
[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: Carla WOODRUFF

Learner’s University Registration Number:
1921044






FACULTY OF BUSINESS AND MANAGEMENT
PUBLIC SERVICE PROGRAMME

Module title: Professional Police Practice 2 (PCDA) BMPP5000D


Workbook Guidance

Please read these notes carefully; they provide essential information.

What is the workbook for?

The purpose of this workbook is to enable learners to demonstrate and provide evidence of how they meet the learning outcomes set by the College of Policing, for the BSc programme. Essentially, you are being asked to outline your experiential learning based upon your theoretical understanding in a range of operational situations.

· Wellbeing and Resilience
· Decision-making and Discretion
· Vulnerability and Risk
· Public Protection
· Maintaining Professional Standards
· Leadership and Team-working
· Policing the roads
· Information and intelligence 
· Conducting Investigations

You may wish to use the same incidents as you’ve outlined in the Occupational Competence Portfolio. 

How should the workbook be presented?

Blank electronic copies can be found on Moodle of this workbook. You must submit this document electronically therefore it is important that you save your work regularly and upload the final typed version through Turnitin on Moodle. 

Word count policy can be found in chapter 7 of the Academic Quality under section 7.7 (this applies to presenting work above and under the specified word count).  
(https://www.uwtsd.ac.uk/media/uwtsd-website/content-assets/documents/academic-office/aqh-chapters/chapters---en/Chapter_07_Assessment_Taught_Programmes_Pages_72-79-UPDATED-05-11-2019.pdf) 

Reflective practice is a core aspect for your workbooks and although there is a variety of useful resources on Moodle, there is one particular book, that is specifically based on reflective practice in policing, here is a link to one chapter from Selina Copley’s Reflective Practice for Policing Students: 
https://moodle.uwtsd.ac.uk/pluginfile.php/298870/mod_resource/content/1/Reflective%20Practice%20for%20Policing%20Students%20-%20Selina%20Copley%20Chapter5.pdf

How is the workbook assessed?

Advice and support about the completion of this workbook will be provided by university staff as part of your initial training day.  Your tutor constable and in-force training staff will not be involved in assessing or marking your workbook after it has been submitted. 

Dates of workbook submission will be made available during the initial training day and posted on Moodle.

Once submitted your workbook will be assessed and marked independently.


Confidentiality

It is important that no individual can be identified either directly or indirectly from the information in the workbook. Therefore, you must:

· adhere to guidance in the Student Handbook about unfair practice and plagiarism.
· not identify individuals including witnesses, victims or offenders by name.
· not write information that enables any individual to be identified indirectly through the description you provide. This includes references to names, colleagues, places (including hospitals, schools, town, villages, streets) specific incidents which were high profile and could be identified due to past publicity, other professionals or any other personal information including medical or other conditions.
· take personal responsibility for adhering to confidentiality rules. 
· not include any dates of any incidents or anything that specifically identifies an actual incident.

NOTE

Your workbook will be submitted electronically via Turnitin on Moodle. Guidance on this is in the Student Handbook. 

Remember that the workbook is YOUR responsibility you must not rely on the assessor or anyone else to pick up any confidentiality breaches as this is your work and you must accept full responsibility for confidentiality. Meeting all the confidentiality requirements is very important. 


Dyslexia and other special circumstances

If you have any condition that you feel may affect your ability to deal with any part of the programme, please see the Student Handbook for further guidance. The University has a Student Services Unit that may be able to help but it is the learner’s individual responsibility to contact them. 




Guidance: 

· Your workbook must contain the items specified in the table below (clearly identified and in the order given);
· You should use this particular document to insert your text / answer within each section of this workbook;
· You should upload your completed document as a saved pdf file of this workbook; if this is not possible then a Worddoc file is acceptable. Do not send a scanned file from a photocopier, an apple.dot file or a Microsoft publisher file as Turnitin will not be able to assess them, despite you being able to upload them.

Contents 

	Workbook 
	Area of Professional Practice 

	Word count

	Task 1 
	Wellbeing and Resilience

	1250

	Task 2
	Decision-making and Discretion
Vulnerability and Risk
Public Protection
	1750

	Task 3 
	Maintaining Professional Standards
Leadership and Team-working

	1750

	Task 4 
	Policing the roads
Information and intelligence 
Conducting investigations
	1750

	Task 5
	Individual Learning Plan
	1500 equivalent


	
	Total
	8000

	
	Bibliography
	





Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

	Having achieved Independent Patrol Status, reflect on the impact of organisation culture within policing on your wellbeing and resilience (organisation change, retaining personal values in a wider organisational culture). 

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


1250 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

In this essay I will refer to the “Gibbs Model of Reflection” (1988) to reflect on how organisational culture has impacted on my wellbeing and resilience as an operational officer and how conforming to organisational culture can pose a risk. I will also discuss how I maintain my wellbeing and resilience in post through coping strategies. There are six stages of the Gibbs Model;
· Description, of the experience
· Feelings, regarding the experience
· Evaluation, of the experience both positives and negatives
· Analysis, of the situation to gain a full picture
· Conclusion, to understand and express what has been learned about the experience and any identification of areas to address
· Action Plan, suited to meet the needs of the addressed areas of improvement
(University of Edingburgh, 2020). 

