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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:

In this task I will reflect on the impact of organisational culture within policing on my wellbeing and resilience since becoming an Independent Response Officer whilst considering the risks of conforming to organisational culture. I will illustrate my strategies for maintaining my wellbeing and resilience that I have implemented. 

Organisational culture is, mostly, defined as the holistic atmosphere within a company down to its management and structure. Wong (2020) defines organisational culture as the collection of values, expectations, and practices that guide and inform the actions of all team members. When a workplace culture aligns it can make individuals feel more comfortable, supported and valued. 

My Sergeant is my direct supervisor. He oversees all my work and everything that I do whilst also looking after other officers on shift. He manages his workload by allocating tasks out to his officers, these can be tasks for continuity of investigations from other shifts or tasks for completion of investigations conducted by ourselves. However, we also allocate tasks to the Sergeant for completion of investigations or rationales, thus working in a constant fair circle of workload allocation and completion where he is fair about his rules and allows us to understand how he works. 
My Sergeant will receive numerous tasks for allocation weekly – these always get delegated and shared equally throughout the shift, as well as taking a prisoner handover, missing person and diary car (calls which are scheduled for a day the victim / caller is available to speak with an officer, normally due to commitments of the reporting person and time of attendance) for the shift; these again are allocated fairly. This keeps the attitude of all his staff positive and does not allow for questions to be raised on how fairly the group as a whole is being treated. Keeping a positive attitude within the workplace is positive organisation culture, thus reducing stress by keeping the shift in line with each other. 

The shift also follows an open-door policy, where if there are any problems they will be discussed with the Sergeant before being addressed. There will always be a clash of personalities when 9 different people work together and may have different opinions on how something should be handled. When attending an incident, not everything is simply black and white – there may be many different elements to what has happened or why it has happened and these can lead to misunderstandings therefore by keeping to the recent policies on how things should be done, this can prevent any counter decisions or disagreements. 

Individuals on shift, however, may get along better than others – thus creating a fun environment with jokes being relayed and inside jokes created. Some individuals may take comments or words offensively as not every person speaks and feels the same as another due to having different backgrounds and developing personal values. 
Jarrod Davis, (no date) states that values are important to us, they help us grow and develop. They help us to create the future we want to experience. 
Individual values are for a person’s self-interest, such as personal fulfilment and enthusiasm. Where an organisations values reflect on how the organisation operates in the world such as teamwork, and productivity. When becoming part of a new organisation there will be standards that you are expected to abide by, whether these are behavioural standards or professional standards, these will be set by the business and explained to you. It may be difficult to retain personal values that you have set already as the company values may change how you make decisions or see a specific thing differently. 
Conforming to organisational culture due to a change in values as its risks, such as inside jokes or comments and making someone feel uncomfortable whether it was intentional or not can be a breach of professional standards within the Police Force and can lead to investigations by Professional Standards Department or dismissal from the Force (Gov.UK – Home Office Guidance 2020). 

Emotional resilience refers to someone’s ability to adapt to stressful situations or crises therefore people with a higher degree of emotional resilience can handle the stresses that come with life more effectively and calmly. They are able to manage crises more easily and emotional resilience is a trait that can be developed. People with a higher resilience level are able to adapt to adversity without lasting difficulties (Very Well Mind, 2020).

Since having achieved Independent Patrol Status and having to work on my own I have found that my coping strategies which used to enable me to maintain my wellbeing and resilience do not work anymore. I used to ensure a healthy intake of the right meals at the right times, getting 8 hours of sleep a night and exercising regularly would benefit my mental health and allow me to control my emotions. 
I find that these no longer work. I am finding that I am no longer resilient, even the smallest of things affect me and my emotional health. I am in the same position I was a year ago, and have the same people surrounding me, but instead I am allowing myself to crumble and I am unsure as to why this is. 

The National Institutes of Health (2021) states that emotional wellness is the ability to successfully handle life’s stresses, but if I cannot identify these then how can I handle them? 
Being understaffed at times is one thing that I can relate to the stress that I am feeling. Having to investigate so many crimes but not being given any time to do so due to being understaffed and having to answer emergency calls, alongside shift duties and priority graded calls also. Feeling as though you aren’t meeting the publics or individuals’ requirements due to time restraints makes you feel as though you aren’t doing a good enough job, but only being human and being able to perform one job at a time or being in one incident at a time – there is nothing that can be done about this. 
Feeling like this day after day is difficult. It takes a toll, especially when you enjoy the job and enjoy partaking in it, every single day. 

