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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:

This essay will be reflecting on the impact of organisational culture within policing on my wellbeing and resilience since having achieved independent patrol status. It will also consider the risks of conforming to organisational culture and illustrate my strategies for maintaining wellbeing and resilience.
One definition of culture is,
“the collection of relatively uniform and enduring values, beliefs, customs, traditions and practices that are shared by an organisation’s members, learned by new recruits and transmitted from one generation of employees to the next” (Huczynski & Buchanan, 2007, p. 623).
To paraphrase this quote into policing could demonstrate that the organisation has a shared collection of values, beliefs, customs and traditions such as working within Peels Principles and The Code of Ethics. From every officers training, Peels Principles are taught and acknowledged as a foundation of effective policing. Sir Robert Peel was: 
“instrumental in having the Act for Improving the Police in and Near the Metropolis (the Metropolitan Police Act) passed in the English Parliament in 1829”. (Dempsey, J. and Forst, L. (2008). An introduction to policing. Belmont, CA: Thompson-Wadsworth, 7-8).
Peel set out nine principles within policing. This has been quoted as “the set of nineteenth century precepts so often referenced as foundational to modern policing”. (Elsevier, 2006). To paraphrase an article by Rupert Matthews, policing needs the public to participate in its values and have the respect for the police and the decisions they make in order to be effective. Peels principles highlights how policing by consent is a way to gain the publics respect and work with the public instead of enforcing rules without any consideration for them. (Matthews, R. 2021).
The Code of Ethics is defined by The Home Office as “A code of practice for the principles and standards of professional behaviour for the policing profession of England and Wales”. (Home Office, 2014). Again, this describes the common shared beliefs and principles that police officers should maintain in order to effectively maintain the trust of the public. The Code of Ethics was created in 2014 as a way of making police officers accountable to the forces they serve and the general public. 
“If the public don't have the confidence to trust the police to be fair, acting ethically and in their best interests, they are less likely to assist the police in upholding the law”. (College of Policing, 2021).
Since having achieved independent patrol status, I have worked alongside a wide range of officers with different levels of service and different views on policing. Some police officers with more service have different ways of doing things than myself that is new in service. However, these were how those officers were taught and shows how policing has changed over the years. For example, female officers are no longer referred to as Women Police Officers (WPC). 
“As recently as the 1980s, female officers were issued with uniform and kit which included a handbag complete with a smaller truncheon to fit inside it”. (May, T, 2015).
This shows a sharp contrast into police officers who are women within the police culture today. Women are no longer treated differently from their male colleagues, with uniform being the same and the dropping of the “W” from WPC. However, since I have been independent and worked alongside other departments, there are officers that make it clear that they feel women need to prove themselves in certain areas that have previously been male dominated. To counteract this, there are also more officers within these departments that are willing to challenge these ideas. Data from the Home Office states that:
“there were 43,762 female police officers in the 43 police forces on 31 March 2021, making up 32.4% of police officers in England and Wales (up one percentage point from 31.2% last year). (Home Office, 2021).
This demonstrates how more women are becoming police officers and ties in with the representation of the communities in order to gain trust from the public. This helps with my wellbeing and resilience being a female police officer and demonstrates to the public that the police are no longer treating females differently to males. From my experience since being independent, this form of organisational culture is decreasing because of the way that outdated views can be challenged and by most police officers conforming with the organisational view of the Code of Ethics and the increase of female officers. However, some officers who may feel pressured into views of a more experienced officer may conform to this type of organisational culture. By challenging these views, I am able to retain my personal values in this organisational culture.
Resilience can be described as “what gives people the psychological strength to cope with stress and hardship” (Cherry,K. 2021). It is no doubt that policing is a stressful career. The University of Cambridge published an article stating that 
“Close to one in five police officers and staff in the UK have symptoms consistent with either post-traumatic stress disorder or what’s known as “complex PTSD”.”
The Oxford Dictionary describes wellbeing as “The state of being or doing well in life; happy, healthy, or prosperous condition; moral or physical welfare”.
Since being independent, I have gone from dealing with a suicidal male to going on to deal with a road traffic collision and then on to a fight in the street within one shift. Dealing with these incidents can be emotionally and physically draining. I recognised that I am most effective in my role when my resilience and my wellbeing is looked after by myself. In order to maintain my resilience and wellbeing, my main coping strategy is exercise. Peta Sigley, Chief Knowledge Officer for Springfox, recently described exercise as “a fundamental competency of resilience”. (Edwards, J. 2021). Exercise gives me a chance to focus on one thing and allows me to separate my thoughts from dealing with incidents to just focusing on swimming a certain number of lengths or running a certain distance. I recognise that exercise can also improve my health, therefore resulting in being able to attend work and be productive whilst I am in work. The NHS states that “research shows that physical activity can also boost self-esteem, mood, sleep quality and energy”. Exercise allows me to sleep better which also has a positive effect on my resilience and wellbeing whilst working a shift pattern.
In conclusion I have outlined the impact of organisational culture on myself as a female police officer and how the attitudes towards female police officers have changed over time. I have outlined the risks of conforming to an organisational culture and the potential of breaching the Code of Ethics in doing so. I have also illustrated my coping strategies, this being the benefit of exercise, in maintaining my wellbeing and resilience in a wider organisational culture since achieving independent patrol. 1135




