Achieving Independent Patrol Status (IPS) came with a realm of feelings, I was deposited onto shift with several police officers, all of which held different levels of experience. Whilst attending incidents, I began to experience backlash from the public who had a hatred for police which I had minimal experience dealing with as I spent my initial training period being able to choose which incidents to respond to, essentially being sheltered from wider policing to some degree. This had a direct impact on my wellbeing. 

“Culture” is a phrase that is commonly used within the workplace and not always understood (Wilcoxson and Millett, 2000). “Organisational culture” is defined as the correct way to behave within the organisation, the culture relies on shared ethics and values which are put in place by leaders of the organisation and then spread amongst their employees, which helps to model employees’ behaviours, vision and understanding (Society for Human Resource Management, 2021). Peters and Waterman (1982) describe organisational culture as a fundamental factor within the workplace and draws attention to the correlation between said culture and the effects on an organisation. These cultures can bring beneficiaries to organisations and their employees, when workplace culture marries up between the both, employees are more likely to feel informed, valued and supported as part of the team dynamic, which ultimately leads to organisational growth and employee satisfaction (Wong, 2020). Whilst organisational culture can promote beneficiaries, Abuzarqa, (2019) argues that organisational culture can produce risks. 

Organisational culture within policing has been widely studied and varies considerably from that of other organisations due to the nature of law enforcement and decision-making duties placed upon police officers (Grieve, Harfield & MacVean, pp., 116, 2021). Policing culture is recognised as a collection of thoughts and behaviours shared amongst police employees which ultimately forms an unconscious view of the policing organisation and its cultures (Grieve, Harfield & MacVean, pp., 116, 2021). Where culture affects decision making, it extends further than the behavioural aspect, the culture branch reaches out to all operational aspects including the management of risk (Abuzarqa, 2019). Conforming to such culture can lead to a lack of communication, inconsistency and account for grave errors which could drive employees to a low work ethic, less enthusiasm and competence and could negatively impact public perception of police (McMahon, 2014). Therefore, it is important that leaders within policing are aware of organisational culture in order to boost performance within police forces and manage public perception and risk, with officers also made accountable for the role they play within the culture. Prenzler (1997) states that a stereotypical image of police has been derived from a popularised idea of “police culture” whereby officers behaviours amount to police brutality, corruption and bias. Recent events such as the unlawful death of a black male named George Floyd which has been publicised around the globe has only contributed to the negative view of police culture and behaviour upon the public with an “us versus them” mentality (McCartney & Parent, pp.,141, 2015). 

The perceived image of police by the public poses a risk upon officers which I have experienced in my time under IPS. For example, I responded to an incident of public order and the subject became violent, due to their behaviour I decided to use my PAVA spray, this was witnessed by members of the public who started to shout at us. The subject became physical and with the public shouting abuse further units were needed to disperse the crowd.  made me fear for my personal safety.
 
This leads me to the “Analysis” stage of the Gibbs Model, reflecting upon this experience, It could be argued that the subject and the public took the view that police were too heavy handed by using PAVA, ultimately, there was a risk factor to police whereby I feared for my personal safety and impacting on my well-being. It comes as no surprise that recent studies have found that a large quantity of police officers (84%) fear for their personal safety whilst exercising their duties, amounting to officers struggling to manage their well-being (Morin, Parker, Stepler & Mercer, 2017). 

Wellbeing is about “feeling good and functioning well” (Department of Health, 2021). Police officers are now caught in a cycle of working long hours to manage increasing demand due to fewer resources, managing the public’s needs and expectations and managing higher workloads, all whilst trying to maintain their personal safety along with a healthy lifestyle and a sense of well-being, with the well-being of officers often being compromised (Police Federation, 2021). I can relate to this through the public order incident. This was the first time I experienced hatred towards the police from the public as an officer. I was expected to continue to answer calls afterwards due to the scale of demand on an already stretched service (Police Federation, 2020), this impacted me mentally as I did not have time to process what had happened and was unable to sleep thinking about it. Whilst this incident impacted my wellbeing, I feel it has made me more resilient as an officer. Janssens, Van Der Velden, Taris & Van Veldhoven et al, (2013) state that in order to build resilience, coping with trauma to build wellbeing must firstly be addressed. In recognising that my well-being was being compromised, I attempted to improve it and discovered the “PERMA model of well-being” (Seligman, 2012). Research has shown direct attributes associated between the PERMA model and maintaining well-being, hence building resilience (Kern, Waters, Alder, & White, 2014). 

