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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:

Upon completing my independent patrol status and the more accustomed I become with the organisational culture within South Wales Police, I find myself struggling to maintain my wellbeing, resilience and retaining my personal values that I developed before joining the force. 

Organisational culture is defined as, 

“The culture of an organisation is its personality and character. Organisational culture is made up of shared values, beliefs, and assumptions about how people should behave and interact” (Central Managers Institute, 2015).

South Wales Police utilise the Policing Codes of practice in order to create and shape a positive organisational culture and to stimulate shared values and beliefs in its police officers and staff. The codes of practice are embedded in officers from day one of training and South Wales Police have clearly set out how they want their officers to conduct themselves.

The collage of policing refers to the Policing Codes of practice as: 

“The aim of this Code of Ethics is to support each member of the policing profession to deliver the highest professional standards in their service to the public” (Collage of Policing, 2014”

A part of the code of ethics are the nine policing principles, which are;
Accountability, Integrity, Openness, Fairness, Leadership, Respect, Honesty, Objectivity and Selflessness. Police officers and staff are to take these principles into account when carrying out their duties. As I have become familiar with the organisational structure, I feel that South Wales Police has set out how their core values and standards should be used to engage with the public and communities and that it is effective. However, I feel that officers and staff fail to set those same standards internally when they cooperate and deal with each other and there is often an “Us Vs Them” mentality. 

The “Us Vs Them” mentality was identified in 1979 by a social psychologist Tajief and Turner who came up with the “Social identity theory”, which;

[bookmark: _Hlk99958807]“addresses the ways that social identities affect people's attitudes and behaviours regarding their ingroup and the outgroup. Social identities are most influential when individuals consider membership in a particular group to be central to their self-concept and they feel strong emotional ties to the group” (Science Direct, 2021)

One example of where I have observed this mentality or behaviour within South Wales Police is when a team hands over to the next team coming on shift. Due to the nature of the role and emergency calls, there are more often or not a prisoner handed. This means there will be outstanding enquires and an interview needed in relation to that prisoner. The oncoming team in these circumstances, would have to pick up what the last team were unable to complete. The incoming team will show a disapproval and display a negative attitude toward the team handing on, which I feel does not align with the policing code of practice and causes animosity and a toxic environment to work in. 

A toxic work culture is defined as; 

“a hostile work environment is the unwelcome or offensive behaviour in the workplace, which causes one or more employees to feel uncomfortable, scared, or intimidated in their place of employment” (Moshes Law PC, 2020)

As a student constable starting out as a response police officer, it is challenging enough with the university and job workloads, whilst also trying to adapt to the shifts and managing time for my family. The “toxic environment” introduces and cultivates a negative attitude amongst all police staff, which adds an unnecessary pressure to the working environment. This causes a situation where I find myself already struggling to identify my place and understand my role within the policing environment. It has come to the point where I doubt myself and the decisions I make. I am also in fear of other officers being negative, judging or even showing animosity towards me. 

The dangers of conforming to the observed organisational culture or toxic environment is that the workplace becomes an unwelcoming place. It potentially stiffens learning or growth of new officers. I have, on occasion, found myself confirming and having the same attitude, during handovers and resenting the other team due to work passed on. It was only when a colleague from my training cohort apologised for handing enquires on that I realised I too was promoting and conforming to the same negative environment. I have also identified, that due to conforming, I was not retaining my personal values or experiences gained from my previous employment in a recruitment and training background, where a huge part of my role was to support new and existing colleagues within my previous organisation. 

Whilst I feel there is a “Toxic Environment”, it’s quite a difficult time to join the force due to staffing numbers being so low. Response teams required staffing levels are one sergeant and seven officers. However, the reality is usually one sergeant and three officers.  So, with response teams running well below minimum capacity. This creates a knock-on effect on the number of incidents that can be attended. Leading to more outstanding enquires handed on to the next team. Thus, further impacting officer’s workloads with them becoming difficult to manage and this results in officers or staff becoming reluctant to complete the work. In light of this, it’s understandable that officers become reluctant or show animosity to more work being handed on from handovers.  I feel that South Wales police are failing to identify this cycle and target this behaviour. However, this is only one example, I have also observed this behaviour when other sectors are requested to assist with another’s response calls or when different specialised areas seek support from responses or vice versa.   