1

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:

This essay will discuss a domestic related incident that I have attended and will reflect on how I made decisions in complex and unpredictable circumstances using dynamic risk assessments whilst dealing with the incident. I will also be explaining the rationale behind my decisions and my considerations when recording details of the incident and my ethical approach to the decision. I will then outline the consequences of my decision making. Throughout this essay I will be evaluating decisions made during the incident and my use of the National Decision Model (NDM).
The NDM is a model used in policing. It is described by the College of Policing as suitable for all occasions and should be used by everyone in policing (College of Policing). It is a decision-making strategy that has six elements. These include: the code of ethics, gather information and intelligence, assess threat, and risk and develop a working strategy, consider powers and policy, identify options and contingencies, take action and review what happened. The NDM is a process that was taught throughout my training as a tool that officers can use to constantly re-evaluate a situation as new information or risks are presented to rationalise a decision that I used throughout this incident.
Throughout the essay I will also demonstrate how I used dynamic risk assessments throughout my decision making.
“Dynamic risk assessments allow you to make quick assessments of changing work environments so you can continue to carry out your duties safely”. (Martinelli,K. 2014).
A dynamic risk assessment ties in with the NDM by allowing officers to make decisions based on new information becoming available and evaluating that information to produce the most effective solution or response.
The incident that I attended was a report of an abandoned emergency 999 call where a female was heard to say “HELP, HE’S ATTACKING ME”. Despite the urgency to get to the caller straight away, I was aware that I was single crewed and requested that another colleague also attend the incident considering from the information I had that someone may be injured, and extra assistance may be needed. An officer from the local neighbourhood policing team stated that they would also attend the call with me. I requested checks from the control room of the telephone number and any links or information that we had from it so that I could appropriately plan my attendance at the caller’s address. The telephone number was linked to a known address where the occupant was a registered firearms holder. 
I arrived at the address and updated the control room to let them know that I was at the location. I asked my other colleague that was also attending how far away they were so that I could factor this into my risk assessment. My colleague stated that they were just over a minute from me, so I decided that I could listen outside of the property for any signs of disturbance before I was joined by my colleague. I was aware that this could be an ever-changing situation and that if there were signs of shouting or signs that someone was in immediate danger that that decision may need to change and I may need to enter immediately, however I knew that back up would not be far away utilising the NDM. I activated my body worn camera and walked around the property. At this point I could not hear any signs of any disturbance and could see some light coming from the rear of the property. At this point I was joined by my colleague. I knocked on the front door and did not get a reply, as I went around to the rear of the property, a female came out and said, “HE’S HAVING A BREAKDOWN”. I spoke with the female to try and gain information from her to add into my risk assessment and to update control room on any other assistance I may need. The female informed me that her husband had been under an amount of pressure after losing his job to COVID and had started drinking heavily. She also expressed concerns for his mental health. I updated control room and requested that they contact the on duty approved mental health practitioner (AMP) for any more information that may have been held on the male’s mental health so I could factor this into my decision making. I also asked the force intelligence manager to review the situation as the male involved was a firearms holder. My colleague then went in to speak with the male in the property while I ascertained more details from the female. My colleague updated me that he was