The model is built on five components, with each component working in sync which provides the gateway to achieving well-being. The components of the PERMA model consist of;
·  Positive Emotions, which I harnessed, developed and used to understand how to cope with negative feelings associated with trauma and maintain my well-being 
· Engagement, I didn’t initially talk out my concerns which put me under pressure.
· Relationships, talking with colleagues after I built the courage to help my well-being 
· Meaning, in context of the model, refers to seeking a sense of meaning and appreciated value and self-worth, which I felt in the company of colleagues whilst relating to them and their experiences through my own 
· Accomplishments/Achievements, for the purpose of this model is to a work hard and reap the rewards, in context of the public order incident, I acted with fairly and with integrity by detaining the violent subject I kept the wider public safe from harm and protected myself and colleagues from risk. (Madeson, Positive Psychology, 2015)

In conclusion, I was able to identify that my wellbeing was suffering due to the incident I attended. I acted and improved my wellbeing by using the PERMA model against my own experiencing which allowed me to understand my feelings. If faced with a similar incident in the future, I would call for more units sooner to diffuse community tension. 

To summarise, I have referenced an incident relating to organisational culture that I have experienced as an officer and discussed the hold it had on me, I’ve explained how I combatted my poor state of wellbeing which stemmed from this incident and reflected upon my experiences using the Gibbs Model. Finally, I have outlined how I made use of the PERMA model to improve my wellbeing and build my resilience whilst conducting my policing duties. (1357 Words)
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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:

For the purpose of this essay I will reflect on a domestic incident that I attended, whereby I took the lead and was responsible for making decisions and taking action and what consequences this held. I will explain how I used the National Decision-making Model (NDM) and its relevance within the incident, also outlining how I recorded details of the incident and why this holds importance within frontline policing.

I attended an abandoned 999 call made to police by a female caller who was requesting “police” before the line cut off. The Force Control Room (FCR) tried to call the female back, when successful a disturbance could be heard in the background, a male could be heard shouting and a female voice could be heard screaming, at this point the line cut off. The FCR ran background checks on the mobile number and details were traced to a property which had a critical marker placed upon it and an extensive background of domestic violence incidents linked to it. Using this information, the FCR identified that two occupants were linked to that address, a female known to police as a victim of repeat domestic violence from a male who was also linked at the address. The FCR feared that there may be an ongoing domestic at the property and allocated the call for an emergency response. 
Upon arrival I noticed that there were lights on inside the property and the front door was open, I heard a female screaming in the property. I could not identify whether the individuals in the address were safe so on that basis I decided to enter the property under “Section 17 of the Police And Criminal Evidence Act (PACE) 1984” which gives a power of entry to a constable without warrant to “save life and limb” (Legislation UK, 2021). Upon entry, I saw a male and female in the living room, the male was shouting and stood over the female who was crying sat on the sofa he was also holding a can of alcohol. I detained the male with handcuffs and removed him from the female by sitting him in the back of the police car. I conducted a Police National Computer (PNC) check on the male and female and the results outlined that the male was subject to licence conditions, not to contact the female and not to attend the address, this was completed on my phone and I recorded this on my pocket notebook for continuity. Licence conditions are “a set of rules prisoners must follow if they are released from prison but still have part of their sentence to serve in the community” (Parole Board, 2018). It was apparent that the male was in breach of his licence conditions as he was located at the address with the female. I arrested the male and asked my colleague to search and stay with him whilst I went and spoke to the female in the property. Under Section 35 of The Domestic Violence, Crime and Victim’s Act 2004, the victim had a statutory right to be informed of the offender’s licence conditions (Legislation UK, 2021), the female disclosed that she was aware of the male being subject to licence conditions. The female also said that the male had turned up drunk to her address and forced his way in by damaging the front door and assaulted her. I further arrested the male for one count of criminal damage under provisions of Section 1 (1) of The Criminal Damage Act 1971, as the male had “recklessly caused damage” to the front door of the females’ property (Legislation UK, 2021) and one count of “Section 39 Assault” under provisions of Section 39 of The Criminal Justice Act 1988 as the male “unlawfully beat another” (Legislation UK, 2021). I took photographs of the damage and a statement from the female on scene as evidence to assist with the investigation and to display to the parole board that the male had breached his licence conditions. The male was ultimately recalled back to prison.

To assist my decision making throughout the incident I referred to the “National Decision-making Model” (NDM) (Bryant & Bryant, 2020). The NDM is suitable for all decisions made within policing (College of Policing, 2013), particularly ethical decision making, which within policing is illuminated from the NDM (Bryant & Bryant, pp.,79-80, 2020), unsurprisingly at the centre of the NDM is the policing “Code of Ethics” (College of Policing, 2021). The Code of Ethics has often been referred to as the “heart of decision making within policing” and is the ideology that police decisions need to be consistent with a set of standards of behaviour outlined within the code (College of Policing, 2021). The code outlines nine principles; “Accountability, Fairness, Honesty, Integrity, Leadership, Objectivity, Openness, Respect and Selflessness”, all of which contribute to the overall expectation of professionalism and standards required of the police (College of Policing, 2021). Whilst attending the scene I could hear the female screaming, I acted in line with the NDM and Code of Ethics, I entered the property and was accountable for my actions in justifying why this was a proportionate, lawful approach and I acted selflessly to protect the victim by removing the male from the scene, furthermore, I also signposted the female to support through Women’s Aid services which I believed displayed respect and integrity towards her and the trauma she had been subjected to. Whilst in custody with the detained male, he disclosed that he had an alcohol addiction, I explained to the male that Gwent Police work in unity with the Gwent Drug and Alcohol Service (GDAS) who can provide support to people who are suffering with an addiction and relayed this information back to the custody sergeant who was able to provide appropriate care for the male whilst he was in custody and signpost the male in the direction of the service, in doing so I treated the offender with objectivity under the Code of Ethics.

