[bookmark: TITUS2HeaderFirstPage] 


[bookmark: TITUS2HeaderEvenPages] 


[bookmark: TITUS2HeaderPrimary] 


[image: ]


Graduate Diploma Professional Police Practice 

LEVEL 6 - 40 Credits


Workbook title: Competency Based Workbook 2 (DHEP)

(SOUTH WALES POLICE, GWENT POLICE AND UWTSD)


	Learner name: Kelsey Johns

Learner’s University Registration Number: 1910692







FACULTY OF BUSINESS AND MANAGEMENT
PUBLIC SERVICE PROGRAMME

Module title: Policing in the Workplace 3 (DHEP) - BMPP6001D 


Workbook Guidance

Please read these notes carefully. They provide essential information. The documents you will use in developing your workbook are on the following pages.

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
· Criminal Justice
· Conducting Investigations
· Decision making and discretion
· Maintaining Professional Standards
· Leadership and Team working
· Policing the roads
· Information and Intelligence

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. 
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Task 1

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

	
Critically evaluate theories of team dynamics as a means of developing team cohesion (reasons why some teams cannot function, theories and models relating to team dynamics, ways to improve team cohesion) and to what extent group dynamics are shaped by wider organisational cultural norms. 

Consider why inter-personal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. 

Consider how team dynamics within the police service can result in failing to comply with professional standards requirements demonstrating an understanding of organisational justice in a policing context (Code of Ethics, policies, procedures, protocols or legislation).

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




ANSWER:

   This essay will outline the meaning of team cohesion whilst focusing on theories surrounding team dynamics and the affect they may have on team performance. This essay will also discuss the influence of the wider police organisation on individuals and teams, while examining strategies that should be endorsed by the organisation in order to improve team performance and prevent inter-personal conflict occurring within teams. The author will also stress the importance of improving team performance in order to ensure that no team fails to comply with the professional standards set out by the organisation. 
   Hiriyappa (2010) defines a team as being “A small group of people with complementary skills committed to a common purpose and set of specific performance goals”, although, this does not mean that a team has to consist of a small group of people. Katzenbach and Smith (2008) state that “a team is more than the sum of its parts” regardless of the number, each individual team member bring a diverse font of knowledge and skill. An organisation such as a Police Service is a team in itself. Officers and staff members within South Wales Police are working towards one common purpose whilst complying with force wide policies and professional standards set out by South Wales Police – “Working together to keep South Wales safe” (South Wales Police, 2021). 
   The setting of a common goal or purpose will often unite a team, ensuring success and continued motivation when working together to achieve a specific goal. This is also known as team cohesion. There are many advantages of a cohesive team, including the diversity of skills and knowledge. Not all members of the team need to have the same skill set or knowledge, the team will be at an advantage if it consists of diverse members. A diverse team also allows for more ideas to be shared and for some team members to learn from others. Team cohesion also helps members of the group individually, ensuring focus and contribution from each team member. The team may be hindered by the inadequacy of its cohesion, causing tension among members, unnecessary stress and a lack of success (Boyle, 2003). 
   Team success depends on many things, including trust amongst team members and the leader of the team. If each member of the team understands that trust is key, they will be able to rely on each other when needed. The leader of the team may also use the strategy of providing a reward to the members of the team that deserve it. This could be done by conducting an evaluation of the work carried out by individuals or smaller teams within a larger organisation such as South Wales Police. The leader of the team should also set specific targets in order to drive the team and warrant success (Margerison, 2002). 
   Social interaction is also a necessity when it comes to working with others, especially within a policing organisation. It is important that police officers can work alone when required but due to the nature of the work officers rely on their colleagues when facing difficult situations on a daily basis. Another important aspect is that teams have adequate resources to successfully complete the task in hand. Early identification of individual abilities will help to decide what tasks are better suited to each individual member of the team. Within the police service there are many smaller teams that are set to work together in order to complete various tasks. Individual abilities and personalities are chosen specifically for certain tasks, individuals are compiled together based on their abilities. An example of this would be the police control room, staff members there are chosen on their ability to speak with the public and remain calm in stressful situations. Other teams within the organisation are chosen to deal with technical and digital technology issues. Those people are chosen to work within that team due to their technical abilities (Robbins and Judge, 2013). 
   A cohesive team must also have good communication amongst its members. When serving the public communication skills must be present within team especially as police officers must conduct themselves in a professional manner. Confusion within teams will not appear professional. Planning tasks ahead of time may also help with appearing professional in the public eye. When good communication is present within a team, tasks are completed more effectively and efficiently. Communication is also key with regards to officer safety. Police officers must discuss any officer safety issues and update the control room with this information. Teams must communicate with their leader or supervisor and provide updates with regards to the task in hand. Actively listening to members of the public when responding to calls is also a vital skill. Not only do police officers need to communicate with each other, but also with the public, victims or witnesses. It’s important to understand the needs of victims and witnesses, to ensure high satisfaction and value within the police service. Members of the public must not be misunderstood, this may result in failure on behalf of the police service or team in question. Miscommunication within a team may cause frustration for its members. Individuals may feel as though they are not being heard and this could result in that team member withdrawing from the team. Conflict may arise within the team as some members may feel they are putting in more effort than others (Cotterill, 2013). 
   In the 1960s Dr Tuckman created a model intended to be used in order to develop groups into strong, high performing teams. The model was created initially for sports teams and groups competing at a high level, however it has since been used for various organisational and work based teams and has been extremely popular when diagnosing problems amongst teams, team performance and team development. Tuckman (1965) explains the different phases he believes groups must experience and survive in order to grow and develop as a team. The Tuckman model initially consisted of four stages relating to group formation and its leader. The four stages were labelled forming, storming, norming and performing. Later, Tuckman added a fifth stage to his model, he called it the adjourning stage. 
   The first stage of Tuckman’s model is known as he “Forming” stage. This is the stage where the group first begins to form and rules are established amongst them. There is little structure and the group members often feel anxious or worried about the task ahead. The members would be slightly cautious of the task and of each other, individual roles and responsibilities may not have been decided or may be unclear. They would seek a leader in order to guide them through to the next stage and may depend highly on said leader for direction and clarification. The leader should be prepared to explain policies and procedures set out by the organisation that must be adhered to and direct the team to do exactly this. 
