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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:



The following essay will outline how organisational culture has impacted on my wellbeing and resilience and what risks are posed when conforming to such culture. Furthermore, the piece of work will illustrate the coping strategies I have adopted to maintain my wellbeing and resilience. To do this, I will utilise Borton’s reflective model. The model is simple and only asks three questions: What? So What? And Now What? (Borton, 1970). Utilising Borton’s model will allow me to outline my experiences as an independent officer and to actively reflect on these experiences for future development and learning.

To outline the first component of Borton’s model, organisational culture is defined as shared values, beliefs, and assumptions about how people should behave and interact (Chartered Managers Institute, 2015). An organisation’s culture is determined by the unwritten and written rules and the behaviour and attitude of the individuals within it. 

Policing is governed by the Code of Ethics. The Code provides a foundation to officers and staff outlining how they should act and behave to deliver a professional service to the public.
Although the Code of Ethics provides the foundation for officer’s actions, organisational culture exists which has the potential to shape and change officer’s attitude and behaviour. The culture of the police is different to that of another organisation due to the incidents officers attend and deal with. The Police culture is something that recruits are exposed to when becoming independent as it is referred to as entering the ‘real-world’.  In the Police Service it is the case of the recruit conforming to the norms, rather than the organisation being shaped by the recruit (Campbell, 2009). 

As a recruit, I remained in a training setting for six months, after that period I began my tutorship whereby I was placed on to a local response team. My tutorship period consisted of 12 weeks, meaning that I always had an experienced tutor by my side. I did not feel nervous during this period as I knew that I had someone to look to when I required help. At the end of my tutorship, I felt extremely anxious due to not having a tutor and that I would no longer be viewed as a student constable. This meant that I was fully expected to fulfil the role of a constable, even though I felt that I had not been in the role for long. 

Due to achieving independent patrol, I was moved to another response team whereby the individuals on that team expected me to understand the organisational culture of the job role and to fulfil the role of a constable. I was very nervous on my first day as I did not know what to expect, I worried about if I would get on with my team as I had not worked with them before. The days leading up to my first day were very stressful for me as I was anxious. 

Once I met my team, I started to quickly learn that, although there are many policies and procedures there are unwritten rules too.  I learned that as a constable it is a given that you learn most of your skills on the job and from others. However, I learned that there are negative individuals in the role who seek to change others’ opinions or views about the service. Furthermore, such individuals would state that the process in which I am doing something is incorrect, even though that is the process I was taught. I started to see that individuals had bad habits which I did not wish to adopt.  A handful of my colleagues would often to say to me that they would never join the service now and that they do not envy me. My views did not change due to the negativity, but I found at times that it had an impact on my wellbeing as I was not surrounded by a positive atmosphere. 

There is the possibility of students conforming to the negative ideology which is a huge risk. Conforming to such ideology could impact on the wellbeing and resilience of new officers. Furthermore, conforming may lead to new officers obtaining bad habits and practices, leading to shortcuts being taken not in line with the code of ethics.

Alongside the negative aspects of organisation culture, there are positives too. I found that informal debriefing with certain colleagues was a vital unwritten rule. It is the key to promoting healthy wellbeing and resilience.

I found that the main aspect of policing culture is that you are expected to cope with the high demand despite having limited staff, an extensive workload, and numerous other tasks. I found this aspect very difficult to grasp and deal with as there are a lot of things to manage efficiently, alongside university work. I started to notice that my colleagues appeared stressed out too and no body spoke about it. I feel that it is just the norm to feel stressed out continuously and not talk to anybody about it within the service. I overheard colleagues on other teams mentioning that the new starters do not know what the job is like and that they are all moaning about the work. I feel that it is not my place to speak about my feelings as it is just work and I am expected to get on with it. I find this very difficult to deal with as speaking out may be frowned upon by certain individuals. I felt like that I had to accept this to engage in the culture and be part of the team. Due to me accepting this, it had a detrimental impact on my mental health and wellbeing. 

