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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. 


1000 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

This essay will set out to understand and evaluate the impact on what organisational culture means and how it can be used to promote well-being and resilience in the workplace. Furthermore this essay will investigate the risk that a deep set organisational culture can have on the developing and expanding an organisation over time. This essay will also argue that organisational culture provides a frame work for employees to follow including standards expected to be followed to manage performance.

This section of the essay sets out to expand on different methods used by various companies in relation to wellbeing and resilience published by The Guardian across two articles. A common finding across these two studies which vary by 5 years is the effect a positive working environment has on promoting a functional workplace.

Becky Allen (2013) of The Guardian states and asks the questions, “When corporate cultures go bad, everyone loses. Staff hate coming to work, productivity suffers and, in a worse-case scenario, businesses go to the wall. So if everyone knows the benefits of enjoying work, why can’t all organisations create a positive culture?” Becky Allen (2013) however then states “it’s not as simple as it sounds”.

Becky Allen (2013) refers to quotes from various heads of departments across multiple business. Marie Eaton, head of operations of Heineken, stated an “open office environments can make leadership more visible and accessible” as a part of the article. Becky Allen (2013) goes on to explain how “different companies employ different tools for engaging with staff” however the best companies use multiple tunes and listen to feedback. 

As a part of this article Becky Allen (2013) gains quotes from Heineken who stated 88% of their staff responded and it is believed because they know there voice will be heard. RLB stated they use “balanced scorecard” however provided the view “if you ask… you have to be prepared to listen”.  Although sources provide a positive outlook on organisational culture sources are majority heads of departments and may not be reflected throughout the entire workforce.

Suzanne Bearne (2018) stated in her article “a strong company culture can be important in helping productivity and creating a happy workforce.” In this article Suzanne Bearne (2018) refers to the light airy space, bright colours that make an office in London a fun and vibrant place to work. The article goes on to highlight an office in Hampshire that focus on its recreational space, including a table football set and a ping-pong room for breaks to increase productivity. 

Suzanne Bearne (2018) refers to a quote from the HR Director at Alphabet who states “Highly engage employees are more effective, more dedicated and more passionate – exactly the sort of people our customers want to deal with. Our ultimate goal is to have happy, healthy motivated employees – it’s a win for the business and a win for the staff.”

Both of these articles put a massive focus into the perceptive of how much a healthy working environment effects performance for the business. The focus shifts from the work that is being done to time spent taking breaks in positive spaces and building working relationships. This is something I try to work into my strategies for remaining resilient in the work place.

My stations feature a ‘wellbeing room’ which can be utilised as a place to take time and reflect on incidents that I have dealt with. The room is spacious with comfortable chairs and a television to take time to look back. I try utilise any down time to available to give a thought to the positive aspects and outcomes of incidents I have attended and progressed.

Yun Leng Wong (2018, p.9) finds “When a person must act contrary to their own values in order to be accepted in the workplace, the person has engaged in “creating facades of conformity” (Hewlin, 2009, p. 727). Hewlin (2003) defined FOC as “the suppression of personal values in conjunction with the pretense of embracing organizational values that are not held by the individual” (Hewlin, 2003, p. 639) to survive in an organization”. Yun Leng Wong (2018, p.3) find “when employees create FOC, it negatively affected their job satisfaction level.

Throughout my experience of joining South Wales Police and the recruitment campaign South Wales Police actively recruit positive values and characteristics. Further to this, the assessment process Police Officers go through to assess whether potential candidates exhibit these positive values. Due to this the workplace value of the police correlate with the personal values of the individual prior to joining the organisation. 

I have found that a risk of conforming to the culture of an organisation is the preconceived ideas of various aspects of that organisation. I have found that throughout my policing career individuals will present their experiences and knowledge from single experiences that amount to their perception. This leads to a risk of forming an opinion of that aspect of the organisation and the work conducted without any involvement. I have found once I have experienced that aspect I am able to form my own opinion and understanding. I then develop this into a skill I can utilise in my career. 


In conclusion, I have found placing a focus on positive environments and outcomes maintain a positive outlook on my role as a police officer. I have also found that conforming to the value organisation is positively recruited prior to joining South Wales Police as the values are expect to present in a police officer.  
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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. 

