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Workbook Guidance

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

What is the workbook for?

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

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

You may wish to use the same incidents as you’ve outlined in the Occupational Competence Portfolio. 
 
How should the workbook be presented?
 
Blank electronic copies can be found on Moodle of this workbook. You must submit this document electronically therefore it is important that you save your work regularly and upload the final typed version through Turnitin on Moodle. 
 
Word count policy can be found in chapter 7 of the Academic Quality under section 7.7 (this applies to presenting work above and under the specified word count).  
(https://www.uwtsd.ac.uk/media/uwtsd-website/content-assets/documents/academic-office/aqh-chapters/chapters---en/Chapter_07_Assessment_Taught_Programmes_Pages_72-79-UPDATED-05-11-2019.pdf) 
 
Reflective practice is a core aspect for your workbooks and although there is a variety of useful resources on Moodle, there is one particular book, that is specifically based on reflective practice in policing, here is a link to one chapter from Selina Copley’s Reflective Practice for Policing Students: 
https://moodle.uwtsd.ac.uk/pluginfile.php/298870/mod_resource/content/1/Reflective%20Practice%20for%20Policing%20Students%20-%20Selina%20Copley%20Chapter5.pdf
 
How is the workbook assessed?
 
Advice and support about the completion of this workbook will be provided by university staff as part of your initial training day.  Your tutor constable and in-force training staff will not be involved in assessing or marking your workbook after it has been submitted. 
 
Dates of workbook submission will be made available during the initial training day and posted on Moodle.
 
Once submitted your workbook will be assessed and marked independently.
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It is important that no individual can be identified either directly or indirectly from the information in the workbook. However, you must:

· adhere to guidance in the Candidate Handbook about confidentiality;
· 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 Candidate Handbook. 

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


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 Candidate Handbook for further guidance. The University has a Student Services Unit that may be able to help but it is the learner’s individual responsibility to contact them. 
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· Note that this module has 2 components with each weighted at 50% of the overall 100% marks total.
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Task 1

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

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

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

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

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




ANSWER:

A team can be described as a group of individuals, who ‘come together as a team, in order to achieve a common goal.’ (Oxford English Dictionary, 2020) 

A fundamental part of a team is cohesion.  ‘Cohesiveness is a variable property, whereby it differs between groups, between contexts and also across time.’ (Hogg and Vaughan, 2002, p. 284) 

Festinger et al (1956) provided a definition of cohesiveness whereby they believed that a field of forces, based on attraction and goal medication, acts on individual group members to render the group more or less cohesive and that cohesiveness influences membership continuity and adherence to group norms. (Cited in Hogg and Vaughan, 2002, p.287)  
 
An important consideration of effective teamwork involves the understanding of group dynamics – in terms of both the team situation and also that of the individual’s temperament.  
Team dynamics are the makeup of the team and can be described as ‘the behavioural relationships between members of a group that are assigned connected tasks within a company. Dynamics are affected by roles and responsibilities and have a direct result on productivity.’ (www.businessdictionary.com) 

When the dynamics of a group are positive, the team works well together.   Whereas, when dynamics are poor, the teams overall effectiveness is reduced.

There are numerous theories of Team Dynamics.

In 1965, Bruce Tuckman (Chapman, 2017) developed a model which focuses on the way a team tackles a task from the initial formation of a team, through to the completion of a project.  Tuckman initially identified four stages:
[image: http://4.bp.blogspot.com/-HQImm_TfPyM/UtF-UGLgJEI/AAAAAAAAIBE/spof3JXRNok/s1600/Stages+of+Group+Formation.png]
Tuckman’s Model: http://somanagement.blogspot.com/2014/01/group-formation-tuckmans-model.html

Forming – the team acquaints and establishes ground rules.  Formalities are preserved and members are treated as strangers.  
Norming – members start to communicate their feelings but still view themselves as individuals, rather than as part of a team.  They resist the control by group leaders and show hostility.  
Storming – People feel part of the team and realise that they can achieve more if they accept other viewpoints.  
Performing – the team works in an open and trusting atmosphere where flexibility is the key and hierarchy is of little importance. 
In 1975 Tuckman (Chapman, 2017) developed a further stage:
Adjourning – the team conducts an assessment of the year and implements a plan for transitioning roles and recognising member’s contributions. 

I can relate this model to the short time I have spent within the police force.  At various stages, such as when I first started training and again when I joined my team on division, we were at the ‘Forming’ stage.  

As time has gone on, and I got to know my colleagues and how they work, progression was made through the stages.  Changes to the team, such as staff leaving have resulted in periods of adapting.  As such, the team has reverted back to the ‘Forming’ stage again, however, due to the majority of the team remaining stable, movement between the stages has been quicker.  