A new strategy that I am trying to adapt, due to my earlier strategies becoming unsuccessful, is a ‘one thing a day’ approach. Psychology Today (2014) explains how making lists can quell anxiety and breed creativity. Organise and contain a sense of inner chaos by making a list, which can make your load feel more manageable. 
This is now something I am working towards, making a list and checking it each day, and hoping to achieve something on that list for that day – whether that be completing an investigation in full and being able to remove it from my ‘active’ list, or simply organising an interview or speaking with a victim. This is something I believe will help me become back on track with my organisation. This strategy has already been implemented into my career within the past three weeks and appears to be having a positive effect on my workload and how it is being managed and reduced dramatically, instead of becoming flustered and shutting down I am now actively attacking the workload, completing investigations to high standards and becoming less stressed regarding my policing role.
I am now implementing this strategy to my university work at present. Ensuring I make a SMART (Specific, Measurable, Achievable, Realistic and Timely) list and completing tasks one at a time rather than trying to tackle a whole workbook or assignment at once which is not realistic or achievable. 
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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:

In this task I will identify an incident that I have attended. I will evaluate my role in this incident and explain how decisions were made and the rationale behind those decisions using the National Decision-Making Model.

College of Policing, (2014) explains that Police decision making is required in every circumstance and are often made based on incomplete or contradictory information or where police officers and police staff are being deliberately misread or mislead regarding the situation at hand. Therefore, the police service has adopted a single, National Decision Model (NDM). 
College of Policing, (2014) goes onto explain that the NDM is suitable for all decisions and should be used by each and every person in policing. It can be applied to spontaneous or planned operations, by an individual or a team of people and to both operational and non-operational situations. The NDM helps decision makers structure a rationale as to what they did during an incident and why they did it. 

A 999 call was received by the Force Control Room from a female. When the initial call comes in, this is when the model begins. It starts by collecting all information required to attend the call, checking for any history or background on the address, phone number or any persons linked. Then, continually updating the incident log as new information arises and passing this on to the attending officers to enable them to be able to lead onto the next part, assessment. (Bryant and Bryant, 2020).

The female was crying down the phone telling the operator that she was missing her children and was completely inconsolable. The female would not give any personal details or her address to the operator in order for the operator to dispatch Officers straight away. The female would also not explain if the children had been taken into Social Services care temporarily or permanently or if the children were missing or if they were staying with family; it is unexplained as to why she is missing them. 
The Force Control Room had not received any other calls from this female so could not link them together and had not been made aware of any incidents recently where children had been taken from parents involving Police to identify her this way.
The number was put through the database and fortunately this female had witnessed a crime prior to this incident, therefore her number was recorded as she reported that crime and we were able to create that link.  

Another officer and I are dispatched to a concern for safety for the female. Due to not knowing what is happening it was decided to attend the address as an emergency response and whilst on route we discussed what initial actions we could take to identify the individuals needs and what may be required from us. As we have no information on the Police system regarding this female, we are essentially entering this household blind. We do not know if this female is behaving rationally or if she has any mental health concerns or who she lives with. 

Assessing the threat after having received all of the information that has been gathered including any warning markers or flags the individual has or any previous on weapons or drugs which may put yourself in danger or harm’s way is the next step in the NDM. 
Deciding the risk of the incident and develop a working strategy on how you will approach this and what you may require is an ongoing part of the National Decision Model. How can I deal with this? What am I allowed to do ethically? The Checks conducted on the property show that she is the only registered person at the address, via the voters system (where an individual registers to vote and is named as living at that address), however that does not mean that she is the only one present or if there are any children (children are not listed if they are under 18) or animals there. 

When we attend the female allows us into the house initially, she states that she is alone. As this female is upset and I am a female officer, I decide that she may open up to a female more than a male due to her emotional state. I try talking with her, sitting next to her and getting her to explain where her children are and asking her how I can help her today. My tactics here fail as the soothing tone does not help in calming the female, she is reluctant to share any information on her children, even after pointing out photographs and getting her to look at her kids or explain about them to me. 
The next tactic that I had was speaking about why she had phoned us, what did she want us to do and how can I help her with achieving this or if it was even possible. But, just as the female wanted to open up to me, an unknown male appears from upstairs unbeknown that we are in the house.
He eventually notices our presence inside the property and immediately becomes irate by shouting at us and gesturing for us to leave. Constantly assessing and reassessing the threat and risk is necessary. If we did not assess the male when he first approached, then we could have gotten seriously injured very quickly. 

