
[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: Marc Antony Fitchett

Learner’s University Registration Number:
1920581







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:

This is a reflection on the impact of organisation culture within policing, on wellbeing and resilience since conducting Independent Patrol Status (IPS). Organisation culture is deemed a collection of values, beliefs and traits of an organisation (College of Policing) (CoP) (2015). 
IPS is defined as police officers who have achieved their independent status, being able to conduct their duties without direct supervision (Bryant & Bryant, 2019). 

This reflection will evaluate and explore organisational culture within the police team and explore the role of the sergeant. It will discuss my feelings and explore coping strategies. 
In order to structure this reflection, I have chosen to use Gibbs (1988) reflective model. I feel this model is easy to follow as it consists of 6 stages; description, feelings, evaluation, analysis, conclusion and action plan.  

Description

South Wales Police (SWP) is a large organisation and made up of several specialist departments. These departments each have their own rules and standards. SWP has a mission statement to keep South Wales safe (SWP, 2021). A mission statement defines the purpose of the organisation and why it exists (CFI Education, 2015).
SWP also has a vision statement to have the best understanding to respond to our communities (SWP, 2021). Police officers of SWP inherit the organisations values; to be proud, professional and positive (SWP, 2021). 

As a police officer, it is your responsibility to identify and deal with offences of crime (Metropolitan Police, 2021).  The initial police training teaches students how to deal with these crimes accordingly, by using best practice. 
Since commencing IPS, I have experienced the need to conform to organisational culture. In policing you are required to adjust and surrender personal connections, whether that be friends or associations of certain clubs. This is because it may be frowned upon or not in keeping with the police family. Additionally, upon joining the police force, as deemed the ‘new boy’, I was considered ‘tea/coffee maker’. I was told “that’s the way we do things around here’. Effectively, demonstrating organisational culture, to conform. 

Joining the police force has enabled me to work as part of a team.  I have worked with long serving police officers who deal with offences as they did many years ago. However, organisational change has meant there is difference in how matters are dealt with. Yet, supervisors allow these police officers to continue with old practises. Effectively, this affects how new police officers may learn and conform when joining the police team. 
A sergeant I had when I first joined my team was very statistic orientated. This sergeant preferred statistics instead of positive outcomes to a variety of policing duties. There would be an expectation to conduct a minimum number of Stop and Search. Stop and Search should only be conducted if an officer has ground of suspicion. The expectation of achieving these statistics added pressure on you as a police officer to ensure persons were stop and searched possibly even when grounds were contentious. 
Additionally, an incentive to conduct a number of arrests each month would be implemented.
This demand put pressure on officers to arrest individuals when alternative means of prosecution, could have been used. Such as low-level discretion and restorative justice, to penalty notice for disorder. However, as these were not being recorded at the time these were not prioritised.  

Feelings

The demand to ensure ‘stop and search’ were conducted on every shift, enhanced my stress levels. I felt pressurised to ensure my duties were completed but also having time to conduct ‘stop and search’. Adhering to the Code of Ethics (Home Office, 2014), under ‘standards of professional behaviour’, I followed the order and instruction from my sergeant. However, I am still responsible for my actions and accountable for the decisions I make (Home Office, 2014). Effectively, this made me feel anxious as I wanted to achieve the statistics my sergeant was expecting but also ensure I followed police procedure. 
Baligar (2018) highlights that exercise is an appropriate coping mechanism for stress. To try and best manage my stress levels, I would often complete a run after finishing a shift. This allowed me to forget about work and have something else to focus on. 
I also found being able to talk to a family member who is not part of the police, reduced my stress levels. Jennings (2018) suggests that talking to family and friends also reduces anxiety levels. 
Furthermore, College of Policing (CoP) (2021) states that it is paramount to reflect in policing, as it allows us to critically analyse our work and allow for an action plan to be implemented. In turn, better decisions can be made in the future (Helyer, 2015). 

Evaluation

I feel this reflective account has both its strengths and limitations. A strength being I am able to explore different aspects of police management, due to working alongside long serving police officers and new. This has enabled me to deal with certain scenarios in multiple ways. Additionally, it has allowed me to demonstrate a level of confidence by being able to suggest a different management skill to a long serving police officer. This situation has also helped me to develop coping strategies to best cope with my stress levels.
In contrast, due to the different types of police management it could cause disagreements within the team due to me being the least experienced at times. 

Analysis

According to CoP (2021), a sergeant is accountable for managing and monitoring the performance of a team. This makes me understand the reasoning behind ‘stop and search’. However, the role of the sergeant is also to ensure the well being of the team and be able to encourage motivation (Bosworth, 2017). Due to organisational culture, people conform to the structure and decisions being made by a higher rank. Additionally, some people may not have the knowledge or confidence to voice their opinions. 