The next step of the NDM is “Gathering Information and Intelligence” (Bryant & Bryant, 2020). This area of the model focuses on how decisions are made at incidents and ascertains initial information and intelligence. (College of Policing, 2021). This is crucial as policing relies on this to build up a picture of the situation in hand to prioritise action and ensure that the safety of all involved (College of Policing, 2021). Referring to the incident I attended, I didn’t fully explore the information and intelligence available to me at the time. I was aware of previous calls to the address and its occupants through communication with the FCR, however, I did not utilise the FCR by failing to ask if the occupants of the address had any warning markers, with assaults on police on the rise (National Statistics Office, 2021) this lack of communication could have put my colleagues and I at risk. Upon attendance, If presented with a similar situation again, I would ask the FCR to complete the PNC checks to save time and equip me with knowledge prior to attendance. 

The next step of the NDM is to “Assess threat and risk and develop a working strategy” (Bryant & Bryant, 2020). When assessing threat and risk under the NDM police use a “THRIVE” policy in order to shape the police response and remain consistent with decision making, the “THRIVE” approach refers to how “Threat, Harm, Risk, Investigation, Vulnerability and Engagement” is managed by police at and post incident (West Midlands Police, 2021). I believe I incorporated a “THRIVE” approach at the incident through wearing full personal protective equipment before entering the property to protect against transmission of the Covid-19 infection (Royal College of Nursing, 2021) and detaining the male who was an active threat. However, I could have enhanced this by identifying whether the people at the address had any warning markers. In terms of the investigation aspect of this model, I ascertained that the male was subject to licence conditions and had also been named as the offender by the victim for a further two crimes, which ultimately led to his arrest and return to prison. The victim was able to engage, albeit she was visibly upset, her engagement allowed me to identify her vulnerabilities and put support in place through Women’s Aid.

The next step of the NDM is to “Consider Powers and Policy” (Bryant & Bryant, 2020). I feel I executed this area of the NDM well whilst managing the domestic incident. I entered the property under Section 17 PACE 1984, I arrested the male for breach of licence conditions and further arrested for Criminal Damage and Assault using “Section 24 PACE 1984” and “PACE Code G 2012” for necessity criteria to “Prevent harm” and “Prompt and effective investigation” (Home Office, 2013). Once arrested, I asked my colleague to search the male under the search power available to officers through Section 32 PACE 1984 (Legislation UK, 2021). I also completed a Domestic Abuse, Stalking and Harassment (DASH) checklist with the female. A DASH is a risk assessment model consisting of a series of questions used to identify threats and keep victims safe (Richards, 2009).

The next step of the NDM is to “Identify Options and Contingencies” which refers to considering how to deal with a situation with minimal risk (Bryant & Bryant, 2020). I took the option to detain the male with handcuffs and remove him from the victim, due to the dynamic nature of the incident I had planned to use PAVA spray if the male resisted arrest to manage the situation. 

The final step of the NDM is to “Take action and review what happened” (Bryant & Bryant, 2020). Referencing the discussed incident, I acted by detaining the male and removing any immediate threat. I took positive action and utilised the “Golden Hour Principles” which are a set of principles that when adhered to enhances the opportunity of obtaining evidence which is admissible in court (College of Policing, 2021). I did this by taking a statement from the victim and obtaining photographs from the scene. However, upon reflection, if placed in a similar incident again, I would explore these principles further by completing house to house and CCTV enquiries which I failed to do at this incident. 

Upon reflection, I believe I acted appropriately and ethically by protecting the victim upon initial police response and reassuring the victim through additional support post police attendance. I also addressed the disclosed alcohol addiction from the male and guided him towards support for this. My decisions assisted in the setup of a Multi-Agency Risk Assessment Conference (MARAC) with information being shared amongst partner agencies in relation to the domestic incident due to the high risk involved to appropriately safety plan the victim through a joint action plan.

To conclude, in this essay I have discussed a domestic violence incident I attended, what decisions I made and why referring to the NDM, legislation and policing powers available to me. I have analysed my decisions and discussed what I thought I did well and areas for future improvement. I have discussed how I recorded the incident through PNC checks and a DASH form and signposting the involved parties to support services. (1874 words)











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:

In this essay I will assess what the term “Team Cohesion” means and what role this plays amongst colleagues within a team. I will also be reviewing the role of inter-personal conflict within a team and evaluate how different theories of team dynamics are underpinned and how these theories impact a team, also how a team dynamic can potentially result in the failure of upholding professional standards within policing. 

