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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:

Task 1
Introduction
I am going to use Gibbs model (1988) to reflect on the impact of organisational culture on my wellbeing and resilience, and the strategies I use to maintain these.  I am going to consider the retention of my personal values and the risk of conforming to organisational culture. I am going to reflect on an incident I was asked to attend shortly after becoming Independent. 
Description
Whilst sat with 7 members of my team, I was instructed to attend a grade 1 domestic call with a special constable. Further calls came in, the subject was heard saying “you better bring firearms”. On arrival, I heard screaming from inside a block of flats. I entered and ensured the safety of the victim by removing her. She told me that the subject had a knife and would use it. The subject then entered the communal hallway and encouraged his dog to attack me. I contained the incident by holding the door with the subject on the other side. He was threatening to stab me. I called for more units and colleagues crashed the police vehicle whilst responding. The incident ended with the male being tasered by firearms. 
Feelings and thoughts
As the two most inexperienced Officers were sent to the call, I felt like I was being tested. I felt pressure to deal with the call without requiring support from colleagues. I wanted to prove that I was competent at dealing with difficult incidents independently as I felt I would be accepted by my team. I was confident in dealing with challenging behaviour but still felt that I was at a stage where I learn better from watching rather that doing. I felt guilty that colleagues were injured whilst responding to my call. 
Evaluation
I was apprehensive of attending a difficult incident with a new, inexperienced special constable. I know that he was feeling the same as I was inexperienced. I was worried that I would make a mistake which would have severe consequences. I would have been more comfortable attending with an experienced officer carrying a Taser but felt I would be undermining a decision if I had raised my concerns. Charman (2017), recognises that new recruits seek ‘reference groups’, where they can obtain support and guidance. A desire to culturally bond with a new team effects how they are influenced by these groups. Charman’s research found that the focus on learning from watching was evident and strengthened the influence of horizontal learning within the organisation. Although I had a strong desire to deal with this incident without support, I recognised that I would have been putting us at risk. Maintaining my personal values and adhering to policies was key.  I reluctantly called for more units as I knew it was the right thing to do. The attitudes, beliefs and behaviours of Officers involved in any incident can enhance or threaten police legitimacy (Charman, 2017). 
Analysis 
The Chartered Management Institute (CMI 2015), explains that Organisational culture is the way things are done in an organisation, unwritten rules that have the ability of influencing behaviour and attitudes. Throughout tutorship, I was told that I will learn more once independent and must make choices on my own. Colleagues shared stories of difficult situations they encountered alone after becoming independent.  CMI (2015) discussed the cultural web, developed by Johnson and Scholes in 1992. It represents assumptions made by organisations which can impact strategic issues and contains 6 elements. These are stories, rituals and routines, Symbols, organisational structure, control systems and power structures. According to Charman (2017), appreciating the impact of these characteristics on learning is vital to understand the pressures on new recruits.  Charman conducted research on new police recruits which indicated that they learn in 6 distinct ways. Learning from doing, watching, mistakes, common sense, from experience and from adapting. I remained calm and in control during the incident. I have developed resilience from working in prisons and mental health settings. This process is known as stress inoculation.  Crofton et al (2015), as cited by Lyons et al (2009), describes stress inoculation as exposure to stress that toughens an individual and is protective, like having a vaccination that exposes someone to a non-harmful type of disease to develop immunity. I found it difficult to accept that colleagues had got injured responding to my request for more units. I spoke to these colleagues and the use of humour and cynicism put me at ease. Mesmer-magnus et al (2012) explored the possibility that positive humour is associated with employee health and work-related outcomes. They found that humour has significant positive implications for employee and organisations. Knowing that my colleagues reflect on the incident with humour reduced my worry and guilt. Charman (2017), stated that cynicism is used as a technique to cope the role of policing.  I also requested a de-brief the following shift. CoP (2018) states that evaluation of post-incidents refers to peer support as being one of the best predictors to deal with traumatic incidents. Sharing perspectives helps the brain store these events to the memory. Charman (2017) explains that organisational cultures are learnt through interaction, reinforcement, and validation from others. 
Conclusion 
Organisational culture and assumptions made by organisations can impact strategic issues and add pressures to new recruits. Conforming to these pressures can put you at risk, and force you in to making wrong decisions, which ultimately, can affect the legitimacy of policing. Stress inoculation, humour, cynicism, and peer support are all effective ways of maintaining my wellbeing and resilience. 
Action plan
I have a better understanding of the effects of organisational culture and how this can impact and add pressure to my desire to fit in. During this incident I should have had more confidence to challenge the decision to send two of the most inexperienced officers to such a call. Retaining my personal values is different from undermining a group decision. I should have explained that I was still not comfortable, and would benefit from learning by watching, or attending with who I deemed a ‘reference group’.
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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:


TASK 2. 
Introduction.
I will use Gibbs reflective model (1988) to reflect on an incident I attended with a female special constable. Initially, the incident was reported as potential domestic abuse/coercive control but turned out to be a safeguarding incident. The concern was for a 16-year-old female. I will use the pseudo name Ada for this female to maintain confidentiality. Ada is in care under the local authority. The reporting person was Ada’s mother who reported that Ada had bruising on her arms which she believed were caused by Ada’s boyfriend. For the purpose of this reflection, I will use the pseudo name Henry for Ada’s boyfriend. Henry is 18 years old and lives at home with his mother and her three dogs. During this reflection, I will reflect on my decision making in line with the National Decision Model (NDM). I will discuss my considerations when recording the incident, my ethical approach in making decisions and the consequences of these decisions. 

Description.
Prior to attending, I contacted the care home. I was advised that Ada was at Henry’s home address. The home manager told me that Ada had a contract that allowed her to visit Henry twice a week, but she had to return by 22.00hrs. She told me that if Ada did not return today, she would be reported as missing. I attended Henry’s address at 20.30 hrs and both he and Ada answered the door. I spoke to Ada on the door once Henry had gone inside. She denied any abuse and was annoyed that such a report had been made. She rolled up her sleeves to show that there was no bruising on her arms. Ada blamed the home manager for initiating the report and stated that she would rather die than return to the home. I contacted the home again and asked to speak with Ada’s social worker as I was concerned, she would not return home at 22.00 hrs. I was informed that the social worker was in the process of updating the risk assessment as further information had come to light and she thought Ada was at risk of serious harm from Henry. The home was unable to come and collect Ada. I updated control and was advised that Bronze was monitoring. I entered the house with permission and informed Ada that she was going to have to return to the home with police. 

Feelings and thoughts.
I was conscious of the fact that Ada is sixteen, female and vulnerable. Ada worked herself up, she had a panic attack and a nosebleed. She was covered in blood and I was conscious of how it would look to the public if she were to be seen being removed, by force, by a male over twice her size. I was concerned for Ada’s wellbeing. I was aware that Ada, Henry, and his mother had the potential to be volatile. My colleague was new to the role and I was unsure how she would react if the situation escalated. I knew that all other units were at other calls. Despite this, I was confident I would be able to control the situation, should it escalate. My biggest worry were the dogs at the property. I felt pressure to manage the incident appropriately as I was aware that it was being monitored by bronze. 

Evaluation.
I communicated in a calm manner with Ada throughout, whilst adhering to the Code of ethics. I activated my body worn video (BMV), early as I was aware that any comments made by Ada could interfere with any potential future interviews. Officers should take care not to contaminate any evidence. The child’s responses should be recorded verbatim (Bryant and Bryant, 2020). Although Ada did not disclose any offences, I made the decision to contact her social worker to gather further information to ensure her safety.  I knew that I had police protection powers to remove Ada to a place of safety under section 46 of the children’s act, 1989. I encouraged Ada to come willingly and using these powers was a last resort. Where possible, these decisions should be made by a court (Home Office, 2018). I attempted to build rapport and calm the situation as Ada was actively resisting. I recognised that a firm approach would make the situation worse. Listening to what was important to Ada would be more beneficial to achieve her compliance. As Ada was wearing a fleece, I could have asked her to remove this with my female colleague, to check the upper part of her arms for bruising. Although Ada was not supportive, this may have given me further options if there was bruising present. Also, I could have considered COVID legislation to encourage Henry’s mother not to have guests at the house. 