A positive of Tuckman’s Model is that it is provides a level of guidance for team development.  This model suggests that a team can return to any phase within the model, if they experience a change, for example, if there is a change in the team.  It also recognises that even in a successful team, if an individual member leaves, or a new member joins the team, then the team will revert back to the ‘Forming’ stage.  However, this may only be for a short period of time, before the team moves onto the next stage.  

Several limitations of the model have been identified.  Such as, the model was established in order to describe stages in small groups.  The model suggests that the stages are linear, however, the reality is, that the stages are more likely to be recurring cycles.  McCahan et al (2015, quoted in Last, 2019) suggested that ‘although the stages appear linear, in fact teams may move backwards depending on events that may influence the team and the communications strategies that they use.’

The characteristics for each stage are not well defined; it could therefore be unclear at times when a team has moved on from one stage to another.  

Another disadvantage of the model is that it does not take into consideration the individual roles that team members are required to undertake.  

The model could be viewed as subjective, as no guidance is provided on the timescale for moving between stages.  

Belbin (Mindtools, 2020) developed a theory of team dynamics, in which he developed team roles.  He suggested that each team needs access to each of the nine team role behaviours in order to become a high performing team.  It was suggested that, by having an understanding of your role within a particular team, it allows team members to identify strengths and weaknesses and therefore managed efficiently.  This helps improve how a team member then contributes to their team.
[image: https://dotnetsharing.files.wordpress.com/2017/09/team-roles.png?w=1100]

Belbin Team Roles: https://dotnetsharing.wordpress.com/2017/09/19/learn-belbin-team-roles-through-reflection/

The nine roles are;
Resource Investigator, Team worker, Co-ordinator, Plant, Monitor evaluator, Specialist, Shaper, Implementer and Completer Finisher. 

These are split into three groups; Action Orientated roles, People Orientated roles and Thought Orientated roles.  

Senior (1997) provided some support for Belin’s theory, suggesting, ‘there is a link between team roles balance and team performance.’

Issues with this model lie with teams becoming unbalanced if, for example, individuals all have a similar style of behaviour or ‘team role’.  This could cause competition within the team as oppose to cooperation.  

Emotional Intelligence is the ability to understand and manage your own emotions, as well as others.  Daniel Goleman (2009) identified five main elements to Emotional Intelligence;
Self-Awareness, Self-Regulation, Motivation, Empathy and Social Skills. 

Research suggests (Vincent, 2020) a significant link between higher levels of Emotional Intelligence and positive work outcome, including better performance and reduced stress levels. 

Black et al (2018) found that ‘team cohesion was highest when team members demonstrated greater emotional intelligence.’

Conflict can occur within a team for various reasons, including:
· Poor management 
· Unfair treatment 
· Unclear job roles
· Inadequate training 
· Poor communication
· Poor work environment
· Lack of equal opportunities 

In 2015, Lencioni (Chapman, 2018) developed the Five Dysfunctions of a team, which outlines common problems which team experience that have an impact on their effectiveness:

1. Lack of Trust – if team members don’t trust each other, they are likely to take risks or ask for help.  A lack of trust means a low level of comfort that makes it difficult to communicate and perform effectively as a team. 
2. Fear of Conflict – avoiding conflict can lead to an artificial ‘peace’ at the expense of progress and innovation. Conflict is a normal part of team work and can be very productive if managed effectively. 
3. Lack of commitment – team members do not commit to doing the work, do not follow through on decisions or tasks, do not meet deadlines, let their team mates down, ultimately affecting the success of the team.  
4. Avoidance of Accountability – avoiding interpersonal discomfort prevents team members from holding one another accountable for their behaviours and performance.
5. Inattention to results – when team members focus on their personal goals, instead of project goals.  They lose sight of the expected results that actually measure the success of the project.  Not focusing on the results during the process means that no one is planning how to improve those results.  

Lencioni suggests that each dysfunction should be addressed from the bottom up; establishing trust is the crucial first step to being able to manage conflict, achieve commitment, create accountability and then focus on results. 

Factors that affect group cohesiveness can be broken down in to several broad areas, including, membership, working environment, poor leadership, organisational factors and group development and maturity.  

Thomas and Kilmann Conflict Mode Model (Hampton, 2020) was proposed for handling team conflict and outlines five main approaches, when it comes to managing conflict:
Competing, Accommodating, Compromising, Avoiding and Collaborating.

The five approaches are placed on a matrix of two scales:
Assertiveness – the degree to which one tries to meet one’s own needs. 
Cooperativeness – the degree to which one tries to satisfy the needs of other team members.  

The model recognises that everyone is different and will therefore deal with conflict differently. 

