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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:



Having achieved independent patrol status there are several things I have learned specifically to do with the organisational culture within policing and how it can affect your wellbeing and resilience. 

The initial 12 weeks tutorship rapidly passes by and each week introduces new challenges and scenarios that you wouldn’t encounter elsewhere. Going from one call to the next dealing with domestic incidents, missing persons, assaults can really become overwhelming however luckily for me I had a very competent tutor. 

Reflecting on and applying my tutors guidance was paramount to my success following independent patrol status. As I began to deal with more complex incidents by myself I was forced to use my intuition and apply all I had learned into the actions I took.  

Each incident I attended was a point of discussion and learning and really helped to increase my knowledge and confidence in dealing with calls. I would sometimes discuss with my colleagues, what I thought had gone right or wrong and where I thought I could improve. This in turn was great for my wellbeing as I was able to spend time reflecting on incidents and taking that learning forward into new incidents. Boosting my confidence and resilience. 

I was fortunate to be surrounded by a team of like-minded officers who were always willing to offer support. I found going into work a joy and would actually find myself regretting that the 9 hours was over so soon. However I appreciate that the shift ending after this length is likely beneficial to a good work, home balance and to ensure no officer becomes too fatigued in the line of duty. 

I found a structure in my team and became used to each individual’s different strengths and found I had a vast bank of knowledge to utilise for my personal development as an officer. Being able to tap in to this knowledge and finding support at every turn was really encouraging and gave me the opportunity to reflect on my working practices and develop new strategies built from the learning I was undertaking. 

I was fortunate to be able to conduct a mobile patrol in the company of every member of my team at one point or another and witness each individual’s ways of dealing with calls. Coupled with my previous experience as a prison officer, I took from my colleagues working strategies and developed my own way of dealing with calls that suited my personality and background. 

Whilst forming my own working practices I found I was left to deal with more complex calls as an individual officer and trusted to take on case files and interviews. This however did not mean I was without support, as should I need it I could find it readily available. 

Although I was fortunate in my team and environment I am aware of others who did not quite get the support or encouragement from their team and found themselves disheartened in the role. 

Each team has its own routines and culture that develop and evolve over time with new officers coming on shift. There is a risk that the team will not want their culture to develop or evolve and this could potentially have a detrimental effect on new officers who are trying to find their feet in a difficult environment. 

I would argue this is not the organisational culture of South Wales Police more the organisational culture of employees of South Wales Police. In the experience of my colleague when raising his concerns that he did not feel his team was the right fit for him South Wales Police were very quick to allow him to move teams which has been detrimental to his mental well-being as he has now found a work ethic and culture that he melds with. 

This continues to be beneficial to his progression and has seen a positive change in his development and his work ethic whilst on shift. 

This was not due to any ethical dilemmas within his team however and was more akin to the theory of ‘Tuckmans Model’ (Moonie, 2005, p. 88)

Tuckmans model highlights 5 stages of a team, forming, storming, norming, performing and adjourning. Unfortunately for my colleague he had joined a team that already had a very close knit working relationship and had established their norming phase. 

The introduction of a new member who for personal reasons was unable to form a bond with his shift brought the team back into the storming phase, causing conflict and distrust that fundamentally shatters the capabilities of a team. 

I have found personally the South Wales Police and the Federation to be a great help when it comes to addressing problems such as this and such as more unexpected dilemmas in the form of Covid-19. 

With a high risk partner and a new born baby, the combination of the support from my sergeant and team coupled with the assistance of the federation saw quick action take place to ensure my family was safeguarded in the early months of the outbreak. 

This was a time of uncertainty for everyone and my job was placing my family directly at risk, the actions of the federation and support by the job to ensure I could safeguard and work from home for a period of time helped with my mental wellbeing and continues to do so to this day. 

I would argue that treating employees needs individually and with empathy create a more driven workforce. With previous companies I have seen what Barret describes as Cultural Entropy. Barret states “When leaders, managers and supervisors are anxious and fearful Cultural Entropy increases and employee engagement decreases. Conversely, when leaders, managers and supervisors engage in caring and trusting behaviour and the organisation encourages its employees to be responsible and accountable for their work, Cultural Entropy decreases and employee engagement increases”

(Barrett, 2017, p. 25)

I found in this instance South Wales Police gave me the trust necessary to allow me to effectively work from home and continue to be an integral part of the team, all whilst protecting my family and treating my needs as an employee with care and support. 





