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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. 


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



ANSWER:

Since achieving Independent Patrol Status, I have realised that being part of the police service brings with it in some ways a new lifestyle in which I believe I have adapted to ably. Within policing, there is a prominent organisational culture whereby day to day tasks are expected to be completed to the upmost of standards and with the highest degree of professionalism. This is because the majority of the public look up to the police as the pillars of the community, who help protect them from harm. Therefore, it is most important that all police officers act with the highest levels of professionalism when serving the communities that they work within. According to (Managers.org, 2015), some key factors of an organisation’s culture are the people who work and represent it, and its history and environment. Therefore, recruiting Police Constables (PC’s) with the highest levels of professionalism and standards is key to a successful organisation. 

Having moved to a different sector at the end of my tutorship stage, I have realised that although different sectors work slightly differently to each other, the same outcome is always achieved. That being, the best possible outcome for that particular member of the public is always aimed to achieve. It has been interesting to learn the new way things are done in my new sector, and it has not been that difficult to adjust to as I have learned that there are many different ways in order to achieve the same end result. I feel that I have been accepted onto my new team and I am valued by my supervisor. I feel grateful that I have ended up on this particular team as it has one of the best records within the Basic Command Unit (BCU) for producing quality results due to being highly proactive. 

Recently, I have had a change in supervisor. This was difficult to get use to at first as my old supervisor was extremely particular in the way he liked day to day tasks to be completed. He would always have an input on my thought process when dealing with a specific call. As much as I did not understand why I would constantly have to talk about my thought process before going ahead with it, I now realise that he only had my best interests at heart. I now understand that he would only be ensuring that I would not be innocently making the wrong decision due to my lack of experience, in turn, not jeopardising my position as a PC. However, having become accustomed to this way of working, I did feel that my confidence levels stopped growing at a particular point, and could not continue to grow due to this style of management, Knight (2015). 

Having got use to the way my old supervisor liked things done, it was difficult to adapt my way of working to the way my new supervisor preferred. He prefers that I make the decision and carry it out, trusting that I have made the correct decision. Although this has greatly boosted my confidence, I do not feel as protected as I did with my old supervisor, as it has become engrained in me to talk about my thoughts to ensure they are correct before carrying them out. I have often thought about some of my decisions and worried that they were the incorrect decisions to have made. I often find myself clarifying my decisions with my new supervisor over the airwaves in order to ensure that the correct decision is made. Overall, I prefer working under my new supervisor as I have found that my confidence has grown immensely, and this will in time, make me a more competent officer. I also have reassurance that if I am ever unsure, he is always there to help and point me in the right direction, (teambuilding, 2021). 

Being a part of such a small team and spending more time with them than my family has allowed me to grow strong bonds very quickly with other members on my team. It is most important to me that now I have achieved my dream career, that I am happy at my workplace. I feel that every member of my team are on the same wavelength and I trust each individual with my safety when working together. After all, there are far more criminals than police within society so knowing that my team members care for my safety, and I care for theirs is extremely important to me. According to (Gov.uk, 2019) there was estimated to be 202,000 police officers working in the whole of the United Kingdom (UK). This, compared to the overall population of the UK being more than 66 million in 2019, shows the clear need for officers to stick together, (Office for National Statistics, 2020).

There is a healthy atmosphere within my team that also helps with building relationships with one and other. This has allowed us to be able to spend time together outside of work, not just when on duty. However, I have realised that there are frequent changes made to teams with new members joining and experienced members leaving for specialised departments. Therefore, I am aware that it may not always be this good, as it only takes one person to change the whole team dynamic. This in turn, creating a bad atmosphere which will affect the whole team, (Babington, 2016). 

Although I have become accustomed to the culture within policing, I understand there are risks of conforming to such culture. After speaking to many experienced colleagues, it has become apparent that if I am not careful, in time the job can have significant effects on my relationship. Combined with working long hours and various shift patterns, I have realised that it is important to value my rest days and spend quality time with family members. I have sometimes felt overwhelmed with the pressures to ‘always be perfect’, so having a safe space to be able to relax is vital. Family members have also pointed out that they have seen a significant reduction in me socialising and making time for my friends. Therefore, it is my aim to rebuild my relationships with friends who I have lost contact with since joining the service. 

