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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. 
 
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.
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· 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 Candidate 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. 
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If you have any condition that you feel may affect your ability to deal with any part of the programme, please see the Candidate 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. 
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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 first task has the aim of critically evaluating working as part of a team in the police service and will highlight any advantages and disadvantages that can be associated with teamwork. Different types of conflict that may erupt as a result of team dynamics and personalities will also be illustrated throughout, which could result in standards that are expected from any person within the police service to have a negative impact.

Just like within other different originations and sectors, there are numerous different jobs and roles within the policing service. Each role comes with a different requirement and responsibility attached to it. First of all, the most common role within the police service is a police constable. These are frontline police officers who are the individuals the public are most likely to see on a day-to-day basis. They deal with and attend all calls and incidents made by the public, whilst sometimes working as part of a neighbourhood team with the aim of targeting long-term issues within the local community. Each team of police constables will have a supervisory team leader, known as a police sergeant. They are responsible for the management of their team of officers. They also oversee policing operations, volume crime investigations and take control over potential critical incidents. A police inspector is the rank following from a Sergeant in the hierarchy roles based within the police service. They have the expectation of overseeing all officers on duty at any time. There is usually one inspector in command of all operational officers working. Police Inspectors are also in charge of all responses to critical policing incidents, whereas the Chief Inspector role could have two or three working at any time, with the responsibility of overseeing and managing all response, neighbourhood and investigative roles. Furthermore, the Superintendent role within a police organisation are seen as a ‘local police commander’ for an area and are responsible for all operations and partnerships with other agencies/forces. A Chief Superintendent is a role where the person within it is required to act as the head of a policing for their assigned area and act as a ‘local police chief’ where all local crime, partnerships and operational needs are directed from. Moving on from this role are Assistant Chief Constables and Deputy Chief Constables who are part of the senior management of officers within the police service. They oversee their particular force’s performance and are head of several different boroughs within the force. Lastly, the Chief Constable is in charge of all things associated with their respective police force, including all the requirements and responsibilities that have been listed above, to which they are accountable for all actions taken (Brown, 2019).

Most lines of work and careers require individuals to go about their daily working tasks and requirements as part of a team environment. There are several different advantages that can be associated with working as part of a team, instead of an individual. For example, it has been noted that creativity can blossom when working collectively, as unique opinions and viewpoints can be shared, which ultimately enables more effective solutions to the task in hand. Also, each individual working collaboratively may have different strengths that they can offer, like, one person may be a creative individual, while another may have strengths in organisational and planning skills. When each trait is combined, it can allow for a stronger team performance in the workplace. Another advantage associated with working as part of a team within an organisation, instead of working as an individual, is the fact that trust can be built between co-workers. This is achieved as when colleagues rely on each other, it can establish and enforce a stronger relationship between all parties involved, which ultimately creates a higher amount of trust. When there is a lack of trust between individuals in a working environment, it can often mean that the team can fail, resulting in poor performance as a whole (Mattson, 2017).

Furthermore, an extensive amount of previous research has been conducted around team dynamics and how these can used to develop team cohesion. The Tuckman Model, which was developed in 1965 initially states that a team will move through different stages until the group of persons involved in the team will become a team performing at the best of their abilities. These stages have been named as, ‘Forming’, ‘Storming’, ‘Norming’ and ‘Performing.’ In the ‘forming’ stages, it is described as the starting point for teams and their members. Most members of the team will act polite and will act in a manner they believe are correct when meeting new people. Some members may seem anxious and others may be excited with the prospect of working within a new team. The Tuckman Model states that this first stage may occur for some time until it moves on to the ‘storming’ stage. This part of the model is where persons who are part of the team may go against the framework that was initially established within the first stage. This can often occur as individual’s will likely display different styles of working, which can result in some types of conflict and frustrations being heard. Stress may also be another factor that can be felt by team members currently going through this stage, due to the fact that may not have a strong enough relationship with their colleagues or may not necessarily have grasped what the purpose in hand is. Furthermore, this model then highlights the fact that the next stage of the model, which has been developed in order to showcase how a team will develop through time, has been labelled as the ‘norming’ stage. Tuckman stated that this part is known as when the team members will resolve their differences that were heard in the previous stage and persons involved will start to appreciate and listen to their peers. Also, this is also the stage where other members will start to ask colleagues for advice and help, whilst also providing constructive criticism and feedback towards each other. The Tuckman model highlights the fact there may be a continuous overlap between the ‘storming’ and ‘norming’ stage, as a result of new goals and asks arising. The final stage outlined within this model, is noted as the ‘performing’ stage. According to this part, all the previous hard work that has been done will lead to the goal of the team. When the team is at this stage of the Tuckman model, there is a sense of solidarity and often members can feel at ease, knowing that individuals leaving or joining will not disrupt performance (Clarity Leadership, 2018).