(1020 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. 

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





ANSWER:

[image: ]Throughout this I will demonstrate my application of the National Decision Making Model (NDM - shown in graphic), which was first highlighted during our initial training as being something I should apply to all aspects of the policing. The college of policing highlight the NDM as having six key elements. With each element providing the user with an area for focus and consideration. The element that binds the model together is the Code of Ethics at the centre.

(College of Policing, 2014)

I will then go on to discuss how assaults on police have increased, providing data of the effects assaults could have on a workforce should they be normalised. 

The particular incident I have chosen as an example was a Domestic Violence (DV) related assault carried out in a busy town centre.

Whilst on route to the incident I have contacted the control room and asked for warning markers for both the subject and the victim. The warning markers highlighted a DV background for both parties as well as violent markers for the subject. I have then viewed records of the subject and observed a photo of him as recent as two months old to assist with identifying him. 

My initial information suggested to me a violent male with a historic background of domestic violence had committed a potential serious assault in broad daylight and in a public town centre, during the lunch period. I therefore expected heavy foot fall through the area and perceived a potential threat and risk to other persons should the male not be detained. 

Therefore my working strategy was to locate the subject and detain him to prevent any further offences, as I knew the victim was safe and well in a premises and that her injuries were not life threatening. 

I considered my powers based on the disclosure, determining an arrest under section 47 offence against the persons act – Assault occasioning actual bodily harm would be appropriate and necessary.The offence is committed when a person intentionally or recklessly assaults another, thereby causing Actual Bodily Harm.

(CPS, 2020)

I have ensured the above was circulated to CCTV (Closed-circuit Television) operators covering the local town centre and a description passed to aid in identifying the offender. 

Following this we have conducted an area search for the subject who was located still present in the town centre. I did not know the subject from previous incidents and therefore I did not consider it ethically appropriate to immediately detain and arrest him. I have instead first attempted to speak to him in order to ascertain his identity.
Considering the NDM I have approached the male and continued to gather new information and intelligence. 

The male appeared under the influence of intoxicants and was extremely evasive to officers. When asked for ID the male has passed officers a bus ticket and attempted to walk off. 

Based on my earlier information and the belief that this was the subject I have detained the male under section 24 of the Police and Criminal Evidence Act which allows any constable to conduct an arrest if he has reasonable grounds for suspecting the arrested to be guilty. Section 24 also covers the necessities of arrest with the primary one here being “To prevent injury to himself or any other person”.
(LEGISLATION.GOV, 2020)

The male immediately became actively resistant and attempted to make off from officers, however was restrained. In the course of arresting the male he struck out with his head and connected with the face of my colleague before attempting to spit at him. 

I regarded the nature and gravity of the threat now presented and used the minimum level of force required to take the male to the ground in a controlled manner where handcuffs were applied as well as a spit hood to prevent further spitting. 

These core points above complied with the guidance set out by the college of policing on use of force. 

(College Of Policing, 2013)

Now that action had been taken and the subject was detained I ensure that both my colleague and the subject were okay and had received no significant injuries. 

We were in a public space and still vulnerable should any associates of the male be in the area. My colleague had received a significant blow to the head and should be seen by medical staff as soon as practicable, however we had a violent male that needed securing to prevent further injury to any person. 

I have with the assistance of my colleague escorted the male back to our marked police vehicle, the male began to shout that he had a knife on his person however nothing to that effect was located during a search prior to placing the male in the rear secure compartment of the marked police van. 

Now that the male was secure and no longer posed a threat to the public I assessed the situation and decided a further unit would be required to locate the victim of this assault. 

I made this decision as the male continued to be aggressive in the rear secure compartment kicking the cage and shouting threats, I did not it would be appropriate to stay in the busy town centre where members of the public would have to be subject to these. 