To outline the last component of Borton’s tool, I realised that it was time to change my negative viewpoint on work and to overcome my feelings of stress. I was not sure how to overcome the feelings, so I conducted some research and was made aware of emotional intelligence which is the ability to understand and control your own feelings (Cambridge Dictionary, 2021). I sat down with my family members and explained to them how I feel and wrote out a plan how to tackle the issues. Writing out a plan enabled me to improve my resilience by prioritising my tasks and work to ensure that I had a good work-life balance. I feel that I can cope with the demand of the role as I have become more resilient and open to change. 
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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:

The following essay will outline an incident I have attended and evaluate the options that were available to me at the time and provide a rationale behind my decisions. To do this, I will be utilising Gibbs (1988) reflective practice cycle. Gibbs (1988) cycle consists of 6 stages which will enable me to describe the incident, outline my feelings at the time, evaluate and analyse my decisions and to discuss any learning from the incident. 

The incident relates to a female whom I arrested for possession of a class C drug and being drunk and disorderly in a public place. I was working a day shift with my colleague when I received a report of a female laying in the middle of a car park. My colleague and I attended, the female was situated on the floor shouting obscenities. It was evident that the female was intoxicated through liquor, her speech was incoherent and slurred and beside her was an empty bottle of vodka. I engaged with the female and assisted her to her feet. I asked the female if she lived local to which she confirmed. The female walked over to the marked police vehicle and sat in the back upon my request as I was going to convey her home. However, when she reached the vehicle, she pulled what appeared to be Valium out of her pocket. As a result of this, I conducted a stop search of the female, utilising Section 23(2) of the Misuse of Drugs Act 1971. S23(2) of the act outlines that if a constable has reasonable grounds to suspect an individual is in possession of a controlled drug, the constable may conduct a search of that person. The outcome of the search found that the female was in possession of 25 ‘street’ Valium tablets. I used my discretion and decided to not arrest the female due to her compliance. I decided to report the female for summons which meant that the possession would be dealt with slow time. I cautioned the female using the now caution and conducted a contemporaneous interview. The female agreed to be conveyed home after the search. My colleague and I conveyed the female home, however, when stopped out of her property she refused to go inside. The female stepped out of the police vehicle and started to shout obscenities at passer-by’s and to myself. The female became non-compliant with my colleague and I as she refused to listen to our demands that she needs to go into her home address, for her safety. Due to the non-compliance of the female, I arrested her for being drunk and disorderly in a public place and for possession of a class C drug. The female started to resist arrest.

During the incident, I thought that I dealt with the female in a fair manner as I considered my disposal options and upon this, I utilised my discretion not to arrest her for possession of a class C drug. I strongly believed at the time, reporting the female for summons would be beneficial for both of us as I have removed the drugs from her person, meaning she cannot cause any further harm to herself. However, when the female became non-compliant, I felt that I should have arrested her in the first instance for being drunk and disorderly and for the possession, but I honestly held the belief that it could have been dealt with via summons. I did feel frustrated at myself for not arresting the female in the first instance, however, I reminded myself that I do not always have to arrest someone because an offence has been committed, there are several disposal options available. As the College of Policing (2020) states, there are numerous disposal options which included: Penalty notice for disorder, restorative justice, and summons. 

Prior to arrival, I tried to obtain as much information about the female as possible by contacting the reporting person. I did this to establish if the female were known to police so that I could be aware of any warning markers. However, due to the female’s demeanour she did not provide any details to the reporting person. Despite this, the reporting person stated that the female was laying on the floor shouting obscenities. 

On route to the incident, I conducted a risk assessment using the National Decision-Making model (NDM) and decided that the threat level to myself and others would be low as the female is on the floor. The NDM is used by officers to make decisions based on the appropriate legislation, policies, and options available. The model allows officers to conduct a continuous dynamic risk assessment and to review their decisions. The NDM consists of 5 stages and has the Code of Ethics at the heart. The 5 stages of the NDM are: Gather information and intelligence, assess threat, consider policies and powers, identify options and contingencies, and take action and review (College of Policing, 2020)

On arrival to the incident, the female’s demeanour did not change so the threat level remained low. I considered what powers and policies were available to me to deal with the female. Evidently, the female was intoxicated and shouting obscenities. As a result of this, I considered Section 91 of the Criminal Justice Act 1967 (CJA) which relates to being drunk and disorderly in a public place. However, only the reporting person was in the car park and he was not phased by the female’s behaviour. So, I decided to use my discretion and not arrest the female for the offence, instead I decided it would be best to convey the female home. As noted above, upon reaching the van the female pulled out what appeared to be Valium in her pocket. To deal with this contingency I considered my powers and decided that the best course of action was to stop search the female under Section 23 of the Misuse of Drugs Act 1971. 25 Valium tablets were found on her person. I decided that I needed to identify what options of disposal were available to me to deal with this. I considered arresting the female however, I decided against this due to her compliance and the fact that this matter could be dealt with via summons. I felt that reporting the female for summons was the best course of action as I could convey her home and compile the file later. Up until this point in the incident, I felt that the way in which I had dealt with the female was successful. Even though she had committed an offence, I considered my options and decided upon what I believed to be the best course of action.