When joining a new organisation, it can be a difficult task for several reasons. The mannerisms and attitudes of this type of person can be compared to details noted within the ‘forming’ stage of the Tuckman model. For example, when a new police constable starts on a new shift within their police force, they may be eager to learn the way in which policing is conducted in the real world, but also feeling nervous and anxious of what is to come and expected of them. However, this new police starter may eventually move on to the next stage noted on this particular model, when they start to feel more comfortable within their new role and will begin to display their own style of working, which as noted above may result in some conflicts and clashes being seen.
Like many different lines of work and industries, including the policing sector, conflict within the workplace can often occur for many different reasons, which can be linked to the Tuckman model. For example, when looking at the ‘storming’ stage, it states that persons within the team will often start to showcase their own personality traits and styles of working. This can then result in different frustrations and conflict being displayed within the working environment. So, if somebody new were to join an already formed and established working team/shift, where the rest of the persons have already built a professional relationship and are aware of everybody else’s working style and strengths, it can be extremely difficult at first for a new officer to involve themselves fully. The ‘storming’ stage can be eased for a new recruit if the present team members are willing to let them settle into the teams dynamic, whilst allowing them to display their traits and goals. However, conflict may arise between a new member of the team and present members when different goals and viewpoints are shared. For example, a new officer may have different expectations on how the job should be conducted, whereas a more experienced police officer, who has first-hand experience may disagree and try and lead them in the direction they believe is correct due to them policing in real life for a longer period of time. The fact that conflict can occur for the reasons listed above, means that team performance within the police service can take a negative impact. Certain strategies and tools should be incorporated within the workplace to improve the performance of individual police officers and officers as a collection. For example, setting certain goals for officers as part of a shift will allow for a supervising officer to measure the increase of engagement that they may be looking for. Also, another good strategy that can be adopted is to start to challenge the members of your shift. This will cause them to feel motivated to achieve their set tasks and goals, however, it is important to not set challenges that are too complex and things that have not been taught to them as will only cause them to feel demotivated and stressed. Furthermore, an effective way of improving performance as a whole is by rewarding employees for completing certain tasks in a different and perhaps more suitable manner, as if officers don’t see the need to do things differently then they may continue to adhere to using the same practices and techniques that were previously used (Wilson, 2018). 

Working as a police constable not only requires a certain set of skills and teamwork, but also comes with the expectation of sharing certain values, beliefs, attitudes and knowledge. This is known as the Code of Ethics, where a certain standard of professional behaviour is essential and a core requirement of being a police constable. The first core principle is ‘honesty and integrity’, which states that an officer will always act with honesty and act with integrity, whether that is in work or out of work. A police constable will always be expected to treat all persons they encounter with respect and courtesy, whilst maintaining self-control and tolerance and using their powers of a constable in a lawful and proportionate manner. You are also required to act as fairly as possible in all situations, meaning that discrimination will not be accepted. Also, when acting in the duties of a police constable, a certain amount of force will be required for certain states, however, the Code of Ethics emphasises the fact that this force must only be used as part of the role and responsibilities and must only be used if it is deemed necessary, proportionate and reasonable in that particular encounter. Furthermore, when in the role of a police officer, the Code of Ethics states that you must only carry out orders that of a lawful nature and that police rules and regulations are always abided by. Moreover, this policing policy also highlights the fact that it is vital to be as hard-working and diligent as possible in all duties and responsibilities. Police constables will come across an extensive amount of personal information and data as part of their role. It is extremely important that all of this data is treated with respect and that it will only be shared with other persons or agencies when it is required to. Also, the fitness of an officer is pivotal to the role and must be maintained throughout their career, in and out of working times. One of the most important qualities that should be shared by every individual acting as a police constable is that their conduct should be suitable and correct. This means that they should not act in a manner which may dampen or negatively affect the police service, as this may have a detrimental impact on the public’s confidence in their local police force. Lastly, one of the Code of Ethics ten principles illustrates the fact that unsuitable and improper behaviour that may be displayed by fellow colleagues or other staff members, potentially falling below the standards expected of a constable will be challenged by that individual and reported to the necessary persons (College of Policing, 2014).