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





ANSWER:

This essay is an evaluation of domestic incident that I attended where an allegation was made that a son had slapped his mother as well as damaging the Television amounting to Domestic Violence Common Assault and Criminal Damage. This essay looks to evaluate my positive use of the National Decision Model as well as highlight on areas where it may have been further and more appropriately utilised. Throughout the essay I will be making use of the Gibbs’ Reflective which ‘offers a framework for examining experiences’ covering 6 stages; Description, Feelings, Evaluation, Analysis, Conclusion and Action Place. (UoE, 2020). 

Firstly, understanding Domestic Violence which ‘includes physical, emotional and sexual abuse in couple relationship or between family members’ (NHS, December 2019). Women’s Aid, a charity to support women through Domestic Violence, added incidents of ‘controlling, coercive, threatening, degrading and violent behaviour’ would constitute Domestic Violence (Women’s Aid, 2020). As the suspect was a son, the victim a mother and the allegation of a violent nature this would come under the category of domestic violence.

The Nation Decision Making model is a cyclical model comprising of ‘six key elements’; gather information and intelligence, assess threat risk and develop a working strategy, consider powers and policy, identify options and contingencies, take action and review what happened. This is a model utilised throughout policing and is applied to both ‘operational’ and ‘non-operational’ contingencies (CoP, 2020).

Attending the incident there was very limited information available as reported by the suspects’ brother at an alternative address stating I think my brother is beating up my mother, he is sending me horrible text messages and my mother is not answering. Working the available information into the Nation Decision Making models the established risk is medium moving towards high. This is due a third party report where facts cannot be established and contact is unable to be made with the victim. The suspect is also known as violent offender with multiple warning markers for violence, drug use and mental health issues. Considering powers and policy based on the initial information once the facts were established and if offences disclosed it would be likely the arrest necessity would be met under Code G of the Police and Criminal Evidence Act 1984. A further option available if adequate measures could not be taken to safeguard all parties involved is arrest under common law to prevent a breach of the peace if a breach is imminent.

On attendance it became quickly evident that the suspect was intoxicated and under the effects of illegal substances, likely accelerants such as Amphetamine or Cocaine. The suspects’ ideas and thoughts that he presented were irrational and flustered, he was sweating profusely, his speech was rapid and his pupils heavily dilated. There were clear signs of a disturbance at the address with suspected criminal damage caused to the television and a disclosure of common assault by beating from the victim.

The focus now shifted to safely and effectively detaining the suspect through appropriate and necessary use of force and arrest before conveyance to an appropriate Custody Suite. As the National Decision Model is a cyclic model the new information and intelligence could now be factored in. It was clear there was necessity to arrest under Code G of the Police and Criminal Evidence Act 1984. Options and contingencies to arrest the male then became the more pressing aspects of the National Decision Model. Two police officers were faced with a large stocky build male, suspected to be under the effects of illegal substances with a violent offending history including multiple assaults on emergency workers. Further attending police officers were expected to be 15 or more minutes away due to the isolated location. Through effective use of tactical communication the suspect accompanied officers to the rear cell of the marked police van. Once secured within the cell the suspect was formally arrest where his demeanour quickly changed and the suspect immediately became violent. 

The suspect was conveyed to an appropriate custody suite where contingencies then became apparent due to the fact the suspect was not cuffed by Custody Supervisors despite his now violent demeanour. Policing best practice is that all persons under arrest should be cuffed in a rear position on arrival at a Custody Suite when presented to a Custody Sergeant. However, Home Office states “arresting officers must only use handcuffs where there is an objective basis to do so” (Home Office, 12 July 2016). The rational was presented by attending officers and that once at the Custody Suite there were further police officers and staff to assist. Custody Supervisors readily asked why operational contingencies i.e. PAVA Spray and Taser was not utilised. I then factor this into the review with colleague post incident.

At the time of the incident when faced with potential risk to both police officers and the victim I was extremely happy with the way in which the suspect was detained without requirement for use of force. “The golden hour is the term used for the period immediately after an offence has been committed, when material is readily available in high volumes to the police” which I utilised to achieved best available evidence (CoP, 29 April 2019). It was quite a set-back when met by immediate criticism by Custody Supervisors as to why force was not used at scene however there was good and positive learning to be taken. Once at the Custody Suite it took 6 police officers and staff to safely detain and escort the male to cell after multiple violent outbursts. Having experienced this I felt it further justified my actions at scene not to formally arrest the suspect until he was in the rear cell of the marked police van. My colleague was happy the actions taken and we factored in the criticism from Custody Supervisor moving forward when dealing with complex policing incidents.

