
[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: _Hannah Frankcombe _____________________________

Learner’s University Registration Number:
__________1921212_____________________







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:

Organisational culture can be described as, 

“Organisational culture is the collection of values and practices
that guide and inform the actions of team members.”

The way to think about Organisational Culture is to think of an organisation as a community. A great culture demonstrates positive traits, leading to improved performance. While a dysfunctional culture brings out qualities that can hinder even the most successful organizations (Organizational Culture: Definition, Importance, and Development | Engage Blog, 2021).

The Police service is like any other organisation in that its function and performance hinges on the employee’s and how they perform. If there is positive culture within a police force this will led to improved performance including a better service for victims. This often comes from employees feeling valued by the hierarchy and involvement in any changes. If there is a negative culture the police force will be plagued with high levels of sickness, low morale and a poor performance for the public. 

Since joining Gwent Police, I have gone through training school, joining a shift after being given independent patrol status. I noticed a difference in Organisational culture between training school and independent patrol. Adjusting to the culture on a shift was different and due to my lack of experience within the police I found this challenging. 

I quickly began to see the acceptance and support from the other members of the shift which made the transition easier than I expected. 

My colleagues supported me at calls and in the station, which developed my trust in the team and a sense of comradery, which I had not experienced before. Part of my team culture is supporting people and looking out for each other’s wellbeing. An example of this is a recent traumatic call I had to deal with. I responded to a male who had been stabbed five times, I had to complete CPR whilst being faced with a huge crowd of people and when the male sadly died, I then had to deal with abusive members of the public. 

My team along with my supervisor de briefed and gave me advice which led me to dealing with the situation sooner rather putting off until than later. This really helped me manage my emotions in relation to the incident and in the longer term helped my wellbeing and built up my resilience. They have helped to build my confidence and move forward taking the incident as experience rather than something negative. 

This is a huge part of the Organisational culture within our team. I have been very lucky that I have joined a team such as mine who made my transition a positive experience along with only having positive experiences in relation to Organisational culture.

However wider than my immediate team the organisational culture is one of support, learning and development. There are lots of wellbeing and welfare initiatives and clear signposting. There are plenty of opportunities to reflect and learn from both positive and negative experiences within the organisation, however this organisational culture is not as widespread. There are still pockets of a blame culture and the desire to avoid responsibilities when things go wrong. 

There are times when a negative organisational culture is present within a police service and historically there have been certain organisational cultures within policing which were not contusive to a modern police service. 

There are several risks with conforming with a negative organisational culture including losing your sense of personal identity and accepting unprofessional behaviour. It is important to maintain your own ethics and be comfortable with your behaviour within the organisation. Conforming to existing cultures encourages these negative cultures to continue to foster and be passed on to each new generation of student officers. It is important that these are challenged, and the organisational culture develops over time to reflect the ethics of the current staff. 

I have had to change my strategies during my time within the organisation to ensure that I am resilient enough to cope with the demands of the job. 

I have found that switching off from work and having a break works well. It allows me to separate my home and work life. It has been hard at times to do this successfully because it is only natural to re-live experiences, to “mull over” incidents and my challenge decision making. This is expected due to the high threat and risk incidents I attend on independent patrol. I can diminish these by having reflective time with my team and my supervisor post incident and learn from their experiences. I also know that my team are available to talk when not in work, then enables us to support each other even when we are not on duty. I’ve learnt not to be afraid of speaking up when I am struggling and look for support from my team and the organisation.  
I am aware of where to turn to for support from the organisation, that there is counselling available if I need it. I learnt from my colleagues to not be embarrassed to seek this help and that it is actively encouraged by the organisation to look after your own mental health. 

I’m aware that when I get stressed about my workload, I have learnt to break it down into bite sized chunks, often with the help of a “To Do” list. This allows me to be more focused on the task in hand rather than being overwhelmed by the entirety. 
As for my own strategies for maintaining wellbeing and building my own resilience I use two things that have always helped me, spending quality time with my family and practising mindfulness.