Team cohesion can be improved in a number of ways, including:
· Tackling problems quickly 
· Clear definition of roles and responsibilities 
· Breaking down barriers
· Supervision, annual appraisal, set goal, review, provide feedback, encouragement 
· Team meetings
· Coaching/Mentoring 
· Effective communication

Due to the nature of the role of response policing, it is not usually possible to get the full team together to discuss any issues or any changes.  As such, electronic communication is heavily relied on, in the form of emails and the intranet service – Bob.  Whilst these are effective ways of passing on information, they do not allow for discussion and understanding is often assumed.  

According to Coliandris and Rogers (2008), leadership is key to good performance in the police service.  Research carried out with officers and staff indicated that they see recognition of their efforts by leaders, as an important feature.  

Kouzes and Posner (2010) (Scouller, 2018) came up with ‘The Five Practices of Exemplary Leadership.’  They believed that anyone can learn to use the following five factors in their approach to leadership:
1. Model the way – by being clear about your values and philosophy 
2. Inspire a shared vision – you need to create a vision that followers can use to guide both their day-to day behaviour and their own dreams and visions.  
3. Challenge the process – willingness to challenge the status quo and innovate is key. 
4. Enable others to act – collaborate, trust and encourage others
5. Encourage the heart – authentic reward and recognition is also seen as important.

Group norms can be described as ‘unspoken rules that develop between members of a group over time. They establish what acceptable practice is and what is not; and how the group’s members are expected to behave.  Groups which last for a significant period of time tend to develop their own norms, quite spontaneously, and they can become an extremely powerful part of how the group goes about its activities.’ (Hayes, 2000, p. 493)

When work values and personal values are aligned, it helps an organisation achieve its mission.  

Organisational Culture can be defined as ‘shared values, beliefs and assumptions about how people should behave and interact, how decisions should be made and how work activities should be carried out.’ (CMI, 2015)
Factors which can effect organisational culture can include, organisational structure, systems and processes of work, attitudes and behaviour of employees, organisational traditions and values, management and leadership styles that are adapted.

Schein (1985, CMI, 2015) identified that there are three levels of culture within an organisation:

Basic Assumptions – unconscious beliefs and values which involve perceptions, thoughts and feelings 
Espoused Values – Conscious beliefs, ideologies and rationalisation
Artefacts – attributes which can be seen, felt or observed and include dress code, emotional displays, physical structure, language and technology. 

Culture within an organisation plays a big role in whether or not the organisation is a happy place to work.  Through ensuring that the organisational values are communicated to employees, it is possible to influence their work behaviour and attitudes. 

Brough et al (2016) identified five dominant organisational culture characteristics within the police: the police family, control, us versus them, masculinity and subcultural differences.  

The Policing Vision 2025 recognises that effective policing relies heavily on good leaders.  There have been considerable changes for the police service over recent years; it is necessary for leaders to understand changes in order to lead staff through any challenging times.  

The Situational Leadership model was developed by Hershey and Blanchard (Schouller, 2018), and suggests that different situations require different leadership styles and that leaders need to adjust their style depending on the situation.  The model also relates to the competence and developmental level of other members of the team.  This model could be adopted to enhance a team’s performance.   

It defines four leadership styles which can be adopted for leading an individual on a specific task.  The individual’s skill level and motivation for that task will depend on the appropriate style that is applied:

· Direct – those who are inexperienced.  
· Coach – those who are not quite able to do the task independently, and need some specific help or coaching.  
· Support – those who have the skills but may have other issues affecting their ability to complete the task.  
· Delegate – to those with the motivation to do the task on their own. 

An example of could be used when comparing a new (inexperienced) officer with an experienced officer. The inexperienced officer would require direction.  Coaching and support would be utilised in order to help them learn the job role. Whereas, with an experienced member of staff, it would be appropriate to delegate tasks to keep them motivated.     

John Adair’s Action-Centred Leadership (www.teambuilding.co.uk) highlights the key actions that leaders have to take when managing their teams under three key areas:

· Task – achieving the team’s goal.
· Team – Developing and building your team, so that it becomes more effective.
· Individual – Helping individuals develop their full potential in work. 
The model states that leaders must balance the actions they take across all three key areas if they want the team to succeed.  The three areas are independent, and if a leader focuses too much on one area and neglects the other two, then the team will experience problems.  By keeping the right balance, it will develop teams and productivity, get results, build morale and overall, is a sign of a successful manager and leader. 

Continuous Professional Development allow for time to be allocated with line managers, to discuss performance and set clear objectives and targets.  This could have the effect of promoting motivation within an individual, which in turn, could enhance the performance of the team.  

Organisational Justice within a policing context can be described as the ‘degree to which police officers and staff perceive the decisions that affect them as fair. Officers and staff are more likely to treat the public fairly and respectfully if they feel that they are being treated this way, particularly by their own force.’ (HMICFRS, 2019)

Team dynamics can be negatively impacted, for example, such as in a situation whereby a team member fails to comply with professional standards as this could create a loss of trust within the team. 