Therefore once a further unit had attended and been briefed I conveyed the male away to Merthyr custody suite. 

[bookmark: _GoBack]The male continued to shout threats of violence and although secured to the rear with handcuffs was attempting to place his hands down his rear waistband. Based on his earlier comments of possessing a knife I decided it would be pertinent to capture the transit on body worn video and instructed my colleague to do so as a contingency. 

On arrival in custody I appraised the suite staff of the situation. This information would then allow them to apply the NDM so that they could understand the threat, risk and harm posed by this particular offender. 

Together we developed a working strategy and with the assistance of custody detention officers returned to the van to take the male to a cell and conduct a strip search to secure any bladed article that may be concealed on his person. 

Initially we have attempted to diffuse the situation by speaking to the subject who initially agreed to exit the vehicle who agreed to exit the vehicle compliantly. However instead lunged directly towards me. I restrained him with the assistance of a custody detention officer, assessing that the subject was still a threat and still wished to do officers harm. Whilst escorting the subject to his cell he has attempted to head butt a custody detention officer however was unable to do so due to our restraints. 

The subject was taken to a cell and initially attempts were made to gain compliance through verbal communication with the aim to conduct a strip search. However the male continued to be aggressive towards officers and his clothing was removed whilst under restraint. 

This was done as ethically and modestly as possible utilising anti tear blankets and clothing to cover him appropriately while conducting the search. 

This incident was constantly evolving and good use of the national decision making model ensure effective planning led to effective action. Throughout the incident the minimum and appropriate use of force required was utilised only when necessary and with ethical consideration given to the subject throughout. 

In conclusion would argue that in a world where officer assaults have become a part of our daily task the NDM is a critical tool in maintaining officer safety.

I have been assaulted three times in my first year on response, including an incident of biting. As shown in a published record from the UK Government from 2019/2020 there were over 30,000 assaults on police officers in England and Wales. 10,410 of those were regarded as “assault with injury on a constable” showing an increase of 2.3% the prior year. 
(Gov.uk, 2020)

Officers should not expect to be assaulted at work and continued increases in assault will only lead to deterioration of workforce morale and increase psychological responses. 

A publication by G Fuller showed that victims of physical assault commonly suffered with depression, anxiety, fear, hypervigilance and anger. 

They state that for many victims, the impact of physical assault is severe and pervasive. The impact may extend beyond psychological and physical injury to permeate all aspects of a victim’s life; for example, leaving them incapable of returning to study or work and becoming isolated from family and friends. 

Further, the support provided by intimate partners and wider social networks may be compromised if, as a result of the assault, family and friends find themselves assuming extra responsibilities or dealing with the victim’s psychological needs.

(Fuller, 2015)


I believe there is a likely argument that these feelings will not abate when away from work or in a place of safety such as at home, and therefore it is critical that all officers apply the NDM for their own safety. Further to this it is critical that South Wales Police monitor the mental health and wellbeing of their staff and give continued support to them following assaults or traumatic situations. 




(1533 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).


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




ANSWER:

Team dynamics are the behavioural and emotional forces that influence a team’s performance, direction and capabilities. 

There are many factors that influence a team’s dynamic and work culture, whether it be individual personalities, environmental factors or other variables it is key to find a balance that works for your team. 

Communication is the vital building block of any team and leads to you understanding who you’re working with, their backgrounds and knowledge, their work ethic, what type of learner they are and what role suits them best. 

(UKEssays, 2019)

One theory that supports this rationale is the ‘Tuckmans Model of Forming, Storming, Norming and Perofrming’ (Moonie, 2005, p. 88). Initially when a new team comes together you enter the ‘Forming’ stage. 

During ‘Forming’ behaviour will likely be more reserved and polite with members unsure of their new roles. It is in this stage that characters begin to identify themselves and their role and where leaders of the group are established. 

Members of the team become more comfortable in the ‘Storming’ phase with those around them and boundaries are generally pushed. Conflicts are more likely as members become more confident and decide that they would be better suited to lead. 

If you are the identified leader at this point then it will be down to you to make sure a clear work flow is in place and that everyone is happy with their role. 