speaking to the male in the dining room at the rear of the property. I was conscious of the information of there being firearms in the property and factored that into my decision to keep the male in one room. I then asked the female if she was comfortable with going into another room in the house whilst I spoke to her husband with my colleague to which she replied that she was. I went with the female into the house and she sat in her living room. I explained to her to stay in this room whilst I assisted my colleague and reassured her that I would be back to speak with her as soon as I could. I was mindful that she was still upset but did not want her to leave before we established exactly what had happened. I also considered that if both parties were to interact with each other, it may escalate the situation as the female had stated her husband had hit her.
I then joined my colleague to the rear of the property where a male was on the floor, lying in a “foetus” position crying and rambling. My colleague was trying to talk to the male who continued rambling and rocking himself. I then tried to speak with the male. The male kept repeating that he was sorry and that he would never hurt his wife. At this point I received a call on my mobile from the AMP. I explained the situation to them and requested their advice regarding the concerns the wife had raised over the male’s mental health. The male was not known to any mental health teams and it was suggested that the alcohol consumed would have contributed to his behaviour. I endorsed the log with this to show the options that I had considered including advice from the AMP. The male was arrested due to the allegation of the assault in line with the organisations positive action on domestic violence. Whilst more information was received, I considered the NDM and taking into account the allegation, the male’s composure and the risk of firearms, I considered the arrest of the male to be the most suitable outcome to minimise any risk. I was also aware of the recent coverage from the BBC news of shootings in Plymouth where five people were killed by a gunman, Jake DAVIDSON who then killed himself (BBC) and factored this in to the NDM. The male was then taken to custody by two of my colleagues. I stayed with the female and took a statement and photos of any injuries and assessed if she needed medical help. It was agreed that she was going to stay with her friend that night to feel safer.
I then contacted the force intelligence manager (FIM) to request that the firearms where seized to mitigate any further risk using a dynamic risk assessment. It was agreed by the FIM that the firearms, the firearms licence, and any ammunition would be seized, and the male’s licence would be reviewed before the items would be returned to him. In my risk assessment, I considered the risk of leaving the firearms and assessed what may happen if I did, in evaluating these risks, I considered the risk too great not to seize the firearms. I then considered that the firearms needed to be made safe so that I could seize them and requested that firearms officers attend to make the firearms safe. I also considered that in seizing the males’ firearms licence, the licence would be reviewed by the appropriate authority and an informed decision could be made on whether or not to return the firearms to him, therefore preventing any future incidents.
In conclusion, this was an ever-changing incident that initially had very limited detail passed from the control to me to make a detailed plan. From utilising what information was available and using the NDM, I was able to formulate a risk assessment and a plan of action from the information that I had. I was also able to consistently use the NDM throughout the incident as more information was brought to my attention whilst also being mindful of the ethical issues such as positive action for domestic violence and what could happen if the firearms remained at the property. I consistently used dynamic risk assessments as the situation changed and linked this in with my decision making with the NDM. The female had been safeguarded and the male would also be dealt with and by recording what options I had gone through and what decisions I had made, any future incidents would provide officers with a lot more information so that a more detailed risk assessment and more knowledge could be available, and my own decisions could be rationalised. 1578














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:

This essay will evaluate the theories of team dynamics as a means of developing team cohesion. It will do so by evaluating theories and models relating to team dynamics, in particular “Tuckman’s Theory” and “The STAR model”. It will also evaluate reasons why some teams cannot function and ways to improve team cohesion.
This essay will also consider why interpersonal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance.
It will then go on to consider how team dynamics within the police service can result in failing to comply with professional standard requirements such as the Code of Ethics, policies and procedures and protocols or legislation.
Team dynamics can be described as “the unconscious, psychological forces that influence the direction of a team’s behaviour and performance.” (S.P.Myers, 2013). One team development theory is “Tuckman’s Theory” (also referred to as Tuckman’s Model). “This model was first developed by Bruce Tuckman in 1965.
“It is one of the more known team development theories and has formed the basis of many further ideas since its conception”. (Team Building Company, 2021).
Tuckman originally published a four element “Forming, Storming, Norming and Performing” model, however in the 1970s a further fifth element of “Adjourning” was added to the model. “Tuckman's model explains that as the team develops maturity and ability, relationships establish, and the leader changes leadership style.” (Chapman, A. 2017).  
The first stage of Tuckman’s model is the “Forming” stage. In an article by M M Kobiruzzaman in 2019, the forming stage is described as how when members of the group first meet and may be uncomfortable working with those unfamiliar to them. It also explains how the members explore their personal and group goals in the forming stage. At this stage, the model suggests that the members of the group are trying to understand and test personal relationships with each other. The article describes that at this stage the members in it are not using their true personalities as they try to evaluate the other members and may be overly polite and avoid expressing strong opinions as they try to establish their own place within the group.
The second stage of Tuckman’s model is the “Storming” stage. This stage is where members express themselves to assert social acceptance and leadership. The article describes how members can become more argumentative and emotional at this stage. As the group are becoming more comfortable with each other, they are more comfortable in expressing their own opinions. This is the stage where personality conflicts arise as the members of the group compete for their place within the group and “normal” social politeness is no longer adhered to. For example, the members of the group may talk over each other, speak louder and may even be aggressive at this stage.
The third stage of Tuckman’s model is the “Norming” stage. This stage is described as when the members of the group become “task orientated”. The members of the group now have established where they are within the group and whilst different opinions are still expressed, at this stage members of the group feel comfortable in doing so and are experiencing trust and have a common goal.
The fourth stage of Tuckman’s model is the “Performing” stage. This stage describes how at this point the members of the group are eager to work towards their common goal. The members of the group now interact with each other in a way to solve problems in order to do this and adapt to the situations they are presented with. The article describes how at this point morally is generally high and that the members of the group are happy and there is virtually no tension within the group. Whilst there can still be disagreements at this stage, this is resolved amicably within the group.
The fifth and last stage of the model is the “Adjourning” stage. This is the stage in which the group has achieved their common goal. It could also be the point where the group disbands or creates another group. 
The five stages of Tuckman’s theory identify how a group builds itself gradually and helps to identify and break down the barriers within the group by recognising each stage of the group’s development. The article also discusses the advantages and disadvantages of Tuckman’s theory. Whilst it is thought to be advantageous because it helps to understand tension within a group and how to reduce these tensions, the disadvantage of the theory is that the five stages are difficult to maintain one by one. It also discusses there is not any mention of what would happen if the storming stage did not end.
The STAR model is a framework built up of five categories. It is described as
“the foundation on which a company bases its design choices. The framework consists of a series of design policies that are controllable by management and can influence employee behavior. The policies are the tools with which management must become skilled in order to shape the decisions and behaviors of their organizations effectively”. (Galbraith, J R.).