Analysis.
The College of Policing (A, CoP, 2014), explains that the National Decision Model (NDM) can be applied to all policing decisions. It has 6 key areas to help develop a rationale. These are gathering information/intelligence, assessing threat, considering powers/policy, identifying options/contingencies, and taking action/review, whilst adhering to the code of ethics. After speaking to the social worker by phone, I asked Henry’s mother to put the dogs away before I entered. I had been made aware that all 3 persons present in the house had markers for violence. I had decided that Ada had to return home. I was objective in making this decision and used my best professional judgement based on the information from the social worker.  If I was to leave Ada at the property, then it was likely that she would not return home and could be a potential high risk missing person (MISPER). Worst, Ada could be subjected to abuse from Henry. I knew I had a power to remove Ada using force if necessary, but this was my contingency plan as a last resort. I had a statutory duty to safeguard Ada under section 11 of the children’s act 2004. I would be accountable to justify my decisions under this act if I did not (HM government, 2018). Ada was concerned that Henry would be arrested. After half an hour of negotiating with Ada, I explained that she was making the situation worst by not complying. I informed her that a CAWN (Child abduction Warning Notice) could be issued to Henry and he would have to agree not to have any contact with her or he would be in trouble himself. In doing this, I believe I exerted my epistemic authority. An Officer’s epistemic authority is from their knowledge of the law and how to apply it (Bryant and Bryant, 2020). This had a positive impact on Ada and she reluctantly agreed to return home. The aim of a CAWN is to safeguard children from abuse or exploitation. It denies access to adults who use common defences such as providing a place of safety for a child due to ill treatment. It also provides a multi-agency response to improve safeguarding (B, CoP, 2014). Once Ada was in the police van, I updated bronze via my radio. He re-enforced that I had made the correct decision. He advised me to return to the house and make it clear to Henry on BWV that he is not to have any contact with Ada. He told me that he would arrange for other units to obtain a statement from the social worker so that a CAWN could be issued to Henry. I believe I was open and honest with Ada and Henry throughout. I treated all parties with respect and lead by example. Whilst returning Ada home, the care home was on a busy main road. I was concerned that Ada may try to run off or run in to traffic due to the earlier comment she made. I took a hold of Ada’s arm as she exited the van. This caused Ada to become aggressive towards me. I escorted her off the road then released her arm. I adhered to standards of professional behaviour at all times. Use of force must always be necessary, proportionate, and justifiable in the circumstances (A, CoP, 2014). Use of force paperwork and a high-risk public protection Notice was completed for Ada only. The impact of a CAWN on a suspect should be considered, appropriate referrals and support should be sought (B, CoP, 2014). I completed a substantial OEL entry and included my BWV.

Conclusion. 
By being patient, calm and adopting an ethical approach, I believe I was able to return Ada without utilising police powers. Listening to her concerns gave me the information I required to persuade her to return on her own accord. My decision to contact Ada’s social worker provided me with solid information which helped come to the decision that Ada had to return home. Ada’s presentation and comments, she made caused further concern that she was not safe. Being with a less experienced colleague forced me in to leading during the incident. I should have encouraged my colleague to check Ada further for bruising, even knowing that Ada was obstructive and protective of Henry. This may have resulted inc the incident being dealt with differently and Henry being arrested if Ada had not accounted for the bruising. 

Action plan.
This incident occurred about a week before writing this reflection. Although I did not issue a CAWN, I should have submitted a PPN for the suspect. I have since checked and a PPN was submitted when the CAWN was issued. In future, I will ensure I consider the impact for all parties to ensure everyone’s welfare.  On reflecting, I am more aware of the process of issuing a CAWN. I would explain this process in more detail, and I would be more confident that it is being used appropriately. As Ada had the potential to become a MISPER, I would contact bronze for guidance before attending. 
Word Count = 1644
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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:


Task 3. 
This essay is going to evaluate theories of team dynamics as a means of developing team cohesion. Carron et al (1998, cited in Carron and Brawley 2000), defined cohesion as:
“a dynamic process that is reflected in the tendency for a group to stick together and remain united in the pursuit of its instrumental objectives and/or for the satisfaction of member effective needs”.
Burnes (2020), stated that Kurt Lewin was the first psychologist to study group dynamics and recognised that it would be hard to understand how changing forces effect the behaviours of groups and the individuals within, without a theory of group dynamics. This essay will look at reasons why some teams cannot function and ways to improve team cohesion, why interpersonal conflict can occur and what strategies can be adopted to enhance individual and team performance. Also, how team dynamics can result in failure to comply with professional standards framework such as the Competency and Values Framework (CVF) and Policing Professional Profiles (PPP). 