Team work is essential within the policing.  Having an understanding how you contribute towards the team can enhance the overall performance of the team.  Communication and good leadership is also play important roles.  
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Task 2

Relevant areas of the National Policing Curriculum: 
Vulnerability and Risk 

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

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

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

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

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





ANSWER:

In order to reflect on the incident, I will utilise Borton’s Model of Reflection (Cited - Dabell, 2018). The model consists of a ‘What? So What? Now What?’ sequence. 

What?
This relates to an incident of domestic assault, with injuries that amounted to Actual Bodily Harm.  The suspect had hit the victim with a heavy metal ashtray in the presence of their adult son.  Their other children had also been present in the address at the time.  

So what?
Body Worn Video was activated upon arrival, which captured disclosures from the suspect and the victim.  The suspect admitted to the offence and was arrested at the scene. 
The victim had sustained an injury which required immediate attention.  A short statement was obtained from the victim along with a medical consent form and images of her injuries.  

Due to there being children in the house, their adult son (who had witnesses the incident) agreed to stay at the address to look after the children.  Had this not been a suitable options, I would have considered using police power to remove the children temporarily. 

The address appeared to be in a poor state. There was no food or apparent cooking facilities and Body Worn Video was activated in order to capture this. 

Now what? 
The victim had been identified as a high risk repeat victim of domestic abuse from the suspect.  By arresting the suspect at the scene, it allowed the victim to be safeguarded. 

This also allowed for Bail Conditions to be imposed to prevent the suspect from attending at the address or contacting the victim.

A further statement was obtained from the victim.  She had initially wanted to support prosecution, however she changed her mind at a later date.  

Due to the disclosures made on Body Worn Video, the injuries sustained and a statement being obtained from their son as a witness, the incident was able to be progressed via victimless prosecution.  Had this evidence not been obtained then it may have been unlikely that this would have been possible.  

Following the incident, a Domestic Abuse, Stalking and Harassment, Honour Based Violence (DASH – Richards, 2009) Risk Assessment was completed, in order to share information with other agencies.  By doing this, awareness was raised of the concerns for the children, as well as the poor state of the home.  It also allowed for relevant support to be offered to the victim.  

A victim can be described as ‘a person who has suffered harm, including physical, mental or emotional harm or economic loss which was directly caused by criminal conduct,’ (Code of Practice for Victims of Crime, 2015) 

Vulnerability is defined as, ‘A person is vulnerable if, as a result of their situation or circumstances, they are unable to take care of or protect themselves from harm or exploitation.’ (College of Police)

Anyone has the potential to be vulnerable – it is down to environmental factors acting with intrinsic factors that can make someone suffer, or be at risk of harm.  

Response officers, most often, attend situations where a person has already suffered, or is at risk of harm.  In such instances, their role is to deal with the environmental factors which cause the immediate risk of harm.  This could involve effectively arresting a suspect or by highlighting support required to partner organisations for example.  

There are numerous risk assessments which can be used in order to identify and support vulnerable people. 

THRIVE (Threat, Harm, Risk, Investigation, Vulnerability and Engagement) is a risk management tool used in the control room to determine the grading of a call.  If an incident is graded as one, it suggests that there is an ongoing threat to an individual’s safety, whereby a person could come to significant harm.  

It has been suggested (HMIC, 2015) that in some circumstances, risk assessment tools were being used to mainly manage demand, ‘rather than tailoring a service to the needs of a victim.’

The DASH Risk Assessment involves the completion of a series of questions about their relationship, allowing for a standardised approach.  A risk grading of Standard, Medium or High Risk is then applied.  This information is then shared with partner agencies through the Multi-agency Safeguarding Hub (MASH).  This includes Women’s Aid and Children’s services.  

Robinson et al (2016) found that although there was widespread support for the model, it was not always completed consistently by frontline officers. 

Richards (2009) identified that ‘there is no existing accurate procedure to calculate or foresee which cases will result in homicide or further assault and harm.’ 

The National Vulnerability Action Plan (2018 – 2021) aims to co-ordinate a response to vulnerable people.  It suggests that, ‘potential indicators of vulnerability can be identified at an early stage, presenting an opportunity for early intervention with partners so that the risk of harm is reduced.’  

By identifying vulnerabilities early on and working with partner organisations, it is possible to prevent the failure of environmental controls and protect vulnerable people.  There are numerous services which can work together to support vulnerable people; this includes local authorities, private sector, community and voluntary organisations.  

Due to the nature of response policing, an officer rarely sees a case through from start to finish.  Therefore, it is essential that officers work with others, whether that be other departments within the police (such as the Hub or CID), or external organisations, (such as Probation) in order to provide effective support to people.  