Identifying options and contingencies involves considering the different ways to make a particular decision with the least risk of harm and are these actions reasonable in the circumstances in which they were made. Such as, when the male appeared from upstairs after the female stated she was alone, and the male became aggressive quickly. Our option to utilise other officers was decided when this male would not calm down and this option was reasonable. When calling for back up officers are not going to be there immediately unless they were already in the area, so try to use tactics taught in training to control the male or removing yourself from the property until back up arrives is always a contingency plan that should be considered. The option we utilised by removing the male out into an open area away from weapons and the female appeared to be the best decision, but the only problem with this being that the only other room in the house is the kitchen diner, where we would not want an aggressive male to be due to weapons and it being hard to be contained by one officer in this room.

At this point, we still don’t know why we are here or where her children are. There is concern for this female’s wellbeing at present and this male believes he is the only one who is able to help and understand her needs. The male breaks through officers’ restraints of keeping him in the dining area away from the female, and all tactics of talking to her have been disrupted by the males’ shouting and banging from the next room. The female decides that she will not open up to officers and wants us to leave. I try a new tactic of seeing if she is known to MH services. I go into the kitchen whilst relaying information over the radio regarding the female and how she is displaying – asking for the AMHP (Adult Mental Health Professional) to call me. Whilst doing so, I find the males’ wallet with his bank card and driving license, checks are conducted then quietly so we could ascertain who this male is and if he is dangerous or known to Police. He is known, but he has no warning markers on his person. This tactic was effective, utilising his details to allow my colleagues to hear this male’s information without him realising that he has been identified. 

Powers and policies are a part of the NDM. Being able to identify the incident in which you are involved in and what powers can be used in this particular incident will help in making decisions whilst dealing with it. Different policies and powers are used dependant on the situation and how it needs to be dealt with. For example, with this incident coming through as a concern for safety – then we would look at how we can safeguard the individual before finalising the incident and departing (College of Policing, 2014).
We now have to decide what happens from this point onwards, with the intervention of the AMHP and an input from the shift Sergeant. The female has not threatened suicide or to harm herself at any point during the initial phone call or whilst we are present – this allows us to decide that she is currently safe at home but emotional. 
The female has not stated in any way that she has been harmed or is threatened by this male – allowing us to make the decision that the male can remain at the address.
The female has no children in the home address and one liner from the male “it was your fault all along that the kids were taken from her” confirms the theory that this female has had her children taken from her custody, for reasons unknown at this time.

After speaking with the AMHP and relaying information as accurately as possible it is identified that this female is not known to Mental Health services. They are not concerned due to her lack of threats to harm or voicing any concerns going forward. We agree, this female is emotional but does not appear to be having a Mental Health episode. 
We look to further information to decide our options and contingencies. We speak with the sergeant on shift. The female is emotional but wishes to remain at the property with her partner. 
As his details were already checked, we knew that this would be a possibility, and relayed all necessary information back to the Sergeant via the radio, in a separate room as to not be overhead. This female did not want Police attendance in the end, but we could not just leave without a plan in place. We provided contact details for Mental Health and Social Services and her GP and advised her to contact these the following morning and left the female in the care of her partner who was happy to stay with her and support her. 

The NDM had to play a part repeatedly in what was happening and was constantly being utilised to ensure risk of harm stayed to a minimum and that all decisions remained proportionate, necessary and ethical. 

Looking back on this incident, I would have attempted to search the house prior to engaging with the female on a one-to-one basis with another officer, especially as we had concerns for the children also. This would have allowed us to identify the male and possible build a rapport with him prior to engaging with the female; therefore we may have gotten more information from the female and have been able to help differently, even if it was just being able to listen to her concerns or problems, we may have been able to suggest ways to move forward if we knew what had happened. It would have been useful also to get in touch with Social Services to see if this female or the family were known and determine the circumstances – allowing us to speak with the female directly whilst knowing the circumstances behind the situation. Now and again we have a Social Worker within the FCR, I am unsure whether this was the case this time but will ensure if I am deployed to any future jobs with similar circumstances that I utilise this option. 


Word count: 1950
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:

In this task I will evaluate the theories of team dynamics and the differences within a team. I will consider the different persons within my team and how personality clashes can occur due to inter-personal conflict and how these can be overcome by adopting strategies to enhance individual and team performance. 

Team cohesion defines as the tendency for a group to work in unity while working towards a goal or to satisfy the emotional needs of its members (AskingTheLot, no date).  

Team dynamics defines as the unseen behavioural and emotional forces that operate in a team between different people or groups and influence a team’s performance and direction. Team dynamics can strongly influence how a team reacts, behaves or performs and is created by the team’s nature of work, personalities inside the team, working interactions with other individuals and the setting where the team works. The effects of team dynamics are often very complex (Team Technology, 2021). 