   The second stage of Tuckman’s model is known as “Storming”. During this stage group members begin to communicate more but competitive behaviour starts to appear amongst them. They tend to resist leadership which results in group members and leaders becoming irritated. Individuals attempt to dominate and sub-groups begin to form. This can cause confusion within the group and a lack of agreement amidst members when making group decisions. During this stage the leader needs to obtain control of the team and explain that the team needs to focus on its specific goals instead of becoming personally distracted by emotions and relationship problems. The leader now needs to coach his team through the difficulties and prepare them for possible compromises that must be made in order to move forward.
   The third stage of Tuckman’s model is known as “Norming”. This is the stage that members begin to feel as though they are a part of a team, they avoid conflict and begin to trust each other and the decisions other members make on behalf of the team. The team members begin to rely on each other and become concerned with the needs of others. The leader begins to participate more in group discussions and helps facilitate group decisions. Individual roles and responsibilities are made clear and are accepted by the group. Individuals begin to commit to the task in hand with a clear and concise view of how to successfully complete the task. Team members form a bond and become more engaged with each other through social interaction. The leader gains the respect of the team and begins to trust the team when completing tasks. 
   The fourth stage of Tuckman’s model is known at the “Performing” stage. At this point the team are highly focussed on working together towards the end result or specific goal with an increased strategic awareness of how to do so. The communication amongst the group is very open and individuals are more confident when providing the group with an idea or opinion. Individual skill sets are broadened and the level of skill increases for each person. Group work becomes more productive and all aspects are focussed upon. The leader no longer needs to interfere or participate in group activity as independence is key at this stage.
   The fifth and final stage of Tuckman’s model is known as the “Adjourning” stage. This stag focuses a lot more on the wellbeing of the group, compared to the first four stages focussing on the task in hand. This stage analyses the break-up of the group after the task is complete and the group purpose has been successfully executed. This stage examines the group members needs and considers each individuals vulnerabilities prior to the group being parted. It is taken into account that many people to not like change and especially those members who have formed friendships and built a trustworthy relationship with the team (Tuckman and Harper, 2012). 
   Tuckman (1965) discusses group dynamics considerably throughout his model. Tuckman suggests group dynamics change throughout the processes of completing the task, depending on leadership, time spent working together, individual personalities and general team cohesion. One aspect that relates almost entirely to the police service that may have a detrimental effect on team dynamics is its organisational culture. Huczynski and Buchanan (2009) define organisational culture as “the collection of relatively uniform and enduring values, beliefs, customs, traditions and practices that are shared by an organisation’s members, learned by new recruits and transmitted from one generation of employees to the next”. Organisational culture within the police service makes it increasingly difficult for teams of people to form a bond when working together to achieve goals and successfully complete tasks set out by the police organisation. The difficulty comes from over 100 years of police culture that is still very much alive in policing today. Although society has changed, the culture passed down through the police service remains the same, thus making it difficult for new recruits to adapt and change in what they believe is right, in order to “fit in” amongst other, older generation team members. This conflicting behaviour within groups can cause inter-personal conflict to occur between members due to individual values and personal standards being questioned, whilst striving to comply with organisational values and professional standards (Cockcroft, 2013). An outside perspective suggests that the police service is often seen as a masculine, prejudice and discriminatory public service. New recruits must be strong minded and work with their leader in order to demonstrate how policing has changed and almost teach older members of the police service how to change the way they think and work. It is at this point that Tuckman (1965) suggests the leader of the group intervenes in order to guide and direct the team in the right direction. The leader should prevent breaches in the code of conduct and ensure all members of the team are acting ethically at all times, demonstrating integrity and working together with an open mind of how police culture must change. The leader must also work with an open mind and change their leadership style when needed to keep up with the organisations forever changing culture. Certain organisation such as police forces often recruit new police officers based on their leadership qualities and abilities demonstrated throughout the recruitment process. Having valuable leaders working within an organisation are seen as a way of changing the personal, professional and social lives of its staff and members, whilst guiding them through the difficulties of change, new tasks and the formation of new groups or teams. Iqubal (2011) discusses a variety of leadership styles as set out by Kurt Lewin’s leadership style model in 1939. The main leadership style that should be used in these circumstances is the autocratic style meaning the leader will set out goals, targets, methods and deadlines for each member of the team, thus bringing the team together as one (Schein and Schein, 2017).
   In conclusion, the law around criminality hasn’t changed, the aim of policing has not changed but the way in which we complete the task of policing has changed drastically over the years. There are less resources and less team members, making is increasingly difficult to complete the task in hand. There are aspects of the organisation that are now more cost-effective and officers must be more transparent as the public are made aware and are able to view any enquiries conducting to investigate police work. Change to the policing culture causes unnecessary stress and anxiety. Police officers aren’t open to change and so it’s extremely important that leaders are appointed in order to take charge of teams and support team members through any organisational changes.

