) remove any excuse the offender may use to justify their actions.

An example of such action being taken is when Avon and Somerset Police (2021) conducted a week of action against County Lines operations. During the week of action, neighbourhood officers, intelligence officers and staff from Operation Remedy worked with Met Police and West Midlands Police to increase patrols in hot spot areas, interrupt vehicles and execute warrants.

“The operation resulted in the dismantling of four active County Lines running between London and Somerset, as well as 16 people being arrested for a number of offences. Officers seized weapons, a large quantity of drugs and over £20k in cash, as well as 26 mobile phones.”

Automatic number plate recognition (ANPR) is a camera that reads a number plate of a vehicle and that number plate is then checked against the police national database. The ANPR is linked to a Number Plate Reading Device (NRD) which creates a record of the vehicle which is stored, even if at that time the police has no interest in that particular vehicle. The ANPR can be used as an investigative resource when disrupting criminal activity, by either detecting or deterring criminal activity at a national, regional, or local level. According to Police.uk (N.D), ANPR assists with traveling criminals, organised crime groups and terrorists. ANPR can assist with lines of enquiry and can give evidence across the country. The APNR can be static as a fixed camera, movable or can be used in police vehicles.

The advantages of ANPR being equipped in a police vehicle is that the police vehicle can be in a different location every day and even though criminals may know the location of static ANPR cameras, they will not know the location of ANPR equipped vehicles. When equipped in a vehicle this results in a more proactive resource. 

A vehicle can be of interested because it is linked to a crime, by being involved or as part of the offence, being linked to a person who is wanted or missing, being uninsured or the vehicle has been reported stolen. If the police want to know where a vehicle was prior to an incident, ANPR can give a location, time, and date of when the vehicle passed that camera. This will assist in the investigation by linking the vehicle to an incident area or being able to locate the vehicle if stolen.

ANPR can be used to disrupt criminal activity by being used in pre-planned operations. If a vehicle is known to be used for criminal activity and follows a routine, the police can organise an operation and decide the most suitable location and time to carry this out. Deciding a suitable location or time can reduce the risk of harm coming to the public. The pre-planned operation can reduce the possibility of a pursuit which will safeguard the public. This operation may be a local force or a joint forces operation.

If a vehicle of interest passes an ANPR camera it can alert police so they can intercept that vehicle, and check for evidence and make an arrest if required. Another outcome can be to develop information and intelligence of a criminal activity. According to Whatworks (N.D), there was a series of robberies committed using a vehicle displaying false licence plates. Using the ANPR, they identified there was a vehicle traveling in convoy. This vehicle belonged to an individual who was part of an organised crime group (OCG).  Using the ANPR to develop intelligence of this vehicle an investigation was carried out, where that member of the OCG was arrested. This may not have been the outcome without the assistance of the ANPR. As this OCG member was identified it led to the arrest and charging of those involved.






In conclusion this essay has explained how information and intelligence are different and how they both can be used to aid police in disrupting serious crime that relies on the road networks in the UK. How specific crimes such as drug smuggling, human trafficking, child sexual exploitation and counterfeit goods can be interrupted by effective policing of the road where intelligence and information are collected. I have outlined how ANPR can be used as a police resource to disrupt criminal activity. 
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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 
 

	KNOWLEDGE 
 
 
 1. Giving evidence  as a police officer (Officer In Charge).



 2. Know the difference between illegal substances
 
 
 
 
 
 
	
 
 


3. Identify when PROMAT can be used.







4. Special warning in interview







5. When contemporaneous interviews can be used.

	Low 
1-4 
	Med 
5-7 















	High 
8-10 

8





9












8








10









10

	Low 
1-4 

4





4












3

	Med 
5-7 





























5









6

	High 
8-10 
	 

1. Familiarise myself with the rules of evidence; particularly on hearsay evidence and opinion.


2. To understand the different illegal substances under the misuse of drugs act 1971. By sight or packaging. And understand the pricing.


 
3. Understand when PROMAT can be used gain evidence by ways of identification. The legislation and procedures in place.

4. To understand when Special warnings can be used in interview post arrest under section 37 and 38 of the Criminal Justice act 1994.

 
5. Gain knowledge of contemporaneous interviews of what offences can be used and to understand code C of PACE .

	SKILLS 

 
1. Issue TOR for traffic related offences


2. Attending a road traffic incident 
 
 
 
 
 
 




3. Become standard response trained



4. Casefiles and CPS actions plans
 
 





5. Recognise opportunities within the golden hour
	Low 
1-4 
	Med 
5-7 



	High 
8-10 

8




10











10





8








10
	Low 
1-4 






4












1

	Med 
5-7 

5






















5








7
	High 
8-10 
	 


1. To understand offences under the road traffic act.  

2. To carry out duties after a road traffic incident has occurred by means of safeguarding, preserving life or evidence and to continue the flow of traffic.

3. To complete the standard response course.



4. Become more confident in casefiles where there is a not guilty anticipated plea in regards to disclosure and redacting.

5. To recognise any evidence, witnesss or victims within the golden hour Of an incident. How to use the above to conduct an investigation.

	EXPERIENCE 
 
 
 
1. The proper use of Restricted caution
 
 
 
 
 
 
 
 
 
 
 

2. Implement the PEACE model during interview.



3. Implement the mental health act 










4. Recognise acute behavioural disturbance (ABD)






5. Recognise unconscious bias 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 


10














10





8











10









10

	Low 
1-4 


2
	Med 
5-7 
















6





5










5








7
	High 
8-10 
	 



1. Understand what restricted caution is and how to exercise this. Research and practice the process. understand the exercise of powers should be consistent with the Human Rights Act (1998), Police and Criminal Evidence (PACE) Act (1984) & associated Codes of Practice.


2.gain experience of using the PEACE model during interview to help pan interviews and assist in the challenging phase.

3.Gain experience in relations to the mental health act during an induvial suffering a crises and to utilise the mental health team to conduct a action place. In relation to section 136  and powers to use force.

 4.understand and recognise the symptoms of  ABD and  gain experience how to safeguard the person suffering with ABD and other around.


5.recongise unconscious bias and gain experience to recognise this when dealing with victims, witness or suspects.
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