The first category is “Strategy”. This specifies the organisations goals and objectives. Jay R Galbraith states that 
“it sets out the basic direction of the company. The strategy specifically delineates the products or services to be provided, the markets to be served, and the value to be offered to the customer.” 
The second category is the “Structure”. This category falls into four areas, specialization – the type and numbers of job specialties used within the work. Shape – the number of people each department is made up of. Distribution of power – the movement of power through departments that are critical in achieving the organisations goals. The fourth area is Departmentalisation – the basis of forming departments within the organisation.
The third category is “Processes”. This describes vertical and horizontal management processes. The vertical process usually relates to the business planning and budgeting aspect of the organisation. It identifies training required and resources. The horizontal process relates to workflow. This process can be carried out in different way in managing members of the organisation from volunteers to supervised teams.
The final category is the “Rewards”. This category aligns the goal of the employee with the organisation. It recognises employees’ contributions and rewards them for example bonuses and profit sharing.
Tuckman’s model and the Star model both identify that teams need to have a common goal and objective in order to be effective. Failure for individual members to progress throughout each stage would make the models ineffective.
Team dynamics play a huge part in an organisation being effective. Inadequate team dynamics can make sickness rates higher, decrease productivity and cause conflict within the teams.
“Team dynamics are a very important part of working life.  They can have a big impact on:
· The profitability of an organisation.
· Whether people enjoy their work.
· Staff retention rates.
· Team and individual performance.
· Company reputation.
· And many others.” (S.P. Myers, 2013).
It is therefore important for organisations to recognise team dynamics and identify when they are not working early in order to prevent it having a detrimental effect on the employees and the organisation.
In an article by Kippure Estate, it sets out five reasons why teams don’t work. These are the purpose is unknown, no leadership, “too many cooks in the kitchen”, inconsistent membership and scared to “rock the boat”. To paraphrase the article, to be an effective team the team must effectively work together. The team needs clear goals and leadership, the team should not have too many members and should be split into subgroups to avoid too many members in one place, it should be clear who belongs on the team and finally opposing opinions can be valuable and should be heard in a constructive manner. (Kippure Estate, 2003).
When considering team dynamics within the police service and how this can result in failing to comply with professional standards requirements, the employees are held accountable by policies and procedures, legislation, and The Code of Ethics.
The Code of Ethics sets out the standard of behaviour that is required and expected from a police officer. The College of Policing introduced The Code of Ethics on the 15th of July 2014. “Ethical behaviour comes from the values, beliefs, attitudes and knowledge that guide the judgements of each individual”. (College of Policing, 2014). The nine policing principles set out by the Code of Ethics are accountability, fairness, honesty, integrity, leadership, objectivity, openness, respect, and selflessness. If team members do not comply with these principles it undermines the professional behaviour that is expected from police officers. If police officers are in a team dynamic where for example an inappropriate comment is made or a member of the public is dealt with inappropriately and this is not challenged by the team members, all those involved are failing to comply with The Code of Ethics set out by the college of policing. “"relatively minor breaches of the Code" may be dealt with through peer challenge”. (Freeman, A. 2014). This undermines the police officers involved plus the organisation and the way the public views the police organisation.
In conclusion, by identifying a model that can work within teams to identify any issues that would prevent those team members going on to the next stage of the model is crucial in that team performing effectively. It also needs to be identified with the teams the reasons why teams don’t work and this to be counteracted. Also, by identifying the team dynamics and what works well and what doesn’t within the organisation, team members can focus on a common goal and feel rewarded when achieving this. In order for team dynamics to be effective any hostility must be sought out not only for that team to be effective but also in order not to break any Code of Ethics and to maintain the public’s trust. 1659