A positive outcome was met in relation to this investigation as Charge and Remand decisions supported by the Crown Prosecution Service. The suspect attended court the next morning where he was convicted for offences charged and met with strong sentencing. I felt like at various stages in the investigation I actively considered and implemented the Nation Decision Model into my decision making to achieve the best outcome. There were times however looking back where I needed to develop and consider more options available through the national decision making model. For example, conflict management, although I have appointments available to myself I did not take time to actively consider and assess what would be most appropriate given the situation if and when required. 

I felt a positive outcome was met as colleagues actively discussed the incident prior to attendance sharing experience and understanding of the parties involved. This allowed a better picture to be established of the possible scenarios faced developing the information and intelligence. I felt when faced with such adverse conditions due to the unpredictable suspect I rushed my analysis of the National Decision Making model. 

I learnt from this situation it is helpful to, if possible, slow the process down and actively risk asses using the National Decision Making model spending time working through each component. In an ever changing adapting scenario it is important to constantly reassess throughout. To improve the situation I felt as if I should’ve conferred with colleagues early expressing my concerns for further opinions and support to be made available. 

I learnt from this situation how effective pre-planning when attending incident and deconstruction and analyse post incident can have such a beneficial effect on learning that can be obtained from attending policing incidents. To handle situations similar in the future I will obtain a better understanding of use of force appointments available. Although, I am confident in when and where use of force is applicable I need to improve on my ability to verbalise this in the form of a statement. By using the National Decision Making model in my statements is likely to be a way to better illustrate why I have taken the actions.

In the future I will assess situations both proactively and retrospectively to obtain the most learning available. When faced with volatile situations I will consider options and contingencies to a greater degree and implement them earlier i.e. asking for further units sooner. I will develop my understanding of evidencing propionate and lawful use of force in my witness and/or arrest statement. I am satisfied with how I conducted myself in speaking both to the victim and suspect.

In conclusion I utilised the National Decision Model to a degree that allowed an effective policing response that minimised risk to both police officers and victim with a positive outcome met. However, a more conscious effort to analyse the Nation Decision Model when conducted Dynamic Risk Assessment at scene may increase the likely hood in future incidents of positive outcomes continuing to be met.
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Task 3

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

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

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

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


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




ANSWER:

This essay is an insight into how working relations, team cohesion and effective management can make or break a team in terms of its productivity, output and ability to hit goals. The study will highlight various team dynamic theories and link them to scenarios that can effects a team’s performance. This study looks to highlight how various personalities within a team can cause breakdowns, which require effective management or are simply overlooked. This study will also look at how findings relate to breaches in the professional standard requirements as team work is fundamental within a policing role which can ultimately identified breaches or deliberately ignore them.

Tuckman’s Model developed in 1965 consists of four sequential stages to categorise the development of individuals of new groups as forming, storming, norming and performing. Forming is characterised by a team’s requirement on establishing designated leaders while team members deals with inclusion issues and concerns. Storming refers to a stage where members will raise concerns, fight and disagree amongst themselves about objectives. Norming is the period of building trust between team members as more mature negations are made about, goals, objectives and deadlines. The finale stage, performing, is a time of maximum productivity and effectiveness. (Tuckman, 1965 cited in Jahng, 2012). Tuckman and Jenson updated the model with the fifth stage, adjourning, which is the disbandment of the team once the task is complete (Tuckman and Jensen, 1977 cited in Jahng, 2012).

Tuckman’s Model and its variations are frequently cited across academic literature. Tuckman’s theory however is difficult to specifically apply to the majority of policing teams as there is a constant turnover of staff. Effectively as a new member of the team join the stages start again for them however the team itself may be developing through a different stage. Therefore it is a more appropriate model to establish the effectiveness and development of a newly established team. Team Cohesion is generally built around the Storming and Norming stages as a designated leader is appointed in the form of a supervisor surpassing the Forming stage. In the Storming and Norming stages the most development is seen within teams as strengths and weaknesses are established.