Conclusion

This reflective account has taught me different ways in managing police incidents. Working as a part of a team has enabled me to experience different types of personalities and characters. Since joining the police force, I understand the importance of a sergeant and how they are in charge of police constables. However, in this particular situation I found it difficult to agree with statistical policing. Furthermore, it has allowed me to develop myself as a police officer and learn that not all sergeant’s work in the same way. It is clear that organisational culture is demonstrated throughout policing as all police officers, especially new officers conform to the activity of their team. 

Action Plan

In the future, now I have more experience and an understanding of the role of the police officer, I will explain my thoughts and feelings towards the sergeant. I feel having to work as part of a team, it is important to express different ideas. 
Additionally, if feeling stressed, I will continue to take on Baligar (2018) and Jennings (2018) advice in terms of exercising and communicating, to best address my needs. 
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Task 2

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

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

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

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





ANSWER:

This assignment will explore a domestic related incident and evaluate the rationale behind my decision making. This assignment will incorporate the National Decision Model (NDM) whilst considering any ethical implications. 
The incident I will discuss involves two persons who are in a relationship. Both persons live in London, however travelled to Cardiff for a weekend break. 
During the weekend break the couple had been out for the evening, drinking alcohol when they had a disagreement. In order to maintain confidentiality, I will give pseudonyms for their names, Paul and Irene.
The couple had returned to the hotel from a local bar, as Paul was getting very jealous over Irene receiving male attention. When they arrived back to the hotel an argument began in the car park, resulting in Irene being punched to the face by Paul. Paul had punched Irene and pushed her to the ground. Paul then drove away intoxicated before returning moments later. 
A witness to the situation, a staff member of the hotel called 999 and requested the police. 
On arriving at the hotel, the couple appeared to be talking. My colleague and I then separated them. Both were clearly intoxicated. I spoke with Irene and it was clear she had been hurt as there was a pair of sunglasses on the floor. There was also swelling, the size of a tennis ball on her cheek. 
I asked Irene what had occurred. Irene stated that she had fallen getting out of the car and hit her face. 
Due to the injury I could see, I had to consider her vulnerability. I made the decision to take her to hospital to prioritise her injuries as she was unsteady on her feet and slurring her words. I wasn’t sure whether this was due to intoxication or her injuries.
I contacted my colleague who was with Paul, using the police radio to advise of the injuries that Irene had sustained. We had reasonable suspicion that Paul had caused the injuries. Therefore, my colleague arrested Paul on suspicion of causing actual bodily harm (ABH) contrary to Section 47 Offences Against the Person Act 1861 (Criminal Prosecution Service) (CPS) (2020). He then conveyed Paul to custody.
After much persuasion, Irene agreed to go to hospital. On arrival at the hospital, I built a rapport and explained the support the police can offer to support her with providing a complaint against Paul. Irene did not wish to do this, however agreed to state what had happened. I turned my body worn camera on to capture her disclosure. With all domestic related incidents of this nature, the CPS can charge a person without a supportive victim. This is designed to protect the victim as often domestic related incidents are rarely supported by the victim (Her Majesty’s Inspectorate of Constabulary and Fire and Rescue Service) (HMICFRS) (2020). Irene also agreed to provide police with permission to access her medical notes for the treatment she received at the hospital, outlying the injuries sustained. The injuries sustained were fractures to the wrist and cheek bone, along with cuts and bruises. Due to Irene and Paul living outside of the South Wales Police boundary, I made enquiries with the Metropolitan Police to request if they held local data for the two parties. It was confirmed to be a long-standing history of domestic violence between the two, with Irene being the victim. 
Following this disclosure, I completed a statement detailing my actions and what Irene had disclosed to me. Irene was safeguarded at the hospital as her partner Paul was in police custody, as the police investigation continued. 
I then obtained a witness statement from the staff member at the hotel and obtained CCTV. 
The NDM consists of six key elements with the Code of Ethics being at the centre (College of Policing) (CoP) (2014). Initially, I gathered information and intelligence by liaising with both parties, after observing facial injuries I asked my colleague to take Paul aside whilst I spoke with Irene. As a police officer it is my responsibility to investigate the crime and safeguard the victim. 