Multi Agency Risk Assessment Conference (MARAC) ‘facilitate, monitor and evaluate effective information sharing to enable appropriate actions to be taken to increase public safety.’ (Reducing the risk of domestic abuse, 2020)

MARACs were set up specifically to deal with high risk cases of domestic abuse, however, they have no statutory basis. 

Referrals are reliant on the completion of a DASH Risk Assessment, which has its limitations.   
The threshold is high and the time allocated to each case is limited.  

Robins et al (2014) looked into the potential and limitations of MARAC’s.  They concluded that further research was required to be conducted around the area.

Victims are not involved in the meeting, instead, their views are represented via an Independent Domestic Violence Advisor (IDVA).  This role is under resourced, so a person may not be allocated an IDVA and therefore, their opinion may not be voiced at a meeting.   

Communication needs to be concise and risk assessments should be accurate and reviewed regularly.  

Atkinson et al (2002) ‘the advantages of multi-agency work centred offers a broader perspective, a better understanding of the issues, and increased understanding of, and improved interactions with, other agencies.’

Fleming et al (2006) identified several limitations, including a breakdown in communication between agencies, competition for funding and staff changes.  To improve multi-agency working, they suggested clear aims, which are achievable and realistic are required to be set out with the resources available.  They also suggested that by having a clear link person between the agencies and victim would aid in communication.  

There are a number of things that can be implemented to safeguard and support vulnerable people for which their consent is required.      

South Wales Victim Focus, provide an independent service to help and support to anyone that has been affected by crime.    

Also Police Watch, whereby officers carrying out regular patrols to support people at risk.  

Consideration should always be given to the Equality Act 2010, as those with protected characteristics could be deemed as vulnerable, and therefore the level of support required may be increased.   

A repeat victim is when the same person or place suffers from more than one incident over a period of time.

Once victimised, a person or place is more likely to be victimised again that one that has not.  Furthermore, the risk of re-victimisation increases the more a person or place has been victimised (Bridgeman and Hobbs, 1997) 

A priority, highlighted in the South Wales Police & Crime Plan 2019 – 2023 is to, ‘work to make the local criminal justice system efficient and effective to meet the needs of victims and reduce reoffending.’

The Code of Practice for Victims of Crime (2015) sets out information and support that is available to victims of from the time that they report a crime onwards, to help them cope and protect them from being re-victimised.  It is therefore important that victims of crime are aware of the support available to them. 

Adverse Childhood Experiences (ACE’s – Public Health Wales, 2015) are, ‘stressful experiences occurring during childhood that directly hurt a child or effect the through the environment in which they live.’ 

Examples include domestic violence and alcohol abuse.

By experiencing ACE’s, a person is, ‘more likely to be involved in crime and ultimately, less likely to be a productive member of society.’ 

The study concluded that by improving awareness of ACE’s, may help them being prevented.  In turn, this could prevent a person from becoming a victim or offender.  

The Domestic Violence Disclosure Scheme, 2016 (Claire’s Law) allows people to find out if their partner has an abusive or violent past.  By raising awareness of this, may prevent a person becoming a repeat victim in future relationships.  However, disclosure will only been made, when it is necessary and proportionate for the prevention of crime.

Offender behaviour programmes and interventions aim to reduce re-offending.  
Welsh Integrated Serious and Dangerous Offender Management (WISDOM) was developed in order to support offenders who pose a high risk to the public.  The project aims to reduce reoffending and the risk of serious harm through utilising a multi-agency team compromising of the Police, National Probation Service and other local partners.

The Troubled Families programme (2012) consists of targeted intervention for families who face a range of issues, including crime and anti-social behaviour.  Results showed a reduced number of children in care and youth offending.

RESPECT addresses the behaviour of perpetrators and by doing so, it is possible to provide support to help them make positive changes to their lives and prevent them from reoffending in the future.  

In the incident described, the following day, the victim declined to make a complaint.  
Research has shown that ‘85% of victims sought help five times on average from professionals in the year before they got effective help to stop the abuse’  (Safe Lives, 2015) 

By raising awareness of the support available, people can become empowered to make decisions to prevent themselves from being re-victimised in the future.  

Word Count: 1641




Task 3 
Recognition and confirmation of progress on the Occupational Competency Portfolio (OCP). 
  
 
 
By signing the section below you are acknowledging your continuing progress on O.C.P.  
This is recognised by the university as work that is fully supporting this module BMPP 6001D; Policing in the Workplace 3 and in signing it will be equivalent to 1000 words towards the 5000 words equivalent total for component 1. 
 
 
 
 
Confirmation of the progress on the Occupational Competency Portfolio (OCP). 
 
I confirm that I am progressing with the Occupational Competency Portfolio (OCP) in accordance to the regulations.  
 
Signed:  K. Mosford (Learner – electronic signature accepted.) 
 