However, after an extensive amount of research and first-hand experience of working within the police service, it is evident that not all the basic professional standards outlined within the Code of Ethics are adhered to by current police constables. This is referred to as ‘police culture’ and can be the root to group dynamics when considering wider organisational cultural norms. This type of culture is defined as being a critical factor in which the way police officers behave and the attitudes they display. The behaviour displayed in police culture can be described as an informal ladder of values and beliefs passed down from more experienced officers you come across in the early stages of your career. For example, a police officer who has just recently taken part in several months of initial training would have been taught the correct pieces of legislation and how certain situations in real life policing should be dealt with, however, when an officer leaves their initial training and introduced to their new co-workers, they can often be influenced they the already existing traits and beliefs shared by their new colleagues. For example, an officer may be told words to the effect of, ‘forget what you’ve learnt in training, as none of it is relevant.’ Furthermore, the policing culture that exists throughout the policing service in the UK illustrates to existing officers, how they should go about their tasks, how much effort they should be putting into their work and how they should act with their fellow officers, whilst also depicting the way officers view the general public and how they communicate with the public. Police culture also refers to the way in which police officers work on the job, how they think and sometimes certain body language that has been influenced by others (The Police Culture, n.d.). Therefore, with all the above information noted from an extensive amount of research, it is clear that a large proportion of police constables already situated on their shift, will have conformed to the already existing behaviours and personalities portrayed to them by their fellow colleagues. As noted above, these existing traits are extremely likely to be inherited from the existing team members to brand new starters on the shift, even though they have just taken part in several months of initial training which teaches them how exactly certain situations should be reacted, how members of the public should be treated and how the Code of Ethics should be adhered to at all times. With these behaviours being illustrated by a vast number of individuals, means that several points within the Code of Ethics is not being obeyed the way it should be.
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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:


A victim of crime is someone who has made an allegation to the police of a crime taking place to which they perceive themselves as being a victim of. However, according to the Codes of Practice for Victims of Crime in England and Wales as noted by the Ministry of Justice, a victim is an individual who as a result of crime happening has suffered either one of physical, mental or emotional harm or is at an economic loss due to this criminal incident(s) taking place. Furthermore, a close relative or next of kin can be classed as a victim of crime if a person they are related to is killed due to a criminal activity taking place. Also contained under the Codes of Practice for Victims of Crime in England and Wales, is certain rights that all victims are entitled to. These are as follows, ‘to be able to understand and to be understood’, ‘to have the details of the crime recorded without unjustified delay’, ‘to be provided with information when reporting the crime’, ‘to be referred to services that support victims and have services and support tailored to your needs’, ‘to be provided with information about compensation’, ‘to be provided with information about the investigation and prosecution’, ‘to make a Victim Personal Statement’, ‘to be given information about the trial, trial process and your role as a witness,’ ‘to be given information about the outcome of the case and any appeals’, ‘to be paid expenses and have property returned’, ‘to be given information about the offender following a conviction’ and ‘to make a complaint about your Rights not being met.’ Furthermore, as part of this same policy as set out by the Ministry of Justice, a victim may be classed as vulnerable if they display one or more of the following traits, for instance, if the person is under the age of 18 years old then they are classed as vulnerable, also, if they suffer from a mental disorder as outlined within the Mental Health Act 1983, also, if they are considered to have an impairment of intelligence and/or social functioning and if that person is regarded as being physically disabled or suffering from a physical disorder (Ministry of Justice, 2020). 