Word count: 2270

































Task 2

Relevant areas of the National Policing Curriculum: 
Vulnerability and Risk 

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

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

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

Explore what works in relation to tackling repeat victimisation and repeat offending. 

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





ANSWER:

   During this essay I will discuss an incident that I recently attended whilst executing my duties as a police officer. I will explain what is meant by the term “repeat victimisation” and discuss the vulnerability and risk imposed on the victim in this particular situation. 
   The names of all individuals involved in this incident will be changed for the purposes of this essay in order to comply with data protection laws. Officers attended the address of Ryan and Oliver after an abandoned 999 call was made to police from the address. On arrival at the address officers activated their body worn video cameras as per South Wales Police policies when attending an emergency response call. On entrance into the address Ryan was located in the upstairs bedroom. Ryan appeared to be upset but refused to speak with officers whilst our body worn video cameras continued to record. In order to engage with Ryan and establish the facts of what had occurred for police to be called, officers switched off their body worn video cameras in an attempt to make Ryan feel more comfortable to speak with officers. 
   I then began to engage with Ryan who became increasingly upset and distressed whilst speaking with me. Ryan was attempting to explain what had happened and then disclosed that he had called the police but his partner Oliver snatched the mobile phone from his hand, hung up the call and left the address. Ryan stated that he and Oliver had “argued again, it’s constant” and that Oliver had grabbed Ryan by the throat and pushed him back into the kitchen wall. Officers photographed Ryan’s injuries which showed a small cut to the back of Ryan’s head that appeared to have been bleeding and reddening to the throat and chin area. It became apparent that Ryan was the victim of domestic abuse. Ryan continued to disclose previous incidents of domestic violence including numerous assaults and the controlling behaviour displayed by Oliver when taking control of Ryan’s finances and stopping Ryan from seeing family members and friends. It appeared that Ryan was suffering domestic abuse for over 10 years. Oliver was later located at his parents address where he was subsequently arrested for domestic related assault and coercive control under Section 76 of the Serious Crime Act 2015. 
   Male victims of domestic abuse are three times less likely to disclose that they are a victim of domestic abuse. It is also unusual that the victim in this situation was indeed male. The risk of harm becomes increasingly higher as 11% of male victims have considered taking their own life as a result of domestic abuse, compared to 7.5% of female victims (Man Kind Initiative, 2018). Male victims often feel a lot more pressure to carry on with daily life and forget about the abuse they receive. Male victims often feel emasculated and therefore embarrassed about their situation resulting in incidents being under reported and the risk of harm to the victim increasing. 
   The Crown Prosecution Service (2017) define domestic abuse as “any incident of controlling, coercive or threatening behaviour, violence of abuse between those aged 16 or over who are or have been intimate partners or family members, regardless of their gender or sexuality”. Ryan and Oliver are both over 16 years old and have been in an intimate relationship for 13 years. Ryan has been suffering from controlling, coercive and physical abuse for 10 years. Ryan is a repeat victim of domestic abuse and stated that he does not call police and report every incident. Ryan explained that this was because he was afraid of Oliver but also embarrassed to admit his personal circumstances, especially to family and friends. 
   I explained to Ryan that there is a lot of support for victims of domestic abuse, however a lot of this support is primarily directed at women. There are many refuges that are used to safeguard and support victims of domestic abuse, these refuges are run by approximately 37 organisations and charities. There are 204 spaces available with only 40 of those spaces being offered to male victims. There are some places across the UK that have little or no spaces at all for men, one of these places being London, England (Office of National Statistics, 2020). 
   There are many charities that work hand-in-hand with the police service in order to provide support to victims of domestic abuse. Women’s aid also offer support to male victims, along with Man Kind, Safer Wales and the 24 hour Live Fear Free helpline. Refuges, helplines and other forms of communication support such as texting are offered to all victims by police officers when attending similar incidents as mentioned above. South Wales Police also have a mental health team that work out of the control room who are willing to speak with anyone deemed to be a risk to themselves. This can be done instantly in the presence of a police officer which provides ample opportunity for officers to intervene is necessary. Police officers also have a duty of care to safeguard and protect victims who are at risk of harm. Positive action must be taken in order to protect victims. In 2014 there were 557 active cases within the South Wales area, 33% of which were high risk. The level of risk would be identified and established by specialist officers working for the domestic abuse unit (HMIC, 2014). South Wales Police also work in partnership with Independent Domestic Violence Advocates (IDVA) in order to provide support to victims. IDVA’s can help with housing and financial issues while providing specialist advice to those that need it (South Wales Victim Focus 2021). 
   Police officers also work with partner agencies when conducting a Multi-agency Risk Assessment Conference (MARAC). A MARAC meeting consists of police, probation, health, child protection, IDVA’s and housing association lawfully sharing information based on high risk domestic abuse cases. The aim of a MARAC meeting is to discuss all information and develop an action plan that will then be used to protect the victim. HMIC (2014) states that “the force [South Wales Police] works well with partner agencies to provide support to victims”. 
   Repeat victimisation is very common in domestic abuse cases as many victims find it very difficult to remove themselves from the situation. Ryan found it extremely difficult to speak with myself and leave his home address as he worried about the repercussions of doing so. Oliver had control over Ryan’s finances and Ryan also worried about never seeing their pet dogs again. There are many reasons as to why domestic abuse victims struggle to leave the family home or to leave their long term partner. This becomes increasingly difficult if the victim is a repeat victim. This means that a pattern forms where the same type of crime is committed against the same victim within a specific time period. Domestic violence has the highest rate of repeat victimisation with 42% being a repeat incident within a 12 month period. Statistics show that 15% of domestic incidents become repeat incidents within a 24 hour period. Many victims of all types of crimes are often repeat victims, simply due to the fact that they often become targeted after the first time a crime is committed against them (Davis et al, 2013).
   Repeat victimisation is a growing problem in the UK. The best way to tackle repeat victimisation in Ryan’s circumstance was to remove the offender by means of arrest to prevent further harm to Ryan. This gave Ryan time to think about how he wished to pursue the case against Oliver. It also allowed Ryan the time to contact family and friends to ensure he was not alone and to pack a bag in order to move into a refuge. Safeguarding Ryan was the main priority and although tackling repeat victimisation is important, it’s difficult to do this immediately. A long term fix was that Oliver received bail conditions not to contact Ryan. The court date is yet to be announced and statistics show that Ryan is likely to become a victim of a similar crime again in his lifetime. 