The ‘Norming’ stage finds conflicts resolved or differences accepted. A leader is generally defined and respect is given to both them and the colleagues around you. 

There will be stronger commitment to the teams overall tasking, as members begin to socialise and build more emotional relationships. 

During the ‘Performing’ phase there will generally be good workflows and structures  in place and there is support for all members should they need it with variable factors such as new members joining and old members leaving will have little to no effect. However like all things most teams eventually ‘Adjourn’ for various reasons. 

(MindTools, 2019)

Despite models such as the ‘Tuckman’s Theory’ teams do still fail and conflict is inevitable. To manage this Fleming points out different learning styles which he identifies as VARK (Visual Auditory, Reading/Writing, Kinaesthetic learners). 

Established after thousands of hours of classroom observation and originally from a 1992 study by Fleming VARK is designed to break down where in the four modalities a person fits. This in turn assists them as they are able to structure their learning to fit their needs and reduce conflict.

(Fleming, 2006)

Each individual is rarely all of one category and none of the others and therefore you have a cocktail of learning styles on each team. Not having a good balance across the board could cause further conflict. 

To manage this when considering team dynamics you could have members conduct a VARK questionnaire to establish what types of learners they are and then create a balanced team that compliments one another without isolating an individual member. 


If VARK allows you to identify your role in a team then the work of Patrick Lencioni helps the development of your strengths and weaknesses within that team.

Lencioni highlights what he calls the ‘Five Dysfunctions of a Team’. (Lencioni, 2002, pp. 187-190) He explains how although these five functions can be addressed in isolation of the others they actually form an interrelated model. This makes susceptibility to even one of them potentially lethal for the success of a team. 

The dysfunctions are categorised as;

· Absence of Trust: The member shows an unwillingness to be vulnerable within the group and not open with one another about their mistakes and weaknesses making it impossible to build a foundation of trust.

· Fear of Conflict: Stems from the failure to build trust. Teams lacking trust are incapable of engaging in unfiltered and passionate debate of ideas and remain guarded in their comments.


· Lack of Commitment: Without healthy conflict opinions will not be openly aired in debate or discussion. This then leads to team members feigning agreement during meetings and not fully committing as their views are not truly represented.

· Avoidance of Accountability: Without a commitment to a clear plan of action there will be hesitation when it comes to calling peers on actions and behaviour that seem counterproductive to the good of the team. 


· Inattention to Results: Failing to hold one another accountable leads to members putting their individual needs first. Such as ego, career development or recognition. Effectively dividing the team.

Belbin flips the model to show an easier understanding of how a positive, cohesive team should present.

· They trust one another
· Then engage in unfiltered conflict around ideas
· They commit to decisions and plans of actions
· They hold one another accountable for delivering against those plans
· They focus on the achievement of collective results


It is with this in mind that I regard my personal team in work, I see the traits listed amongst most and actually have discussed VARK learning with my tutor having each new member take a questionnaire to identify learning styles and prevent the five dysfunctions. Thus far it has proven to be a critical success and allows my team to be the best performing in not only the sector but the entire region. 


Performance is another common factor that induces conflict amongst teams, whether it be one member failing to pull their weight or criticism from management on the whole teams performance.

Members of a team may attempt to find blame amongst one another and alienate individuals rather than acknowledging the concerns and working together to improve. 

This is not to say that each individual member shouldn’t work on their own performance. Rather the contrary, by developing your own individual performance you are able to identify your failing factors and potentially offer guidance to other team members who are struggling in a similar fashion. 

Whilst some factors that influence individual’s performance are unchangeable, other factors can be influenced by the individual or their team. 

The first factor being the individual performers mind set. Each individual should reflect on their work, set challenging goals and accept failure as a natural part of attaining higher performance. Achieving these actions and observing a natural progressions will engage positive emotions in the performer and is more likely to have long term benefits. 

To further develop individual performance immersion is key. To produce better performance an individual should constantly immerse themselves in new and challenging tasks, involve themselves in new social interactions that push them outside of their comfort zones and establish disciplined knowledge of their role whilst attempting to actively learn as they work. 