I enjoy spending quality time with my family on my rest days and focus on them.  This gives me the head space to process what I have been to and what I have seen. I enjoy exercise as I often feel better when I have been for a walk.  I try and make the most of my time off from work to look after myself and have a complete break from work and thinking about work. Otherwise, I fear I may feel overwhelmed. 

Along with this I also practice mindfulness. Mindfulness is a strategy where you take time and concentrate on your thoughts breathing, and surroundings. It is about having that quiet time where you can essentially clear your mind by focusing on other things. This helps me to feel more grounded. 
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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 piece of writing will evaluate an incident of domestic violence that I have dealt with whilst being on mobile patrol. The incident address was one that police have previously attended and was occupied by a brother and sister. The sister suffers from multiple mental health disorders which brings the sibling relationship under pressure causing multiple domestic incidents. 

On arrival at the address the brother answered the door and immediately I could hear a female inside of the address screaming and shouting. 

A colleague and I have entered the address with permission from the brother and made our way to the kitchen as this was where I could hear the female voice coming from. The female was clearly in distress and upon sighting us she became even more aggressive. There was a communication issue initially as the female was in so much distress that she was incoherent and could not retain any information or directions I was providing. For the safety of everyone the female was placed in handcuffs. This enabled me and my colleague time to deescalate the situation and calm the female so she could understand what was happening and why it was happening. 

Once the female has started to engage with officers, I was able to speak with the brother to gather information about the incident leading him to call the police. 

The male explained he has come home to the address and entered the living room as he has sat on the sofa the female has entered the living room very irate holding a knife and mug in her hands.  
She has then thrown the mug towards to male making contact with the male’s face and has then gone on to tell the male to leave the house or she will stab him. Once the female knew the police had been called, she went into the kitchen and disposed of the knife out of the back door.

The knife was located and seized for evidence under Section 19 Police and Criminal Evidence Act 1984. 

We have then proceeded to arrest the female for Common Assault. Section 39 criminal Justice Act 1988 and Threats to kill Section 16 Offences Against the Person act 1861. 

Whilst the female was escorted to custody by other officers it allowed me time to sit with the victim, gather detailed information and provide safeguarding advice. Part of this process is completing a Domestic Abuse, Stalking and Honour based Violence Risk Assessment. This assessment allows me to gather historical and current information to form a grading of the risk of this relationship and the risk to the victim. 

Domestic violence is one of the most common incidents dealt with in policing and one of the most complex incidents police will deal with. 

A lot must be considered when arriving at the scene of a domestic initially who’s at the property, who is injured, what are the injuries. After the initial risk is managed and injuries are dealt with comes the safeguarding aspect which involves completing several risk assessments to establish the level of risk. Safeguarding is our main priority and not just in a domestic incident however domestics are much more complex due to the proximity and relationship between both parties.

When dealing with Domestics there is no legal definition just based on domestic violence as this can be covered by a multitude of other criminal legislation for example Section 39 Common Assault but, the home office has defined domestic violence as “any incident or pattern of incidents of controlling, coercive, threatening behaviour, violence or abuse between those aged 16 or over who are, or have been, intimate partners or family members regardless of gender or sexuality. The abuse can encompass, but is not limited to psychological, physical, sexual, financial and emotional abuse” (The Home Office, 2013). It is important that in my example provided the relationship was siblings which is often overlooked when considering domestic incidents as it is more commonly thought of as a relationship. 
 
During this incident I have used a 5-step structured process taught to officers called the National Decision model as shown in the figure below. The NDM is a vital tool when trying to mitigate any threat/risks or harm to officer or a member of the public. People always assume risk means violence in relation to the police service, but it is a much wider than that.
 

The National Decision-Making Model (NDM) is five step structured process to which officers utilise when making any operational decision.  Central to the NDM and underpinning all decisions made is the Code of Ethics. The NDM is very adaptable and can be used in spontaneous incidents or planned operations. In a fast-paced incident the main priority for the decision maker (Commanding Officer) is to keep at the forefront of their mind the principles and standards within the Code of Ethics.