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:

This essay will be discussing how information and intelligence can be used in the disruption of the more prevalent criminal activity such as drug smuggling, human trafficking, child sexual exploitation, organised crime groups and “county lines” by effective policing of the roads. It will also be outlining how Automatic number plate recognition (ANPR) can be used as an investigative resource when disrupting criminal activity.
The United Kingdom road network is managed separately throughout England Scotland and Wales. England is built up of a Strategic Road Network (SRN) that covers 4,300 miles of motorway and Major A roads. In Wales, The Welsh Government of transport manage their respective road network and in Scotland it is managed by Transport Scotland.
The National Police Chief’s council (NPCC) put together a three-year strategy in 2018 which prioritised four areas. This includes reducing road casualties, disrupting criminality, countering terrorism, and patrolling the roads. In it, it states that the aims of this strategy can help to be achieved by partnership working to deliver efficient and effective intelligence led outcomes. The National Roads Policing Intelligence Forum (NRPIF)
“provides a structured mechanism to facilitate joint working between UK police forces and other key stakeholders that impacts on all critical areas of business in reducing road casualties and disrupting criminality” (PowerPoint Presentation (college.police.uk).
The strategy also goes on to discuss the Prevent, Intelligence, Enforce and Reassure (PIER) approach to reduce the ability of criminals on using the road, one way of achieving this approach is through the use of ANPR.
The RAC produced an article explaining ANPR and its use. In it, it describes ANPR as
“a technology that reads vehicle registration plates to create location data. This information is captured by scanners or cameras then cross-referenced for a range of traffic and law enforcement purposes”. (RAC motoring services).
ANPR utilises known intelligence and information and this can be passed on to police officers and police forces as an investigative resource.
Mobile ANPR was provided to each police force in England and Wales in 2002 by the Home Office. An article by PA Consulting Group suggests that historically traffic offences were not seen to be important enough to be focused on as much as other crimes, it then goes on to suggest that there is a strong link between these traffic offences and other types of serious crime. Chief Constable Frank Whitley stated, “The launch of the ANPR Strategy for the Police Service is a key step in grasping the opportunities ANPR provides for denying criminals use of the roads.”
The road network is available to everyone with a vehicle, this includes criminals that could be by delivering drugs or counterfeit items to people, child sexual exploitation and “County lines”.
“The 2018 Home Office Serious Crime Strategy states the NPCC definition of a County Line is a term used to describe gangs and organised criminal networks involved in exporting illegal drugs into one or more importing areas [within the UK], using dedicated mobile phone lines or other form of “deal line”. They are likely to exploit children and vulnerable adults to move [and store] the drugs and money and they will often use coercion, intimidation, violence (including sexual violence) and weapons”. (National Crime Agency).
ANPR enables and by utilising intelligence related to the vehicles that they are using; the police are able to stop these vehicles with a view to disrupt the criminality associated with it. Also, stopping a vehicle for what could be a minor motoring offence can sometimes be an in road into the identification of other criminal activity, this can be acted on and intelligence logged for the future. 
For example, if a driver is stopped because of a defective light and this leads on to officers discovering that the driver has links to other criminal activities this can be added on to a marker for the vehicle for future intelligence that can be relayed to officers through ANPR. Similarly, if a driver with links to other criminal activities such as drug dealing gets stopped for motoring offences that lead into their driving licence being taken away from, this helps deter the use of the road to this criminal behaviour. 
“Offenders will use the road network to facilitate the commission of crimes including smuggling and cargo theft, county lines exploitation, facilitating burglary and crimes of violence”. (Department for Transport,2020).