In relation to the coping strategies that I am using for maintaining wellbeing and resilience, I find myself struggling to identify any. The strategies I would normally turn to are running, cycling, weight training and family time. However, due to the identified toxic environment, the amount of university work, finding time to reflect and process the incidents I attend and furthering my own knowledge of legislations, it has become almost impossible to switch off. I have put weight on through comfort eating and I find myself in a negative mind set. I have also found myself questioning whether I have made the right career choice and have even considered leaving South Wales Police. 

Reflecting on how I feel, I have identified that whilst there is a toxic environment within South Wales Police that is affecting my mind set, I really enjoy the job when I am responding to emergency calls, supporting victims, and engaging with communities, when I am able. I am focusing on this positive and using my experiences of the role so far to build resilience and I am slowly beginning to question and challenge the toxic environment. 
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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:

I will be using a domestic related incident that I attended doubled crewed, in order to reflect on the complex and unpredictable circumstances of the incident and how I utilised a dynamic risk assessment to resolve the issues identified.  

Domestic violence is defined as;

“Any incident or pattern of incidents of controlling, coercive or threatening behaviour, 
violence or abuse between those aged 16 or over who are, or have been, intimate 
partners or family members regardless of gender or sexuality” (Home Office, 2021) 

The incident I will focus on involved a family and was reported by the son, who alleged his dad was being aggressive towards him. The police call handler noted a loud disturbance in the background, with multiple people screaming and shouting. 

On route to the incident, I began by seeking further information from the control room who conduct checks on the property we were attending. This could include warning markers on any person reported to be involved. It can also include details of any legal conditions, such as restraining orders or bail conditions for subjects not to be at the property. I was already considering the National decision model (NDM), which is a decision tool used by officers in unpredictable circumstances. There are six key areas of the NDM which are 

Code of Ethics – Principles and standards of professional behaviour
Information – Gather information and intelligence
Assessment – Assess threat and risk and develop a working strategy
Powers and policy – Consider powers and policy
Options – Identify options and contingencies
Action and review – Take action and review what happened incident and why” 

(Collage of Policing, 2013)
 

Upon arrival there was a loud disturbance at the property and no answer when I knocked the door. I considered my “Powers and Policy” and utilised the Police and  Criminal Evidence Act 1984 to open the door and enter the property. PACE Section 17 provides police officers powers to enter a property under the following subsection;

(6)Nothing in subsection (5) above affects any power of entry to deal with or prevent a breach of the peace
Pace 17 

A breach of the peace is defined as;

“the behaviour of the person involved caused the police officer (or private citizen) to believe that:

· a breach of the peace had or would occur; and that
· it related to harm which was actually done or likely to be done to a person or, in his/ her presence, their property.
(Donoghue Solicitors, n.d.) 

I had concerns for the safety of those involved from the initial report and the screaming at the property.  

There were four family members present; dad, mum, son, and daughter. The mum and son were the main instigators screaming and shouting at each other. Dad was more relaxed and appeared to be the one trying to resolve the conflict. The daughter did not appear to be involved. 

Our presence did not subdue any of the parties involved. All involved were separated to obtain accounts. Whilst doing this, I was considering a THRIVE risk assessment. THRIVE is used;

 “to assess situations where decision making and management of risk has a range of considerations and responses related to the circumstances” (West Midlands Police, 2021)

THRIVE stands for;
 
Threat 
Harm 
Rick 
Investigation 
Vulnerability 
Engagement

Throughout the incident I constantly had this in the back of my mind and used it to review the situation.


My colleague dealt with the son, whilst I spoke with Dad and Mum. I identified that my colleague and I were outnumbered. I scanned the room for signs of any damage, blood (suggesting injuries), physical marks to anyone involved and any potential weapons. When separating from my colleague, I ensured that I had eyes on my colleague, thus ensuring if anything were to happen to either one of us, the other would see and react. 

I discovered that the normal living arrangements are dad lives on his own. Mum lives with son and daughter. However due to child contact arrangements, they all stay in Dad’s house.  