The Code of Ethics (Rogers and Smith, 2021) was produced by the College of Policing in 2014 in its role as the professional body for policing. It sets and defines the exemplary standards of behaviour for everyone with in policing. It is intended to encourage personal responsibly and professional judgment. The Code of Ethics maintains the values and standards of the police force whilst also setting the standards for the expected behaviour of police officers. The Code of Ethics contains 10 standards of professional behaviour including, 
•	Honesty and Integrity
•	Authority, respect, and courtesy
•	Equality and diversity
•	Use of force
•	Orders and instructions
•	Duties and responsibilities
•	Confidentiality
•	Fitness for work
•	Conduct 
•	Challenging and reporting improper behaviour 

The first element of the NDM is to Gather information and intelligence. In my example I received information in relation to the address and the persons involved including that there had been previous domestic incidents at the address, 

The next step is, assess threat and risk and develop a working strategy. This can be done prior to arrival or when at a scene before entering a situation. It is about taking the information gathered and deciding what you next steps should be. I was able to reflect on the information I had received and due to the nature of the call I knew that my first decision was to gain entry into the address. This would enable me to determine whether everyone was safe inside the address.  

The next step is considered powers and policies are applicable to the situation. Depending on whether a crime has taken place will then help to consider what options are available. I am aware of Gwent Domestic abuse policy and the support which is available. I could have used my powers under PACE to enter the address but in this example I didn’t need to as the victim was able to come to the door and provide consent to us entering.  

The next step is to identify options and contingencies. So, once the possible options have been identified and reviewed, there may be options which can be discounted. Contingency plans also need to be created if things go wrong. Once we had gathered all the information available at the scene, I had to decide on what the next step was going to be. There were three options available.

1.	Leave both parties there

2.	Remove the offender (the female in this case) to another address

3.	Arrest the offender for the offences disclosed. 

I had to weigh up the risk to the offender and the victim in each of the options and decide which one would provide the most appropriate safeguarding.  
The last step to the National decision model is to act and review what happened. This is the most crucial step. During this step, this is when individual and organisational learning takes place, what worked well and what requires improvement. 

I made the decision that the offender was to be arrested for the offences disclosed by the victim. I felt that this decision was required to not only safeguard the victim but also the offender. Due to the seriousness of the allegation and the fact that a knife had been involved I was comfortable that this was the right decision to make. 
After this final step, the cycle can be completed again if the situation has not concluded. The cycle can be completed as many times as required with the Code of Ethics always being at the centre of any decision made. 
  
I will now use Gibbs model of relation to reflect on my decision making during this incident (Gibbs, 1988). 

During this incident I believe my decision-making skills and my ability to think clearly around the NDM was paramount in making clear justifiable decisions. As a result of my decision to arrest the offender a successful prosecution was made against her. The victim was safeguarded by police and partner agencies. This support allowed the victim to move out of the address and into his own place. He has been provided with therapy through our victim support services. The offender was issued with a restraining order at court. So not only has the offender been dealt with but the victim has been safeguarded for the future and not just for the here and now. The victim's life has changed so much since that initial call through all the support he has received. 

It is also important to consider the offender as she had significant mental health issues. She has been provided with a support worker and has been provided with support with getting her own home moving forward. 
It is not just about seeking justice for the victims, but it is about supporting both parties so that the situation does not repeat itself. 
I think, on reflection, that it was the right decision to make at the time of the incident. However, as this was not the first domestic call involving these parties, there was more we could have done earlier to prevent this escalation.
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Task 3

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

	
Evaluate theories of team dynamics as a means of developing team cohesion (reasons why some teams cannot function, theories and models relating to team dynamics, ways to improve team cohesion).

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

Consider how team dynamics within the police service can result in failing to comply with professional standards requirements (Code of Ethics, policies, procedures, protocols or legislation).


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




ANSWER:

There are many different theories that have been constructed in relation to leadership and building good, effective teams starting with, Forming, storming, norming and performing team developing model.

This model was initially created by Dr Bruce Tuckman back in 1965 and then a decade later added a fifth element being Adjourning. 