ANPR is another tool that the police can use greatly when using intelligence to identify and disrupt criminality on the road network. ANPR “is used to help detect, deter and disrupt criminality at a local, force, regional and national level, including tackling traveling criminals, Organised Crime Groups and terrorists” (ANPR (npcc.police.uk). When a vehicle passes an ANPR camera, it picks up the number plate and runs it through the available databases where any intelligence linked to the vehicle can be relayed to officers. For example, a vehicle travelling from England could pass an ANPR camera that identifies that it has links to drug running, this can then be conveyed to other forces if the vehicle hits more ANPR cameras. Such as if the vehicle then enters Wales the vehicle could be stopped by officers because of this intelligence. Officers are able to use the police national computer (PNC) on their hand-held devices and also through the control room operators to check vehicles and the drivers for any other things that may become relevant such as how many points the driver already has or for their driving licence status or if the vehicle has a marker on it if it has been stolen. There are also police cars that are fitted with ANPR cameras that alert the officers to any vehicles of interest as it reads the registrations of passing vehicles in the same way.
One example of a police force that uses both intelligence led policing through ANPR and the use of traffic legislation to disrupt criminality is Gwent Police. Gwent Police run an operation called “OP UTAH”. This operation works in conjunction with other agencies such as the Driver and Vehicle License Agency (DVLA) and the Driver and Vehicle Standards Agency (DVSA). The aim of the operation is to make use of ANPR and stop vehicles that have any related intelligence for such things as drugs or theft and to deal with any offences identified. The operation also has Roads Policing officers identifying any vehicles that may have defects and that vehicle is then brought into an inspection yard where any defects or licence issues are reported. The condition of the vehicle is checked for defects, insurance, and MOT. The occupants of the vehicle are also checked against the Police National Computer for any intelligence such as drink driving, drugs, or any other criminal activity. During one operation in August 2021 Gwent police published the following figures that it had achieved:
· 40 vehicles stopped in total for checks
· Four men arrested – including two men on suspicion of drug driving and one man on suspicion of possession of a psychoactive substance with intent to supply
· 19 traffic offence reports (TORs) issued including three for having an insecure load, three for not wearing a seatbelt, one for using a mobile phone at the wheel and four for no insurance
· four vehicles seized for driving without a licence or insurance
· two drivers reported for no tax
· one stolen trailer recovered, and one stolen car recovered
· Go Safe recorded 40 motorists driving above the speed limit
· DVSA issued 22 drivers with immediate roadworthiness prohibitions. (Gwent Police, 2021).
This shows how by being proactive in identifying intelligence and utilising it, other criminality can be exposed which further denies criminals the use of the road. For example, the male arrested on suspicion of a psychoactive substance with intent to supply has now been stopped from being able to do so. The stolen vehicle recovered enables this intelligence to be held on the person responsible. This will also be used as future intelligence for the male involved and enables police officers to build a picture of what himself or any associates may have in a vehicle in the future.
ANPR is not only useful in catching high level crime such as drugs and county lines but it has also been used during the Coronavirus outbreak. In an article by Motoring Research, it was identified that Devon and Cornwall Police were using ANPR to catch motorists not abiding by the Coronavirus Restrictions. 
“The use of ANPR cameras has been welcomed by Devon and Cornwall police and crime commissioner Alison Hernandez, who said: “Covid is spreading rapidly across the whole of the UK, not least because this new strain of the virus is far more contagious.” (Braithwaite-Smith, G. 2021).
In conclusion this essay has explained how by vehicles being stopped as part of intelligence led policing, such as the use of ANPR, criminality can be disrupted. This can be from intercepting criminals who are known to be supplying drugs or have links to County Lines. It has also demonstrated that traffic offences or vehicle defects can also be used as in road to disrupt criminality by identifying other offences or by giving officers the opportunity to gather further intelligence to be used in the future. By denying criminals use of the road disrupts their ability to carry out their intentions and makes it harder for them to carry out illegality without coming to the attention of police officers. It has also explained how ANPR cameras can also be useful with the Global pandemic in making sure that people are abiding by the current restrictions.1590