Inter-working relations within the team are likely to have the biggest effect on the dynamics and effectiveness of the team. Belbin (2010) states “problems in working relationships need not necessarily be linked to basically difficult people” and that “we must except that unusual or unwelcome conditions fall within the range of what constitutes normality”. “The manager must learn how to handle them. There is even a need to recognize problems at their very earliest stage.” (Belbin, p74, 2010).
Linked to this Belbin (2010) recognises that avoidance is usually easier than conflict. 

Within a team it is expected various individuals will bring with them skills, expertise and personality traits that do not coincide with others. Although this is often a positive as variation with the team leads to balance and resilient teams to the challenges it faced it can also lead to conflict. This leads to the team without openly expressing their dissatisfaction with another avoid each other without prompt. On the contrary it can also lead to individuals within a team spending more time in a working association without with no ostensible reasons (Belbin, 2010). These divides within a team may be stubble and unrecognised however can have significant effects on the dynamics. For example, a group within a team spend a significant time working with each other and recognise their working strategy. This team then due to changes are forced work outside of their niche leading to an effectively new team bonding development despite working as part of the same cohort for a recognisable amount of time. These same changes lead to decreased productivity.

A study by Janis’ (1991) applied to a study which hypothesis known as “Groupthink”. Groupthink finds that members of decision making group are so invested in being part of a group so much that they value it more than anything else. This leads to group striving for quick and painless unanimity on a decision rather than face conflict surrounding the decision. This needs to meet a decision with minimal conflict leads to people with dominant views or in a position of power to override the views of others. Meaning persons will good ideas within a team may not present their ideas as they do not want to be seen as an outsider (Janis’, 1991).

This directly relates to newly formed teams in relation to new teams member joining bringing new expertise to the team and new ways of completing. However the team itself, may be so deep seating in its ways, the dominant views of the team override the news and critical way of thinking. This is a clearly can clearly have a detrimental effect especially in the ever changing and adapting world. Effective supervision is a way to overcome the “Groupthink” ideology. A strong and aware supervisor who recognises attributes and the dynamic of the team should be encourage and acknowledge ideology. By actively encouraging more withdrawn team members to come forwards ideas allows communications and discussion through the team.

Team Dynamics can have a negative impacts on professional standard requirements both through positive and negative working relations. A study by the Independent Police Complaints Commission (Sept 2012) found “In some of the cases described in the report, concern about the officer’s conduct might have been identified by more effective supervision, such as the auditing of IT use and records relating to work patterns. In some cases the investigation also found issues with the officer’s conduct prior to joining their current police force or the police service as a whole. It follows that in order to prevent or minimise these cases occurring police forces need to ensure safeguards have been put in place.” This study is the findings of real life cases.

In light of this a strong working relationship can quickly identified changes or discrepancies within the team as well as what would could identified as concerning behaviours. Whereas failing to build a good team cohesion concerning behaviours can be not identified or simply missed. As highlighted as within the findings of the IPCC (2012) Study shows “Police officers who work on the front-line are expected to manage difficult situations on a day-to-day basis. Clear boundaries about what is acceptable behaviour and what is not will assist and give confidence to supervising officers and colleagues to recognise and deal with worrying behaviour, and identify early indicators which they might think are inappropriate but fall short of misconduct.”
This study finds that is the majority of cases it is never an isolated incident of gross-misconduct. It is a more often than not a pattern of a behaviours and incidents that would not warrant any kinds of misconduct hearing but is concerning in itself due to the nature of the policing role.

However, a strong team with a good bond can lead to failings in the Code of Practice by co-dependency on deliberate or accidental acts. The understanding between individuals in the way they conduct their process may not be that of the organisations of a whole yet they continue to conduct themselves in this way. As with all things striking a good balance within a team is the only way to prevent, as eliminating completely is unlikely within an organisation, episodes of misconduct. 

In conclusion, no matter what the working environment, as long as there is more than one member of staff within that organisation there is going need to be a requirement, to manage, develop and encourage team cohesion. The study shows that there are many elements that can effect team cohesion, such as strong personalities that present their ideas and for fear of becoming an outsider are not challenge by less dominant personalities. The balance of power can massively disrupt the teams development in as much as, constructive developed ideas are overlooked and team members of underappreciated and left out either way. Findings suggest strong leadership is what allows a team to function at its highest capacity. Strong leaders will work to encourage and engage with positive attributes however actively manage poor behaviours.
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Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

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

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

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




ANSWER:

This essay is a look into how information and intelligence is developed through the use Automatic Number Plate Recognition to detect, disrupt and tackle crime. This essay looks at the application of ANPR in historic investigations. The essay also looks at how effective the policing response is to ANPR reading and how ANPR’s capabilities reduced. 