Once I conveyed the female to her home address, she became non-compliant and did not listen to my requests. I assessed the situation and decided that the threat level had now increased due to the female’s demeanour and behaviour. Again, I considered utilising Section 91 of the CJA 1967 to effect the arrest of the female. I decided that this was the best route to go down as the female’s offender profile was increasing to resistant as she started to walk off. When the female walked off, I arrested her for being drunk and disorderly in a public place and for being in possession of a class C drug. The female resisted arrest and because of this, I had to consider my options again. The female did not respond to my tactical communications, the next step I took was to use reasonable force to affect her arrest. I used reasonable force in line with Section 117 of PACE. S117 of PACE states that an officer may use reasonable force, if necessary, in exercise of the power. After my colleague and I used unarmed skills to arrest the female she became compliant and made her way into the back of the police vehicle. 

I learned from this situation that any person, regardless of if they are compliant in the first instance can quickly escalate up the offender profile ladder. I strongly believe that I did the right thing by using my discretion and I will continue to do so in future incidents. However, this incident has been a learning experience for me regarding utilising the NDM. The incident escalated very quickly, meaning that I had to conduct a dynamic risk assessment on my feet whilst the female became non-compliant. I found this aspect of the incident very challenging, but I feel that I did very well considering what I was presented with. Most of the incidents I attend do not tend to escalate at this level. I believe that to feel more confident and prepared for escalated incidents I will conduct more research surrounding the NDM to ensure that my knowledge is fresh.
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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:

The following essay will evaluate theories underpinning team dynamics as a means of building team cohesion. The aim of this work is to explore why specific teams are unable to bond and outline the theories and models that contribute to improving team cohesion. Alongside discussing models and theories, the essay will look at as to why differing personalities amongst individuals can lead to inter-personal conflict on a team and how this conflict can lead to officers failing to adhere to professional standards.

Casey Campbell & Martens (2009) define cohesion as the strong bond that drives members within a team to stay together and want to work together. Team cohesion is critical for success in today’s organisations (Kozlowski & Ilgen, 2006). Rosenfield (2013) states, that organisations tend to fail when they are unable to find a balance of dynamics within the team, leading to poor cohesion. It is vital for individuals on a team to have differing knowledge and skills, allowing for divergent and convergent thinking, leading to creativity and greater knowledge (Hoegl & Parboteeah, 2007). Skilled members within teams who help their colleagues who do not possess such skills will benefit, however, the benefits will be realised only in cohesive teams (Casey-Campbell & Martens, 2009). Organisations rely on individuals to have different skillsets to achieve their common goal.  An example of this would be the organisational goal of South Wales Police, which is ‘Keep South Wales Safe’. For such goals to be achieved, the teams within various departments must connect and bond with each other.

Bruce Tuckman (1965) identified four stages teams must endure to develop into a cohesive team. The stages are known as the Tuckman model, which is a theory relating to team dynamics. The first stage is known as the forming stage whereby a new team is created, consisting of persons who are unsure of each other. Individuals in this stage often feel anxious or curious as they are unsure of their purpose, so look to a leader for advice. The duration of the forming stage depends on how long individuals take to get to know each other and other’s style of working. Following this stage, Tuckman (1965) states that individuals on the team start to show their character and style of working, leading to inter-personal conflict between colleagues due to their differences. Tuckman (1965) states that the next stage is the norming stage, this is whereby conflict is reduced due to colleagues becoming more accepting of one another and resolve any issues at hand. This stage is a step closer to achieving team cohesion as colleagues will share a common goal.  The last stage of Tuckman’s model outlines that the team is now structured and working hard towards common goals and targets. In 1977 Tuckman introduced a fifth stage to the model, known as the adjourning stage. Tuckman (1977) states that this is the final stage whereby individuals from a team are disbanded or move elsewhere, leading to individuals in that team feeling disheartened due to a close working relationship being broken. 