Date: 10.08.2020 


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

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

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


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




ANSWER:

The National Intelligence Model (NIM) is standardised framework that is used in order to place intelligence at the forefront in reducing crime and disorder, allowing for strategic and tactical decision making. (National Criminal Intelligence Service, NCIS, 2000) 

The NIM is based on the principles of Intelligence Led Policing, however, the main difference between the two is that, ‘whereas Intelligence Led Policing is essentially concerned with using intelligence to counter crime, the NIM is more concerned with using intelligence to determine priorities for policing’ (Bryant & Bryant, 2019, p. 524)

The NIM has the ability to facilitate the organisation of knowledge, inform resource allocation, co-ordinate activity and allows reflection upon that activity.  

The NIM operates at three levels:

Level 1 – Local Basic Command Unit – this relates to local crime, capable of being managed by local resources. Local Intelligence Units provide intelligence to operational officers within BCUs. 
Level 2 – Force and Regional – this relates to force, inter-force and regional criminal activity which usually requires additional resources.  Force Intelligence Bureau (FIB), deal with serious and inter-force intelligence.
Level 3 – National and International – this relates to the most serious and organised crime and is dealt with by the National Crime Agency (NCA) and UK Border Agency which operate on a national or international scale.  

A Tasking and Co-ordinating Process is used to direct policing through four key areas: 
· The Strategic Assessment – involving future development of criminal activity.
· The Tactical Assessment – involves recommendation on the deployment of resources.
· The Problem Profile – identifying crime hotspots.
· The Target Profile – an analysis of the actions of suspected criminals and their associates.

The Tasking and Co-ordinating Process occurs both strategically and tactically at each level. Information and intelligence is then fed between levels and also between neighbouring police forces and law enforcement agencies. 

The model was introduced as a business process to ‘provide focus to operational policing and to achieve a disproportionately greater impact from the resources applied to any problem. It is dependent on a clear framework of analysis of information and intelligence allowing a problem solving approach to law enforcement and crime prevention techniques.’ (Code of Practice, 2005) 

The model was implemented to address issues, not just in relation to crime and criminals, but all policing issues from serious organised crime to road safety. 

The Police National Database was introduced as a national intelligence system for England and Wales, following the Bichard Inquiry (2004).  It allowed for intelligence to be shared with other forces.  Another benefit of this is that it provides opportunities to establish links between intelligence which can be used to facilitate an organised crime group mapping.  This is particularly beneficial to roads policing as it means access to intelligence involving vehicles and cars can be established from over the UK.

The NIM ensures that information is fully research, developed and analysed to provide intelligence to senior leaders:

· Provide strategic development
· Make tactical resourcing decisions about operational policing and 
· Manage risk. 
Generally, the desired outcome from using the model are improved community safety, reduced crime and the control of criminality and disorder, which in turn,  leads to greater public reassurance and confidence.

The benefits of the NIM include improved opportunities to share intelligence across police forces, governmental and non-governmental agencies.  By creating a standardised process, it reduces barriers to effectiveness and therefore aims to create a co-operative working environment. 

Some issues identified with the NIM include the potential for incorrect or misinformed decisions, possible breaches of legislation and inappropriate access to police information.  Increased risks to officer safety. 

Professional management is key in the process, as without it, could result in inconsistencies (potentially) nationally in the way that offences were tackled, with the focus on small-scale offences, rather than more serious organised crime. 

John and Maguire (2004) identified that ‘the main problems found with the work of both strategic and tactical Tasking and Co-ordinating Groups were:

· limited input from partners and over-reliance on police generated information;
· over-domination of concerns about performance indicators; and
· conflicts between competing priorities (especially national and local priorities).’

It is important that work at one level, is not isolated from work at other levels, this is in order to ensure that opportunities are now missed and that appropriate resources are allocated.  For example, Level 1 identifying an issue with young people dealing drugs – it may be that this is in relation with County Lines, and therefore important to share as it could potentially effect Level 2 and 3 of the NIM.  

Kleiven (2007) suggested that ‘everyone is expected to feed the centre but the centre is designed on a ‘need to know’ basis so that those on the outside, including most police officers, cannot look inside.’ Thus suggesting that it is more about collecting information that informing and identifying that problems could arise if communication is not effective.  

John and Maguire (2004) found that there were ‘knowledge gaps about the NIM amongst all ranks.’  This was supported further by Kleiven (2007) who stated that the implementation of the NIM ‘required a cultural change and an increase in knowledge based decision-making.’  

The powers available to collect intelligence are defined and governed by law and are subject to strict scrutiny.  

Information is the raw product which is obtained from various sources, such as observations, surveillance, word of mouth and reports.  

Whereas, intelligence is the produced as a result of collection, evaluation and interpretation of information received.  