Dad disclosed that his son was 16 and he had allowed him to go out with his friends earlier in the day. He had later found out that his son was in a night club. Dad had gone to collect him and this is what caused the argument. Dad disclosed that it had only been a verbal argument and that there had been no physical altercation, which the son confirmed. 

At this stage I considered taking Mum, Son and Daughter to their home to avoid a further breach of the peace and stop the possibility of any harm. However, at this point Mum became difficult, saying that if her son was separated from her, she would kill herself. It was then disclosed that Mum suffers from bipolar and schizophrenia. She had been drinking and started to again scream at her son and blame Dad for causing this whole incident. Mum’s actions caused Son to react and he too began screaming and shouting. My colleague also made me aware that the son also suffers with his mental health, being diagnosed for schizophrenia and has anger issues. Whilst try to calm the situation, the Son disclosed that if his Mum is arrested, he would also kill himself.  

As the incident evolved, the son tried to run off, but was detained by myself and put in the police vehicle to ensure he did not make off.  Meanwhile, Mum also tried to run off saying she was going to kill herself. 

I called for additional units, however due to poor numbers on response, I knew there was no back up. It was only my colleague and I covering our area with no Sergeant. The closest units covering were also limited with one act up Sergeant and two officers. They were also tied up with an incident.  

This is a huge risk and can be dangerous, as it leaves officers and the public exposed to serious risk of harm. Not only could myself and my colleague be attacked, but if either Mum or Son had made off with the intention to commit suicide, there would have been no officers to respond and safeguard either of them. They would be reported as Missing persons (MIPSER’s), however there if that did happen there would be no officers to search for them.  

In relation to the mental health conditions of Mum and Son, initial police training does not cover any mental health training. Since joining, mental health calls are something I still struggle to deal with and I find myself frequently researching mental health conditions. The BBC reported that form 36 of the 46 force collated information and found; 

“While there were 385,206 incidents flagged as mental health-related in 2014, in 2018 that figure was 494,159, a rise of 28%” (BBC, 2019). 



Taking this into account, I feel that officers and members of the public are exposed to further risks, due to the lack of mental health training provided. Not understanding mental health or associated conditions, means any actions taken could exacerbate the incident or further affect the persons mental health. 

I did consider arresting either of both for a breach of the peace. This would effectively ensure both Mom and Son would be safe in custody, avoiding either becoming MISPER’s or harming themselves.  However, as mentioned there was no manpower to do both and I felt that arresting one would make the other act out and pose a risk to themselves or us. 
 
To further complicate matters, my colleague had to follow Mum meaning I lost sight of her, exposing us both to risk as we tried to deal with the son and Mum separately. 

I was able to find a solution where the Son was conveyed to an older brother’s address to avoid further arguments. Mum did calm down eventually after perseverance and utilising communication skills.  

Following any domestic violence incident, a public protection notification (PPN) is required. A PPN has;

“two main purposes. One is for officers to make referrals to partner agencies when they have concerns about vulnerable people. The PPN is also used as a risk assessment tool for victims of domestic abuse and stalking and harassment (DASH). The PPN needs to be completed to a high standard and the niche record appropriately ‘linked’ to ensure that vital information can be shared with partner agencies, when it is necessary and lawful to do so”. (Dorset Police, 2019)  

Niche is computer database system used by police to record details of investigations and incidents. 

By creating the PPN it ensures that all relevant details are shared with partner agencies to ensure all agencies that need to be informed of the incident and all those involved can be safeguarded.  Upon speaking with the Son, I chose to submit an additional PPN for child at risk, which he agreed with. I felt that he needed help with anger management and his mental health. 

Summarising the incident, I felt that my decision making, and approach was effective, albeit a difficult incident to resolve. The incident its self-highlights the various impact factors a police officer must consider during incidents and demonstrates the difficultly of the role they take. I had to consider legislative powers, mental health factors, the changing persona of the persons involved, staffing levels and after actions considerations to provide more support to the those in involved through PPN’s. It also highlights a short coming in police officer training around mental health, something which I as an officer deals with on a regular basis. The incident demonstrates the difficult role of a police officer and the thought process I went through to deal with what appeared to be a simple solution. 
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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).