The immersive practice will offer an individual many new experiences which they may then reflect on to further develop. The individual should log their achievements and failings in kind. These can then be analysed for trends allowing the individual to highlight the benefits of their past experiences and develop them into new working strategies for future interactions which will assure they are constantly improving and developing as time goes on. 

(Elger, 2006)


Whilst it is still healthy for conflict and debate to take place on a team there are further considerations when your role is within a disciplined service. The most obvious of which being rank structure. 

A Sergeant is the identified leader of each team and each individual Sergeant will have their own way of working and developing a team. As the rank structure suggest you are to follow your Sergeants directive appropriately whilst ensuring you consider if their instructions fall within the code of ethics. 

As a new member of a shift it is all too easy to fall foul of our basic policing principles and allow yourself to be influenced by an already established team. 

The 9 policing principles state as an officer you are accountable for your decisions, actions and omissions. You are expected to treat people fairly, with respect and to do the right thing. You must be truthful and trustworthy and lead by good example. You should be objective in all things and allow decisions to be made on evidence and professional judgement alone. Your actions and decisions should be open and transparent whilst always acting in the interest of the public. 

(College of Policing, 2014)

Therefore you must not seek approval from your team if it goes against these principles, this will create conflict and will put you in a position of vulnerability should you challenge more senior team members on their actions. However you must remember that should you believe you are acting within the code of ethics then you will be supported by the force and cannot be criticised for your actions. 

If as an individual you allow senior members to influence you away from best practices you will not only be jeopardising your own career but also the integrity of the entire police service. 

It is vital this does not occur as in the UK we police by consent. Should our actions no longer serve public interest and be held in doubt then we would find ourselves nullified by our code of ethics. 

(1550 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. 

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




ANSWER:



Information and intelligence is a priority and a key decision making aspect in all police work.

Information needs to be collected and tested, following which it may be developed and disseminated into effective intelligence which will allow decisions to be made to identify priority areas to target. Once these areas are identified suitable tactical options can be decided upon. 

However there are ethical aspects to this collection of information and it should only be collected with a requirement for policing purposes. If a policing purpose is determined then there is a legal basis for collection, recording, evaluation, sharing and retention.  

(College of Policing, 2015)

Policing purposes may include the protection of life or property, preserving order, preventing the commission of offences, bringing offenders to justice and any duty or responsibility arising from common or statute law. 


Information is received daily through various routes, as a police constable our primary source of collection is information volunteered by members of the public. 

This information gathering is the groundwork for intelligence that later gets tasked to officers across the force area and provides targets and sources for specialised departments to utilise. 

For example, local information may suggest drug supply is occurring from a residential house. This information may be disseminated and assigned to a proactive police team.

 These teams may then observe the household and collect new information by identifying persons and vehicles visiting. Based on the information gathered you may start to see a trend that suggest the initial intelligence is coming from a trusted source. 

This could now lead to identifying networks from the ground up which may lead to organised crime groups (OCGS). If this is the case then information now needs to be shared not only locally but regionally and nationally within and between partner agencies. 

(College of Policing, 2015)

As per my example above once vehicles have been identified they can be marked with intelligence or other markers which will flag up on Automatic Number Plate Recognition systems (ANPR) based across the UK. 

This can then assist with detecting vehicles linked to crime and allows us to disrupt their activity by targeting these vehicles. This is all done with the aim of deterring these actions from reoccurring. 

The ANPR system is nationwide and there are approximately 11,000 cameras submitting 50 million ANPR readings daily. All this information from each police force is stored together with similar data from other forces for a year. 

(Home Office, 2020)

This information however needs to comply with the Management of Police Information, made under the Police Act 1996 and Police Act 1997.

The principles set out by MOPI provide a way of balancing proportionality and necessity to the effective management of information. It also highlights the issues that need to be considered in order to comply with the law and manage risk associated with police information. 

(College Of Policing, 2019)



ANPR is an effective investigative resource, in the sense that it can be used to monitor the movements of known persons and highlight potential routes they are using for serious offences, such as human trafficking or drugs manufacturing and supply. 

I was able to observe the effective use of ANPR whilst on attachment with the Roads Policing Unit (RPU) of South Wales Police. Whilst on duty we were notified by the ANPR database of a stolen vehicle entering the force area.