This model describes how the team member first come together, welcoming, and polite, then how they descend into conflict whilst establishing their positions. It then moves on to evidence how the boundaries are then established and finally if successful how the team, then reach a position of stability. (Wilson, 2017)

The first stage to the model is, 

1.	Forming

Each member of the team will focus on the leader, only accepting their guidance from the leader whilst maintaining a polite and distant relationship with other team members. At this stage, the leader should be open with information and ready to answer questions that are asked of him. Boundaries, strengths, and weakness’s will be tested including that of the leader. There may be some history regarding the way that people may have been treated in the past, which might result in some people clinging on to their old ways.
 
The second stage the model is,

2.	Storming

Storming is difficult for all as team members are more concerned with the impression, they are making than the work they are meant to be doing, wanting to be respected, battling with feelings of inadequacy, wondering who will support or undermine them, and proving to the leader their value to the team. In this stage there is a danger of factions forming and some members becoming isolated, particularly in today’s era of virtual teams in far places.
 
The third stage to the model is, 

3.	Norming 

When teams reach the norming stage, they say they “home and dry.” However, teams have been known to be in the storming stage for as long as 15 years. If the norming stage can be reached by a team it’s a positive time when big decisions can be made and implemented. More risks can be taken, and failure is seen a positive step in the right direction. Roles and relationships are now established, and people can now concentrate on their individual talents they have brought into the job.
 
The fourth stage to the model is, 

4.	Performing 

The team is now a powerful, successful running team including lots of healthy conflict that does not damage relationships it is just fun and humour. 
“Successes almost seem to create themselves;
the leader and team members have learned
to give their very best then get out of the way”
(Wilson, 2017)

The fifth element was implemented into the model a decade later is Adjourning. The adjourning stage is about bringing closure to a team in relation to projects being completed. If the team have completed the previous four steps to the model, there may be some bonding between members and a sense of loss at abandoning those relationships.

People will also look back at how far they have come and weigh up what their contribution has been. The way this is handled can have a huge impact on new members of staff starting; if an organisation is regularly forming or reforming the teams as people move around the executive circuit a cultural memory will come into being which will influence existing members or the team and any new comers. (Wilson, 2017).
 
Transactional Leadership is another theory widely used in organisations of different backgrounds. Transactional leadership is often compared to transformational leadership. It depends on self-motivated people who all work well if there is structure and direction whereas, transformational leadership motivates and inspires staff.

The definition for transactional leadership is,

“Transactional leadership focuses on results, conforms to the existing structure of an organization and measures success according to that organization’s system of rewards and penalties. Transactional leaders have formal authority and positions of responsibility in an organization. This type of leader is responsible for maintaining routine by managing individual performance and facilitating group performance.
This type of leader sets the criteria for their workers according to previously defined requirements. Performance reviews are the most common way to judge employee performance. Transactional, or managerial, leaders work best with employees who know their jobs and are motivated by the reward-penalty system. The status quo of an organization is maintained through transactional leadership” (Results, 2021).
 
Transactional leadership works by utilising rewards and punishment to improve performance of staff members. The leader will view the working relationship with is staff member as an exchange for example you give me something for something in return. They are rewarded when doing something well but punished if they do something bad with rules, procedures and standards being most important for transaction leadership (How a Transactional Leadership Style Works, 2021).

These are just two of many theories available in relation to team dynamics. One thing all team dynamics have in common is interpersonal conflict. Its something that happens in all organisation and not only the police. Interpersonal conflict is conflict between two or more people within an organisation. It usually involves people making attempt to jeopardise somebody reaching goals, promotions or completing work.

It is unknown full as to why this occurs, but it has been suggested that it usually happens when two or more people have different point of views, difference in values, personality clashes or poor communication (Study, 2021). Regardless of reason interpersonal conflict can cause real issues not only for the individuals involved but for the team members around them causing a big divide and negative behaviours of all.
 
Although any conflict can be resolved with good management support its something that needs to be focused on with in the police force due to the risk of professional standards not being adhered to as a result of the conflict taking place.