Bruce Tuckman, released in 1965 released a theory known as Tuckman’s stages which defined the basic functions of team progress (TeamWorkDefinition, 2013). 
Tuckman’s theory stated that teams would go through 5 stages of development. These stages start when the group forms and lasts until the group ends. The 5 stages are: forming, storming, norming, performing and adjourning (FreshBooks, no date). 

Forming is the first stage of team development. The team has been made and everyone has been introduced. Persons within the team will not trust each other fully due to not knowing each other but will have good intentions. Due to working independently – this may try to happen again and not fully committing themselves to a team (FreshBooks, no date). 
This is common within beginning a new role within policing. After experiencing six months of training with specific individuals, we eventually bonded as a team, but this time came to an end when we ventured into the Professional Development Unit (PDU) to work alongside a tutor and gain independent patrol status. After, again, learning what was required of you and having a new colleague to work alongside we had to work out each other’s skills and which part I would play when attending incidents. This then also continued onto when being allocated to a station and a new shift. This was a massive change and learning each person’s backgrounds and skills again – but for 8 new colleagues was overwhelming, but useful when asking for help with certain tasks. But asking for help came after developing the trust after working with each person for a certain length of time. 

Storming is the second stage. This is where being part of a new team and the excitement has now worn off. Where everyone had since become comfortable and a strong lead role may become more apparent in the group. Everyone now has their part in the group and the project has since settled in (FreshBooks, no date).
Each person has their own incidents to investigate, this is referred to as a workload. Some of our incidents may overlap which we will work together to complete. But some of our incidents require alone investigation. So, whilst the storming stage is correct, it may not be applicable each day in the role of policing. However, the weight of a new probationer’s workload can settle in quick, which can then affect their confidence, stress levels and attitude within the office environment. This can reflect onto their colleagues and effect the atmosphere within the group.  

Norming is the next stage. This stage is where things tend to settle down and everyone gets into the groove of working together to help each other. During this stage, the storming stage may reappear as new tasks arise (FreshBooks, no date). 
As Police Officers, we attend numerous incidents daily. How these are allocated out is randomly selected and dependent on which officer is free at that time – this may mean that some officers are allocated more than others but may still help to complete tasks and paperwork that is required as working as part of the team. 

The performing stage is part four. This stage is where the team is in full motion. Each individual member is aware of their team members strengths and weaknesses and are able to help them when needed. This stage is often where the team is able to operate without strict supervision (FreshBooks, no date).
This stage is the one that is mostly recognised and agreed with. This stage is one that I can recognise and can confidently state that this is where my current team are at. Often when my sergeant is off on a course or may be covering another station, we are able to continue with our work, with high morale and limited disagreements. We go to each other for help and use each other’s strengths in order to complete tasks and continue investigations fully. 

A final stage of adjourning was added after Tuckman had already created this theory of group development which was described as when the task ends and the team disbands there could be a sense of mourning if the members had grown close to each other (FreshBooks, no date).
Adjourning is a stage that I can recognise, especially when team members have joined after myself (as I am the last member to have joined my team) and they work with us throughout their probationary period to achieve Independent Patrol Status (IPS). These team members will eventually leave our small relief to go onto an allocated station to permanently work in the future. We all grow close to these individuals, working through the first 4 stages again and becoming comfortable with each other, that when they leave, we lose their specific skill set or their high boosting morale and attitude within the team. It is, essentially, like losing somebody, however it is even more exciting, and everyone is happy when they come back to visit or come back to work with us, even just for a few hours. 

There are other theories created by theorists regarding groups, however some of these do not relate to group development specifically and relate to individuals within a group having specific roles to complete. For example, Belbin’s Theory of team roles has 9 specific roles that each team should have (TeamWorkDefinition, 2014). If the team doesn’t have these 9 individual members or each person does not fit specifically into the role, then the theory itself does not work. Policing requires each person to be able to complete numerous roles within a group as some work is required to be completed individually, so this theory would not work within policing. 
Whereas, there are other theories that are made for leadership and management and how to create a perfect model to follow, such as John Adair’s Leadership theory (TeamWorkDefinition, 2014). 

Team Analysis describes teams as a complex unit at any level within the organisation and at some point when formed they may occasionally malfunction which results in analysing what went wrong within that team for it to have malfunctioned and how to get the team back on track (TheTeamBuildingCompany, 2021). 