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




ANSWER:

Team dynamics are defined as: 

“the behavioural and emotional forces that influence a team’s performance and direction.  It can be created by the team’s nature of work, personalities inside the team, working interactions with other individuals, and the setting where the team works” (ukessays.com, 2019)

Team dynamics can be measured as two levels. 

· High levels of team dynamics: When a team gets on well, you will find yourself within a positive environment where there is lots of encouragement and support.
· Low levels of team dynamics: When a team does not get on well, as there could be a lot of friction and criticism which has negative consequences for performance. 
(BBC Bitesize, n.d.)


Team dynamics are extremely important within the policing structure due the nature of the work that is conducted. Response police officers deal with high risk and potentially emotive situations that pose issues to the officer’s mental health and wellbeing. Additionally, my experience as a new officer is that my learning and development comes from reflecting with my fellow officers. I rely heavily on discussing incidents with them to improve my own knowledge. This is Something which is encouraged with the “The National Decision model (NDM)”. The NDM is
 a decision-making model used by police officers, it is made of six key elements, one of which is: “Take action and review what happen”. 

With this in mind the police forces aim should be to operate in “the High level of dynamics”. Thus, creating a more supportive and positive environment. However, this can be quite difficult to achieve with the high number of new officers being recruited, limited experience on response due to officers moving on to specialised roles and officers retiring. This means response teams are continuously being reformed. The latter meaning, the team dynamics change constantly. 
One theory of team development is “The Tuckman Team Model” which was developed by Bruce Tuckman in 1965. The model is described in the following article as;

“four stages that teams may progress through: forming, storming, norming, and performing)”

Which goes onto explain; 

“although the stages appear linear, in fact teams may move backwards to previous stages, depending on events that may influence the team and the communications strategies that they use” (B C campus, n.d.)

The forming stage is where the team gets to know each other. It is where members strengths and weakness are identified, and trust is built. 

The storming stage is where there is the most conflict. This is where each team member gets to know other team members, motives, and personal morals. It involves building trust with the members of the team. 

The norming stage is usually where conflicts have been resolved. Here the team understands their roles and each member works to towards the shared goal. It’s worth noting that at this stage it is possible to revert to forming or norming stage if a team member does not fully understand their role or the team’s goal. 

The performing stage is where the team is established, and they operate smoothly and effectively on the goal or task in hand. 

Considering the Tuckman Team model and applying the model to the response policing environment and its constant recruiting of new student constables and experienced staff moving to new roles poses a higher risk of teams failing. 

A police response team consists of a sergeant and six police officers. A student constable would join a team for their three month tutorship. The team would already be formed and could be in the stages of norming or performing. However, the introduction of the student would break the cycle and the team would then revert to the forming and storming; leading to a higher risk of conflict. This cycle is then on going. When I completed my tutorship with one team, I was told I would be joining a different team and thus starting the cycle again for both teams. 
As a result of this frequent movement between teams there is a higher risk interpersonal conflict, which is defined as two or more people disagreeing and as is considered as;

“a natural outcome of human interaction. People have very different personalities, values, expectations, and attitudes toward problem-solving. When you work or interact with someone who doesn’t share your opinions or goals, conflict can result” (healthline.com, 2010)

So whilst conflict will naturally take place; all conflict should be dealt with in a professional manor. As police officers, we should all then adhere to the policing code of ethics. 
The collage of policing states the code of ethics;

“sets and defines the exemplary standards of behaviour for everyone who works in policing.
[bookmark: _Hlk99961867]It is a supportive, positive, everyday decision-making framework and is a constant reinforcement of the values and standards that policing is proud of. It is intended to encourage personal responsibility and the exercise of professional judgement; empowering everyone in policing to ensure they always do the right thing” (College of Policing, n.d.)

Theoretically, by adhering to the above standards, conflict should be resolved quite quickly and professionally. However, since leaving the training environment and joining my police response team, I feel that although my individual team work well, there is a poor dynamic across teams. One example of this is when individual response teams collaborate. This then contributes to poor professional standards between teams and then contributes to a poor service offered by the police service.  
This is considered as an “intergroup conflict”. 