The code of professional standards which is also known as The code of ethics is ten principles that police officers and staff are expected to follow whist also setting out the standards that the public should expect from the police (Police Professional | New Code of Professional Standards for police officers, 2021), the ten principles are -
 
◾Responsibility and Accountability Police officers are personally responsible and accountable for their actions or omissions.

◾Honesty and Integrity Police officers are honest, act with integrity and do not compromise or abuse their position.

◾Lawful Orders Police officers obey lawful orders and refrain from carrying out any orders they know, or ought to know, are unlawful. Police officers abide by the law.
◾Use of Force When police officers use force it is only to the extent that is necessary and reasonable to obtain a legitimate objective.

◾Authority, Respect and Courtesy Police officers do not abuse their powers or authority and respect the rights of all individuals. Police officers act with self-control and tolerance, treating members of the public and colleagues with respect and courtesy.

◾Equality Police officers act with fairness and impartiality. They do not discriminate unlawfully on the grounds of sex, race, colour, language, religion or belief, political or other opinion, national or social origin, association with a national minority, disability, age, sexual orientation, property, birth or other status.

◾Confidentiality Police officers treat information with respect and access or disclose it only for a legitimate police purpose.

◾Fitness for Duty Police officers, when on duty or presenting themselves for duty, are fit to carry out their responsibilities.

◾General Conduct Police officers, on duty, act in a professional way. Police officers do not behave in a manner which brings, or is likely to bring, discredit on the police service or that undermines or is likely to undermine public confidence in the police, whether on or off duty. Police officers report any action taken against them for a criminal offence, conditions imposed by a court or the receipt of any penalty notice.

◾Challenging and Reporting Improper Conduct Police officers challenge and when appropriate act or report breaches of this Code and the improper conduct of colleagues.

(Police Professional | New Code of Professional Standards for police officers, 2021).
 
With many professional standards being the heart of policing it is vital that they need to be adhered to for the police and publics benefit. Its then becomes clear to see that conflict between two or more people could make it difficult to follow these standards. For example, honesty and integrity, ensuring honesty and not abusing your position could be difficult with a personal issue and divide between people or persons. If you have a deep disliking to a person leading to multiple breaches of the professional standards leading to disciplinary’s or worse. This will then influence on your team taking you back to the ‘storming’ stage of the model set out by Dr Bruce Tuckman (Wilson, 2017)

By having a good team and lead following one of the theories that have been studied in relation to team dynamics can help with preventing any interpersonal conflict which will also prevent any potential breaches of the professional standards set out for the police force. I think both theories have positive and negative aspects to then however, I like Forming, storming, norming and performing team developing model developed by Dr Bruce Tuckman. The detailed 5 step process of team dynamics details each possible stage a team will go through normalising what may be perceived as negative steps and setting out clear steps to overcome them and move forward. 

As for transactional leadership I feel this could be perceived as a very ‘old fashioned approach’ to leadership. With this theory focusing on punishment and praise. 
Transactional leadership has been used for many, many years and in that time people and organisations have changed looking at both transactional leadership and Dr Bruce Tuckman’s theory I feel forming, storming, norming and performing is more transferable as times change and organisations progress through the years.
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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:

In this piece I will detail how information and intelligence can be utilised to disrupt serious criminal activity. I will be evaluating how effective policing of the roads is to contribute to these types of criminal activity and how police use Automatic Number Plate Recognition (ANPR) as a tool to assist with the investigation into the crimes.

Police forces across the UK continue to develop technology and methods to help deal with new sources of crime. As police develop technology and methods so do the criminals committing the crimes to outsmart the police and continue their criminal activities. 

An example of one of these crimes is Human trafficking. Human trafficking is defined By the CPS (Crown Prosecution Service) as,

"Trafficking in persons shall mean the recruitment, transportation, transfer, harbouring or receipt of persons, by means of the threat or use of force or other forms of coercion, of abduction, of fraud, of deception, of abuse of power or of a position of vulnerability or of the giving or receiving of payments or benefits to achieve the consent of a person having control of another person, for the purpose of exploitation. Exploitation shall include, at a minimum, the exploitation of the prostitution of others or other forms of sexual exploitation, forced labour or services, slavery or practices similar to slavery, servitude or removal of organs." (Human Trafficking, Smuggling and Slavery | The Crown Prosecution Service, 2021).