After assessing the level of threat, I developed a strategy by talking with Irene alone so I could get a better understanding or what had happened.  I took into consideration of my powers and policies such as arresting Paul following the Police and Criminal Evidence Act (PACE) 1984 due to reasonable suspicion (The National Archives, 2020). The main aim of PACE is to ensure that the police have the correct powers whilst ensuring the freedom and rights of the public (Home Office, 2013). .  I followed the South Wales Police (SWP), Domestic Abuse Procedure (Povey, 2020) by contacting a colleague to transport Paul to custody.   I also used ‘investigation’ within PACE to gain information and intelligence of the incident, collecting a witness statement and obtaining CCTV.  
To coincide with police principles, I adhered to accountability by being responsible for all actions that I took and treated all parties with respect (CoP, 2021).  I feel this is demonstrated by ensuring the safety of Irene by separating her from her partner and safeguarding her by taking her for medical treatment at the hospital. 
On applying the NDM into my decision making, I also had to consider ethics. The Code of Ethics is a system that underpins the expectations and behaviours of a police officer, and what the public can expect from them (Home Office, 2014). Under the Anti-Social Behaviour, Crime and Policing Act 2014, delivers 9 policing principles and 10 standards of behaviour (Home Office, 2014). Adhering to these standards, police officers have a duty of care to take positive action to ensure victims are safeguarded (CoP, 2018). Due to the injuries sustained to Irene that night gave myself and my colleague reasonable grounds to arrest Paul on suspicion of causing ABH contrary to Section 47 Offences Against the Person Act 1861 (CPS, 2020). In order to benefit the arrest for a criminal justice outcome, I took Irene to a place of safety to improve the likelihood of her engaging with me. Irene did not wish to place a complaint against Paul but was happy for me to gain an understanding of the events that had happened that night, whilst having my body worn camera on.  Under PACE 1984, I activated my body worn camera. According to Bryant & Bryant (2019), research suggests that the use of body worn footage can increase the chances of criminal charges within domestic related incidents, as it demonstrates the context of the offence.  
I considered taking DNA samples from the victim’s injuries, by using swabs. This procedure would be used to try and identify a suspect (National Institute of Justice, 1999). However, due to the two parties being in a relationship the defence would use this as a reasonable excuse.  In contrast, where a victim and suspect are not known to each other the benefit of DNA swabs would be evidential the two had been in contact, effectively useful in a prosecution (Justice Scotland, 2021). 
I also took photographs of the victim’s injuries, under PACE 1984 this allowed me to capture the injuries sustained and any bruising that had occurred.  However, due the victim not being supportive of making a police complaint, I had a duty of care to the victim to respect her wishes. Effectively, arresting the suspect who could then be released may cause more domestic abuse for the victim in the future.  As a police officer it is also important to gain a person’s trust, thus going against the victim’s wishes may impact on them contacting the police in the future. 
According to HMICFRS (2019), from August 2013 to June 2017, there has been an 88% increase in the recorded levels of domestic abuse. Additionally, Havard (2021), states that from April to June 2020 there had been a rise of 65% to the National Domestic Abuse Helpline. It is suggested that victims may be more confident to report these crimes or police officers are making domestic related incidents a priority (HMICFRS, 2019). A training programme has been developed by CoP to enhance a police officer’s knowledge and understanding, and efficacy of dealing with domestic abuse. The programme is called ‘Domestic Abuse Matters’ (Women’s Aid, 2020). I feel I would gratefully benefit from this training programme; it would allow me to recognise early signs of domestic abuse and how to deal with these situations better. 
Through my experience victims of domestic violence contact police to de-escalate the situation at the time, however many victims are unsupportive of a full prosecution as they will continue with the relationship or feel they have no other option.  
To conclude, this assignment explored a domestic abuse incident where I implemented the NDM and followed the six key elements to guide me through my decision making. I feel I demonstrated effective decision making throughout this incident by separating the two parties and safeguarding the victim. I adhered to the police principles, standards of behaviour and Code of Ethics throughout this incident and ensured I took full responsibility and accountability for my actions. I have also followed procedure set out in PACE 1984 to conduct an arrest and for the use of my body worn camera. 
It has been highlighted domestic abuse has increased in the number that has been reported. However, it is paramount for all domestic violence incidents to respect a victim’s wishes but also conduct a full investigation to ensure the victim is not in fear.  Therefore, I feel having access to the training programme ‘Domestic Abuse Matters’ will give me a sound understanding of how best to deal with domestic abuse incidents in the future. 
Additionally, police officers are equipped with the power of discretion depending on the situation this does not always end in an arrest, to achieve positive action.  Police officers use the NDM to conclude the best course of action, including the safeguarding and relevant support both sides of a relationship may need to prevent reoccurrence. 