[bookmark: _Hlk99962027]Intergroup conflict is “the perceived incompatibility of goals or values between two or more individuals, which emerges because these individuals classify themselves as members of different social groups” (Science Direct, 2020)

Applying this to operational structure of a response policing team. The team covering any given shift then becomes responsible for any incidents that occur during their shift. They will then be shared amongst the team and an officer becomes responsible for the investigations of those incidents. There is however a short fall in response officer and teams are working well below their required capacity. The below news article reports;

“Figures recently released by the Home Office show that there are currently 1,214 serving police officers in Dyfed Powys Police compared with 1,190 the previous year. 
This represents an increase of 2 per cent. But the average rise across England and the rest of Wales stands at 3.5 per cent. 
This falls far short of the Home Office's 'police uplift programme' launched in April 2020 which aimed to recruit a total of 20,000 new police officers by March 2023”
(South Wales Guardian, n.d.)
With numbers so low it leads to there not being enough officers to cover an incident and naturally there will be outstanding enquires handed on to the next team. However, that team will also have a pre-existing workload. This then leads to unbalanced workloads which;

[bookmark: _Hlk99962709]can lead to frustration, disagreements and poor communication among employees. This in turn affects their productivity and increases the likelihood of mistakes happening in the workplace. It has a negative impact on teamwork, decision making, overall performance and employee relationships. (Biz Fluent, 2019)

It also means that teams will concentrate on their own workloads, which often leads to teams avoiding the outstanding actions and potentially leads to a poor service for victims or communities we serve. Another example of a failing with professional standards is when one area has no officers to attend an emergency call, control will then ask or officers from other areas to attend. There will be active resistance over the airwaves to attend, meaning victims are left vulnerable due to delayed times in getting officers to them. Which further displays a lack of unity and leads to a negative or toxic work environment.  

Unfortunately, the low numbers in response officers and unbalanced workloads are out of the individual officer or team’s control. The Crime Survey for England and Wales (CSEW) estimates the long-term trends in crime for the year ending September 2021 as: 

“a 14% increase in total crime, driven by a 47% increase in fraud and computer misuse” (National office of statistics 2022)

Its highly probable these factors will continue to be an issue, so therefore officers and teams need to accept and change their perspectives to become more positive towards each other. There is needs to be better communication between teams, a higher tolerance to work passed on and provide constructive feedback if quality of work is poor. There also needs to be a realisation that whilst each individual team has a goal, their goals feed into larger force wide goals.  Officers also need to remind themselves of the policing code of ethics, that it is not just used on members of the public, but it is also to be considered when dealing with colleagues. The collage of policing goes on to say;

“Evidence tells us that simply having a Code of Ethics is not enough to reduce unprofessional behaviour – it needs to be talked about as an everyday business consideration” (College of Policing, n.d.)

Further to this based on my previous employment of thirteen years, where the company had set up its own professional standards where were based around the key words of open, dependable, and connected. Each of the key words interlinked and would guide staff how to deal with customers and colleagues. It was encouraged to think about your own personal code of conduct or values and apply those three words. This is something I feel that police officers would benefit from, it’s not enough to talk about it daily or consider it as work only term. The Code of Ethics is something that used be used in both in and outside work.   
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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 is an extremely important tool used by police to proactively fight and disrupt crime. The difference between information and intelligence is;

[bookmark: _Hlk99966753]“Information consists of bits of data that, when combined and viewed together with relevant background knowledge, may be used to produce intelligence, which informs the actions and decisions of policing organisations” (BSC Policing Network, 2020)

Intelligence led policing was originally introduced to the UK in the 1990’’s and was set up;

“with the intention to “disrupt, disable or undermine criminal behaviour”

and;

“the concept of intelligence-led policing underpins all aspects of policing, from neighbourhood policing and partnership work to the investigation of serious crime” (Bryant and Bryant, 2020, p. 27) 

Policing intelligence can come from response officers who respond to incidents, then in the process of dealing the incidents, they may pick up intelligence that can be used to proactively stop or disrupt a crime. An example I have experienced myself was when I conducted a routine vehicle stop for a suspected drink driver. Whilst engaging with the driver and conducting a roadside breath test, he has shared information of a local male who has seen and knows to drink drive from his local pub. 