Whilst in initial training and progressing into the tutorship stage, I put some strategies in place to ensure that the effect the role would have on my wellbeing and resilience would be minimised. I have continued to adopt a healthy diet and I have noticed the benefits of this not only physically and mentally, but also financially. As Bjarnadottir, (2021) suggests, spending far less on takeaway foods and preparing healthy and nutritious foods to take to work with me, has allowed me to save money which will go towards a deposit for a mortgage that I am currently saving for. However, in an attempt to improve my fitness levels, I purchased a mountain pushbike to use instead of walking. I soon realised that this was not suited for me and I have now sold this and will continue to walk which I enjoy. I have realised that maintaining my wellbeing and resilience is key to a happy and healthy life (Skills for care, 2016). 

Overall, apart from the points mentioned above, I do not think that the culture of the police organisation has had a substantial impact on my wellbeing and resilience as I am young in service and I have been fortunate enough to have been placed on a great team within the BCU. However, I am aware that if I am not careful, this type of career could easily consume me in future years, especially with the ever-changing circumstances that occur within policing. I will be sure to look out for any triggers and act upon them immediately. 

Word count: 1305
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Task 2

Relevant areas of the National Policing Curriculum: 
Decision-making and Discretion, Vulnerability and Risk, Public Protection.  
 
You must choose an incident, for example a domestic related incident, and reflect on how you made decisions in complex and unpredictable circumstances using dynamic risk assessment. 

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

Evaluate decisions made during the incident and your use (or otherwise) of the National Decision Model. Explain the rationale behind your decisions and your considerations when recording details of the incident. Consider your ethical approach to the decision. Outline the consequences of your decision making. 

1750 words (+/- 10%: include your actual word count at the end of each section)





ANSWER:

A dynamic risk assessment can be described as a continuous process that identifies new hazards and risks whilst taking action to mitigate said risks in a rapidly changing environment, Martinelli, (2019). Whilst on mobile patrol in my sector area alongside my colleague, I was asked to attend a domestic related incident involving a mother who had called in asking for police attendance to remove her intoxicated son from the address as he was causing a disturbance. The Force Incident Manager (FIM), who is the rank of Inspector, and works solely in the Public Service Centre (PSC) grading every call that is received from the public, had graded this call as a grade one. A grade one call is of the highest priority and the only grading that allows officers to drive on blue lights and sirens. As my colleague and I are not yet trained to drive on lights and sirens and have no legal exceptions to drive above speed limits, we had to make our way in line with force policies and practices. 

Whilst en route to the address, my colleague and I started to discuss our actions upon arrival. As this call was similar to many I had attended previously, we quickly identified that if this was simply a verbal only argument, with no disclosures of assault, and no offences identified, the intoxicated male would be removed from the address and conveyed to another family member or friends address to stay for the night. However, I have learned that speculating on the end outcome of calls is not always best practice. Keeping an open mind on arrival is crucial, as I have learned that calls never really follow the original plan. After all, officers are supposed to remain impartial, (Gov.uk, 2012). The area in which the address was located is relatively deprived and the community in general are anti-police, therefore I knew this could cause issues on arrival. I will be using the National Decision Model (NDM) to assist me in answering this task and I will explain my rationale behind the decisions I made at the time. The NDM is almost an instantaneous process and can be completed numerous times at the same incident.




[image: https://www.app.college.police.uk/wp-content/uploads/2014/12/NEW-National-decision-model1.png]Figure 1: National Decision Model. Taken from: (College of Policing, 2014).




The NDM is a five-step process that is centralised around the police code of ethics. This ensures that all PC’s make their decisions whilst having the codes of practice at the forefront of their decision-making. The first step of the NDM is gathering information and intelligence. This was completed whilst en route to the call and is vital in order to ensure that officers are aware of any warning markers that are on the address or involved persons. In this case, there was no intelligence on the address. In one way this was positive, as it shows that the involved persons are not frequent callers and there is probably a genuine need for police attendance. It also allowed officers to attend with a completely open mind with no pre-judgment on the persons involved. However, it is no use in preparing officers for what they may be faced with on arrival and could place them in a compromised position, (Avon and Somerset Police, 2018).