Word Count - 1353




Task 3 
Recognition and confirmation of progress on the Occupational Competency Portfolio (OCP). 
  
 
 
By signing the section below you are acknowledging your continuing progress on O.C.P.  
This is recognised by the university as work that is fully supporting this module BMPP 6001D; Policing in the Workplace 3 and in signing it will be equivalent to 1000 words towards the 5000 words equivalent total for component 1. 
 
 
 
 
Confirmation of the progress on the Occupational Competency Portfolio (OCP). 
 
I confirm that I am progressing with the Occupational Competency Portfolio (OCP) in accordance to the regulations.  
 
Signed:  K.Johns (Learner – electronic signature accepted.) 
 
Date:  20/11/2020


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

	
Critically evaluate 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. 

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


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




ANSWER:

[bookmark: _GoBack]   This essay will consist of two separate topics with a number of key areas discussed within each topic. Firstly, the meaning of “Information” and “Intelligence” will be explained from a policing perspective, including discussions regarding the National Intelligence Model and the Management of Police Information. Secondly, this essay will outline the main functions of policing the roads and how doing so effectively can help the police service disrupt criminal activity such as organised crime groups, kidnapping, county lines and drug smuggling. The use of ANPR cameras will also be analysed in order to establish how effective they are when used as an investigative tool. 
   Information is something that is collected by police officers on a daily basis, it is something that police officer may come across while executing their lawful duty, something police officers may seek from others or something that is overtly past to police officers by members of the public, other officers or police staff. Information should only be collected if it is deemed relevant for a policing purpose. This provides a legal basis to police services when dealing with information, whether that be recording information, retaining information or sharing information with partner agencies. The source of information often requires no confidentiality or protection. The personal details of the source are often known to police or obtained by officers or police staff in what would be a sequence of recorded communications, for example a recorded phone call made to the police control room or a conversation captured on CCTV or police officer body worn video cameras. Operational response police officers and Neighbourhood Policing Teams, including Police Community Supports Officers work on the front line of the police service where sources of information are readily available in the communities in which they work. Those front line officer must remember that the information provided to them is high likely to be regarding identified problems or issues within the community itself. This information will then need to be processed into intelligence in order for it to be appropriately assessed and used in policing. If officers show that they are willing to do this and that they are taking what is said to them seriously, it will encourage other members of the community to provide further information about community issues or problems to assist with future policing. Operation response officers must take every opportunity to record information provided to them, a well-known place to do this is during an interview with a suspect, witness or victim. The law surrounding the management of police information states that all information must be managed lawfully from its initial collection to its final disposal, regardless of how or why this information is being disposed of.
   Intelligence is something that is very similar to information but used in an investigative context. It is information that has a deeper meaning with regards to policing, it become more reliable as it is processed, graded, evaluated and sometimes entails sources that are treated confidentially. Intelligence is processed in order to be used and developed to assist police action against crime and to assist with police organisation policy making. The process is known as the 3x5x2 grading system which will be discussed further later in this essay. The reason for intelligence development is to ensure it is dealt with appropriately, ethically and for a policing purpose. Police officers must be held accountable and shown to be transparent in their work, the grading of intelligence protects this statement. Intelligence is used by the police service to build a bigger picture of criminal activity which can then be used to prosecute offenders (James, 2016). 