Once I had this information, I was able to submit an intelligence report, which 

[bookmark: _Hlk99969180]“is used to submit and evaluate information, and to manage dissemination of intelligence. It protects the source and contributes to an audit trail of the intelligence”
(Intelligence Report college of policing, 2015)

The intelligence submitted then goes through 3x5x2 process and effectually grades the intelligence. The 3x5x2 address 3 key areas: 

“Source: identifies who has supplied the information and how reliable they deemed to be…

Provenance: grades how reliable the information is likely to be given how it is known to the source and can fall into five categories, e.g. it may be first-hand information or have been passed on through someone else, or indeed not believed to be very reliable. This grade gives intelligence services an idea of how likely the intelligence is to be true. 

[bookmark: _Hlk99969392]Sharing: The final element requires an assessment of the information to ensure that if the information is shared, it wouldn’t put the source of the information at a risk of significant harm. (North Yorkshire Safeguarding partnership, n.d.)

The 3x5x2 is part of the National Intelligence Model, which is considered as a business framework that process information, evaluates it and then turns it into information that can be acted on by police. Effectively, by collecting information and intelligence, police can proactively investigate crime as opposed to reacting to crime. It also allows for policing decisions to be made and resources to be put into place and to effectively to deal with the crime. In the example of my drink drive intel, it means myself and other officers can be aware and position themselves in the relevant location to act on the intelligence.  

Whilst information and intelligence is important to operational policing, it is also important that we as the police use and collect the information in an appropriate manor. There are several legislations that govern how we collect, store and use the information and intelligence gathered.

The Management of Police Information (MOPI) 2006 is one such legislation and is defined as;

“a way of balancing proportionality and necessity that are at the heart of effective police information management. They also highlight the issues that need to be considered in order to comply with the law and manage risk associated with police information” (Collage of Policing, 2014)

In summary MOPI outlines that any information collect should be sufficient for a policing purpose. It should eb relevant and inaccurate information should be corrected asap. 

The data protection act 2018 also affects how we collect and control people’s personal information. Organisations have to follow strict rules which are known as the “Data Protection Principles” which are;

· used fairly, lawfully and transparently
· used for specified, explicit purposes
· used in a way that is adequate, relevant and limited to only what is necessary
· accurate and, where necessary, kept up to date
· kept for no longer than is necessary
· handled in a way that ensures appropriate security, including protection against unlawful or unauthorised processing, access, loss, destruction or damage
(Gov.uk, n.d.)

I have experienced the National Intelligence Model first-hand when I was part of a joint policing operation with another force area. An incident occurred where there were reports of violence and gangs of people fighting. It was reported in the mainstream media and no arrests were made at the time due to the size the group fighting and the limited resources available to respond at the time. At the time of the incident, it was not known why it had happened. 

However, CCTV form the area was utilised, along with descriptions of vehicles reported by witness to be involved. The index numbers could then be checked, and the drivers names and address details could be identified. This then led to enquires with another force area, to obtain information of the registered owners of the vehicles. It was then identified that the registered owners were known to that force for drug dealing and intelligence linking them to Organised Crime Groups (OCG’s) and County Lines operations. 

An OCG is defined (section 45(6)) as a group which:
· has at its purpose, or one of its purposes, the carrying on of criminal activities, and
· consists of three or more people who agree to act together to further that purpose. 
It is not necessary for the individual participating in the OCGs criminal activities to know any of the group members (section 45(7))
(The Crown Prosecution Service, n.d.)

The 2018 Home Office Serious Crime Strategy states the NPCC definition of a County Line is a term used to describe gangs and organised criminal networks involved in exporting illegal drugs into one or more importing areas [within the UK], using dedicated mobile phone lines or other form of “deal line”. They are likely to exploit children and vulnerable adults to move [and store] the drugs and money and they will often use coercion, intimidation, violence (including sexual violence) and weapons. (The National Crime Agency, n.d.)


A joint task force was then crated and over a 12-month period specialised offers were positioned to investigate and build information and intelligence about the two groups. The information assembled through the national intelligence model identified that one OCG and had attempted to take over another OCG. 