In organisational terms, the word ‘conflict’ refers to what happens when team members express differences in values and perspectives (Tuckman, 1965). Greet et al (2012) conducted an analysis of inter-personal conflict and identified three main sources of conflict in teams: task, relationship, and process conflict. Task conflict revolves around the decisions and opinions offered by individuals within the team when given a specific task to work towards. Differing decisions and opinions can lead to disagreements amongst team members. Greer (2012) states that this form of conflict is less destructive opposed to relationship conflict. De Dreu and Weingart (2003) identified that relationship conflict is likely to be the most destructive to teams, this can seldom be linked to negative atmospheres, hostility, and dislike. Individuals within teams will always have different opinions, attitudes, and styles of working which can lead to disagreements and personal dislike of each other. Simons and Peterson (2000) states that relationship conflict is the backbone of task conflict, if the inter-group relationships are negative then teams are less likely to solve tasks together. Process conflict is closely related to the other two sources of conflict, Greer (2012) often defines this source as the worst form in terms of intra-group conflict. Process conflict is based upon the delegation of tasks and the processes which must be undertaken to complete it. Conflict tends to ensue when team members disagree over the roles and responsibilities individuals have and the method decided to tackle the task (Behfar, Peterson, Mannix and Trochim, 2008). 

The best way to resolve team conflict is to identify the root cause of the issue and decide on a working strategy to prevent such conflict from occurring in the future. Tekleab (2009) states that for conflict to be resolved, a team must be willing to address the conflict and act upon it. There are varying theories to tackle team conflict, in 1973 Deutsch introduced the theory of collaboration and competition. Deutsch (1973) theory aims to resolve team conflict by introducing inter-group strategies. Deutsch (1973) states it is vital for teams to identify the underlying cause of conflict and to communicate with each other in an open manner, this will ensure that members understand others concerns. The above strategies can be considered vital as it is the first step to identifying issues at hand. Furthermore, other strategies outlined by Deutsch will enable team members to listen to each other openly and discuss their mutual goals, leading to problems being resolved for a mutual benefit (Ibid, 1973). Tekleab (2016) outlines that when introducing strategies to resolve inter-personal conflict if there is a higher level of team integration and willing, this will allow team members to improve their inter-personal relationships and overall team cohesiveness. 

The last section of this piece of work aims to provide the reader with an insight into team dynamics within the Police and how such dynamics may influence individuals to not comply with the standards of professional behaviour. Police staff and officers are governed by the Code of Ethics. The Code of Ethics was introduced as a code of practice in 2014 by the College of Policing, it outlines the professional standards expected of police officers and staff to fulfil their duties. College of Policing (2014) state that the Code of Ethics is based upon self-awareness, meaning that staff and officers are responsible for their own professional behaviour. The Code of Ethics consists of nine principles: Honesty, integrity, accountability, fairness, leadership, objectivity, openness, respect, and selflessness (College of Policing, 2014).  The nine policing principles greatly influence team dynamics providing teams with expectations they need to adhere to, to fulfil their duties competently.  Failure to comply with the standards outlined in the code will lead to consequences being imposed on that individual i.e., misconduct or gross misconduct. 

It is widely known that officers are governed by the Code of Ethics, however, policies, procedures and legislation exist that further contribute to team dynamics. Policing powers are regulated by the Code of Ethics and legislation, it is vital that officers are knowledgeable about their available powers to ensure that the law is being enforced ethically. Although, legislation and policies exist, officers may complete tasks differently opposed to other colleagues i.e., an officer who has a significant amount of experience may deal with an incident differently to what a recruit has been taught in training. This has the potential to influence individuals on that team to deal with the incident in a similar way. This may impact on the dynamics of the team due to differing experience and knowledge. It is imperative that, regardless of different styles of working, legislation and policies are the forefront and must be adhered to, to avoid breaches of the code. 
To conclude, this piece of work has highlighted theories surrounding team dynamics as a means of developing cohesion. Consideration as to why inter-personal conflict can occur in a team has been outlined, alongside the strategies that can be implemented to tackle this. Tuckman (1965) and Deutsch (1973) theories provide the reader with an understanding as to how teams form, bond and enter periods of conflict. The implementation of strategies to resolve conflict are vital in terms of driving forward team cohesion. 
Word count: 1371




















Task 4
Relevant areas of the National Policing Curriculum: 
Policing the roads, information and intelligence and conducting investigations. 

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

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

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




ANSWER:

This piece of work aims to provide the reader with an understanding as to how information and intelligence can be used to detect and disrupt criminal activity by means of policing the roads. The work will outline how automated number plate recognition (ANPR) is used as an investigative resource by the Police to disrupt such activity.
 