Word count: 1676














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 assignment aims to evaluate theories of team dynamics to help develop team cohesion.  It will discuss conflict between team members and explore how best to manage this to enhance team performance. It will explore two different types of models when dealing with team dynamics and how these are best used to resolve interpersonal conflict. In addition, it will examine the use of leadership within a work force and how important recognising a team member’s strengths and weaknesses can enhance work performance.  This assignment will also explore how police officers adhere to the Code of Ethics and comply with professional standards and behaviours, whilst working with each other and in the public eye. 
Fehr (2020) defines team cohesion as the collaboration of team members, to achieve a common goal.  Team members have a shared bond that improves team cohesion (Towler, 2019). 
The police force is made up of many different teams, each team has their own team dynamic (Belker, 2019). There are many models to best understand team dynamics such as ‘The Tuckman Team Model’ and ‘Lenicioni’s Model’. The Tuckman model was developed by a psychologist Bruce Tuckman in 1965 (Culture at Work, 2020). This model consists of five key stages; forming, storming, norming, performing and adjourning (Last, 2018). The forming stage consists of everybody getting to know each other, assessing strengths and weaknesses within a team and building trust (Chapman, 2017). The storming stage is most characterised by group conflict, team members get to know each other’s motivations and determine each other’s roles. Compromises within this stage need to be made to inhibit conflict (Clarity Leadership, 2018). During the norming stage, everybody should know their role, and to adhere to group cohesion everyone is responsible to each other. Finally, reaching the performing stage team members work effectively as a team and complete their roles and responsibilities within a team. To adjourn, people can go their separate ways (Last, 2018). The Tuckman model has many advantages and limitations. Due to the five key stages, it allows relationships to build, assessing people’s personalities, their traits and good will (Culture at Work, 2020). However, Tuckman’s model did not explain what happens if the storming stage did not work. This demonstrates a key limitation (Kobiruzzaman, 2019). 
Lencioni’s model focuses on five dysfunctions of a team; results, accountability, commitment, conflict and trust (Lencioni, 2012). This model emphasises the key elements as being most effective when maximised (Pace, 2015). This model allows people to recognise the dysfunctions in order to avoid them. However, it allows people to feel vulnerable in order to build upon trust (Chen, 2021).
Interpersonal conflict is referred to as conflict that happens between two or more people (Grimsley, 2021). Interpersonal conflict can happen due to personality clashes, one person may be an optimist whilst the other may be a pessimist. This may impact upon team performance (Bellafiore, 2020). In the police force interpersonal conflict may arise as different officers have different work styles, different routines and different opinions (Bryant & Bryant, 2019). Conflict within the workplace can be deemed either constructive or destructive (Leonard, 2020).  Effectively, this can establish the work force and the organisation (Grimsley, 2021). Constructive could be suggestions such as processes need to be changed and destructive whether things become violent or aggressive (Thomas, 2019). Working within a team that consists of interpersonal conflict may be difficult (Leonard, 2020). However, this allows police officers to learn how to resolve situations whilst teaching people how to compromise (Grimsley, 2021). Additionally, a conflict management tool known as ‘Thomas-Kilmann Instrument’ uses the element ‘compromise’ to assess how people best deal with conflict (Blakey, 2021). Therefore, in order to enhance team performance police officers, need to be able to compromise with each other (Benoliel, 2017). 
To comply with the Code of Ethics, police officers must adhere to the standards of professional behaviour both inside and outside of work (College of Policing) (CoP) (2021). Respect is one of the core police principles set out for standards of professional behaviour, therefore showing respect to each other is paramount (CoP, 2014). The Code also states, ‘to be flexible and willing to change a course of action if necessary’, police officers need to be able to compromise when needed (CoP, 2014). It is also important to ensure respect is maintained in order to set a good example for new members who may join the team. This sets the standards and foundations of what is expected as a police officer (CoP, 2014). 
In order to enhance team performance, good communication is paramount (Davis, 2021). Teams that work collaboratively, share good interpersonal skills and decision making (CoP, 2014). To encourage effective teamwork, it is important to delegate roles, manage personality clashes but most importantly social events can help with team bonding, as this is a more relaxed environment (Davis, 2021). However, the limitations of social events are not all team members enjoy the same activities, or they may have social anxiety (Pollack, 2019). On the other hand, social events can improve communication and increase motivation (Prachi, 2018). 
According to Porath (2016), 67% of employees who received praise for their strengths from their manager were very motivated, in comparison to 31% of employees whose manager focused on their weaknesses.  This recognises a person’s effort and reinforces positive behaviour, which supplies them with job satisfaction (Langton, 2018). 
McLeod (2020) states that, many people are influenced by their peers and feel the need to conform. When working around team members, people may feel their performance is enhanced with the presence of others (McLeod , 2020). Poor team dynamics can impact upon failings in professional standards, as people may be less inclined to support their peers by not holding themselves accountable. In turn, this breaches another professional standard, honesty and integrity (CoP, 2015). Additionally, not having the respect for their peers whilst in the public eye, may allow police officers to look unprofessional (CoP, 2021).  Effectively, this discourages the public’s trust and lack of confidence within the police (CoP, 2014). 
Each team member within a police force has their own individual strengths and weaknesses (Porath, 2016). Officers part of a team are often a mixture of newly appointed officers to long standing officers. Therefore, this enhances the team’s work response as more tasks are able to be completed by different people (McLeod, 2020). The collaboration of team members allows a police force to strive and achieve the task at hand, by new officers bringing what they have been taught and up to date legislation to the team (Grimsley, 2021). Furthermore, if team dynamics are poor people will be less inclined to ask for help when needed, again diminishing police performance (Towler, 2019). To coincide with this, Johnson (2018) highlights the advantages and difficulties of working as part of a team. The benefits of teamwork are the collaboration of ideas being shared and the building of cohesion (Johnson, 2018). In contrast, some team members may be lazy and not contribute effectively as others, impacting on police performance (Gaille, 2019). Following on from Lencioni’s model, team players who do not pull their weight can impact the strength of a work force (O’Hara, 2014). This could discourage other team members to work hard, or it could cause work conflict (Myatt, 2012). 
All police forces have a specific leader in each team, this is normally an officer at the rank of Sergeant. Their leadership is paramount in a police force as people need to know their roles and expectations to achieve a common goal (CoP, 2021). Leadership allows leaders to delegate tasks and assess team member’s strengths and weaknesses which increases work productivity (Hamel, 2018). However, a leader’s power can become too dominant, causing team conflict (CoP, 2021). This can happen in a number of ways, especially if friendships are created and these friendships cause favouritism within a team. The less popular team members are then left to feel demoralised, and their work ethic will decline. 
To conclude, this assignment set out to evaluate theories of team dynamics to help develop team cohesion.  It looked at confliction between team members and explored how best to manage this to enhance team performance.  This assignment focused on the Tuckman and Lencioni models when exploring team dynamics, they both have different subheadings but ultimately have the same goal. It is fair to say interpersonal conflict happens within the workplace as people have different personalities and different ways of doing things. In every team each individual has their own strengths and weaknesses, it is important to recognise these and have a leader who can delegate certain roles to these people.  However, to overcome conflict in the workplace, it is important to be able to compromise to enhance team performance. 
As a police officer it is their duty and responsibility to uphold their professional standards by adhering to the Code of Ethics. Police officers must be able to respect each other as well as act in a professional manner when in the public eye.  This assignment highlights the importance of good communication skills and decision making. Being able to attend social events with a team can allow people to engage in a relaxed environment, however it is important to understand that some people may have social anxiety and worry about attending these events. 
This assignment suggests that receiving praise from their leader or boss improves job satisfaction and team morale, this encourages a team to strive and achieve.  Additionally, working as part of a team has both its advantages and limitations. Having the option of shared ideas can enhance the work force but it is important for team members to engage and complete their own duties to inhibit team conflict. 
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