Several months ago, I have attended an Emergency call, whereby police were required to attend a local bank. The only information given was that staff had stopped a regular elderly customer from attempting to transfer several thousand pounds to an account that they thought was not a legitimate transaction. The reason for staff members calling police was that they had known this elderly female for several years as she has always done her banking there. They stated that she had never attempted to make this type of transaction before, with this amount of monies. They also informed police that the name of the account she was trying to send money to, sounded like a false name and perhaps was not a real individual. When I have then spoken to the female in question, she was adamant that she wanted to fulfil her wishes of making this transaction and emphasised the fact that it was a legitimate payment for a genuine reason. She informed me that she was making this large payment to this person as she was buying a brand-new property within the London area. However, this woman was unable to account for where this supposed property was or how she knew this individual. Even though this elderly female was insisting that these were genuine payments and she was happy to conduct it, I decided to transport her back to her home address, so that she could be spoken in her own comforts and without members of the public wondering what was going on. When arriving back at her home address, this individual had a change of emotions and began to inform me of the truth surrounding this incident. She stated that she had received several random phone calls from unknown numbers. This person making the phone calls told this female that they were from her bank and that they had noticed some unusual activity on her account. They stated that the only way to detect who had committed these acts was to transfer a certain amount of money to a banking account that they provided to her. This elderly female informed that she had panicked after receiving these phone calls, therefore, decided to adhere by what was being requested and went straight to her local bank, before attempting to make this transaction which has then resulted in police being called.
Due to this female being of an elderly nature and lacking certain physical capabilities, she was classed as being a vulnerable victim. She also stated to me that she lived alone and had a limited support network surrounding her as her partner had passed away several years ago and only had a brother who lived not too far away. She also informed me that she was struggling with coping on her own and said that she found it difficult to talk to her brother as she did not want him to be worrying about her. However, she was happy for me to speak with her brother and inform him on what had happened and see if he was able to offer any sort of support or advice. After speaking with this male, he was immediately concerned with his sister’s welfare and shocked to have police phone him. He immediately insisted that he was going to attend her home address and speak with her, whilst police were there. The victim was then safeguarded and given several pieces of advice and guidance in relation to her reducing her chances of being a victim of crime once more. For example, this female was informed to not answer any phone calls from numbers she did not recognise and to not send any money to any persons who she did not know personally or who she did not feel comfortable with sending money to.

Even though this large transaction had been stopped by staff members at the bank, if they were to not notice or not carefully assess the situation, then the female would have gone through with the payment and would not potentially be able to retrieve the monies again. If she had gone through with this payment, there may have been a higher chance of her being asked to send even more money on another occasion, which would then appropriately define her as being a repeat victim of crime.
Furthermore, the reason for this female being appropriately safeguarded and given suitable advice for future reference was to decrease her chances of becoming a repeat victim of crime. This is a person who is defined as perceiving themselves to be a victim of more than one crime incident or anti – social behaviour incident within the past twelve months (Bedfordshire Police, 2021). There are several different strategies and ways of support that can be incorporated into a police force’s strategy or the way in which a police officer will deal with a victim who has been or is at risk of being a repeat victim. It is noted that it is essential that any intervention, when possible, should be incorporated after the first crime has taken place and not after the first repeat of the crime, due to the fact that the earlier the intervention is introduced, then the higher chance there is of a making a greater impact and potentially stopping a further repeat call. It is also noted that any actions taken should happen as quickly as possible due to the period shortly after where it is regarded as high risk. Also, the particular response that is developed for the situation should take into account, the circumstances surrounding the problem, the readily available resources that can be accessed, the current foundations that are in place for the victim, so that it can be built on and the advantages and disadvantages associated with the potential different third-party agencies that are available for support. Even though, there are several different available options for police to provide to potential repeat victims, the measure put in place should be kept as simple as possible to prevent any complications (Police Research Group, 1997). Even though there are several different pieces of advice and guidance readily available to police, it highlights the fact there is no simple or written way of being able to support repeat victims due to the fact that every situation is different and often one way of fixing or deterring things, will not aid in a similar scenario.

Furthermore, in order to enhance the safeguarding and support that may be offered to this vulnerable female, a referral to social services was submitted with her permission. The reason for submitting this referral to a third-party agency is the fact that social services are a readily available service which has the aim of supporting individuals and families who are experiencing difficult circumstances. Through their different and appropriate support tailored for that individual, they ensure that children and adults are safeguarded from potential harm. They are a service of individuals who are readily available and easily accessible to the general public who needs the support. They also act on a professional basis, whilst maintaining their roles as guides and support networks (Action for Me, 2019).

Since this was classed as an offence of Fraud, meant that a further referral in the form of an Action Fraud submission was made. Action Fraud state that they should be the first step in reporting an offence of Fraud. By submitting a referral to them, means that the most suitable and correct procedures and guidelines can be adhered to and then appropriate support can be streamlined to that particular incident (Action Fraud, n.d.)
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Task 3 
Recognition and confirmation of progress on the Occupational Competency Portfolio (OCP). 
  