According to the National Police Chiefs Council (NPCC, 2016), their policing vision 2025 aims to be a profession with a more representative work force and vows to do this by creating routes to enter, leave and re-enter policing. They vow to broaden leadership experience through integration within and outside of the public sector. Sivestri et al (2013), investigated The Winsor report (2012) and explained how, the then prime minister, David Cameron called for more ways to produce police leaders in 2011, due to the single point of entry into the force. The report proposed to open senior ranks to individuals from outside of the force. The introduction of direct entry and fast track routes was aimed at strengthening force leadership teams (CoP, 2020). However, Silvestri et al (2013) state direct entries and fast track routes were abolished for senior ranks. They concluded a cultural and structural change is needed to attract talent that is representative of society, however, future attempts to make these changes, could make those already in the service feel threatened. Campbell and Kodz (2011), conducted a literature search to identify the impact of police leadership. They described different leadership styles including Transformational leadership, where the leader seeks to motivate and appeal to individuals’ moral values to improve team building and development. This style can positively impact the subordinate’s commitment to organisational goals and exert more effort by using encouragement, motivation and mentorships (Harms and Crede, 2010). Transactional leadership relies on rewards and punishment and this style may have a less positive impact on subordinates’ work ethic, however, can have positive impacts in specific circumstances i.e., respect from subordinates when dealing with individual’s poor standards of performance (Campbell and Kodz, 2011). Campbell and Kodz (2011), report a Laissez-faire style of leadership as passive and an avoidant style, where leadership appears less active. This style can negatively impact subordinates’ motivational work ethic, however there may be exceptions amongst higher ranking officers. It was concluded a less authoritarian style had the highest prevalence during the last 30 years of policing, however, the importance of being able to adapt styles to suit the situation was highlighted. Goleman and Cherniss (1998), discussed an emotional Intelligence (EI) model (1995), as a theory of performance. They state it reflects how an individual’s potential for learning the skills of self-awareness, self-management, social-awareness, and relationship management can increase success in employment. Goleman states emotional competence, (EC), is included in the EI model and results in improved performance at work. Basic EI model skills include recognising and controlling emotions and behaviours, recognising emotions in others, handling conflict effectively and building working relationships. Harms and Crede (2010), evaluated the relationship between EI and transformational and transactional leadership. It was concluded the relationship between EI and transformational leadership was not as strong or convincing as predicted however, the possibility that EI plays an important role, was not ruled out. Procter and Radnor (2014), implemented a concept of lean production team working, in the public sector. The concept principles originated from Toyota in the 1950’s. The concept is just in time (JIT) production, production in response to customer demand. Emphasis was placed on interdependence between team members. It was reported there was more structure, as team members could not decide on their own workload. Therefore, individuals were unable to choose easier tasks and this subsequently reduced tensions in the workforce. Focus groups reported there was more team spirit, especially when achieving the targets. The better performing teams were engaged, took accountability, and had a sense of common purpose. These differences are evidence of strategies that can be used to improve team cohesion. Tuckman (1965), studied the stages of development in small groups and named these as forming, storming, norming and performing. The forming stage is the testing stage which aims to identify the boundaries of interpersonal and task behaviours. The storming phase is categorised by conflict, disagreements, and interpersonal differences and must be overcome before they can enter the norming stage, where team cohesion is developed. Personal opinions are shared in the task during this stage. The performing stage is where roles become flexible, and the team work collectively to put their energy into the task. This allows supportive structure when performing the task. Tuckman (1965), explains after the honeymoon period of the group wears off, members can act emotionally and negatively. They explain if this is not overcome, then the team will not function. However, if the emotions are overcome, there is a feeling of coming together within the group. Lencioni (2002), believes that groups are made up of imperfect human beings and therefore, are inherently dysfunctional. According to Lencioni, building a strong team is possible and can be simple, however extremely difficult at the same time. Their five dysfunctions of a team model suggests that there are five reasons for dysfunctional teams. These are absence of trust, fear of conflict, lack of commitment, avoidance of accountability and lack of attention paid to achieve results. Tuckman (2001), refers to the pattern of interpersonal relationships as a group structure. He explains it as the behaviours of a group and the way they behave towards each other. Abrahams (1949, cited in Tuckman 2001), states conflict can occur from defensiveness, competition, and jealousy. Confronting, Understanding, Define, Search and Agree (CUDSA) framework can be used to manage conflict in the NHS (Davis, 2007). This approach can be used in any situation and not only in nursing. Confronting the situation or conflict is the first step. Then its to understand the other person’s position, define what the problem is, seek a solution and agree a course of action. Parker (1958, cited in Tuckman 2001), describes a crisis point within the storming phase of Tuckman’s model, where friction is increased, arguments start, and rules are broken. These behaviours can result in a failure to comply with professional standards. The College of Policing (CoP) (2021), states that the CVF framework has six competencies for response constables. These include being emotionally aware and collaborative. Officers are expected to treat others with respect, tolerance, and compassion, ask for support when required, working co-operatively with others to get things done and being open and transparent in professional relationships with others.  The CoP (2016), explain that PPP define the expectation and accountabilities for specified police roles. A Sergeant is expected to monitor and manage team performance, supervise a team, manage their welfare, development and ensuring individuals are motivated. 