The College of Policing (2020) defines information as “all information, obtained, recorded or processed for a policing purpose. Intelligence is information that has been collected and developed for action (Ibid, 2020).
 
Anthony Bangham (2019), the head of the National Police Chief Council (NPCC) states that the public expect the police to deal with individuals who break the law to help reduce the road risk and increase road safety. A survey conducted by Brake and Direct Line (2019) outlines that 83% of people believe a visible police presence prevents individuals breaking traffic laws. Only 4% of officers in England and Wales are dedicated to roads policing, meaning that officers in different departments must work collaboratively with roads policing departments to disrupt prevalent activity (Ibid, 2019). 

To assist the Police in tackling crime on the roads, the NPCC (2018) published a three-year strategy, the three main objectives are: Ensure the roads are safe and free from any harm, secure roads from the threat of serious crime and terrorism; and ensure efficient roads that promote public confidence (NPCC, 2018). The strategy states that the police and other agencies must work collaboratively to successful achieve the objectives outlined by the NPCC.

The College of Policing (2019) state that criminals use the roads to facilitate their criminal activity, the offences range from minor motoring offences to organised crime. To                               disrupt activity, Police have powers to stop, search and seize vehicles if they believe the driver is committing an offence. Section 163 of the Road Traffic Act 1988 makes it a requirement for an individual driving a mechanically propelled vehicle to stop when required to do so by a constable. Once a vehicle is stopped, the officer can record the details of the occupants and driver. The information recorded will be inputted on to the police systems and matched against any possible profiles i.e., the name and address given may provide the officer with his/her police record. The police record may contain certain warning markers or intelligence to suggest that he/she frequents in an area or is a prolific offender. For example, if an officer in a crime hotspot area noticed a vehicle containing 4 individuals late at night, his/her suspicions may arise due to the ongoing issues in that area. If the officer, at the time has reasonable grounds to believe that those individuals may be committing an offence then he/she can carry out a compliant stop of the vehicle. As noted above, details of all involved will be taken and if it is found out that certain individuals have warning markers or intelligence linked to them, an intelligence report will be submitted. The aim of submitting an intelligence report is to make other officers aware of the subject’s movements and associates. The intelligence form submitted may prove to be valuable in the future to collate evidence as he/she may be linked to an organised crime group (OCG) or be a prolific offender. This is just one example of why an officer may submit intelligence.

Section 1 of the Police and Criminal Evidence Act 1984 (PACE) is another legislative power which closely relates to how intelligence can be used to disrupt prevalent activity by policing the roads. The power states that a constable may search any vehicle or person for stolen articles, an offensive weapon or an article adapted or made for the use in a criminal offence. In terms of policing the roads, when a vehicle stop is conducted, a constable may search the individual or vehicle.  A search will be carried out if the constable has reasonable grounds to suspect that the subject has on his person or in his vehicle, any of the articles noted above. If the search is negative, all information will be recorded and inputted on to the police system. The subject’s police record will outline that they have been stop searched. The stop search form submitted will allow the officer to record their perceptions of the individual i.e., if the subject was in a vehicle with individuals known to the police for drug dealing, the officer will find this suspicious and submit intelligence as a result. 

The methods of obtaining information and intelligence noted above are not inclusive. The police rely on a variety of sources for information and intelligence. Information and intelligence are provided by a CHIS (Covert Human Intelligence Source) whom is a paid police information closely related to criminal activity but not involved. Third party agencies i.e., social services, and schools provide the police with intelligence. The list is extensive. 

Once information is collected, it is processed by utilising a business model, known as the National Intelligence Model (NIM). Th aim of the NIM is to successfully manage information provided to the police. The model consists of three stages: local intelligence, regional intelligence, and national intelligence (relating to organised crime groups). Information submitted will be filtered through the NIM to determine its stage, it will then be carefully evaluated, sanitised, and disseminated using a grading system known as 3x5x2. 3x5x2 system is an intelligence grading system to determine if the source is reliable, untested, or not reliable and to establish how the source is aware of the information they have provided i.e., information from a CHIS will be considered reliable as he/she knows the subject directly. 