 
 
By signing the section below you are acknowledging your continuing progress on O.C.P.  
This is recognised by the university as work that is fully supporting this module BMPP 6001D; Policing in the Workplace 3 and in signing it will be equivalent to 1000 words towards the 5000 words equivalent total for component 1. 
 
 
 
 
Confirmation of the progress on the Occupational Competency Portfolio (OCP). 
 
I confirm that I am progressing with the Occupational Competency Portfolio (OCP) in accordance to the regulations.  
 
Signed:  DANIEL O’NEIL (Learner – electronic signature accepted.) 
 
Date: 01/05/2021


























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:



For several different aspects of policing to work and perform at the best of its capabilities, information and intelligence needs to be utilised in order for certain criminal behaviours and activities to be disrupted. However, information and intelligence differ in many ways and are often used for different purposes. Information is known as being already known knowledge relating to a particular situation or fact. Information can be found everywhere, like on the news, online forums or general observations shared between individuals. Whereas, Intelligence is known as information that is not readily available to the general public or easily accessed. Intelligence is often classified information that is intended for a particular group of people or audience (Stark, 2016).

When potential intelligence is provided to members of the police service, it needs to undergo an evaluation process in order to assess how worthy or reliable it may be. Furthermore, it is then used to manage the process of distributing the intelligence provided. The source of the intelligence and their identity will always remain anonymous, allowing for the intelligence to contribute to an audit trail. The part of the intelligence model that is used to grade the intelligence provided to police and law enforcements, is known as, ‘3x5x2.’ An evaluation of the source and how reliable they appear to be is the first aspect that is studied and portrayed. Their reliability can either be, ‘1 = Reliable’, which is often graded when the source is regarded as being knowledgeable and the information, they have provided on this occasion is deemed to be reliable. The sources that may be deemed as being reliable include, human intelligence, technical, scientific and forensic sources. The next grade that can be utilised for intelligence gained is, ‘2 = Untested.’ This particular rating can refer to a provider of information who has not yet previously given any types of information to the police or the information they are providing on this occasion has yet to be validated. If a person’s information is graded as being untested then it can also mean that the provider of this information may not have been graded as untested due to them being considered as unreliable, however, the information they are giving should be handled with caution. Lastly, the next grade that can be given to types of information provided is, ‘3 = Not Reliable.’ This grading is often utilised when there are ‘reasonable grounds’ to doubt the reliability of the provider of information. The reasoning as to why this individual can be regarded as being not reliable should be detailed within the risk assessment sector contained in the Intelligence Report. The reasons associated with a person being deemed not reliable may include, the trustworthiness, competence or overall motive of the source. These types of individuals can be members of the public who have previously provided information to the same receiver that was deemed as being malicious or a person who has a history of giving false allegations. Moreover, the next part of the ‘3x5x2 model’ refers to the intelligence itself being evaluated. The first part of this intelligence evaluation, is known as, ‘A = Known Directly to the Source,’ meaning that the information that is being provided has been obtained first-hand, for example, through seeing the incident themselves and can be referred to as ‘live evidence.’ It is noted within this model that due care and attention should be payed to establish whether or not the source actually saw the event themselves or if the information they are providing has been given to them by a third party. The next part of the intelligence evaluation of this particular intelligence model, states that the intelligence is, ‘B = Known Indirectly to the Source but Corroborated.’ This states that the source providing the information will be graded as this if they have not actually witnessed the event/incident themselves, but there may be similar information provided by a different source whereby on that occasion, the information was known directly to them. Furthermore, the next stage of the intelligence evaluation is known as, ‘C = Known Indirectly to the Source.’ This grade is deemed necessary when the information that is being provided by the source has been given to them by a third party, meaning that the source does not have first-hand knowledge of the information. Following this grading of intelligence, the next part is entitled, ‘D = Not Known’ and is appropriate when the information given cannot be assessed due to the fact it may have been given on an anonymous basis. The last evaluation grade that may be given to intelligence provided is referred to as, ‘E = Suspected to be False.’ Whenever this is deemed to be appropriate, it should be treated with extreme caution. This grading will be used regardless of how the information was discovered by the source, as there will be a reason as to why the information is deemed to be false. Example of types of intelligence that may be regarded as this include, potential malicious or non-malicious callers. After the intelligence has been appropriately evaluated and put into the correct stage, then a suitable handling code should be applied. Handling codes are referred to as being a control mechanism to the sharing of intelligence. All the risks that can be related to the sharing of intelligence and not sharing intelligence needs to be carefully evaluated and managed correctly. One of the parts relating to the dissemination of the intelligence is entitled, ‘P = Lawful Sharing Permitted,’ whilst the other part of this process is referred to as, ‘C = Lawful Sharing Permitted with Conditions.’ If intelligence is going to be relayed, then there must be a legitimate purpose, with appropriate protocols and procedures in place and there needs to be a legitimate need for it to be shared. Whereby, if intelligence is going to disseminated but with conditions then it has been used to for the receiving body to abide by the outlined conditions. The handling agency where this intelligence has been appropriately evaluated would have laid out specific handling instructions to the receiving body (Intelligence Management, n.d.)