These five policing purposes provide the legal basis for collecting, recording, evaluating, sharing and retaining police information (Management of Police Information (MOPI, 2006)):
· Protecting life and property
· Preserving order
· Preventing the commission of an offence
· Bringing offenders to justice 
· Any duty or responsibility arising from common or statute law 

Information can be obtained in one of three ways; routine collection, tasked information and volunteered information. (College of Policing APP, 2013) 

Routine Collection – information collected as part of routine operational policing. 

Tasked Information – this is priority information, received through internal and external databases (such as PNC and PND), CCTV systems, Covert Human Intelligence Sources (CHIS) and Automatic Number Plate Recognition (ANPR).

Volunteered Information – this is usually information received from members of the public and partner agencies. 

The intelligence cycle is the process that allows information to be developed into intelligence.  It involves information being collected, collated, evaluated and disseminated.  
An intelligence report is used to submit and evaluate information, and to manage dissemination of intelligence. (College of Policing APP, 2015)

The 3X5X2 Intelligence System details how the information is recorded onto intelligence logs, how it is graded and how it should be disseminated.  This is broken down as such: 
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3x5x2 Model: https://www.intelligencewithsteve.com/post/the-5-minute-guide-to-the-intelligence-grading-process-and-its-application-in-osint

By adhering to the 3x5x2 model, ensures that the source is protected. The standardisation of reporting allows for a shared confidence between law enforcement communities and partner agencies.

Information recorded should be clear and concise.  Anyone who submits intelligence has a duty to ensure it is accurate, and where possible, the information should be corroborated. 

Intelligence relies on the quality of the submission and the information within the report.  Without such, would mean that the NIM would be ineffective. 

Following sanitisation, intelligence is then disseminated to appropriate people and organisations through, for example, intelligence bulletins. 

Effective roads policing includes using available resources in order to target criminals who use the road network for their criminal activity.

Policing in a proactive manner, through intelligence-led objectives that denies the use of the road network for criminal activity is essential in combatting an array of crimes, including high-volume crime, modern-day slavery and drug supply.   

The Policing the Roads in Partnership Strategy 2015 – 2020, was implemented ‘for safe, secure and efficient roads.’

One of the objectives identifies that there is a need to ‘work together to establish secure roads, free from the threat of serious organised crime and terrorism.  This is achieved through information sharing with partners, promoting joint enforcement and using ‘ANPR to detect and disrupt criminals who use the road.’ 

Furthermore, the Policing the Roads Together Strategy 2018 – 2021 highlighted the need to, ‘focus on intelligence sharing, joint planning and coordination between agencies and organisations involved in assuring the safety, security and efficient if the strategic road network.’  Roads Policing Intelligence Forum was set up specifically for this purpose; enhance the gathering and use of intelligence, specifically to roads policing.  

Despite these strategies being put in place, an inspection of roads policing in England and Wales (HMICFRS, 2020) identified that sharing of intelligence between forces and other agencies could be improved.  As such, a recommendation was proposed that ‘effective partnership arrangements should be put in place, including appropriate intelligence agreements with relevant highway agencies.’ 

It was also highlighted that there has been a reduction in numbers of dedicated road policing officers over recent years, which in turn reflects in a decrease in police enforcement activity. 

Covert Human Intelligence Sources (CHIS) is a police term for an informant.  Under the Regulation of Investigatory Power Act (RIPA, 2000), government agencies are permitted to use sources in order to obtain intelligence.  

RIPA, 2000 states that a person is defined as a CHIS if they establish or maintain a personal or other relationship with a person for the covert purpose of:
· Obtaining information providing access to information of another person; or 
· Disclosing information obtained by the use of such a relationship, or as the consequence of the existence of such relationship. 
(Cited Bryant & Bryant, 2019, p. 513)

The Covert Human Intelligence Sources, Code of Practice (2018) provides guidance on the ‘authorisation of the use or conduct of covert human intelligence sources’, as well as guide lines on the ‘handling of any information obtained by use or conduct’. 

For a CHIS to be used, authorisation is required by an appropriate authorizing officer, with the authorisation usually lasting for a twelve month period.  

A CHIS could be beneficial when trying to disrupt criminal activity.  Most sources, are criminals themselves and therefore have access to other criminals and what they are involved in.  

RIPA (2000) also governs the way surveillance used in an investigation, including Automatic Number Plate Recognition (ANPR).

The National ANPR Standards (2019) identify ANPR as ‘technology used to help detect, deter and disrupt criminality at a local, force, regional and national level.  This includes tracking traveling criminal, Organised Crime Groups and terrorists.’ 

The National ANPR Standards (2019) also sets out the requirements that the police and other law enforcement agencies must comply with when utilising the National ANPR Capability.