   The process of gathering intelligence is known as the Intelligence Cycle which is a never ending cycle that is in constant continuation. The first step of the intelligence cycle is “Direction”. This stage provides opportunity to decide what officers are going to do in order to establish a focussed collection plan for force and local intelligence requirements. What intelligence needs collecting and why? How are we going to collect that intelligence? The second phase of the intelligence cycle is “Collection” which means exactly what it states. The collection of information relevant to the previously identified force and local requirements. The collection plan for serious and organised crime will be decided and coordinated by specific Basic Command Unit Senior Management Teams. Information will be gathered from a number of places, including front line police officers, police community support officers, police staff, community sources, covert human intelligence sources and technical sources such as body worn video cameras, CCTV and ANPR cameras. The third step of the intelligence cycle is “Evaluation” meaning that any information collected must then be evaluated using the 3x5x2 grading system. This will help to determine the reliability of the information and its true operational value. The fourth phase of the intelligence cycle is “Analysis” and this is likely to be completed by the Basic Command Unit’s Intelligence Team. The information is analysed with the aim of putting what was collected or provided by a source to its best use with regards to policing and developing strategies to prevent, detect or disrupt crime using the best resources and influencing operational action. Analysts may also identify further criminal activity or targets, operational officers will then be made aware and the whole intelligence cycle will start over. The final stage of the intelligence cycle is the “Dissemination” of intelligence to other police officers and staff, police forces and partner agencies. The sources of the intelligence will be protected prior to dissemination via sanitisation of the intelligence. Data protection and human rights will be considered throughout in order to preserve the integrity of the source (Phythian, 2013). 
   In 2004 a report was presented to the Home Secretary following the conviction of a male by the name of Ian Huntley for the murder of two 10 year old girls, Holly Wells and Jessica Chapman in 2002 in Soham, Cambridgeshire. Ian Huntley worked at a school in Cambridgeshire as a caretaker and due to the location and the nature of his job description, Ian Huntley had been subject to police checks and vetting. The results of the police checks and vetting revealed no relevant information regarding Ian Huntley. Police later discovered that Ian Huntley had previously lived in Humberside where a number of allegations of sexual offences were reported to police against Ian Huntley between 1995 and 1999. This report was presented by the chairman of the inquiry, Michael Bichard. The report focused on the failings of Humberside and Cambridgeshire police forces with regards to the sharing of information and intelligence. The Bichard inquiry examined the effectiveness of both police forces with regards to the record keeping of relevant intelligence, how both forces conduct police checks, vetting and how information failed to be shared with partner agencies and other police forces (Taylor, 2016). The report concludes that if the relevant information had been retained and revealed during the police checks, Ian Huntley would not have been accepted into the school as a caretaker. 
   There are now guidelines that have been set out under section 39 of the Police Act 1996 written as a code of practice to help all police forces with the management of police information. This code of practice came into effect in 2005 to assist all police forces across the UK. It is important for police forces to obtain and use a large variety of information, including personal information in order to effectively carry out their duties to serve the public, investigate crime and protect life. The code of practice has been established in order to support police forces in the execution of their duties and to ensure consistency when managing and sharing police information with other forces and partner agencies. This code of practice also advises police forces on the procedure when obtaining information, the need for accurate information, when to retain information but also when to review the information’s necessity. If police information is no longer relevant or necessary it must be destroyed. The code of practice states that all information and intelligence must relate to a policing purpose, this includes protecting life and property, preventing offences and bringing offenders to justice (College of Policing, 2021). In summary, the code states that all information gathered by the police must be for a policing purpose and managed lawfully. 
   There are many lawful considerations that should be made when managing police information. The Crime & Disorder Act 1998 states that partner agencies are required to share information using protocols which are written and signed by all agencies, thus allowing the sharing of relevant data. Information sharing agreements are then made with partner agencies such as the NHS, education authorities, local council, housing authorities and victim support charities for the sharing of information and intelligence. The Computer Misuse Act 1990 outlines offences of accessing data you’re not authorised to view, such as personal information on police systems and the Police National Computer. This information may only be searched for and looked at for a policing purpose. This also relates to the Data Protection Act 1998 and the protection of information held on police databases. The Criminal Procedures & Investigations Act 1996 requires the police to record, retain and reveal any material gathered during a criminal investigation and disclose any relevant material to the defence solicitors in the case. 