The term “team cohesion” refers to processes conducted by a team who are united by the same work ethic to achieve objectives set by their organisation and pursuit organisational goals as a team no matter what the circumstance may be (Murray, Oxford Dictionary, 2021). Salas, Vessey and Estrada (2015) describe team cohesion as “the shared bond and attraction that drives members to stay together and want to work together”. Salas, Vessey and Estrada (pp,. 365, 2015) also go on to state that team cohesion contributes to organisational efficiency and when a group of colleagues can work in unity as a team, organisational effectiveness blossoms. The College of Policing Competency and Values framework outlines the expectations of officers to work efficiently as a team member contributing to a fully functioning team. At the heart of the College of Policing’s Competencies and Values framework is collaborative working, which incorporates the thesis of teamwork within an organisation, therefore it can be argued that teamwork is at the heart of policing. To strengthen this argument, I draw directly from the College of Policing who outline that, “It is critical for us to build and retain our partner’s trust and confidence in us and a key part of achieving this is through the way we work with others”(College of Policing, 2020).
Team cohesion has been widely studied in literature and has been described as a multi-dimensional process, psychologist Bruce Tuckman (1965) developed a model of “group development” which is segregated into the following five separate aspects; “Forming”, “Storming”, “Norming” “Performing” and “Adjourning” which fundamentality concentrates on the different stages that co-workers go through in order to work to their full potential (Mind Tools, 2021), and also assesses the importance of knowledge held by a team and how this can contribute to cohesion being built within a team, which ultimately impacts an organisation (Towler, 2019). In order to understand how cohesion can impact an organisation, the multi-dimensional process must firstly be understood (Mind Tools, 2021). 

According to Tuckman (1965), when new teams are built, individuals within the team may not be sure of their identity within the team and be unsure on how to work together due to feelings of anxiety and may look to the organisation’s leaders for guidance. Individuals may feel as though they don’t fit in and it will take some time for the individuals to bond and understand the different work ethics, this is referred to as the “Forming” stage of Tuckman’s model (Mind Tools, 2021)

The “Storming” stage can be referred to as the pushing boundaries stage. It is at this point that conflict or tension can present itself between co-workers as personalities begin to erupt between these individuals. Differences in work styles also arise which could cause friction. This stage can also come coupled with conflict between employees and management and unclear expectations between employers and employees, which if left unaddressed could lead to confrontation (Mind Tools, 2021). 

The next stage of Tuckman’s model is known as the “Norming” stage, this stage references the team beginning to recognise and address their issues and starting to work in unity through respect for each other and their leaders, which ultimately paves the way for good progress (Mind Tools, 2021).

The fourth stage of Tuckman’s model is known as the “Performing” stage, at this stage, the team is functioning and working efficiently, turning over good results and building on their performance within the organisation. Differences amongst team members can be addressed and ironed out at this stage with minimal conflict or consequence (Mind Tools, 2021).

The final stage of Tuckman’s model was an additional to the model in 1970 (Tuckman, 1970) and this stage is referred to as the “Adjourning/Mourning” phase. This stage can be achieved, in most circumstances, naturally. This stage usually arises with changes in the team, such as the team naturally breaking away through individuals leaving or projects being completed, this stage may be difficult for co-workers who have developed professional bonds or do not appreciate change. It is at this stage that issues can begin to arise once again due to the changes in routine (Mind Tools, 2021).

When progressing through these stages’ teams begin to build and develop, drawing support from each other as co-workers and seeking further support from their leaders to achieve their desired goals as a functioning team, this is what helps to make a team cohesive (Deivi, 2014). However, it must be recognised that Tuckman’s model doesn’t always run smoothly and in order, some teams may jump through the stages and even backtrack to previous stages before achieving the full cycle and ultimately reaching organisational objectives (Mind Tools, 2021). Tuckman’s model simply identifies and seeks to assist in building teams and developing individuals work output within said teams, not all teams can function efficiently and effectively. 

I started my initial police training amongst a group of 27 other new recruits amid the coronavirus pandemic, our group of 28 officers were split into four separate groups of 7. My group were required to complete Officer Safety Training (OST) during the first week of training, this was unheard of before coronavirus and was completed early doors due to demand on officers with the virus being rife. This forced the group to work together and allowed the team to gauge their differences in personalities. Differences in personality mean that thought processes don’t always marry up which pave the way for conflict (Fui & Hassan, pp., 39-49, 2015), arguments arose from personality clashes in the group which caused an atmosphere, resulting in the group going through a strained “Storming” phase as outlined within Tuckman’s Model.

The above example suggests that not all teams can work together or are compatible. A management tool that can be used mitigate conflict and provide cohesion amongst teams is the “Thomas-Kilmann Model” (Thomas & Kilmann, 1976), this model classifies inter-personal conflict and aims to recognise the use and effectiveness of five conflict-handling techniques on individuals conflict styles, namely; 

· “Collaborating”, this style balances assertiveness and cooperation to fulfil everyone’s needs.
· “Competing”, this style incorporates assertive and uncooperative individuals who have their own agenda.
· “Avoiding”, this style refers to those who avoid conflict and how to effectively address and sidestepping of issues.
·  “Accommodating”, this style is the opposite of the competing stage, whereby individuals compromise themselves to accommodate others.
·  “Compromising”, this style focuses on obtaining a solution to satisfy all involved whilst still maintaining a degree of assertiveness (Jones, pp., 249-251, 1976).
    