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

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

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




ANSWER:

This assignment will explain how information and intelligence can be used in the disruption of criminality by roads policing. It will explore the use of automated number plate recognition (ANPR) and Automated Facial Recognition (AFR) and how these can disrupt criminal activity.
Police officers collect information that is required for a police purpose (College of Policing) (CoP) (2019). Information is assessed and analysed following the principles of management of police information (MOPI) (CoP, 2019). A policing purpose has a legal basis for collecting, recording, evaluating and sharing of information (CoP, 2015). Intelligence is information that has been investigated, assessed and rated on reliability (Cambridge Constabulary, 2021). There are three types of intelligence; strategic, tactical and operational (National Crime Agency) (NCA) (2021). Strategic intelligence is information that informs police officers where to deploy their resources against serious threats (CoP, 2013). Tactical intelligence informs police officers of serious organised crime groups that are emerging threats on the United Kingdom (UK) (CoP, 2015). Lastly, operational intelligence enables police officers to conduct operational activity against organised crime groups, for example intelligence given for a lorry carrying firearms (NCA, 2021).  Information is the combination of multiple pieces of data which on their own hold no value, however once this information is put together it forms a picture known as intelligence (Keningale, 2020). 
Intelligence can be collected in many different forms (CoP, 2013). These are open sources such as social media, covert human intelligence sources, undercover police officers and members of the public (NCA, 2021). For all information that is collected, it is upheld by the Data Protection Act 2018 and the Authorised Professional Practice (APP) covers police officers in the use of this data (CoP, 2014). In order to share intelligence, it should be necessary and adhere to the Human Rights Act 1998 (CoP, 2015). To coincide with this, when dealing with organised crime groups (OCG) it is essential for partners to be made aware of intelligence locally, regionally or nationally (CoP, 2015). OCGs conduct activities such as drug smuggling, human trafficking, extortion and theft (The Crown Prosecution Service, 2021). OCGs use the roads to transport these activities (CoP, 2013). Intelligence is acquired from communities where people inform police officers of changes within their areas, this could be people who attend areas that are not known to the locals, or different vehicles are attending different locations frequently (Campana, 2018). North Yorkshire Police (2021) defines county lines as an organised crime group or gang that often uses violence or coercion to recruit young or vulnerable people to store, sell and transport drugs, throughout the country. NCA (2020) suggests that having an increase in new faces to a location or house or people regularly changing residents could be an indication of drug dealing in the area. Members of the public who witness these changes are able to supply Vehicle Registration Marks (VRM), this data can then be added or researched against ANPR data to analyse the routes these vehicles have taken and the frequency (Metropolitan Police, 2021). This data may be able to build a pattern where it would allow roads policing to predict a time and route these vehicles are taking, in order to stop the vehicle and potentially conduct a stop and search (CoP, 2020). 
Intelligence can be obtained through the ANPR system, ANPR is a technology that is able to detect and disrupt at local or national levels (National Police Chiefs Council) (NPCC) (2019). When a car passes the ANPR camera, the number plate is read and checked immediately against database records of vehicles of interest (Home Office, 2014). The use of ANPR has been proven to locate stolen vehicles, monitor OCGs and find uninsured drivers (NPCC, 2019). The aim of ANPR systems is to locate criminal activity and keep the communities safe (Police Service of Northern Ireland, 2020).
Police officers working alongside Intelligence officers often work on low level basis such as reviewing ANPR for vehicles on the road with no insurance, drivers with no license or driving bans (Police Service of Northern Ireland, 2020). The roads policing units often carry out operations to target these offending drivers which often results in arrests and seizing of vehicles, making the roads a safer place (CoP, 2020). Additionally, this leads to further intelligence being created as the ANPR data is then linked to the occupants of that vehicle (NPCC, 2019). 