Human trafficking is gaining the possession of people by force, threat or deception with a plan to exploit them for their financial gain which can include theft, drug cultivation, forced begging, sex work and many more (Antislavery.org, 2021). If the person does not abide by the requests of the people punishment is very common which is usually severe and physical in some way. It’s an illegal movement of a person into or through a country and can affect anyone of any age, gender or nationality. (Human trafficking, 2021).

When investigating Human trafficking offences, intelligence can be paramount to a successful capture of offenders and effective investigations. Correct gathering, processing, grading and sharing of intelligence can help early identification of crimes and inevitably prevent harm coming to victims. 

To gather, grade and submit intelligence the police use a process called The National Intelligence Model. The National Intelligence Model is a product of the work led by the National Criminal Intelligence Service on behalf of the crime committee.  It has been designed to target three levels of business: local, cross border and serious and organised crime (Netpol, 2021)

Level 1 – Local issues, usually the crimes, criminals affecting a basic command unit or small force area. The crimes will range from low value thefts to murder with handling of volume crime will be a issue at this level. (Netpol, 2021).

Level 2 – Cross border issues, usually the actions of a criminal or other specific problem effecting more than one basic command unit. Problems can affect a group of command units, forces or more than one force. Issues can be resolved by forces with the help from the national crime squad, HM customs and excise and the Nation Criminal Intelligence Services. (Netpol, 2021).

Level 3 – this is for serious and organised crime which is usually operating on a national or international scale, which will require identifying the crime and criminals by proactive means and response mainly through targeting operations by dedicated units and a preventative response on a national basis. (Netpol, 2021)

When gather information and intelligence there is a grading process, we work through to assist us in grading the intelligence which is known as the, 3x5x2 model. The 3x5x2 model gives guidance to officers when grading and submitting intelligence and it’s a 3 step process. (Nafn, 2021).

The first step is the source, are they 1. Reliable, 2. Untested or 3. Not reliable. 

The second step is the intelligence, is the information A. known directly, B. Known indirectly but corroborated, C. Known indirectly, D. Not known and E. Suspected to be false. 

The third and final step to the model is handling, is the information suitable for P. lawful sharing permitted or C. Lawful sharing permitted with conditions. 

By using the National intelligence model, grading with 3x5x2 model (Nafn,2021) and correct submitting of information the information and intelligence can be used to prevent, stop and bring offender s of crimes like human trafficking to justice as well as using it to safeguard any victims or potential victims from harm.

Crimes such as Human trafficking utilise intelligence but also rely of ANPR. ANPR is used mainly for the purpose of road policing as the tool allows to identify number plates on moving cars whilst flagging up any markers, and intelligence related to that vehicle. 
The way it works is when a car passes an ANPR camera it picks up the registration instantly passing relatable information to officers. ANPR cameras are also accessible to members of control rooms and other crime management teams. 

In a case of human trafficking you could utilise ANPR in real time to track a moving vehicle that is of interest or part of a planned intervention but it can also be used to track historic movement of a vehicle helping build a picture as to where and when the vehicle has been. 

Using both information and intelligence alongside ANPR can help build a strong case and interrupt the process of many crimes not human trafficking an example of this could be as follows.

Over a period of 3 months multiple sources submitted intelligence regarding an organised crime group trafficking young females for the purpose of sex work. The intelligence has been graded via the 3x5x2 models and in accordance with the National Intelligence Model.

The intelligence shows that an organised crime group based in Birmingham are grooming young females, trafficking them into the Newport area then forcing the females into prostitution.
[bookmark: _Hlk84732537]An investigation is launched, and the police begin to gather evidence. They utilise ANPR. They track the vehicle used and build up a pattern of trips between Birmingham and Newport, showing this vehicle does the same trip every two weeks. Intelligence suggests this the trip where new females are brought to Newport believing they will be working in a hotel as waitress’s and cleaners.
With evidence gathered a plan is put in place to enter associated properties via warrant whilst intercepting the vehicle at the same time.
By doing both actions at the same time decreases the chance of any potential evidence being lost giving police the best option to investigate and gain a conviction as a result.