Everyone has a different conflict style so it is important to note that each strategy has its own benefits and knowing where to implement these strategies can assist in building cohesion amongst teams (Benoliel, 2017). Periodically, this approach may need guidance as it involves the assessment of several handling techniques held by individuals. Although, I can see benefits of this model, personally I opt to deal with conflict through the strategy of humour. 

“Humour is context dependant” (Vivona, pp., 1-18, 2014), police officers are often exposed to distressing scenes which could pose a psychological impact, so implementing humour into a group dynamic can alleviate stress (Vivona, pp., 1-18, 2014), this statement is consistent with  Kuhlman’s (1985) research in which humour for certain teams appears to dissolve stress in dynamic incidents. “Coping humour” is a branch of humour that is recognised as “Utilising humour as a method for coping with stressful or demanding situations” (Chen and Martin, 2007). Referring to the previous example, I was personally affected by the personality clash and the conflict that followed, to cope I used humour throughout the challenging “Storming” phase. Hence, I argue that “coping humour” is a suitable strategy that could be implemented in inter-personal conflict to assist in building team cohesion.  However, it must be noted that misuse of humour could breach the policing professional standards. 

Humour and laughter hold an importance in a team dynamic at the workplace holding several benefits and often provides a glimpse of the organisations culture, quite often with standards set out to employees on humour appropriation (Vivona, pp., 1-18, 2014). It is imperative that police personnel are aware of their audience when engaging in humour (Vivona, pp., 1-18, 2014) with recent “Kill the Bill” protests and chronic tensions between the police and a minority of public relations coupled with media coverage of the “Sarah Everard” and “George Floyd” cases respectively, inappropriate use of humour may pave the way for further issues and decrease public confidence in the police further, with officers also potentially placing their professionalism and employment on the line.

This leads me to the policing Code of Ethics embodies the standards of professionalism expected from police personnel. The model incorporates 9 policing principles relating to standards of professional behaviour, for the purpose of this task I will focus on the relevancy of principle 1, “Accountability” and principle 8, “Respect” (College of Policing, 2014). Accountability, for the purpose of the Code of Ethics model refers to police officers being accountable for their actions. Respect is outlined in the Code of Ethics as “treating everyone with respect” (College of Policing, 2014). Quite recently, a Thames Valley police officer breached the standards outlined in the Code of Ethics and also breached the standards of professional behaviour, namely the standard of “Authority, Respect and Courtesy” through gross misconduct by telling a racist joke to his colleagues on police premises (Way, Oxford Mail, 2021), in doing so the officer also committed a crime under Section 18 Public Order Act 1986 (Legislation UK, 2021) through sharing racially insulting comments amongst the team. Such conduct amounted to the officers’ dismissal and made other colleagues shocked and embarrassed. This case has been widely publicised which has resulted in the police receiving backlash from the public, this is a prime example of how humour can negatively reflect on the team dynamic of policing when used inappropriately.

Re-visiting the “Storming” phase of Tuckman’s Model and the issues that arose in the team dynamic within the initial training phase, incidents involved whereby personalities clash could also amount to a breach in the professional standards of policing through engaging in conflict which, arguably could breach Principle 8 of the Code of Ethics through not treating members of the team in the team dynamic respectfully.

This concludes the task, to summarise, I have evaluated the term team cohesion and what the means within an organisation, I have discussed how team cohesion is built and implemented within teams and also how different team dynamics can affect an organisation both on a positive and negative scale, also focussing on the role of inter-personal conflict. I have explored how humour impacts the team dynamic and how humour can influence standards of professionalism within policing.                (1854 words)














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:


For the purpose of this essay firstly I will evaluate how information and Intelligence can be used in the disruption of criminal activity by utilising policing of the road network and the significance of this. I will then outline the role of Automatic Number Plate Recognition (ANPR) and what relevance it holds as a resource used to disrupt criminal activity. 

Palmeieri (pp., 32-33, 2005) describes Information and Intelligence as two separate entities which, when used together appropriately holds high importance within decision making in law enforcement, Innes & Sheptycki (2004) adds substance to this statement by refencing that “information consists of bits of data that, when combined and viewed together with relevant background knowledge, may be used to produce intelligence, which informs the actions and decisions of policing organisations”. Policing organisations refer to a process commonly known as Intelligence Led Policing (ILP) to take the reins in gathering and assessing intelligence to deploy resources in the necessary areas to pinpoint and tackle crime (Fritsvold, 2021), this differs from The “National Intelligence Model” (NIM) which was implemented in policing in 2000, the intention behind the NIM according to the Home Office (2000) being to “provide focus to operational policing and to achieve a disproportionately greater impact from the resources applied to any problem”, to simplify, the NIM is used to process information which then develops said information into intelligence (Keningale, 2020). To briefly review the NIM framework, it consists of five different cycle points which allows for information to be accurately processed into intelligence for policing organisations to action (PoliceICT, 2019). The collection, development and dissemination allows for accurate decision making and tactical command grading, such gradings are based on a scale system through the NIM with scale one referring to low level criminal activity, level two involved several command units and could include border forces and finally, level three refers to the highest command level which incorporates Serious and Organised Crime (SOC) on an international level (Keningale, 2020). The College of Policing support this framework of Information and Intelligence by stating that the three keys areas of the NIM, collection, development and dissemination pave the way to decision making and assists in deciding tactical options to determine where policing duties are required (College of Policing, 2013).