The National Police Chief’s Council (NPCC, 2020) shows that “Automatic Number Plate Recognition (ANPR) technology is used to help detect, deter and disrupt criminality at a local, force, regional and national level, including tackling traveling criminals, Organised Crime Groups and terrorists.” ANPR works as a vehicle passes a camera which can be both fixed and mobile its number plate is automatically read. This number plate is then matched against database records of vehicles of interest, which can be of interest from a local area to worldwide. Data recorded by the camera is stored for a year, which can readily be accessed by the majority of staff for up to 90 days. Staff with higher authority will be able to access the day up to the full year of retention. This data can be then used in one of two ways; reactive or investigative. Through a reactive setting “Police officers can intercept and stop a vehicle, check it for evidence and, where necessary, make arrests” where attention is brought to it through a live alert. From an investigative standpoint, historic reads can be used to detect and “dramatically speed up an investigation” by providing accurate and evidential locations of vehicles. There are “at present around 11000 ANPR cameras nationally, submit around 50 million ANPR ‘read’ records to national ANPR systems daily.” (National Police Chief’s Council, 2020).

Police forces across the UK use ANPR to develop intelligence in relation to various series offences. For example, a person linked to drug dealing Class A substances in one area is known to travel from Area A to Area B to collect narcotics before returning to Area A. This intelligence is not of a specific event just a pattern of offending. When the vehicle is then detected on ANPR following a successful interception, there are multiple avenues to develop intelligence, such as conducting checks, who the person is accompanied with, and stop search powers is applicable. However, if intelligence is received of a live incident in progress for example, that person linked to drug dealing had just picked up a large amount of Class A substance is travelling to Area A. Now with a likely hood of an offence of progress more police resource can be utilised to intercept the vehicle with ANPR hit to focus the search.

This system is used to detect criminality across Europe and when detected is known as a Schengen Alert. “The Schengen Information System (SIS) is the most widely used and largest information sharing system for security and border management in Europe. SIS enables competent national authorities, such as the police and border guards, to enter and consult alerts on persons or objects. An SIS alert does not only contain information about a particular person or object but also instructions for the authorities on what to do when the person or object has been found.” (European Commission, 2020)

In a 2017 study was conducted to find out “Are selective decisions to dispatch police cars for interception of vehicles identified by ‘live alerts’ from fixed cameras using an Automatic Number Plate Recognition (ANPR) database associated with the highest levels of harm across all live alerts?” This question is developed into whether the live alerts that are generated that do receive allocation, are that the vehicles are intercepted, are they associated with the highest levels of crime”. The blunt answer found is “no; they are not”. (Sidhu, B., Barnes, G.C. & Sherman, L.W., 2017)

This study main research purpose was to find if police resources where effectively deployed based on the severity of the crime. This study uses the Cambridge Crime Harm Index as point of reference. The study is written in a way to encourage and explain how police forces should be using the CCHI. However the factual evidence contained within shows the massive potential in screening and responding to live ANPR readings. (Sidhu, B., Barnes, G.C. & Sherman, L.W., 2017). “Out of the 210 alerts, the control centre dispatched police cars to intercept 49 vehicles after live-time alerts. The dispatched response rate was 23.33% (out of 210)”. “From the 49 dispatches to the 210 alerts, 33 (67%) were intercepted by the police, so that 15.71% of total alerts resulted in a vehicle being intercepted.” (Sidhu, B., Barnes, G.C. & Sherman, L.W., 2017). This evidence clearly shows ANPR is only as effective as its police forces ability to response to live alerts. 

Automatic Number Plate Recognition can be a vital tool in the investigation of live incidents that are rapidly developing and require immediate response to protracted enquiries where slow-time evidence is required to prove or even disprove an offence. The use of ANPR within already fixed and monitored camera’s across the UK. Despite the 1000’s of cameras across the UK it would be impossible for any manned operation to read, check and relay results live time. The only realistic prospect for manned operations is again live singular incidents where a single vehicle is sorted with an accurate location, direction of travel and timeframe otherwise the search is what could be could be coined ‘searching for a needle in a haystack’. ANPR therefore allows a higher detection of criminality across a multitude of offences.