Once these steps are taken and both victims and suspects and detained and safe in police custody safeguarding of the victims or potential victims become priority. 
Intelligence already gathered will help with this but also the new information gathered will help with future intelligence and finding out the exact altitude of the crimes and identify further persons, premises, business’s and vehicles that could be involved.

In investigation like the example above both intelligence and ANPR can be used to plan actions that will be taken for a planned warrant but also then used in real time. In the example above a vehicle was being used to move girls between Birmingham and Newport based on the intelligence gathered it is presumed police would know the route that will be taken but to ensure the successful capture, ANPR would be used in real time to monitor the movement of the vehicle preparing police units that are waiting to intercept the vehicle.

There are benefits and negatives to ANPR for example a positive is, ANPR largely acts as a deterrent. The knowledge that their number plate is being recorded and checked is usually enough to stop criminal behaviour in advance. ANPR is also useful for the police, who can browse the data collected and check for suspicious vehicles, or vehicles that were involved in a crime. Thanks to the need to store the data for a short while, ANPR data can provide both alibis and incriminating data. ANPR also provides security on a lower level, such as open workplace parking where it can manage permit parking for staff vehicles or recognise a vehicle that has previously been banned from your premises. ANPR offers an extra measure of security for both public and private use (The benefits of Automatic Number Plate Recognition (ANPR) systems | Total Parking Solutions, 2021).

An example of a negative is that of people worrying its impacting on their privacy, Using ANPR cameras raises privacy concerns for many people, who dislike the idea of their data being stored for months. There is the concern that storing information could lead to data leaks and theft, or misuse of their personal information. People also always dislike the idea of their whereabouts being known. However, ANPR is not considered an infringement on an individual’s privacy, and the data is always stored securely and should only be accessed for good reason by a senior official (The benefits of Automatic Number Plate Recognition (ANPR) systems | Total Parking Solutions, 2021).

With the huge network of roads within the UK alone it is vital to have tool like the ANPR system and a vital part of policing the roads despite positives and negatives. It’s a tool that can assist with evidence but also help policing nationally. ANPR can increase the chances of a criminal being caught and victims being saved and safeguarded from harm. 
This is just one example of organised crime or serious crimes that can utilise ANPR and information and intelligence.

Word count 1592
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
1. Case files
 
 
 
2. Traffic legislation 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
7



5
	High 
8-10 
	Low 
1-4





3 
	Med 
5-7 
6
	High 
8-10 
	 Due the level of work case files need sometimes I struggle with this due to my dyslexia. I have researched extra support and gathered a lot of reading material.
I will continue to study the material in order to better my skills whilst constructing case files. This is currently working for me but I am aware of extra training courses available to be if ever needed.

I have always struggled getting to grips with traffic legislation as its very complexed and as a response officer we do not do a lot of it which contributes to loosing traffic skills. 
I have recently completed a ASU presentation which really helped. Mt Seargent also has a lot of experience as he was an ASU officer for many years.
He is very supportive and open to questions helping develop my knowledge and skills.

	SKILLS 
 

Tier two interviewing 

Honour Based Violence training 

 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 




5
	High 
8-10

8
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

6


8
	 I have recently completed my tier two interview training. This really expanded my knowledge and helped develop my interviewing skills. I am happy with my interviewing and finding experience is making me even better.
I will continue to conduct interviews in order to expand my knowledge and skills.

I have completed HBV training and become a HBV trained officer.
This was good experience and developed my skills a lot in this area. 
Again the more I do the more my skills are growing and I am happy with this.

	EXPERIENCE 

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

8
	Low 
1-4 
	Med 
5-7 

7
	High 
8-10 
	 The experience I have had in response policing has continually developed my skills and continues to. I will continue to ask questions and attend varied calls to devleop in all areas of response policing. I am happy with where I am in the job and how I am continuing to progress.
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