Policing organisations can gather information in several ways, including through public reports whereby members of the public offer up information to police, this can be done anonymously or through crime prevention agencies, alternatively, some individuals may want to provide information without anonymity with the intention to deter crime. Another process to gather information for intelligence submission could be through routine policing duties, an example of this could be through relations with nominals who have met the criteria for a stop search, this process is an excellent way to enhance or update information for intelligence submission. Another police tactic used to collect information could be through surveillance, this is more associated with SOC and coupled with surveillance powers through “Regulation of Investigatory Powers Act (RIPA) 2000” authority this process is another good example on how information can be gathered (Legislation UK, 2021). This information is then submitted, evaluated and released using the National Intelligence Report (NIR) which falls under the NIM umbrella. The NIR framework is graded on a “3x5x2” classification scale, which provides standardisation of the information collected before it is generated into intelligence and disseminated. The “3x5x2” scale acts as a grading system for information that has been gathered and determines the following; 
- “Source” reliability, whether the source is “Reliable”, “Untested” or “Not Reliable”.
- “Intelligence”, whether it is “Known Directly”, “Known indirectly but corroborated”, “Known indirectly”, “Not known” or “Suspected to be false”.
- “Handling”, whether the generated intelligence is suitable for “Lawful sharing permitted” or “Lawful sharing permitted with conditions” (College of Policing, 2021).

It must be addressed that intelligence serves no purpose if left unattended, the next logical step with any newly generated intelligence or in fact pre-existing intelligence alike is the assessment and analysis of the intelligence to determine where police resources are needed and what level of tactical command is required. According to the College of Policing (2021), analysis plays a huge part in investigations into complex and SOC as it identifies patterns in information and can determine inconsistencies which enables police organisations to disrupt criminal activity. If we take for example for the purpose of this task, information and intelligence and its relationship with the SOC “County Lines” movement. 
“The challenges in tackling SOC groups are formidable” (National Audit Office, 2019). Crimestoppers (2021) defines SOC as, “People who have worked together for an extended period of time to plan, coordinate and conduct serious crime, motivated by the potential of financial gain”, including county lines. County lines gangs are becoming increasingly versatile and have shown advances in ways to evade the police including adapting their methods of transport (National Crime Agency, 2017), this coupled with a decline in dedicated traffic officers and improvement needed on information sharing between police and highways agencies could arguably be the catalyst for increased criminal activity throughout the road network (Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS), 2020), with Simpson (2020) claiming that a recent increase in county lines has been trending throughout the COVID-19 pandemic. This is interesting as throughout the COVID-19 pandemic there were intermittent lockdown periods, during these times there was essentially a border control enforcement as non-essential travelling was forbidden, as a result, Roads Policing Units set up temporary road closures and routinely stopped and questioned drivers as to why they were travelling, such activity may form the basis for argument as to whether criminality was disrupted throughout this period. Albeit this was a great opportunity to develop intelligence due to the reduced volume of traffic on the road through Section 163 stops.
 The Home Office (2013) derived a Serious Organised Crime strategy in an attempt to disrupt future criminality through studying patterns of crime and understanding advances in methods used by criminals to evade law enforcement, to tackle the apparent link between county lines and road networks, Roads Policing Units can implement routine traffic stops under “Section 163 Road Traffic Act 1988” which gives legislative power to a constable in uniform to stop any vehicle being driven on the road (Legislation UK, 2021), this is a useful tool to utilise to disrupt criminality on the road network and develop intelligence. Section 163 stop powers coupled with access to information from the Police National Computer (PNC) systems and intelligence through partner police systems, eg, Niche enhances the opportunity to deter criminality on road networks. Speaking from experience, I have been directly involved in Gwent Police’s Roads Policing campaigns, specifically the 2020 “Drink Drive”, “Speeding” and “Winter Health Check” operations, whilst this didn’t wasn’t targeted directly at deterring SOC, it did provide a police presence which can arguably deter opportunity for SOC and criminality on the roads (HMICFRS, 2020).
Another useful tool available to Roads Policing Units is Automatic Number Plate Recognition (ANPR), ANPR assists in tackling SOC on road networks through its advances in technology and is used to detect and disrupt crime. ANPR cameras can be fitted in police vehicles or can be remote, they read vehicle registration plates instantly and cross match the details against a national database, this process is done in real time which is beneficial to police officers as traffic stops can be enforced and criminality can be disrupted, albeit if no offence has taken place, ANPR can be used to build and develop intelligence as it can place vehicles in an area which may assist when attempting to identify patterns between SOC and road networks (National Police Chiefs Council (NPCC), 2020). ANPR makes a record of details obtained through its technology which gets stored on a Back Office Facility (BOF), BOF is a great tool available to officers as it can trace the activity of vehicles through the recorded information derived from ANPR to assist officers in locating vehicles and developing intelligence (NPCC, 2020). ANPR can also be utilised for pro-active policing, the recording of information gathered through ANPR analysis may determine area pockets of interest which assists in steering Roads Policing resources into those areas.
It is obvious that ANPR has several benefits, it acts as a deterrent with criminals understanding that their number plate is being recorded and analysed. ANPR is fast paced and is able to generate results immediately which assists police in removing criminals from road networks, ANPR is widely used by police not only in incidents of SOC, but is also a fantastic piece of technology for live and dynamic incidents, lets take for example, a kidnap scenario, ANPR would be invaluable at tracking, locating and assisting in stopping an offending vehicle due to the fast paced turnaround of information. ANPR assists ILP due to the sheer volume of data it can record and turnaround in such pace.