   Due to the large amount of lawful considerations that need to be made and the code of practice as mentioned previously that must be followed, a system has been established to assist police when gathering information and intelligence. This system is known as the 3x5x2 system. The system assists with recording the accuracy of information, evaluating information and the dissemination of information. It begins with the source and there are three options, the first being reliable, the second being untested and the third being not reliable. The officer submitting the intelligence will decide on 1, 2 or 3 based on who the source is, if they have provided previous intelligence and whether or not this intelligence was correct. The second part of the system is the intelligence itself. The intelligence is graded in the following categories, the intelligence is known directly to the source (A), the intelligence is known indirectly but is corroborated (B), the intelligence is known indirectly (C), the intelligence is not known (D) or the intelligence is suspected to be false (E). The submitting officer will choose which of these categories is best suited to the intelligence based on the validity of the intelligence. The last part of this system is the handling of the information, most would see this step as the most crucial. There are two categories, thus being lawful sharing permitted (P) or lawful sharing permitted with conditions (C). The conditions could be that the intelligence is only shared with certain partner agencies and may need to be sanitised prior to sharing (North Yorkshire Safeguarding Children Partnership, 2020).
   The National Intelligence Model (NIM) is another framework used across police forces within the UK. The NIM places intelligence at the forefront in reducing crime and disorder. The NIM helps police forces make strategic, informed and tactical decisions especially when policing larger scale crimes such as those committed by organised crime groups. The NIM helps to determine what police forces should prioritise, where resources should be allocated and how to plan and conduct successful operations. There are 3 levels within the NIM. Level one is the “Local” level that deals with crime and non-crime incidents reported to police and neighbourhood and community issues that can be dealt with at a local level, within a specific Basic Command Unit. At this level, intelligence will be dealt with and disseminated by the local intelligence unit. Level two is the “Cross Border” level that deals with issues that affect a group of Basic Command Units, neighbouring forces or more than two police forces. At this level intelligence will be graded and disseminated by the force intelligence bureau who deal with more serious and pressing intelligence issues. Level three is the serious organised crime and international level that is dealt primarily by the National Crime Agency and UK Border Agency. This level involves intelligence that operates on a national or international basis. Criminals are not only limited to one of these three levels. There are criminals that operate within all three. Criminals that are disrupting many communities as they travel, predominantly by road through a number of places in order to commit serious and organised crime. A key aspect of the NIM is to ensure that constant communication flows between all three levels in order to maximise the effectiveness and efficiency of any response or operation that is carried out by any agency, including the police service (Keningale, 2020). 
   Policing the roads is a crucial factor of policing, not only to reduce road casualties or effective patrolling of the communities, but to disrupt criminality and tackle organised crime as roads provide an easy gateway for criminal links within the UK. ACPO (2018) provides information surrounding roads policing, stating that one their objectives of roads policing is to “secure roads free from the threat of serious crime” whilst adopting an intelligence-led approach. The NPIA (2007) states “Criminal use of the roads can be detected and deterred by the use of appropriate intelligence and targeted use of enforcement resources” meaning that with the correct intelligence and the correct tools, such as automatic number plate recognition (ANPR) cameras, criminality can be detected by means of effectively policing the roads. All levels of the NIM can be assisted greatly by ANPR cameras in the drive to prevent criminality. The most minimal intelligence report may lead to vehicles being picked up on ANPR which then relate to more serious and organised crime. ANPR cameras can also be fixed into specially designed vehicles such as spectrum vans, traffic police vehicles and CCTV systems which enable police forces to detect crime as it is happening and provide a greater impact when targeting crime committed through the use of motor vehicles. 
   To conclude, police forces provide front line staff with the ability to lawfully obtain information that is then graded and evaluated by local and force intelligence units. This information then becomes intelligence that has been gathered for a policing purpose and therefore necessarily retained on a police database. The intelligence can then be used not only to target high crime areas, known criminals suspected of committing offences or to prevent and detect crime. It can also be lawfully disseminated to partner agencies in a bid to protect life and property, save lives and tackle larger scale criminals. Through the use of the NIM resources such as ANPR cameras can be used effectively and efficiently to tackle criminality thriving from the use of roads around the UK and to disrupt criminality in an attempt to prevent further offences being committed. ANPR cameras are also becoming a well-known aspect of policing which helps to deter criminals. 