The cumulation of work conducted by the task force led to around 100 officers in South Wales Police and an additional 100 officers in the corresponding force, being pooled together to conduct a raid on two areas. 

The Automatic Number Plate Recognition (ANPR) system was also utilised and the f vehicle index numbers were checked.

ANPR is:

“a technology that reads vehicle registration plates to create location data. This information is captured by scanners or cameras then cross-referenced for a range of traffic and law enforcement purposes. (RAC, 2020)

Using the ANPR, the task force was able to determine the locations of vehicles known to be involved with the OCG’s track the movements and effectively identify their drug trafficking routes and pinpointing properties the OCG’s were using to store, create or supply their drugs from. 

On the day of the operation the officers were gathered in an area for a large-scale briefing, assigned task and the information that the task force had built over the 12 months was shared. This led to two large scale simultaneous raids in two different force areas and then smaller scale raids on propertied identified though the use of ANPR and intelligence acquired. 

Whilst I was lucky enough to experience the above operation, the benefits of intelligence and the use of ANPR is also utilised on a smaller scale when I am on patrol as a response officer. 

One recent example was a high-risk missing person, a child of 15 that used to reside in my force area. The child was known to us through intelligence was involved in county lines and being used. 

“common feature in county lines drug supply is the exploitation of young and vulnerable people. The dealers will frequently target children and adults - often with mental health or addiction problems - to act as drug runners or move cash so they can stay under the radar of law enforcement” (National Crime Agency, n.d.)
[bookmark: _Hlk99970445]	
The child was known to social services and moved into a care home across the country, to halt exploitation. The child however absconded and through information passed to us by a member of the public who saw the child get into a vehicle. ANPR was used to track his movements, which identified that he had returned to our force area. Although there was no direct link between the driver and the missing child, they both had a linked associate, who we held intelligence on, including their address. This allowed me to conduct an address search and I was able to locate the child and return him to the appropriate services. 

Whilst ANPR cameras are in fixed locations, they are also fitted to Traffic Officers vehicles. This means when a car travels past a police traffic vehicle fitted with ANPR it will automatically check policing systems. It will notify the Traffic officer if the vehicle has insurance, if the driver is wanted on a warrant or even a missing person or if it is a vehicle of interest (involved in a crime or linked to a police investigation). This is extremely useful for everyday policing and can help in the disrupting crime. 

One down fall is the positioning of ANPR. The area I police only has two fixed ANPR cameras which pick up if a vehicle is entering or leaving the area, so it gives very little information to go on based on the size of the area. 
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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 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 




  


 x
	Low 
1-4 
	Med 
5-7








x 
	High 
8-10 
	Improve knowledge of legislation. This will build my understanding of crimes and how to deal with.

Improve understanding of case files, the information needs for each type.

Improve understanding of mental health and how to deal with metal health issues from a work perspective.

Self-reflection of my own performance will improve my knowledge in the long term, however peer observations and open to discussions of different views will support my development. 





	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4




	Med 
5-7 
	High 
8-10 








X
	Low 
1-4 
	Med 
5-7 








X
	High 
8-10









	I feel my communications skills are at an acceptable level due to previous experience in a customer service role. However, I sometimes feel I am too nice in situations where is should be more assertive. 

I need upskill myself in required police training. For example 
I am not response vehicle trained, meaning I cannot not attend emergency calls on blue light. I am still trying to book a course. 

I am currently waiting to be Taser trained, which again is an important part of PPE. IT also means I will be able to attend incidents where they are required. 

I feel that I also need to explore the internal policing course that I can explore. However I am conscious that with the about of Uni work, I don’t want to take on further responsibilities until I feel I am comfortable to do so. 
 

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4






	Med 
5-7 
	High 
8-10 





X
	Low 
1-4 





X
	Med 
5-7 
	High 
8-10 






	Whilst my experience is developing with each type of incident I attend, no incident is the same. There will always be something to learn from each incident.

I feel that developing my experience will be an ongoing process for the rest of my policing career. This is communities, types of crime and the policing process constantly changing to deal with the above. I also feel that I will never consider my self to have a high knowledge score as there is always something to learn and ways to improve myself. 
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