Improving team cohesion are ensuring that the characteristics of team cohesion are met. Based on the Five Dysfunctions of a Team by Patrick Lencioni, there are 5 behaviours in the pyramid and each behaviour in the model builds upon the previous and therefore supports the others (Disc Profile, no date). 
At the base of the pyramid is trust and without trust, no team will work. The key to building relationships is to trust the individual or team. Next step on the pyramid is conflict, and conflict can generally be negative – but if there is trust on a team, then conflict can be used constructively. Next is commitment, each member of the team needs to commit equally, time as well as effort to reach consensus within the group. Accountability is next, each team member is accountable for the whole team and vice versa, this developing a strong team and accountability then becomes part of the teams dynamic. If each of the prior behaviours are met then the team will reach their final step and gain results; and everyone will feel rewarded by this (Disc Profile, no date). 
Teams are forever changing in policing, and new steps of the pyramid are required to be undertaken each day, gathering new members, having different leadership supervising you and different tasks or incidents are happening daily that require attendance before completing prior tasks, as this model states – the five behaviours are rarely mastered due to the above. 

There are many different types of personalities and clashing personality types can have a detrimental effect on morale and productivity. But when leading a team there are a few ways in which a management role can keep the team together and on track. Defining roles within the team so that each individual knows what they are meant to be doing and prevents anyone ‘stepping on any toes. Setting an obvious goal for the team to work towards. Not avoiding the clash of personalities, reminding people that we are a team and on the same one in fact. Being able to discuss with the team or individuals regarding the clash and being able to resolve situations, ensuring that the team members are aware of compromising regarding decisions and keeping things non-confrontational. Understanding the team and their different skills helps keep the team together and on track. (Team Building Made Easy, 2006). 
One of the best ways to strengthen bonds within a team is by using team building activities. Team building activities – whether inside or outside the office allow for the team members to engage and interact with each other without the pressures of work and deadlines. Activities that encourage trust exercises or problem-solving activities as these help to encourage the use of the whole teams’ skills and enhances the trust between the team also. 

In conclusion, teams are an essential part of any business or organisation, such as the Police Service. Having and maintaining a team with high morale and good team dynamics can ensure that tasks are completed, team members are working together, and each individual gets to use their specific skill set to aid either themselves or someone else, thus helping them maintain good morale. 

Word Count: 1712
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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:

In this task I will explain and how information and intelligence can be used to breakdown criminal organisations and disrupt their criminal activities. I will also outline how this can be achieved by use of specialist equipment used by a specific team within the Police Service to detect criminals and deter criminal activity. Cambridge Dictionary (2021) defines information as facts about a situation, person, event etc and intelligence can be defined as the gathering of such and ability to acquire, understand and use information, especially secret information gathered about an actual or potential enemy (The Free Dictionary, 2016). 
Information and intelligence can come from many different sources. It can come from attending a missing person, a domestic incident, a welfare check for an individual or it can come in regarding vehicles and individual persons from any member of the public. Intelligence can also come from Police Officers – from attending incidents and conducting stop searches (when applicable) on persons and vehicles. Information and intelligence can also come from medical professionals, as Williams, L (2017) explains that when seeing or speaking to a young person, if there are concerns that the person is being exploited, this concern must be shared with other appropriate agencies even if the child does not wish for this information to be passed on; therefore explaining that they may come across information and sharing this information can lead to developing intelligence to help vulnerable persons and disrupt criminal activity. Other sources for collecting intelligence include directed surveillance – where Police will watch the movements of an individual covertly and collate information on the individual to produce this, usually as grounds for warrants on properties and vehicles. Intercepted communication and intrusive surveillance (using wire taps and cameras in a residence) are also used as sources of collecting information and intelligence to disrupt criminal activity. 
	Bryant & Bryant (2020) state that Police Forces routinely share information with other forces, particularly through the Police National Database (PND) even if the information is not complete or is questionable, this helps to begin building a profile on the individual and can lead to identifying possibly criminal activity, especially across multiple force areas. 
When the intelligence comes in, via any method, it has to be processed and graded before it can be submitted. The National Intelligence Model (NIM) is a system most commonly used by many different services and the information that has been submitted is scrutinised under the system 3x5x2. The numbers in the 3x5x2 system represent the reliability of the source and if they are trusted, the reliability of the intelligence and if it is believable and the distribution of the intelligence and who is allowed to see it. Each part of intelligence submitted helps to build a picture regarding an individual, a vehicle, a property or business, and if numerous pieces of intelligence are received at once then these may be collated into one large intelligence submission and be processed in this way (Bryant & Bryant, 2020). Each time a check is then conducted on any person, vehicle, property or business, again for lawful reasons, the check will show any intelligence submitted and thus can help determine any actions required regarding the check. 
For instance, attending a missing person(s) address to conduct initial report helps us to identify as to Why this person has left the property or not returned and also enables us to understand their recent behaviours or change in patterns of behaviour which then could lead to intelligence being submitted regarding other persons. Parents / guardians or CCTV / social media may identify a person, address or vehicle which we could conduct checks on. This then may lead to further identification of other persons or activity surrounding an individual. 
We often identify youths who are living in poverty or ones who are at risk of neglect by their parents, these individuals are often the ones who are involved in County Lines, Human Trafficking, Child Sexual Exploitation and become involved with Organised Crime Groups; most are naïve and believe that they are making friends or may have a new love interest who will be older and giving them gifts in exchange for them selling drugs for them or bringing their friends into the ‘adventure’. By attending these individuals’ homes or investigating intelligence provided by neighbours, family or social services we can try and identify who these individuals are before they are subjected to this kind of lifestyle and behavioural patterns. Williams, L (2017) produced a document regarding Child Sexual Exploitation which shows that although they aren’t they only factors, children living in poverty, suffering neglect or children in care are ones at risk of being exploited by organised crime gangs and these children and young adults are mostly targeted where there is no adult presence or lack of adult supervision. Williams, L (2017) also goes on to explain that although children in poverty or at risk of abuse are most at risk, any child or young person can be at risk of CSE, no matter their vulnerabilities or where they live. 
Gov.UK (2021) explains about a source for developing information and intelligence, which are Covert Human Intelligence Sources (CHIS), these are crucial in preventing and safeguarding victims from serious crimes such as terrorism, drugs and firearms offences and child sexual exploitation. CHIS will partake in criminal activity as to act credible and build trust with the persons who the intelligence is being built on. By partaking in activities and gaining trust they are able to gather information and intelligence which other measures may not have picked up at all. 
Gov.UK (2021) have produces figures which have shown that CHIS are valuable sources, they have led agencies to disrupt over 30 threats to life, arrest serious organised criminals, seizing over 3000KG of Class A Drugs, safeguard over 200 people and take firearms and ammunition off of the street. 
There is a clear link from the statistics and evidence noted above that the gathering of information and intelligence, when developed appropriately can lead to identifying patterns in behaviour and individuals who partake in criminal activity, this then is used to disrupt criminal activities which are being carried out, especially on the roads network and by larger criminal organisations – ones involved in County Lines, CSE and Human Trafficking. 

Roads policing attend many different types of incidents. They are constantly on the roads around the force area and are utilising their resources to prevent most offences which are taking place on the roads. They have multiple tools available to them to help them with their role for the police service, one of these being ANPR. ANPR (Automatic Number Plate Recognition) is a tool which is used widely across the country and can be used by Police and other authorities to identify a range of vehicles which are involved in driving offences. ANPR identifies numbers and letters on a number plate which are then stored in a central database. This database can then be checked for specific Vehicle Registration Numbers to identify if a vehicle has passed through a specific ANPR camera on a specific date / time (NPCC, 2021). ANPR cameras are situated around the country, there are thousands of cameras already in use today which are situated on most major routes into and out of roads that cross into other countries, ANPR cameras may also be placed on smaller roads, or roads that link towns together (ANPR, no date). 
Police Officers also have ANPR cameras fitted into some designated vehicles, these cameras will alert officers when driving that there is something regarding the vehicle it has just passed or are following, and this can then lead to specific vehicles being stopped. It is very rare that a stop is carried out based on intuition, especially if no previous intelligence has been linked to a vehicle for County Lines / Human trafficking reasons (cars can be stopped under the Road Traffic Act, Section 163 however). 
When an investigation is being conducted, Automatic Number Plate Recognition technology is used by recording a vehicle as a Vehicle of Interest (VOI). When a vehicle of interest passes through an ANPR camera it is recorded each time, and when flagged as a vehicle of interest it is then passed onto Police Officers as being detected and this vehicle then may be intercepted and stopped to be checked for evidential purposes and can lead onto breaks in the investigation, further intelligence and information and possible arrests (ANPR, no date) and this is how ANPR is able to help officers in building intelligence into specific vehicles which may be used in criminal activity and therefore used to disrupt their activity by intercepting them when making journeys in the force area, or between forces. Disrupting whilst in the midst of their activities can also lead into seizing valuable evidence which can link individuals to the investigation and disrupt their activities in this way or can lead to the safety and protection of vulnerable persons also (College of Policing, 2020). 
 	ANPR reads and records each and every number plate passing through it. At that very point, there may not be an investigation into a specific vehicle or person, but further intelligence gathered from recent investigations or missing persons / searches of addresses etc may lead to running checks on registered vehicles belonging to specific individuals – this then can identify if a vehicle is passing through specific cameras, is this a frequent thing that is happening and this then helps us to detect patterns of individuals and detecting organised crime, specifically crimes such as County Lines and drug smuggling (NPCC, 2021).
	Roads Policing Officers are also trained specifically to identify targets on the roads, thus meaning they receive training in areas or equipment that other officers (such as response) may not have. One of these training programmes being Roadside Fingerprinting which can help to detect if drivers or persons inside these vehicles are wanted / missing or even to identify ages or person(s) if we believe that they are not being honest when questioning them, after using ANPR to tools to identify target / subject vehicles. Roadside fingerprinting was trialled in 2006 by England and Wales Police Forces, and may be brought into forces in 2021 if the new bill is proposed. It helped to save time when identifying person’s, especially ones which were wanted or would not provide full details at the road side, and especially fatalities on the road, although Burt, C (2020) states that they are already being used within their Force and using with ANPR are identifying criminals and criminal activity patterns frequently and quicker. 
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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 
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The policies and procedures that are written and implemented within the force should be read and an understanding of all should be had. I always ensure that when a new policy has been produced that I read it and understand it – asking questions if necessary, to gain a full understanding. I can find these on the beat or in my emails. 