According to NPCC (2019) there are 13000 ANPR cameras situated nationally and are an effective policing tool in aiding criminal activity. ANPR allows police officers to locate offenders and can be used to prove or negate an alibi, effectively disrupting criminal activity (CoP, 2020). There are many advantages and limitations to the use of ANPR systems, it is an efficient and effective tool that allows data to be collected in real time, it allows people who manually collect this data to complete other police duties, as it is very difficult to do this if the vehicles are speeding (Smith, 2020). However, the limitations are some people feel their privacy is being breached, however this information is only used for policing purposes. Additionally, extreme weather conditions may inhibit the collection of number plates (Kachan, 2019). Ultimately, ANPR systems are put in place to ensure public safety, road safety and the capture of any wrong doing (Smith, 2020). In the UK it is a requirement for person’s who wish to use a motorised vehicle, has a number plate that is readable to an ANPR system. Therefore, a vehicle that has been imported or travelled into the UK with an unreadable number plate such as written in Chinese, the owner would have to apply to the Driver Vehicle Licensing Agency (DVLA) for a temporary or permanent plate (Dorset Police, 2020). 
Another tool used to inhibit criminal activity is AFR (Smarter Recognition Safer Community) (SRSC) (2019). AFR is a software that is able to capture faces either by image or video and compare alongside already stored facial data (Porter, 2020). There are many benefits of using AFR as it allows missing people to be found, can help business owners with catching thieves, on the whole it helps with public safety (Gargaro, 2021). However, a limitation of AFR is it impacts on people’s privacy and violation of rights (Bowcott, 2020).  According to Hunton Andrew Kurth (2020), a member of the public challenged the use of AFR systems in the UK on the basis of it being intrusive and an invasion of a person’s privacy. He appealed under Article 8 of the European Convention on Human Rights, right to respect for private and family life (Hunton Andrew Kurth, 2020). Due to this appeal, the use of AFR can no longer be used in public places (Kwan, 2020). 
In the UK different police forces will regularly share information with each other through the Police National Database (PND), the PND enables information and intelligence to be shared between different police forces (National Policing Improvement Agency) (NPIA) (2010). The information that is collected on PND is often referred to as POLE data; people, objects, locations and events (Bryant & Bryant, 2019). The Bichard report was a public inquiry into child protection which was produced after the Soham murders in Cambridgeshire (Blunkett, 2004). When this crime was committed there was no access to PND and people who had been convicted of child abuse in the past, could move locations and not be registered of these convictions (Social Care Institute for Excellence, 2004). The Bichard report made sure there was a national IT system, an investment in the Police National Computer (PNC) system and a registration scheme to ensure for all people working with children, employers had access (Guardian, 2021). 
Overall, the combination of information, intelligence and the use of ANPR can effectively locate OCGs and minimise criminal activity across the country (NCA, 2020). 
To conclude information is a collection of bits of data from members of the public that together builds intelligence. Intelligence is fully assessed and analysed, adhering to the management of police information. Police officers are able to use this information under a legal format. There are three types of intelligence which explain how each type is collected. There are many different forms that data can be collected, once obtained it is used under the Data Protection Act 2018. In order for police officers to use this data, they are covered under APP. 
OCGs are crime groups or county lines are set up to violate and recruit vulnerable people to store, sell and transport drugs across the country. The use of ANPR systems has been set up to capture registration marks and accesses the different routes and locations these vehicles have been taking. This can aid police officers in being able to conduct a stop and search. The use of ANPR systems has been statistically supported by the number of systems they have in the UK.  Some people may feel they have their privacy rights breached; however, it is important to understand that information is only stored and used for policing purposes.  In order for people to bring motorised vehicles into the UK, it has to be registered appropriately with the DVLA in order for it to be readable to an ANPR system. This enhances the efficacy of the ANPR system.  This system also allows access to finding the occupants of these vehicles which aids police officers in stop and search, if needed. 
Additionally, the use of AFR systems was implemented initially to aid finding criminals, missing person’s and increasing public safety, however after a member of the public appealed against his Human Rights the use of this useful tool was removed in public places. 
Effectively, having an increase of information and intelligence from members of the public, in combination with the use of ANPR systems can increasingly enhance the use of these systems and minimise the amount of 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 
 