Leadership styles have changed in policing over the last three decades. Leaders play a vital role in ensuring that cohesion is developed, and the team can function effectively. In policing, they are expected to manage their team and their performance and monitor performance. The evidence suggests a transformational style is the most effective to impact subordinates’ commitment to achieving organisational goals and improving work ethic, but it is vital that they can adapt to different leadership styles when required. A cultural change in the organisation is required to attract talent, which is more representative of society. The policing vision vows to broaden leadership experience, through integration within and outside of the public sector. This however could make individuals, already in the service, fell under threat. Tuckman’s theory of how groups or teams develop, is influential in forming teams that can perform. The storming stage is critical where teams must overcome conflict. The CUDSA approach can be adopted to overcome these conflicts. Leaders with high levels of emotional intelligence are more able to resolve these conflict issues. An increase in a robust structure and a reduction in individual discretion to choose their own workload, can reduce workplace tensions. Trust, conflict, commitment, and accountability can affect the functioning of a team. The way you treat others, manage conflict, and co-operatively work with others are all reflected by the CVF framework as behaviours expected from response police officers. Failure to adhere to these requirements could mean a serious failure to comply with professional standards. 
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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:

TASK 4. 

This essay is going to explain how information and intelligence can be used in the disruption of the more prevalent criminal activity by effective policing of the roads. According to the Department for Transport (2020), nearly 80% of domestic freight is transported on UK roads but the roads are also used to illegally traffic people and drugs. Offenders use road networks to facilitate crimes including smuggling and cargo theft and county lines exploitation. A report by the Parliamentary Advisory Council for Transport Safety (PACTS, 2021), found that in 2017, 67% of those convicted of drug driving offences had one or more previous convictions for more serious offences. This essay will also outline how Automatic Number Plate Recognition (ANPR) can be used as investigative resource when disrupting criminality. It will also briefly discuss collection, analysis, and evaluation of information. 