On arrival at the address, I began to use step two of the NDM, assessing the threat and risk and developing a working strategy. I knocked on the door and could hear voices coming from inside. The property was in darkness with no movement coming from inside. Upon making numerous attempts to gain entry by shouting through the letterbox, a female opened the first-floor window and stated she had called police by mistake, her son had left, and there was no need for us to enter her property. By saying this she immediately heightened my suspicion due to if what she was saying was true, surely there would be no issue with us entering the address. Due to the nature of the incident, being domestic related, the South Wales Police (SWP) domestic violence policy states that officers must take positive action when attending domestic related incidents. Therefore, leaving the address without entering and ensuring all was in order was not an option, as I would not have been taking positive action, (College of Policing, 2018).

A male then become verbally aggressive to officers through the first-floor window telling us to leave. I informed them both that if they were not going to allow officers to enter voluntarily, I would use force to enter the address under Section 17 of the Police and Criminal Evidence Act 1984 (PACE). This is where I used step three of the NDM, considering my powers in order to resolve the issue I was faced with. Under the above section, I could justify using force to enter the property to save life or limb as although they stated their son had left, I could not be sure of this and had no idea of his intentions, (Legislation.gov.uk n.d). I identified that there could be a number of reasons why they did not want police to enter the address. Some of which being the offender was still present and was holding them against their will, or they simply did not want their son to be arrested. 

Due to their non-compliance, I then began to use step four of the NDM, identifying my options and contingencies. I had two options, one being using my Method of Entry kit to gain access, the other, continuing to try and convince the occupants to open the door voluntarily. This option would be best practice as forcing entry is always the last resort and only considered when all other options have been exhausted. 

After a short while, a male opened the front door and confronted officers in an angry manner, still refusing us entry. I was sure to put my foot in the doorway to stop him from closing it again, ensuring that we had now gained entry. The female was standing behind him and began to shake and could not speak properly. This is where I used step five of the NDM and pushed past the male in an attempt save the female if she had fallen. This was now clearly a medical emergency, and after speaking with the male, he informed me that his wife suffers with epilepsy and has frequent seizures when stressed. I informed the control room and asked for them to arrange for an ambulance to attend and my whole focus then switched from searching the address for the offender, to ensuring that the best care was provided to the female. Afterall, the main role of a PC is to preserve life, (College of Policing, 2013). 

I called for further officers to attend as I realised that just two of us was not going to be enough to resolve this situation successfully. After escorting the female to the sofa to sit down, she become well again, and asked us to cancel the ambulance as this is something she is currently living with and there is no treatment for it. My colleague and I then searched the address for the offender while the other officers arrived and remained with the female. While searching the address, I received contact from the PSC stating that while the female was on the call, they could be heard telling the son to hide out the back garden. I immediately informed my colleague who went into the back garden while I covered the side gate, in an attempt to contain the area.

Suddenly, a male jumped over the garden gate and I detained him, placing him in handcuffs to the rear. After confirming that no offences had been identified, he was escorted to the rear of our police vehicle when I asked him numerous times for an address that he could go to for the remainder of the night. His mother then come out and stated he could remain at her address; however, this was not an option due to the arguments that had occurred earlier in the night. Being intoxicated, the male was difficult to communicate with and would not provide an alternative address. 

I then made the decision to arrest the male to prevent further Breach of the Peace (BOP), as I was left with no other option. Before making the decision, I ensured that I was confident in the fact that all other options had been exhausted. BOP is a non-recordable, summary only Common Law offence. Suspects do not tend to be charged for the offence as it is down to the Custody Sergeant to make the decision to put them before a court or not. Typically, suspects are not required to be interviewed for this offence and it is primarily used in order to provide a place of safety for a subject when there is no where else for them to say, (College of Policing, 2013).

When updating and recording the details of this incident, I considered completing a National Intelligence Report (NIR) on the arrested male stating that he was located in the rear garden and had tried to hide from police. This was encouraged by my supervisor as it would provide officers with some intelligence on the male if they were to attend the same address in the future, ensuring that the rear garden was searched prior to leaving. I also completed a Public Protection Notification report (PPN). This is a mandatory report that must be completed in every domestic violence incident. This is then assessed by the Public Protection Unit (PPU) and graded low, medium or high depending on the incident and is also shared with partner agencies such as social and health services. By completing this, it ensures that any support services can be implemented for the involved persons, (South Wales Police, 2008). 

Overall, I believe that this incident was resolved successfully as all involved parties were safeguarded. Due to this being a domestic related incident, I did not use my discretion to its full ability as there is a strict policy already in place that must be adhered to. An example of using my discretion in this incident would have been allowing the arrested male to remain at the address, however this would not have been following the policy. I believe I used my judgment well by not listening to the female when she initially stated that she no longer needed the police. When dealing with a similar incident in the future, I will be sure to communicate better with my colleagues in order to streamline the process of dealing with the incident as I feel that I could have dealt with the incident more quickly. 