	[bookmark: _Hlk83990541]KNOWLEDGE 
 
1. The knowledge surrounding procedures following sexual offences taking place. 
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2. Improve my knowledge of the standards required on the completion of case files. Including Disclosure. 
 





























































3. Increase knowledge of Stop and Search grounds and what suspicion is to improve the quality and positive outcome of a stop and search and improve community tension. 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10
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	High 
8-10 
	1s. I need to research South Wales Police procedures and policies to educate myself and understand what actions as a police officer I need to take when dealing with sexual offences. I will attend more sexual offences to gain experience drawing upon specialist departments to aid my learning. 

1m. To measure my progress, I will speak with colleagues and ensure my understanding of the actions required are correct. I will volunteer to deal with sexual offences if a call comes about to gain valuable experience from colleagues. I will then deal with these offences with less help and guidance. 

1a. Sexual offences get reported frequently. To ensure I can get the experience required I can review the intranet developed by South Wales police. This is where policies and procedures are stored. I will discuss my development with my sergeant and request assistance by allocating me to calls with experienced officers. 

1r. This is a worthwhile goal. To keep it relevant I will aim to complete an attachment with crime scene investigation and the Criminal Investigation Department (CID). This is paramount as with serious crime there is often a large amount of evidence gathering required. I will need training and experience to assist in completing golden hour opportunities thoroughly. 

1t.  I have set a timescale to complete by the end of my second year of employment. In this time, I am scheduled to have deployments in CID. This is essential I complete this by this time. I will begin gaining experience immediately as soon as sexual offences are reported and I am on duty. 

-------------------------------------

2s.  – There is learning I need to gain in relation to Post Charge and Pre- Charge advice when dealing with offenders following their arrest. The procedures and the criteria that is required to be met when deciding whether consideration should be given to take no further action, request CPS advice, Charge and remand persons. 

Changes are continually ongoing in relation to requirements the CPS require. Including the amount of detail in many forms including what is to be disclosed to the defence and what is classed as undermining material. 

2m. – To measure my learning, I will complete many cycles of taking ownership of prisoner hand on, with a culmination of an attachment with the investigative hub  to better myself. I will know that my experience is increasing when I ask for less assistance and help from my colleagues and the speed, I conduct case file work and decision making increases. 
 
2a. - I will look to engage with hand on prisoners in order to take on more case file work. I will use experience my colleagues hold to support my plan. 

2r.  – I am due to complete an attachment with the Investigative Hub Team. This team predominantly deal with persons who have been arrested and will collate the relevant paperwork and decision making. This team predominantly do this repeatedly several times a day. This will improve my ability. 

2t.  – I have to complete my attachment by the end of Year 2. This is March 2022 for me. My plan has already started. By asking for help and not struggling on my own is improving my confidence and I am learning why certain decisions are taken. For example, remanding an individual if they fail to appear in court.  

-------------------------------------

3s. – I wish to understand more about the grounds and levels of suspicion for the purpose of Stop and Search process. This will help prevent searches with no grounds and reduce community tension.

3m. – I will seek to complete the online learning in relation to Stop and Search. This will hopefully refresh my knowledge and ensure I have solid grounds on each search. 

3a. – The resources are available on NCALT this is an online learning platform that police officers can access. 

3r. – The learning and education surrounding Stop and Search will benefit the organisation as this should reduce the risk of complaints and hopefully improve community cohesion when members of the public can see officers using their powers legitimately. 

3t. – This is realistic. I will aim to complete this within one month of submitting this assignment. 
 


	SKILLS 
 
 
 
1. Driving response course. 
 
 
 
 
 







































2. Undertake a Taser course for improved Officer safety. 
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1-4 
	Med 
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8-10 
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	High 
8-10 
	 1s. Driving response course is what needs to be accomplished in the next 6 months. This is required to enable me to respond to urgent calls using emergency lighting and travelling at speed to emergency calls. 