The College of Policing (CoP) (2015), states that the collection, development, and dissemination of intelligence can form priority and tactical options. Information can be collected in one of three ways, routine, tasked and volunteered collection. It may be obtained from a variety of open and closed sources. One of the key roles of the effective and efficient delivery of intelligence is the role of the analyst. According to the National Policing Improvement Agency (NPIA) (2008), analysis is where data is collected, reviewed, and interpreted to make recommendations. It identifies pattern from information and allows operational decisions to appropriate activity. It is also used by the Serious and organised crime agency (SOCA). The HM Government (2018), stated that more police forces are linking local policing with local intelligence on SOC, and giving them the information they need to understand the challenges in local areas. The National Police Chiefs Council (NPCC) (2018), has adopted a 3 year strategy which aims to create safer roads, secure roads from the threat of SOC and terrorism and create efficient roads to promote public confidence. Its ‘safe systems’ approach is based on intelligence, technology, communication and enforcement. The national roads policing intelligence forum (NRPIF) provides a platform for joint working between police and other key agencies to disrupt criminality. The NPCC plan to work with others to develop a national recording system (CRaSH) to use mobile data which can provide information on the most hazardous roads. They plan to communicate with the public to ensure they understand why road traffic laws are being enforced. Lastly, they plan to enforce the law by focusing on the Fatal four offences; drink and drug driving; failure to wear seatbelts; excess speed; driving whilst distracted. Smith et al (2015) (cited by PACTS, 2020), conducted a review and estimated the number of collisions and casualties due to the fatal 4 offences. One of the estimates made was that a 21% reduction in fatalities or serious injury could be made if no drivers used a handheld or hands-free phone whilst driving. The PACTS (2020) report on road safety recommended that the NPCC strategy should be revised. Other recommendations made included that intelligence should be improved and shared more widely, the number of roads policing officers are increased, and greater use of technology made. The police powers to stop vehicles is an invaluable tool in detecting crime on the roads. The CoP (2019) outlines these powers. S163 of the road traffic act 1988 to stop a vehicle. With authorisation, then use of Section 4 of PACE can allow an officer to stop a vehicle in a particular location to locate a witness of suspect of an indictable offence. Also requiring authorisation is section 60 of the Criminal Justice and Public Order act to search where violence is anticipated in a particular location. S43,44 and 45 of the Terrorism act also provide similar powers. The CoP (2019) explain that technology can have a big impact on how to police criminals using the roads. There are various tools to be used including CCTV, vehicle tracking devices, smart water substance, roadside fingerprinting, facial recognition, average speed cameras, Facial Images National Database (FIND) project and ANPR. The CoP (2019) believes that ANPR is an effective way of matching vehicles to previous incidents or flags. It encourages proactive policing and is beneficial in investigations. According to the ANPR Working Group (2013), ANPR is used in three keyways; disrupting criminal activity by identifying vehicles known to be used, gathering intelligence, and investigating crime. Cameras can be accessed for overt or covert use and this is regulated by Regulations of Investigatory Powers Act (2000). Images are taken of the vehicle registration mark (VRM), with a time and location and is instantly checked with a database for vehicles of interest. This can confirm if the vehicle is associated with criminality. As it can be used in real time, vehicles of interest can be intercepted. Cameras can be in vehicles, fixed sites or closed-circuit television cameras (CCTV), usually in town centres. The CoP (2020), explains that results analysis is helpful when the activity is unusual. An evaluation of the use of ANPR and how it has contributed during an investigation or gathering of intelligence as this is an important part of analysis. The NPIA (2008) states an evaluation system is used to evaluate intelligence. This considers the source, the information itself, the direction from the information owner and how it can be used. Closed source information, such as ANPR, is not evaluated through this system and is assessed as reliable. ACPO (2013) explains that all VRM reads for a force are stored in a computer known as black office facility (BOF). There is a central national store for all BOF’s known as National ANPR Data Centre (NADC), this can provide information for national research and this Information is stored on BOFS and NADC for two years. ANPR cameras can also identify vehicles travelling in convoy that are linked to the vehicle in question. The CoP (2020) states that if a vehicle is flagged due to a Police National Computer (PNC) check, it should be dealt with by using the information in the report. An action (ACT) report may contain specific actions and reaction (REACT) report is used to cancel out an ACT after the action has been adhered to. Local databases known as ‘hotlists’ can circulate information on vehicles that does not meet the criteria for PNC circulation. According to the Home Office (2020), there are three categories which provide the framework to support the retention of, and access to ANPR data. These are major, serious and priority and volume investigations. Serious Investigation escalation factors include organised crime and vulnerability of victims/witnesses. ACPO (2013) state that an ACT marker for a major investigation requires authority of a superintendent. The CoP (2021) ‘what works’ offers multi agency tactics to attack the six areas of a criminal’s lifestyle that supports their opportunity to commit crimes. These are lifestyle, behaviour, vehicle, travel, business, and crime. It is focused on disrupting SOC and adopts the pursue, prevent, protect, and prepare framework. As an example, the National Crime Agency (2017) reported that 51% of UK police forces found county lines groups were using hire vehicles as a mode of transport-to-transport drugs on UK roads. The CoP (2021) ‘what works’ explains that local authorities taxi licencing departments is responsible for sanctioning applications and ensuring a CRB check has been completed. SOC groups utilise taxi’s not to be detected. The impacts include gathering intelligence on where the OCG’s visit and forcing OCG’s to use their own vehicles so other disruption opportunities can be utilised. The procedure is to contact the local taxi licencing department and the local authority can help. There is advice on what to look out for and the advice is that there may be a requirement of an information sharing agreement, memorandum of understanding or data protection exemption request. 

Intelligence lead technology assisted policing is essential in policing the roads. Collecting and analysing data from a range of open and closed sources is valuable to make recommendations and address patterns of offending. An evaluation of the gathering of intelligence is an important part of the analysis. The Smith et al (2015) review (cited in PACTS,2020) highlights the importance of focusing on the Fatal four, to create safer roads. Focussing on these issues can lead to further disruption of more serious crimes as 67% of drug driving offenders had one or more convictions for more serious matters. Although HM Government (2018) believe more police forces are linking local policing with local intelligence on SOC, PACTS (2020) recommended that intelligence should be improved and shared more widely. It recommends that the NPCC (2018) 3-year strategy should be revised. Police powers and technology are an essential tool for disrupting crime on the roads. The use of ANPR is key to disrupting criminal activity, gathering intelligence, and investigating crime. It can identify vehicles and use PNC ACT markers to flag a vehicle in real time. Vehicles of interest or travelling in convoy can also be identified. Local ‘hotlists’ can also provide information on vehicles that haven’t been circulated on PNC. 
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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) Optimise use of available technology. 