In 2005 a BBC article published “a pioneering number plate recognition system in Bradford played a vital role in the arrests of six suspects after the killing of Pc Sharon Beshenivsky.”. “West Yorkshire officer Sharon Beshenivsky was killed outside a travel agency in Bradford in 2005 while responding to an armed robbery call.” (BBC, 15 Jan 2020). “Within minutes of Friday's shootings, police were using the system to track the suspected getaway car. The first arrests were made in London early the following morning.” (BBC, 21 November 2005). At the time Ch Supt Geoff Dodd of West Yorkshire Police, said: "I believe that this is the best investigative tool we have had since the introduction of DNA analysis.” (BBC, 21 November 2005). Rightfully so, the ANPR technology was linked up to fixed camera’s already in place across the city leading the arrest of 6 suspects for the murder enquiry of a police officer. It’s clear how the investigative tool assisted in the apprehension of suspects.

Individuals involved in criminal activity has quickly recognised the effectiveness and disruption ANPR causes and have expeditiously implemented a ‘solution’, car cloning. “Cloning a vehicle is when a criminal copies the identity of another vehicle by stealing or duplicating their registration plates. Often criminals will then use the cloned vehicle to carry out further crime or avoid speeding or parking fines.” (West Midlands Police, 2020). Car cloning is a way in which criminals can avoid detection by changing the number plates. Car cloning although is still detectable through various avenues. In a Serious Crime Investigation despite a vehicle being cloned, there are still ways to link that vehicle to person all be it there would effectively be alerts for two vehicle. If there is intelligence to suggest a vehicle and an alert is generated a keen eyed intelligence analyst would also be able to recognise any variation on the vehicle information recorded versus the vehicle alert, i.e database shows a Peugeot vehicle but the image captured shows a ford. This would be a clear indication to a likely cloned vehicle.

In conclusion Automatic Number Plate recognition can and is a vital tool in the investigation and detection of serious crime. ANPR can be utilised to disrupt criminality in progress through deployment of police resources. ANPR can be used not only to develop intelligence but as an investigative tool. At present the evidence suggests ANPR is only as effective as the police forces ability to deploy resource to intercept the live alerts. Intelligence analyst in the Police Control Rooms have to view the alerts and deploy resource on the perceived threat, risk and likely hood of harm. However a further uplift of fixed camera locations could lead to massive breakthroughs in a respect of investigation as being able to track a car’s location going back a year could be critical.
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
1. Presenting evidence in Court as OIC (Officer in Charge) of a Case











2. Gain a better understanding of lines of enquiry available in more complex cases.
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
9


















9
	Low 
1-4
4 
	Med 
5-7 



















5
	High 
8-10 
	 

1. Familiarise myself with the evidential impact and categories of evidence. Attend a Court Trail to view the lay out of the court and what is required for individuals within the Court process. Gain an understanding of how evidence is cross referenced.


2. Familiarise myself with investigative tools that are available in serious and complex investigation. This can includes forensic opportunities as well as complex methods to secure and preserve evidence.

	SKILLS 
 
1. Assessing developing scenarios through use of the National Decision Making Model
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
9
	Low 
1-4 
	Med 
5-7 
6
	High 
8-10 
	 

1. Gain a better understanding of the National Decision Making Model and its use through research. Actively employ the NDM in incidents and then reflect on how effective my use of the NDM was.

	EXPERIENCE 
 

1. The proper use of question styles in a PACE complaint formal interview.
 
 
 
 
 
 
 
2. As I develop into my career I become more and more independent in the decisions I make and actions required following a decision.
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

10














9
	Low 
1-4 
	Med 
5-7

7 














7
	High 
8-10 
	 


1. Research the Police and Criminal Evidence Act 1984 and relevant code of practice. Discuss and learn from experienced colleagues questions styles to obtain the best available evidence.

2. Prior to looking to support from supervisors and experience colleague take time to consider the decision I am going to making and potential outcomes of the decision. Once I am happy with the decision made look for support and guidance to confirm and/or learn whether the decisions is effective.


 
 


Task 6 
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 5000D; Professional Police Practice 2 and in signing it will be equivalent to 1000 words towards the 8000 words equivalent total. 
 
 
 
 
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.  
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