Word count: 1772






Task 3

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

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

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

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


1750 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

To be a part of a successful and thriving team, each team member must meet certain criteria’s and have strong personal values. According to Garvey, (2018), there are six key factors for what makes a good team. These include, communication, diversity and heterogeneity, clear goals, a good leader, trust and respect and managed conflict. There are many theories upon researching that talk about team dynamics and improving team cohesion which will be explored in depth during this essay. I will be looking at Tuckman’s stages model in particular as this is one that seems to be most recognised. I will also be looking at the Patrick Lencioni model. This talks about the five disfunctions that contribute towards a poor cohesion within a team. I will then explore why inter-personal conflict exists within teams and what strategies can be implemented to improve individual and team performance. Finally, I will look at the connections between team dynamics and the police service and how this can sometimes result in the failure to comply with professional standards, such as breaching the code of ethics or not following policies and procedures. 

Team cohesion is described as being a team’s ability to work effectively together as a unit rather than individually to achieve a specific goal, (Indeed, 2021). Some ways to improve team cohesion if a team is not functioning to its full ability would be to build trust amongst one and other. This ensures that no secrets are kept between the team, leading to the feeling that all team members can be open and honest and have a safe place to communicate amongst themselves. Structuring specific goals provides motivation and an understanding on how they will reach the end goal, in turn, increasing proactiveness within the team. Taking part in team building activities is a way that will boost morale within the team and build stronger personal relationships between team members. Finally, communicating effectively is key to the success of a team as it provides a space for team members to voice any concerns rather than keeping it to themselves. It also allows all team members to voice their ideas on reaching the end goal, (Indeed, 2021). These reasons also apply to improving the overall team performance and specifically the individuals within the team. After all, if team members are generally happy and class each other as friends, this will create a better performing team overall. 

Patrick Lencioni published a book in 2002 named the five disfunctions within a team. Within this book, Lencioni states that there are five main reasons that cause a team to not be able to function at all. These reasons are displayed in (Table 1) below.

 
	1.) Inattention to results


	2.) Avoidance of accountability


	3.) Lack of commitment


	4.) Fear of conflict


	5.) Absence of trust




Table 1: Five disfunctions of a team – Patrick Lencioni. Taken from: (Businessballs.com 2018)

Within policing, and any other organisation, all teams are somewhat dysfunctional. It is therefore down to the leader or the supervisor to ensure that if any of these five reasons shown in table 1 are apparent, that they are challenged and resolved accordingly, within a timely manner.  

Dr Bruce Tuckman first published his team development model in 1965 and added the fifth stage to it in the 1970’s. The five stages include forming, storming, norming, performing and adjourning. This is a simple way to understand how development within a group occurs, (Businessballs, 2017). Below, (Figure 2) shows the different stages of the Tuckman’s model against the effectiveness and performance of the team.


[image: Tuckman's Team and Group Development Model-Forming-Storming-Norming-Performing]
Figure 2: Tuckman’s Model. Taken from: Elsey, (2015) 


The first stage of the Tuckman’s model is forming. At this stage, it is all about acceptance into the team and where everyone is getting to know one and other. It is also where everyone tends to work independently rather than in a team as they do not know each other yet. I can relate to this stage when I moved sectors after tutorship. This was a difficult first few weeks as I found that the team were not very accepting of me as a new officer and more of a liability to their team. I did not want to join the team and give a bad first impression therefore I was quite withdrawn at first and would rather work independently away from other team members. 

The second stage is storming. This is where conflict may arise between team members and leaders. At this stage, members are no longer classed as ‘new’ therefore begin to feel safer amongst the team. This can affect the team’s performance until a way is found to move forward. There were a few strong personalities on my team, and being a person with a strong personality myself, this did cause some disagreements between myself and other team members. This led to my performance within the team taking a step back and the feeling that I did not fit in on the team. However, after some internal moves, I now find myself far happier and as if I have been accepted onto the team. 

The third stage is norming. This is where the team develops trust between each other, and all feel comfortable within the team to ask for help. It is also where a plan is formed. It is important to note that storming can still occur if there are changes made to the team during the norming stage. This is where I believe my team are at now. Due to the ever-changing circumstances within policing, it is difficult for a team to be able to complete the five stages of the Tuckman’s theory like it would be for a newly formed team with one specific goal in mind. 