This includes, under the Data Protect Act (2018) that ANPR should only be used for ‘the prevention, investigation, detection or prosecution of criminal offences or the execution of criminal penalties, including the safeguarding against and the prevention of threats to public security.’ 

Use of ANPR provides lines of enquiry and evidence in the investigation of crimes.  It is therefore, critical in order to target criminals through their use of the roads.

By using ANPR for information and intelligence, police are able to address crimes within a police force area and tackle those affecting more than one force. Using intelligence across police forces can play a vital role in tackling regional crime activity, serious and organised crime and terrorism.

ANPR can be utilised in three key ways:
‘1. To identify vehicles known to be used by criminals and disrupt their activity, 
 2. To gather intelligence 
 3. To investigate crime. ‘ 
(The Police use of Automatic Number Plate Recognition, 2013) 

Over recent years, there has been a shift in policing from reactive investigations, following an incident occurring, and more towards being pro-active in targeting active criminals through the use of intelligence.  

Kirby and Turner (2007) identified the ways that ANPR could be used for these purposes:
For reactive investigations, ANPR provides an opportunity for:
· identifying vehicles being used for crime
· track the movements of possible suspects
· identify witnesses
· investigate an alibi
In pro-active investigations, ANPR can assist by:
· Tracking the movements of a target,
· Locating a vehicle and its movements for a possible future surveillance operation
Informing a trigger or arrest plan. 
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In terms of assisting with the prevention and disruption of crime, ANPR can be utilised to:
· Assist with crime reduction measures (such as, increasing surveillance opportunities to deter offenders) 
· Intercept suspect vehicles before they commit a crime
· Enforce road traffic offences, identified through ANPR, to disrupt criminal activity. 

‘ANPR provides considerable information which is consistent with the NIM’s emphasis on intelligence, enforcement and prevention.’ (Kirby and Turner, 2007, p.37)  

By adopting an intelligence based, targeted approach, allows for an increase in police productivity. 
 
Kirby and Turner (2007) further identified that the capacity for ANPR is vast; ‘approximately 3,600 vehicles per hour and, within 2 seconds, complete searches against a number of databases’ (including PNC, PND and DVLA.)  

Some of the benefits of ANPR to the police include, an increase in intelligence available to identify criminals, the ability to deploy resources to respond to vehicles of interest in real time and an improvement in investigations, following a crime being committed. 

Other benefits include that ANPR:
· can produce accurate geographic location data
· is an easily searchable system
· can be accessed or deployed quickly
· is a relatively low-cost system
· can allow the investigator to monitor several vehicles at the same time.

Limitations identified with ANPR include that, ‘on occasions the camera may not record the number plate correctly.  Also that ANPR only provides information on a vehicle movements, and it should not be assumed that these movements are the same as a particular individual’ (Kirby & Turner, 2007, p.37)

It must be noted that whilst ANPR can track a vehicles movements, it cannot be assumed that these movements are the same as that made by an individual.  

Also, Intelligence (such as ANPR) is not the only tool available and other resources, such as forensics should be utilised when carrying out an investigation where possible.  

Within my policing career so far, I’ve had little opportunity to utilise ANPR as part of an investigation.  Going forward, if I am investigation an incident involving a vehicle, I will consider the use of ANPR where appropriate.  

As part of my role, I receive regular updates from the Local Intelligence Officer, including intelligence around policing the roads.  From which, certain vehicles to look out for (to take positive action against) are identified, as well as areas of interest to patrol.  

Overall, the NIM is advantageous for reducing crime and disorder and allowing strategic and tactical decision to be made.

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

	KNOWLEDGE 
 
 
1. Improve my knowledge of road policing 

 


2. Build upon my knowledge of the Police Bail process
 
 
 
	Low 
1-4 
	Med 
5-7









7 
	High 
8-10 

8
	Low 
1-4 

3







2
	Med 
5-7 
	High 
8-10 
	 


Revise relevant legislation.

Gain experience through attending my Traffic attachment.


Read up on the area and speak to more experienced members of staff.  

	SKILLS 
 
1. Develop my interviewing skills



2. Case File Building 


3. Fully complete incident checklist

 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

8




10



10
	Low 
1-4






3 
	Med 
5-7 

5








7


	High 
8-10 
	 
 
Take advantage of opportunities throughout my Hub attachment in September. 

As above – utilise my Hub Attachment.  


Attend relevant incidents.

	EXPERIENCE 
 
 
1. Continue to build upon my experience by exposed to a variety of situations.

2. Complete attachments in different departments
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 








5
	High 
8-10 

10
	Low 
1-4 
	Med 
5-7 

6
	High 
8-10








10 
	 


 Ensure that I take full advantage of any opportunities that arise.




Fully utilise these opportunities to build upon my experiences.  These have all been booked and will be completed by the end of October.
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