To emphasise the importance of intelligence, the submission of it will enable officers to disrupt criminal activity on the roads through intelligence led policing (ILP).  ILP will provide officers with the knowledge of certain subjects, where they frequent and who they associate with. Based on the intelligence available, operations can be arranged to identify prolific offenders and improve road safety i.e. In 2021 South Wales Police carried out a road safety operation in a certain area in Rhondda due to numerous intelligence reports regarding dangerous driving. The outcome saw one individual arrested and 9 reported for traffic related offences (Powell, 2021).

The second part of this piece of work will outline how ANPR can be used as an investigative resource to deter and detect criminal activity. There are 13,000 ANPR cameras present in the UK which submit 55 million ‘hit’ records to an ANPR system a day (NPCC, 2020). The aim of ANPR is to improve road safety, to promote public reassurance, enhance intelligence and deter and detect serious and organised crime (Dorset Police, 2020). The concept of ANPR is simple, once a vehicle passes an ANPR camera the numberplate of that vehicle will be instantly read and checked against a database. The database consists of the details of all vehicles that pass an ANPR camera. The NPCC (2020) state that vehicle details obtained will be stored for 1 year. More importantly, vehicles that are of interest are also stored on the database. For example, if a vehicle failed to stop for a traffic officer, the number plate of that vehicle will be placed on to the ‘hot list’. If that vehicle passes an ANPR camera it will notify the police control room who will advise officers. Alongside identifying vehicles of interest, ANPR can provide the police with valuable lines of enquiry relating to serious and organised crime (Ibid, 2020). West Yorkshire Police (2019) state that in March 2018 the use of ANPR cameras provided them with reasonable lines of enquiry relating to a vehicle of interest. The vehicle had intelligence linked to in for supplying class A drugs. The vehicle hit ANPR cameras on numerous occasions which indicated its location at a specific times and days, creating a pattern. The intelligence and lines of enquiry enabled officers to intercept the vehicle, three persons were arrested, a large quantity of cash was seized and properties relating to the suspect’s were searched. This is just one of many examples of how ANPR can assist officers in detecting criminal activity. 
ANPR unfortunately has limitations. The main critic being inaccuracy, often poor picture quality can lead to false information which can have a detrimental impact on the quality of intelligence submissions. For ANPR to work efficiently, the data available must be correct for it to be successfully read, thus meaning that some number plates will not be read due to their unique characters and format.  Despite the disadvantages, the advantages outweigh them. ANPR can provide an accurate geographical location which can be accessed quickly, thus meaning officers can be deployed rapidly. (College of Policing, 2020). Furthermore, although the installation cost of ANPR is substantial, the College of Policing (2020) state that it is relatively low cost to run and forces reap the benefits of detecting, deterring, and disrupting crime.

To conclude, this piece of work has outlined how information and intelligence can assist the police in detecting and disrupting prevalent crime through efficient policing of the roads. The discussion has stated the various powers available to roads policing officers to disrupt criminal activity and to obtain information and intelligence. How the police utilise ANPR cameras has been discussed and the advantages and disadvantages of the system have been outlined.  
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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 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 My knowledge in certain areas has vastly improved since exiting my tutorship. I would rate my knowledge score as medium in both areas. I have completed my hub and CID attachment which has provided me with a great insight into the differing roles in the Police. On my hub attachment I obtained a lot of knowledge about case file building, but I do believe that I could develop my knowledge. To do this, I will conduct research surrounding what is required in specific files e.g., remand, not guilty and breach of bail files. To obtain this knowledge I will utilise the documents available on a learning site called Ncalt and Kallidins. Furthermore, in terms of academic work I believe that my confidence and knowledge will increase when more workbooks and essay style questions are presented to me.

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I would place my level of skills at medium for both areas. My skills in terms of academic work and reflective practice have increased as time has progressed due to being presented with new workbooks. However, I strongly believe that there is definite room for me to improve my marks. To achieve this, I will need to conduct more thorough research surrounding what the essay title entails. I feel that my style of writing has improved overall, and I have adapted to the style required of a university student.

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 The workbooks and essay titles have enabled me to learn different styles of learning i.e. I feel confident in utilising reflective practice models to evaluate and review incidents I have attended. I would place my experience in both areas as medium. The new workbooks have provided me with extensive knowledge to complete my duties. Prior to the workbook I did not fully understand the concept of ANPR and how it operates. However, the workbook has provided me with a huge insight into this and provided me with knowledge which I can transfer to my role as a constable, 


 
 


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 with the regulations.  
 
Signed:  Hannah Tucker (Learner – electronic signature accepted.) 
 
Date: 02/04/21
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