The fourth stage is performing. This is where the team is stable and end goals are clear. This is where all team members are competent in what they do, and minimal supervision is required. This stage will be difficult to achieve on an average response policing team as there are new officers joining constantly and experienced officers leaving for specific departments. This would be more achievable on teams within smaller departments with less turnover of staff such as the Roads Policing Unit (RPU) or Firearms department. 

The fifth stage is adjourning. This is where the team breaks up after the end goal has been achieved. This can be a difficult stage for some as the bonds they have created with other team members could be lost, (UKessays, 2015). I do not think that any policing team will reach this stage as there is a constant end goal needed to reach. This meaning that once one investigation ends, another begins. Therefore, the termination of a team is rare within policing as there is a constant need for the services it offers.

Inter-personal conflict can and will occur within every team. Within the workplace, it is described as being the interference with a person who is trying to achieve a specific goal by other team members. It occurs when two or more people express different points of view and the lack of communication and personality clashes between team members, (Indeed, 2021). Within policing, inter-personal conflicts can occur when there are two or more supervisors managing the same team. When one supervisor wants a task completed in a certain way, the other may disagree and want to complete the task their way. This then delays the task being completed. Another example would be a fully competent PC who acts up as the sergeant on the team but has not yet achieved the ranking of sergeant, disagreeing with a newly promoted sergeant who has just been placed as the new supervisor on the team. 

There are many types of inter-personal conflict, some of which include pseudo conflict, value conflict, policy conflict, ego conflict and fact conflict, Raypole, (2020). All can arise within policing. I have personally seen ego conflict occur between an experienced sergeant and PC whereby the sergeant has refused to admit their mistake as they have a rank above the PC and are therefore, always right. It is sometimes difficult within policing to be able to disagree with the rank above as it can lead to being accused of disrespecting the rank and therefore leading to PSD investigations. However, correcting someone when you know they are in the wrong is something that I will always aim to do providing it is done respectfully and privately. This ensures that highlighting the mistake will not lead to them being in trouble with PSD.

Failure to comply with professional standards within the police service can result in an officer being dismissed from the force. Therefore, it is imperative that while there are natural disagreements between team members, they are dealt with and resolved in a professional manner, avoiding the need for the PSD to be involved and that officer placed under investigation. Due to the current circumstances within policing, the ever-increasing demand on the service, and unprecedented challenges arising such as COVID-19, officers are now under greater pressure than they ever were previously. This said, tensions are heightened throughout the service leading to more disagreements than there were before between team members. 

Being a new officer, I felt the pressure to fit into the team far greater at the beginning. This said, I would take on board any advice or simplified ways on how to complete a task from more experienced team members, not realising that this was maybe the incorrect way to complete it. Retrospectively, this could have seen me not following certain policies or procedures in full, compromising my position as a PC. I am always appreciative of any help offered by experienced officers; however, I am always sure to think out their advice prior to going ahead with it, and always question them on any points that may compromise my position. Complacency as a PC could lead to dangerous outcomes for the victims of crime and the officer. This could lead to the officer being investigated by the PSD, or even worse, injured on duty. 

All things considered, I am part of a well-regarded team within the wider organisation and have received praise and appreciation from chief officers for some of the results produced by my team and I. All of my team members, myself included, treat each other with the respect and courtesy we deserve. Our supervisor is keen to correct us if he feels that the line is close to being crossed, however this has rarely occurred and he is there to support us in any way needed. I count all my team members as friends and not just work colleagues, and for that I am grateful. 

Word count: 1739.
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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. 

1750 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

Information and intelligence within the police service is vital in order to build a bigger picture of what is happening within a specific area. It ensures that the police can safeguard those that are victims or are being exploited, and prosecute perpetrators of crime, (Avon and Somerset Police, 2018).  According to (National Crime Agency, n.d), intelligence is another word for information that has been assessed and analysed, grading its relevance and reliability. All police forces have an intelligence department that receive NIR’s from officers and information from the public. They then work to grade the information and turn it into intelligence. This intelligence is then placed onto the relevant sector intelligence bulletins and is shown to all teams during briefing to make them aware of what is allegedly happening in their area.