Word Count - 2494









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

	KNOWLEDGE 
 
 
1. The disclosure of unused material. 
 
 
 
 
 
2. The National Decision Model and the 5 Step Appeal when managing conflict. 






3. Case file building, applications for bail and remand in custody. 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

    8






   10










    8
	Low 
1-4 



















    4
	Med 
5-7 

    6
	High 
8-10 








    8
	 


1. Understand the Criminal Procedure and Investigations Act 1996 with regards to the disclosure of unused material.  

2. Gain a better knowledge of the National Decision Model and the 5 Step Appeal when dealing with verbally aggressive offenders in order to prevent further escalation of their behaviour at incidents.  

3. Take charge of incidents and link myself as officer in the case at the earliest opportunity in order to progress the investigation ad begin building the file. Gain a better understanding of what is required in certain files and the necessity for specific documents. 


	SKILLS 
 
 
1. Conflict management skills when using South Wales Police issued appointments E.G handcuffs. 
 
 
 
 2. Interviewing suspects after arrest or Voluntary Attendee interviews. 
 
 
 
 
	Low 
1-4 
	Med 
5-7 










    
	High 
8-10 

   10







   
   10
	Low 
1-4 
	Med 
5-7 










    7
	High 
8-10 

    8 
	 


1. Become more aware of my appointments and ensure an Officer Safety refresher course is booked in order to upskill when using appointments.   


2. Understand the interview process including the points to prove for specific offences and the need to follow the PEACE model. 

	EXPERIENCE 
 

1. Utilise specialist departments, such as the Youth Offending Team, in the progression of certain police occurrences to ensure a successful finalisation for all parties involved in the occurrence/
Incident.  
 
 
 
 
 
 
2. Attending critical and major incidents. 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10

    8

















    9
	Low 
1-4 
	Med 
5-7 

    5

















    5
	High 
8-10 
	 


1. Ensure the use of South Wales Police systems such as BOB in order to familiarise myself with officers working in different departments. Contact specialist officers for assistance when required and in order to develop my knowledge with regards to out of court disposals such as Restorative Justice and working with the Youth Bureau.


2. Gain the knowledge and confidence to attend major and critical incidents while working on response. Work effectively with partnership agencies to provide an efficient response. 
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