We were able to view an image of the offending vehicle to ensure it matched PNC as well as a direction of travel and constant updates as it passed numerous ANPR cameras. 

The roads policing unit (RPU) officers made the tactical decision to stop the vehicle and used ANPR to decide an appropriate location waiting for the vehicle to leave the main road. 

This stop led to a large quantity of drugs being located and the occupants arrested, following this section 18 searches were authorised at the home addresses of those occupants.

Section 18 of the Police and Criminal Evidence act 1984 allows officers to enter and search a premises occupied or controlled by a suspect who has been arrested for an indictable offence. 

There was potential that addresses linked to these persons could contain further evidential material which may provide more information as to who was supplying the drugs to this particular Organised Crime Group members (OCG’s). 

(Legislation.Gov, 2017)

 
The detained persons were from various locations both within and out of the force area, there was concerns that they were part of a large county lines operation.

County lines are defined by the 2018 Home Office Serious Crime Strategy as networks or routes formed by organised crime groups and gangs involved in exporting illegal drugs into one or more importing areas. Using dedicated mobile phone lines or other form of “deal line”. They are likely to exploit children and vulnerable adults to move the drugs and money and they will often use coercion, intimidation, violence and weapons. 

(NCA, 2020)


Following my attachment with RPU and on returning to response I responded to a violent disorder incident in a local town centre, this incident involved associates of the males that had been arrested in the stolen vehicle. However all males had dispersed by the time officers had arrived. 

The following evening a patrol strategy was set up as there were concerns the violent disorder was a targeted attack by one organised crime group against another. During a routine patrol two of the males involved in the violent disorder were seen to exit an apparently abandoned building in the town centre, officers arrested one of the males and brought in further units to locate the second who it was believed was hiding inside the building. 

On searching the building an industrial scale cannabis factory was located with multiple rooms for cultivation, cutting and drying throughout and over 700 plants still at the sight. 

This discovery was fuelled by basic information and intelligence and corroborated following a stop utilising automatic number plate recognition by roads policing units. There is now an identified organised crime group in my force area and intelligence is being submitted on their movements when they are sighted by officers. 

This has hindered their ability to continue setting up these operations and as a result will hopefully reduce other crimes and safeguard the victims of those would be crimes.

Those persons involved are now less likely to go unnoticed as they are presented on intelligence slides available to all relevant south wales police officers. Vehicles linked to those persons have markers on them and notify roads policing units of their movements via ANPR who can effectively police the roads. This is all part of a prevention strategy to ensure those victims of county lines never become victims. 

The most recent publication I could find by the National Police Chiefs C (NPCC) dates 2014 and states “The size of commercial cultivation sites continues to be predominantly small and located in residential dwellings, with offenders controlling a number of sites, often across large geographical areas.”

(NPCC, 2014)

Without more recent data I am unable to compare however from first-hand experience I have witnessed industrial scale factories becoming more pertinent with upwards of 500+ plants located in older thought to be abandoned buildings. Usually spread across several stories and with modern amenities fitted for those cultivating the plants.

The journal goes on to disclose “Evidence indicates that there is a continued link between commercial cultivation, modern slavery and people living without legal permission to remain in the UK, including the exploitation of vulnerable adults and children”


Although published in 2014 this still is of common occurrence and a prominent feature in county lines drug supply is the exploitation of young and vulnerable people. 

They will often suffer with mental health or addiction problems and be made to act as drug runners or move cash. 

In some cases the dealers will take over a local property, normally belonging to a vulnerable person, and use it to operate their criminal activity from. This is known as cuckooing.

People exploited in this way will quite often be exposed to physical, mental and sexual abuse, and in some instances will be trafficked to areas a long way from home as part of the network's drug dealing business.

A report published by the NCA highlights that in a survey conducted by them virtually all forces that reported county lines activity also referenced that the individuals responsible were involved with carrying weapons. Showing a stronger willingness for violence.