There are several different advantages and disadvantages associated with utilising the ‘3x5x2 model.’ For example, the sharing of intelligence can be done a lot easier between organisations, with the source of the information still being protected at all times. Through using this model which allows for information to be graded, means that the standard of the information is much improved, allowing for the response to the constant changing and emerging of crimes. The intelligence gathered and assessed means that the overall number of crimes being committed can be reduced. However, there are also several downfalls associated with the usage of this intelligence model. For example, if a person has been provided with information, which then needs to be accurately assessed using this grading system and they are unaware how to properly use it, then they will be unable to accurately grade and assess the reliability of the information provided, meaning that they cannot properly use the information provided, making it difficult for a response to the information to be given (Adams, 2020).

Furthermore, another useful tool that is readily available and regularly used by police forces across England and Wales is a piece of technology known as ‘Automatic Number Plate Recognition (ANPR)’. This useful piece of technology is utilised by police forces with the aim of detecting, deterring and disrupting criminal activities. These criminal activities can be at a local, force level, regional level and a national level. The crimes and activities that can be deterred and disrupted, include, criminals who are travelling to commit offences, Organised Crime Groups and potential terrorists. Further lines of enquiry and evidence can be gained through the usage of ANPR cameras. Thousands of these types of cameras are set up nationally across different types of roads and motorways. As a vehicle passes an ANPR camera, its unique registration plate is scanned, resulting in all personal information regarding the vehicle and its registered keeper to be obtained. However, this camera can also access potential information that may be stored against that vehicle which may be of interest to the police. This then allows police officers to intercept and stop a vehicle, which can result in the vehicle being checked for evidence, depending on the intelligence and information stored regarding that vehicle, which then may mean arrests can be made. A vehicle passing these types of cameras is then stored for future access or reference, even if that vehicle is not known to police or of any interest at that time. This is so that it if it was required later for investigative purposes, it can be easily accessed. The types of offences whereby ANPR cameras have proved to be effective in aiding or solving, includes, locating vehicles that are reported as being stolen, taking action on motorists who are not insured to drive the vehicle, also, for assisting in cases of terrorism and in some cases of major and organised crimes. When a police officer is drawn to a vehicle that has been flagged up by the ANPR system, members of the public may not be aware or hindered, which is associated as being one of the advantages (NPCC, 2020).

Like many other different technologies and tools utilised by police forces, there are numerous advantages and disadvantages that can be found. For example, ANPR cameras eliminate the requirement of a police officer having to manually record a registration plate, which can prove difficult if a vehicle speeds by an officer. Furthermore, several ANPR cameras have the ability of capturing not only still footage, but also live footage. This can be of use whereby a vehicle is captured to have gone through a red light or takes an illegal turn/manoeuvre. The live recording is extremely stable in all types of positions and accurate in most weather conditions. Moreover, is a recognised and established tool used for deterring persistent and known offenders as it is often used to detect and deter crimes of all natures. Another advantage associated with this piece of equipment is the fact that cameras that were always required to be manned, which were used for a similar purpose, are no longer needed. This means that these different types of personnel who were once required on the streets can now be utilised in different aspects, like working and acting on the information gained from all the reading of the ANPR. However, a few different downfalls can be associated with the usage of these cameras, for example, when extreme weather conditions are being experienced, many of the ANPR readers are unable to capture an accurate reading or may not be completely effective, meaning that policing agencies may have to resort to previous manned surveillance instead. Also, there has been some speculation on whether or not these cameras breach some people’s personal privacy, as images and records are stored within the database, meaning that the information has the potential of being misused. Lastly, another disadvantage that has been noted through the use of ANPR is the fact that due to the fact that different countries often use variating styles of number plates, which means that ANPR struggles to capture the number plates of vehicles from oversees (Kachan, 2019). These are vehicles that could be used for the purposes of oversees crimes and offences and may go unnoticed by ANPR cameras.