Roads Policing has evolved in recent years from the primary focus of officers changing from predominantly dealing with road traffic collisions and traffic legislation, to a “wider concept of policing the roads” (HMCIFRS, 2020). It is worth noting however, that whilst Roads Policing units are growing more versatile to deal with new challenges they face through advances in technology, SOC movements and prosecution evasion tactics from criminals, “old fashioned” policing still holds heavy importance within roads policing. Gwent Police still heavily endorse “Fatal Five Road Safety” operations with the most recent being “OP UTAH”, whereby Gwent Police officers were conducting speed and seatbelt checks to clamp down on road safety and minimise risk (Fernquest, 2021), research has shown that 98% of road traffic collisions stem from human error with only 2% of collisions spanning from mechanical failure (Devon and Cornwall Police, 2014). Such operations help to keep road users safe and identify minor traffic offences which when enforced can pave the way to detecting more serious and organised crime (HMCIFRS, 2020). 
Overall, the links between roads policing and information and intelligence are plentiful, it is evident that there is a unanimous link between Roads Policing Units and ILP, with the NIM being a definitive factor when disrupting criminality on our roads. ILP holds great importance and can be enhanced through technology such as ANPR and BOF which assists in disrupting criminality on road networks and with pro-active policing. The NIM framework is essential as it generates information into intelligence for police to address, the continued roll out of operations and campaigns address low level offences which can assist in disrupting criminality on a larger scale and provides reassurance through police presence. To conclude, I have evaluated how information and Intelligence can be used in the disruption of criminal activity by utilising policing of the road network and the significance of this and also outlined the role of Automatic Number Plate Recognition (ANPR) and what relevance it holds as a resource used to disrupt criminal activity. (1820 words)












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. Building and submitting case files including Not Guilty Anticipated Plea (NGAP) and Guilty Anticipated Plea (GAP) files.
 




2. Neighbourhood Policing










3. Legislation




4. Traffic/roads policing
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	High 
8-10 
	 

In order to address my development needs, I will enrol onto a case file workshop to enhance my knowledge on NGAP and GAP case file requirements and liaise with colleagues to understand their experiences with case files in an attempt to enhance and build on my knowledge of them.

Broaden my knowledge on NPT through liaising with NPT officers and enquire about opportunities for attachments.



Keep up to date with legislation changes through NCALT packages.



Complete advanced driving blue light course and enquire for an attachment.

	SKILLS 
 
1. Interviewing skills and Tier 2 Interviewing requirements at suspect interviews under caution


2. Conflict management
 
 
 







3. Achieve Best Evidence (ABE) 
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	High 
8-10
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	Low 
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	High 
8-10 
	Introduce advanced interviewing methods such as “Taken Into Considerations” and “Bad Character Evidence” into interviews.






Be more confident when approaching conflict situations and not be reluctant to use appointments. Utilise OST sessions and Brazilian Ju Jitzu classes available to officers through Gwent Police to build confidence.

Continue to use ABE booklets where appropriate to build experience. Course required to be fully ABE trained, consider exploring this avenue.

	EXPERIENCE 
 
 
1. Domestic Violence and Abuse incidents where a Domestic Violence Protection Notice (DVPN) and Domestic Violence Protection Order (DVPO) is relevant and when to they are be implemented.
 
 
 
2. Alternative disposals







3. Interviewing
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1-4 

   
	Med 
5-7 
	High 
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Conduct further study into what a DVPN/DVPO is, the differences between the both, how and when to issue them and the benefits of issuing them. Liaise with the “Assertive Outreach” team to understand their role.









Utilise different out of court disposal methods, through exploring conditional caution eligibility criteria and other methods using POCLAROC, i.e TOR, FPN.

Implement knowledge gained from Tier 2 interviewing course into future interviews and practice how to smoothly introduce “special warnings”.
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