I am required to have a good understanding of the laws in which we are implementing. There are a lot, but a general understanding of all allows me to identify when offences have been committed and when action is required from myself. I always use PNLD to search up if I need further information on anything. 



Knowing my colleagues and who I work alongside well. This allows me to be able to ask someone and get a guaranteed answer judging on what they know. For example, asking someone about Child Neglect and them being based in PPU (Person Protection Unit). Keeping up to date with who has done what course / developed new skills.


I have just qualified on my Response driving course. Knowing the exemptions that I have and driving safely has come from the Driving department. I ensure I keep my knowledge of the road and road safety fresh by re-reading the documents provided by the Driving Department and on the Beat / Traffic section.


Completing case files is guaranteed at least once per set. I would ask colleagues if I didn’t know something or would use the case file documentation located on the Intranet.
I have however booked myself a place on the case file workshop coming up to refresh my knowledge on case files. 


It is in the interest of my colleagues and myself to ensure my knowledge of how to keep myself safe and my colleagues from harm whilst out in the field. I ensure to keep my fitness levels appropriate by undertaking a test each year and improving my fitness when possible (just joined Gwent Police Football Team). I do ensure I am up to date with any officer safety changes and checking my equipment is correct and functioning each shift. 
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Undertake officer safety training yearly and keep up fitness and general overall health. 
Could improve by specialising (e.g. taser course / MOE).


Specialist courses are always required on shift or in the area. Colleagues could be off work or at another call and they may need another officer to attend. 
I am always looking to attend courses, especially a specialist course and will always put my name down or email. 
I am looking to apply for the next SOLO course or ABE, as well as Taser. 


Most people say driving response isn’t a ‘necessity’. But some areas are larger than others or may span further and have busier roads or more residential areas and hazards. I have recently just passed my response call allowing me to attend emergencies and diffuse situations quicker as well as being able to help my colleagues if they need it, quickly and effectively. 

	EXPERIENCE 
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Experience varies. I do not believe that you need to have prior experience in order to do something. 
But each time you complete / attend something, whether it be paperwork or a call or speaking to a victim then you always gain experience, no matter if it is only small (such as a different part of a form) experience is always experience. 

Having experienced colleagues around will always help any situation. But sometimes, just coming out of training – some procedures may be fresher to the newly trained officers which can be just as effective as working alongside an experienced officer. 

I do not have a lot of experience in the job, but I also do not think that experience is always required. 

I always come away from something and evaluate how I could have done it better, how I could change that experience if it happened again. How I could use the NDM and come up with a different process next time. I believe by doing this and reflecting with my team is the best way to develop how I approach and understand situations – turning each situation into experience. 



 
 Bibliography

ANPR, n.d. ANPR ¦ Automatic Number Plate Recognition. [Online] 
Available at: https://www.anpr.org.uk/
[Accessed 20 November 2021].

Asking Huge. No date. Why Is Cohesiveness Important In Groups?. [ONLINE] Available at: https://askingthelot.com/why-is-cohesiveness-important-in-groups/. [Accessed 20th October 2021]. 