The police can obtain intelligence in many different ways. Some of which include open sources of information and covert human intelligence sources (CHIS). Open sources of information are open to the public and can be found online, in newspapers, or on the radio. The issue with this type of information is that it can sometimes be unreliable and not at all relevant, (NPCC, 2015). CHIS is when people are used to gather information form perpetrators of the most serious crimes such as terrorism. They are protected under the CHIS Act 2021 to become involved in criminal activity in order to gather information that may never be discovered if they were to not be involved in criminal activity. This type of intelligence is crucial in disrupting the most serious criminals and is extremely reliable, (UK Parliament, 2021). 

When submitting information for the purposes of intelligence on a NIR, the grading system used is the 3x5x2 system. This system allows the information and the source to be graded. The first part grades the reliability of the source in which the information has come from. There are three options to choose from, reliable, untested, or not reliable. When submitting a NIR with information that I have seen myself, I always select the reliable option as I have witnessed it myself and I am a competent and reliable PC. The second part is grading the reliability of the information based on how it become known to the source. There are 5 options to choose from here, known directly to the source, known directly to the source but corroborated, known indirectly to the source, not known, or suspected to be false. The third part refers to the handling codes of the intelligence. There are two options to choose from here, lawful sharing permitted, or lawful sharing permitted with conditions. Personally, I have never selected the latter option as I have never received or witnessed intelligence and thought that the receiving agency needed to abide by conditions when handling it, (College of policing, 2015). 

Poor intelligence gathering can lead to many implications and can lead to a criminal getting away with the crime. It is important to be able to differentiate when to act upon the crime immediately and when to submit and NIR to help build a bigger picture. An example of this would be if I saw a drug deal happen in front of me, I would act upon it immediately. Whereas if a member of the public approached me and stated they know that someone is dealing drugs, submitting an NIR would be best practice. This may be the missing piece to the puzzle that is being built in the background. Therefore, I would not necessarily knock on that person’s door as it may lead to the loss of evidence from within the property and could jeopardise the entire operation. 

Surveillance can be carried out in many ways. Two of the most recognised ways are directed and intrusive surveillance. Directed surveillance is carried out covertly, with the aim of obtaining personal information from the subject. Within the police service it requires a Superintendent to authorise it in order for it to be carried out. Intrusive surveillance is when surveillance needs to be carried out on or within a property or vehicle. Listening and other electronic devices are used in order to obtain personal information. This method of surveillance is highly regulated, and agencies must apply to the Secretary of State for authorisation. They must also apply for a property warrant which authorises any interference with a specific property, (MI5.gov.uk, n.d).

The Regulation of Investigatory Powers Act 2000 (RIPA) is the law that governs the above covert surveillance techniques. It states that such techniques must abide by human rights, be necessary and proportionate. Not only does RIPA cover covert surveillance techniques, but it also covers the acquiring of communications data that can be done via a charter application, (Gov.uk, 2013). 

I have taken part in a covert surveillance operation whilst working in my sector area after we had received reports of multiple burglaries within a specific area with the same Modus Operandi (MO). Due to the seriousness of the crime, and to put the community’s minds to rest, chief officers created an operation whereby two officers would conduct patrols in an unmarked police car, without wearing uniform. Although the subject was not located and arrested during this operation, I gathered far more intelligence and submitted far more NIR’s than I ever have within a shift. The submissions of these, led to a warrant being carried out on a known drug dealers address, and him being charged with possession with intent to supply class A & B drugs.

Other types of surveillance include the use of Closed-Circuit Television (CCTV) and Automatic Number Plate Recognition (ANPR). Working in my current BCU, all officers are required to work a shift in the council traffic control room operating over 500 CCTV cameras in and around the city. Benefits to having access to such systems ensures that incidents can be monitored live on CCTV, allowing the best evidence to be captured for the courts upon prosecution. It is also beneficial in locating missing persons and following suspects of crime. The operator is able to guide officers on the ground to the exact location of any person of interest. There are also CCTV cameras on all of the major arterial routes in and out of the city, therefore being able to communicate directly with the RPU while watching the incident live on CCTV allows officers to be better prepared on arrival, (Crime prevention website, 2015).