1m. Once the course has been completed which I will require three weeks away from my workplace to complete I will know I have succeeded following an assessment drive at the end of the course, and successful completion of a driving portfolio. 

1a. Shortages on staffing levels can affect the completion of the course. If there are below minimum officers for an area then this can prevent a course being booked. 

1r. This is worthwhile to complete as it will allow a speedier and safer response when travelling to calls for help. It will help bridge a gap of newly appointed police officers with little training to be able to get to calls sooner too. 

1t. I aim to complete the driving course within two months. I have a course booked for October 2021. 


2s. It is my intention to undertake a course to become a taser carrier. The purpose of this is to upskill my ability and provide better protection for my team and myself as a a police officer. 

2m. In order to successfully be authorised to carry a taser, I need to undertake a course which last three days. On completion of the course, I need to pass an assessment to prove I am using the National Decision Model when considering the use of force and I am safe to operate such a device. 

2a. The course is likely to bring success and will make the team I am part of much safer and better equipped allowing certain tasks only taser carriers can conduct much fairer as the workload can be shared equally. 

2r. This is a manageable course to attend, this will be for three days I will be abstracted from my team. The time will build on my officer safety training and will enable my duties as an officer safer. 

2t. The time scale I set is in the next three months to complete this course and become a carrier. 

-------------------------------------

3s. Final skill I wish to obtain is the course to operate the intoxilyser machine in the custody units within South Wales Police. The purpose of the skill is to upskill me and enable me to complete the procedure following an individual being arrested following a drinking drive offence. The intoxilyser machine is a machine which registers the amount of alcohol in a person’s breath. This machine is the reading used in prosecution, to support the roadside breath tests officers will conduct. 

3m. I will need to review the course list and book onto a course when one is available. The course will be measurable on completion. If I pass I will be authorised to carry out the station element of the drink drive procedure. 

3a. The goal is realistic and beneficial to the organisation. This will reduce the amount of time waiting around in a custody unit when officers are searching for a qualified officer. There is an urgent need to put a suspect on a intoxilyser machine at the earliest opportunity to avoid the alcohol levels dropping below the legal limit bringing it difficulties to prove a prosecution. 

3r. This course will upskill my ability and reduce the amount of time other officers are diverted from other duties in order to support me. This will produce a better working environment.  Currently I am able to operate the roadside procedure however then required to request a trained officer to assist me at the custody unit. 

3t. This should be accessible within 12 months. There are no courses currently available however I am constantly reviewing the course list for new dates. 


	EXPERIENCE 
 
 
 
 
Obtain more experiences dealing with other offences that are rare to the area I currently work in. By allowing me to attend another station where they deal with more offences that my OCP highlights I have gaps in, I can draw upon other officer’s experience in turn bettering my own abilities. 
 






























 Conduct a return to road policing unit, to learn from their experience and deal with Road traffic offences. Learn about how Road policing use intelligence to disrupt criminality. 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
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8-10 
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	High 
8-10 
	 


1s. I should be at a level that I can deal with most offences independently without need of supervision and little advice. I need to broaden my experience by dealing with incidents I have yet to deal with. 

1m. I need to look at moving stations for a temporary period, as there are elements of policing that seem to be inherent to certain areas more so than where I am stationed. 

1a. The goal is a reasonable stretch, it would require my flexibility possibly attend work on my rest days if I could not attend during my working week. By working with different colleagues in different locations I can learn from their experiences and undertake working myself to learn how to deal with different offences. 

1r. This is worthwhile as if my team move on and as I gain more experience and become more senior in the team environment. Newer officers will look to me for advice and I should be in a position to share my experiences. 

1t. This is manageable. I hope to succeed this task within six months of writing this. I will discuss with my supervisor and arrange a plan. I will refer to my OCP for gaps in my employment and aim to use this to highlight my weaknesses. 



2s.  Experience working with roads policing units. This is an invaluable opportunity to broaden my experience of dealing with road traffic offences. This can be a complicated area of law with many variations and interpretations. The experience would allow me to understand better how road policing play their part in the disruption of crime on the road infrastructure. 

2m. To achieve my goal, I will need to arrange time within year three to re-attend with n aim to conduct a prolonged attachment with the road policing unit. Allowing me more time to gain experience and to research the reasons behind their decision making in often dangerous situations. 

2a. The police force has the resources to allow me to gain the unit to obtain experience and build upon my knowledge. By having a better understanding and experience creates a better workforce of all round skilled officers. 

2r. This is relevant to help me achieve my ambition of one day becoming a road policing officer. This will also assist me in completing my PCDA programme. 

2t. With many courses and attachment to conduct in the second year of my employment, my intention is to return after March 2022 in pursuit of building my experience. 
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