2) The causes, mitigation and prevention of crime.


 
 
 
 
 
 
 
 
 3)Knowledge and understanding of organisational and local priorities. 
 





4)Social behaviour and society











5)knowledge and applying traffic legislation.

	Low 
1-4 
	Med 
5-7 



















7

























6










	High 
8-10 
8




8





















9
	Low 
1-4 
4












































2
	Med 
5-7 





6












5








7















	High 
8-10 
	 
1) Become more familiar with methods of capturing CCTV i.e Snagit. Attending training to learn about new technologies i.e drones.
2) Being proactive and developing knowledge of theories that can be applied when making decisions to contribute to the prevention of crime. 
3) Keeping up to date with operations, local intelligence briefings, DMM reports and patrol strategies. Communicate more with other departments i.e NPT
4) Engaging more with diverse and complex communities to build trust and develop my knowledge of their origin, organisation and networks, especially with the large traveller community, in the area that I work.
5) Maintain knowledge of Traffic Act(1988) and utilise this to target Fatal 5 and be pro-active in creating safer roads.  

	SKILLS 
 
 
1) Gather, handle and analyse intelligence. 
 
 
 
2) Leadership skills to protect and support the public i.e vulnerable individuals
 
3) Ability to be accountable and act on best available evidence when risk assessing possible threats
4)Communication
 
 











5)Packaging property correctly and exhibiting skills
	Low 
1-4 
	Med 
5-7 









































	High 
8-10 

8





8





9





9












9
	Low 
1-4 



















	Med 
5-7 

6





6





7





6












5
	High 
8-10 
	1) Understanding more about how information is analysed and prioritised to be used effectively to support law enforcement and prevention of crime. Build community relations to enhance gathering of information.
2) Develop more confidence and self-belief  in my decision making. Taking the lead without seeking reassurance that I am making the correct decisions. 
3) Being aware of all the sources of information to gain enough knowledge to accurately manage risk i.e PNC checks, Officer knowledge, critical markers. 
4) Becoming more confident and less apprehensive of communicating via radios. 
5) Ensure I am familiar with force guidelines on packaging and retention times of items. Correctly exhibiting items ensuring I specify if the item is belonging to IP or DP. 

	EXPERIENCE 
 
 
1) Emotional intelligence
 
 
 
 
 
 
 
2) Working collaboratively with others. 
 
 
 
 3)Sharing ideas and best practise, seeking support. 







4)Sharing experiences and being supportive.











5)Gain more experience of dealing with sexual offences. 
	Low 
1-4 
	Med 
5-7









































7 
	High 
8-10 

9









8




8








8
	Low 
1-4 









































3
	Med 
5-7 











6





6








7


	High 
8-10 

8
	1) Gain more confidence in expressing my thoughts and ideas and accepting that my ideas may be valid. Being socially aware and picking up on negative atmosphere’s issues within the team. 
2) Overcoming barriers and working effectively with my team and external agencies to achieve best possible outcomes. 
3) Being inquisitive and asking ‘silly questions’ to gain understanding. Be creative and confident in developing new ideas and learning from mistakes. 
4) Provide advice to new recruits and share common mistakes I have made to reduce the chances of them making the same mistakes. Helping others and being a role model to positively impact the wider organisation.
5) Ensure that I am familiar with the Sexual Offences Act (2003). Become competent at completing charter applications and familiar with preserving scenes and evidence where necessary. 


 
 


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:  _ _Steven J Williams _ _ _ _ _ _ _ _ _ _ _ _ _ (Learner – electronic signature accepted.) 
 
Date: _ _ 04.04.2021_ _ _ _ _ _ _ _ 
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The bibliography should only include sources referenced within the workbook using the Harvard referencing system. Information about referencing in written assignments and how to avoid plagiarism can be found on Moodle. It is important that you are aware of the importance of ensuring that the work submitted is your original work.

image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%