ANPR is when cameras or scanners are used in order to create location data. This can be massively beneficial when policing the roads as it provides an exact location and time if a vehicle of interest drives through it. Known as the ‘hot list’, if an index of a vehicle is placed on this for a reason such as it has been stolen, it will flag up on the ANPR system should the vehicle drive through it. This allows officers to know its direction of travel, enabling them to prepare if it is heading towards them, or inform the neighbouring force if it is heading away from them. Advancements in ANPR also mean that it can be used to check the average speed of vehicles, leading to tickets being issued if vehicles are found to be exceeding the speed limit, (RAC, 2020).  

During my probationary period, it is mandatory that I complete attachments with different departments. One of which was the RPU. During the two shifts I worked alongside the RPU, I experienced first-hand the benefits of ANPR. We were informed that a vehicle that was suspected to have been stolen had flagged on a nearby ANPR camera heading in our direction. Being in an unmarked traffic car, we parked in a neighbouring street and waited for the vehicle to drive past us. After a short while, the vehicle drove past, and we immediately followed. Upon illuminating the blue lights, indicating for the vehicle to stop, it pulled into a street. The driver got out and we explained why we had stopped him. He informed us that he had missed a number of payments and that the vehicle was on finance. Upon investigating, the finance company had reported the vehicle as stolen due to the male missing so many payments. Upon completing all the necessary checks, it become apparent that the driver did not have a valid insurance policy to allow him to drive on a public road, therefore he was reported at the roadside for this, and the vehicle was seized under Section 165 of the Road Traffic Act 1988.

ANPR can also be invaluable when disrupting criminal activity as it is intended to target moving criminals such as terrorists and Organised Crime Groups (OCG’s) that are trying to evade detection by using the road networks around the UK, (Police.uk, 2021). However, such criminals are always finding new ways to avoid detection and are now known to switch vehicles when travelling long distances or swapping the original number plate with a cloned one in order to avoid detection. Therefore, the constant need for advancements in ANPR technology is welcomed by all police forces within the UK.

Gathering information is the lifeblood to modern day policing. Therefore, it is vital that the public maintain confidence in the police as they are the main intelligence gatherers, and without them it would be far more difficult for the police to be aware of what is happening within our communities. With the ever-increasing volume of crimes that occur and their constant evolvement to avoid detection, it is important that the police show the public that they do act upon information provided by them. Intelligence can be seen as a way that the police can get the upper hand on criminals. Will the police service ever be in a position where they will be able to prevent crime from happening before it happens, rather than fighting crime and dealing with the consequences after it has happened?
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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 
 
 Improve my knowledge of the Road Traffic Act 1998.
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


   7
	High 
8-10 


   
	Low 
1-4 


   4
	Med 
5-7 
	High 
8-10 
	 Familiarise myself with the different sections of the Road Traffic Act 1988
as in the future, my goal is to join the Roads Policing Unit. Being a response officer, we do not often get the chance to deal with roads related offences as the RPU are set up specifically to deal with/take pressure off response officers with these types of offences. 

Learn the specific questions that need to be asked when requiring a sample of breath from someone at the roadside. Familiarise myself with the station breath test procedure.  

Familiarise myself with the pursuit procedure would benefit me when applying to do my advanced driving course. 

	SKILLS 
 
 Improve my interview skills when interviewing detained persons.
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

    8
	Low 
1-4 
	Med 
5-7

   5 
	High 
8-10 
	 Ensure I prepare thoroughly before interviewing detained persons as opportunities to ask vital questions could be missed and could hinder the prosecution. 

Familiarise myself with the Human Rights Act and the Police and Criminal Evidence act 1984 with regards to the correct way detainees are supposed to be treated when in custody and their rights and entitlements when detained. 

Familiarise myself with the Equality and diversity processes that must be adhered to when dealing with detained persons in order to ensure they are treated fairly and not discriminated whilst detained.

Deal with more complex investigations in order to expand my interviewing skills

	EXPERIENCE 
 
 Improve my casefile building when preparing a casefile for the Crown Prosecution Service (CPS)

 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 

   
	Med 
5-7 
	High 
8-10 

   10
	Low 
1-4 

   3
	Med 
5-7 
	High 
8-10 
	 Practice completing all the different documents required within a casefile in order for it to pass triage first time. This ensures that the investigation is streamlined and is completed within an acceptable time.

Familiarise myself with CPS website and their file standards section would benefit me in ensuring that the different documents are completed to the correct standards the first time. 

Increase my knowledge of the different disposal methods i.e Bail (police & court), RUI, red cases  and green cases and the timeframes given in order for these to be completed.  
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