Avon and Somerset Police. (Date unknown). National Decision Model. Available at: national-decision-model.pdf (avonandsomerset.police.uk) (Accessed 25th September 2021). 

Bryant, R. and Bryant, S. (2020). Blackstone’s handbook for policing students. Oxford: Oxford University Press.

Burt, C. (2020). Surrey Police laud benefits of roadside fingerprinting in Integrated Biometrics video series. Available at: https://www.biometricupdate.com/202007/surrey-police-laud-benefits-of-roadside-fingerprinting-in-integrated-biometrics-video-series (Accessed 30th November 2021). 

Cambridge Dictionary, C., 2021. Information. [Online] Available at: https://dictionary.cambridge.org/dictionary/english/information. [Accessed 30 November 2021].

College of Policing. (2015). Fair cop 2: Organisational justice, behaviour and ethical policing. An interpretative evidence commentary. Available at: https://whatworks.college.police.uk/Research/Documents/150317_Fair_cop%202_FINAL_REPORT.pdf (Accessed 03rd October 2021).

College Of Policing. 2014. National Decision Model. [ONLINE] Available at: https://www.app.college.police.uk/app-content/national-decision-model/the-national-decision-model/. [Accessed 24th October 2021]. 

College Of Policing. 2014. National Decision Model. [ONLINE] Available at: https://www.app.college.police.uk/app-content/national-decision-model/. [Accessed 24th October 2021]. 

College Of Policing, 2020. Investigation ANPR. [Online] 
Available at: https://www.app.college.police.uk/app-content/investigations/investigative-strategies/investigative-strategiesanpr/
[Accessed 20 November 2021].

Disc Profile. No date. The Five Behaviours model for teams. [ONLINE] Available at: https://www.discprofile.com/fac-sup/fac-tips/model. (Accessed 01st November 2021)

Free Dictionary, F., 2021. Intelligence. [Online] Available at: https://www.thefreedictionary.com/intelligence . [Accessed 30 November 2021].

FreshBooks. No date. Tuckman’s Theory: Five Stages of Team Development. [ONLINE] Available at: https://www.freshbooks.com/hub/other/tuckmans-theory (Accessed 01st November 2021)

Gov.UK, 2021. Covert Human Intelligence Sources Bill Factsheet (accessible version). [Online] 
Available at: https://www.gov.uk/government/publications/covert-human-intelligence-sources-draft-code-of-practice/covert-human-intelligence-sources-bill-factsheet-accessible-version

National Institutes of Health (NIH). (2017). Emotional Wellness Toolkit. [online] Available at: https://www.nih.gov/health-information/emotional-wellness-toolkit.

Psychology Today. (2018). How Making Lists Can Quell Anxiety and Breed Creativity. [online] Available at: https://www.psychologytoday.com/us/blog/the-creativity-cure/201403/how-making-lists-can-quell-anxiety-and-breed-creativity

Team Building Made Easy. 2006. 8 ways to manage personalities in your team. [ONLINE] Available at: https://teambuildingmadeeasy.com.au/navigating-the-clash-8-ways-to-manage-different-personalities-in-your-team/. (Accessed 01st November 2021). 

Team Technology. 2021. Team Dynamics – How They Affect Performance. [ONLINE] Available at: https://www.team-technology.co.uk/team-dynamics.html. [Accessed 20th October 2021]. 

Teamwork Definition. 2014. The Theories of Team Building. [ONLINE} Available at: https://teamworkdefinition.com/theories/.  (Accessed 01st November 2021)

The Register, 2006. Police pilot roadside fingerprinting. [Online] 
Available at: https://www.theregister.com/2006/11/22/police_mobile_fingerprinting/
[Accessed 30 November 2021].
The Team Building Company. No date. Team Building Theory; Team Analysis. [ONLINE] Available at: https://www.teambuilding.co.uk/theory/team-analysis.html. (Accessed 01st November 2021)

Verywell Mind. 2021. Emotional Resilience Is a Trait You Can Develop. [ONLINE] Available at: https://www.verywellmind.com/emotinal-resilience-is-a-trait-you-can-develop-3145235. [Accessed 24th October 2021]

Williams, L., 2017. Child Sexual Exploitation. [Online] 
Available at: https://www.england.nhs.uk/wp-content/uploads/2017/02/cse-pocket-guide.pdf
[Accessed 30 November 2021].
Wong, K. (2020). Organizational Culture: Definition, Importance, and Development. [online] Achievers. Available at: https://www.achievers.com/blog/organizational-culture-definition/. (Accessed 24th October 2021).


image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%