Out of 35 forces 85% stated that knives were mentioned with 74% of 32 forces stating firearms had been mentioned.  Approximately a quarter of forces reported intelligence relating to the use of firearms to threaten, however there were no reported incidents of guns being discharged in relation to county lines activity.

This highlights the serious nature of these offender and how with a combination of information and intelligence and ANPR we are able to identify them and prevent them from carrying out their illicit activities. 

(NCA, 2017)

(1494 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 
 
 
 Legislation
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5
	High 
8-10 
	 

From the initial 6 months of training I grasped a fair knowledge of basic legislation required to conduct my duties as a police officer, as well as this the initial 12 weeks and a year on response has proffered me more practical knowledge focused specifically around response policing. 

I believe I need to take time to develop other more specific legislation such as roads policing legislation so as to be able conduct other roles and continue my development.

This will then allow me to confidently deal with other incident types. 



As a response officer we spend most of our shift going from call to call dealing with spontaneous incidents. 

There is very little time available to engage with the community outside of these calls and there is no opportunity afforded to attend community meetings etc. 

I am due an NPT attachment soon and will take the time to understand their role in the community more and engage in their tasks to better understand the impact it has on the communities we serve. 





I am lucky in that I have been afforded the opportunity to carry case files through from arrest to court. 

However I have done so with the assistance of my shift and the national file standard model templates.

I am currently beginning a HUB attachment, which is the unit that manage a large percentage of the investigative work following response making an arrest. 

I hope whilst here to conduct more interviews and complete more case files to expand my knowledge of what needs to go into more complex case files so that I am able to complete my workloads more efficiently. 






	SKILLS 
 
 

 Officer safety
 
 
 
















































Proactive Policing/Stop Search
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 I am fortunate to have previous experience of dealing with volatile situations and potential threat, risk and harm as I was previously a prison officer. 

I would regard myself has having higher than 7 for my officer safety if not for the new environment and the risks it brings. 

I am used to being within a contained area with support nearby when it comes to spontaneous situations within a prison. 

However now with response policing there are so many more variables that you have to be prepared for. 

I hope to continue to develop my understanding of this aspect through my yearly refreshers and through personal reflection following incidents. 

I recently had a male make off from me and had to chase and detain him. However looking back on the incident the signs are clearer and I see I could probably have reduced the risk of the male making off. I have learned from this and will continued to do so and apply the learning in the future.
 




 My Sergeant is very keen on his staff conducting proactive patrols throughout our tour of duty. 

This has led to me developing my stop search knowledge vastly and I am able to apply this skillset appropriately. 

I have seen the benefits of proactive policing in the results having seized numerous drugs and vehicle relating to offences. 

It is my aim to continue to develop this knowledge and assist newer members of the team with development so as to create a symbiotic shift who want to proactively police their area. 

I believe that it has been a pivotal point in my learning and confidence when speaking to people and dealing with members of the public.  

	EXPERIENCE 
 
 
 Sudden deaths


 
 
 
 
 
 
 
 
 
 
 
 



















Drink Drive
	Low 
1-4
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6
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3 
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8-10 
	 

 
 I have had very little exposure to sudden deaths having attended only 3 in my first 12 months. 

I have been able to use these experiences for learning however do not feel as though I am confident enough to say I am fully prepared for the work that comes afterwards. 

I have little to no experience with coroners files and believe I need to spend more time reading over my colleagues templates and following best practice from them. 

I only wish to develop my experience of sudden deaths as I want to be able to serve families of the deceased with the professionalism that they would expect. 




It has come as a shock to me how many people consume alcohol and drive with apparent disregard for other road users or pedestrians. 

I have had several experiences with drink drivers and have developed my knowledge to a point where I am happy to conduct the process. 

I now aim to book myself onto an intoxiliser course so as to follow the procedure through myself rather than having to rely on another officer. 

The intoxiliser is the breath test that is conducted following an arrest. It is located within the custody suite and the readings given here are the final result. This is to ensure accuracy that cannot be guaranteed with the roadside breath tests. 




 
 


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.  
 
Signed:  _ _ _ _ _ T Kerr_ _ _ _ _ _ _ _ _ _ (Learner – electronic signature accepted.) 
 
Date: 17/09/2020
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