Furthermore, when data captured by ANPR cameras is compared with and used alongside other bits of vital information, like, crime and incident data, intelligence, CCTV and DNA data, it allows for the police force in charge of an investigation to gain information that may support their evidence or assist in other lines of enquiry. The picture gained from the intelligence can also be greater enhanced. Also, it allows for the specific travelling times and locations of that vehicle to be gained and stored, which enables an officer or force for specific enforcement opportunities. ANPR can also be utilised for both reactive and proactive investigations and used to support witnesses’ allegations and strategies taken by offenders. Vehicles and persons of interest to the police can also be identified which may further enhance the intelligence or disprove it. Also, the usage of ANPR is considered to be a relatively low costing effective system, can also allow the investigator(s) to monitor several different vehicles at once, whilst producing extremely accurate data relating to locations of the vehicles being watched. These systems can also be accessed and deployed very easily, by not consuming much time and is a system that is readily available and easy to access, and search data contained within (College of Policing, 2013). Moreover, if a vehicle has certain information and intelligence surrounding it and this has been applied by a police force in South Wales, then if that same vehicle is read on a road in England, it can be flagged to that force as having particular intelligence on it, for example, it may have intelligence that the persons driving said vehicle are involved in Drug dealing using that car. Then this vehicle, which has been flagged up on an ANPR camera in a completely different area can be stopped by that police force and the information can be rightly acted upon, potentially, searching that vehicle for evidence that may prove or disprove the information markers that are held against that vehicle. This could then result in potential arrests and a criminal organisation being taken off the roads, meaning crimes of that nature can be decreased. Furthermore, the utilisation of ANPR cameras is something that is readily available and easily accessed to all police forces across the UK. It not only assists in minor offences and crimes, like drivers on the road with no tax or insurance but can also assist in more serious types of crimes, whereby the offenders are making use of the roads. These include, drugs activities, stolen vehicles and organised crime groups. However, as crime is changing and way in which people commit crimes, ANPR will have to change in order to be best prepared to solve and deter the offences that are taking place.
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Task 5
Personal Study programme / Individual Learning Plan 
 
 
The first learning outcome identified in the accompanying module descriptor (BMPP 6001D) asks that you formulate and implement a personal study programme to further enhance the development of your professional police practice. A template has been added for an ‘Individual Learning Plan’ that you can use for this task.  
 
This task differs from the PDP that you have completed in your previous workbook in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
2500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 5000 words equivalent total for component 2. 
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7
 
	High 
8-10

-------- 
	Low 
1-4 
	Med 
5-7 

--------
	High 
8-10 
	 I believe that Gwent Police would require myself and others to have a high knowledge on all things policing, however, I rate myself as having a medium range for knowledge known. I will attempt to further enhance my knowledge through further reading of the Blackstone’s books and through looking at up to date case laws and different pieces of legislation that I would not expect to use on a day-to-day basis.
Furthermore, by attending and dealing with a range of calls throughout the next several months and dealing with situations I do not deal with regularly, my knowledge on certain situations and legislations will potentially be greater improved.

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

--------
	High 
8-10 
	Low 
1-4 
	Med 
5-7 

--------
	High 
8-10 
	 Due to the fact that I am still very fresh to the world of policing and all types of legislative scenarios, I feel that the force expects myself and others who of a similar scenario, to be of a medium range when it comes to considering level of skills displayed. However, this is something that I look to improve throughout my career as a police officer. This can be done through the range and variating calls and incidents that I am called to everyday, whereby different skills can be enhanced and developed.

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 

--------
	Med 
5-7 
	High 
8-10 
	Low 
1-4 

--------
	Med 
5-7 
	High 
8-10 
	 I believe that due to the fact policing is a long career and that each incident and person you deal with is completely unique and different and that I have not been working for a massive amount of time, means that I am expected to have a low amount of experience, to which I believe accurately represents myself. This something that can’t be instantly applied and enhanced, but can only improve as time goes on.
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