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 
 
 
 Case files
 
 
 Legislation
 
 
 Blue light runs
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

8

10



10
	Low 
1-4 
	Med 
5-7

5






7 
	High 
8-10



8 
	 Keep up to date on the ever changing requirements of case files

Staying up to date with new legislation introduced e.g covid

Keep practicing safe and effective use of the Blue lights when attending emergencies

	SKILLS 
 
 
 Attend further training for intoxillisor machine
 
 Taser training
 

Method of entry training to support the shift
 
 
 
 
 
	Low 
1-4 

4
	Med 
5-7





7


5 
	High 
8-10 
	Low 
1-4 
	Med 
5-7

7 



7


6
	High 
8-10 
	 Attend the relevant training course

	EXPERIENCE 
 
 
 Develop knowledge by working with other departments
 
 Keep developing interview skills by attending interviews and keeping up to date with effective models of interview techniques

Attending incidents that I have little experience in to develop as an officer
 
 

 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7

7 



7






7
	High 
8-10 
	Low 
1-4 
	Med 
5-7

7



6 
	High 
8-10













9 
	 


 
 


 
 

Bibliography
The bibliography should only include sources referenced within the workbook using the Harvard referencing system. Information about referencing in written assignments and how to avoid plagiarism can be found on Moodle. It is important that you are aware of the importance of ensuring that the work submitted is your original work.

BBC
BBC
Plymouth shooting: What happened? - BBC News
Accessed November 2021.

Braithwaite-Smith, G. (2021)
Motoring Research
ANPR cameras to combat Covid in Devon and Cornwall (motoringresearch.com)
Accessed December 2021.

Chapman, A. 2017
Business Balls
Tuckman: Forming, Storming, Norming, Performing model (businessballs.com)
Accessed November 2021

Cherry,K. (2021).
Very Well Mind
What Is Resilience? (verywellmind.com)
Accessed October 2021.

College of Policing (2021)
College of Policing
Code of Ethics | College of Policing
Accessed October 2021

College of Policing, 2014
College of Policing
Code_of_Ethics_2014_FINAL_July14.pdf (publishing.service.gov.uk)
Accessed November 2021.

National Decision Model (college.police.uk)
Accessed November 2021
Dempsey, J. and Forst, L. (2008). An introduction to policing. Belmont, CA: Thompson-Wadsworth, 7-8
Alibris
https://www.alibris.com/Introduction-to-Policing-John-S-Dempsey/book/3316932
Accessed October 2021

Department for Transport (2020)
Department for Transport
Roads policing review: call for evidence - GOV.UK (www.gov.uk)
Accessed December 2021.

Edwards, J. (2021).
Resilience and Wellbeing
Resilience and Wellbeing : Exercise and Finding Your Sweet Spot — Space to Breathe (spacetobreatheuk.com)
Accessed October 2021.

Freeman, A. 2014
Fieldfisher
Police discipline: The new Code of Ethics and the Police (Conduct) Regulations 2012 | Fieldfisher
Accessed November 2021.

Galbraith, J R.
Teamwork Theories
Teamwork Theories | the STAR team model - The Happy Manager (the-happy-manager.com)
Accessed November 2021.

Gwent Police.
Heddlu Gwent Police
Forty vehicles stopped in latest operation to crackdown on motoring offences | Gwent Police
Home office (2021).
Gov.uk
Code of ethics: policing professionalism - GOV.UK (www.gov.uk)
Accessed October 2021.

Home Office, (2021).
Gov.uk
Police workforce, England and Wales: 31 March 2021 - GOV.UK (www.gov.uk)
Accessed October 2021
Home Office, (2014).
Rupert Matthews PCC for Leicester & Rutland
The Principles of Policing | Rupert Matthews
Accessed October 2021

Huczynski & Buchanan. (2007, p. 623)
Organisational Culture and the Police. Keeping your head above water.
https://www.bl.uk/britishlibrary/~/media/bl/global/business-and-management/pdfs/non-secure/o/r/g/organisational-culture-and-the-police-keeping-your-head-above-the-water.pdf
Accessed October 2021.

Kippure Estate, 2003.
Kippure Estate
5 Reasons Why Teams Don't Work | Learn about Team Building (teambuildingireland.com)
Accessed November 2021.

Martinelli,K. 2014
High Speed Training
What is a Dynamic Risk Assessment? | DRA Benefits & Tips (highspeedtraining.co.uk)
Accessed November 2021.

Matthews, R. (2021)
Office of Justice Programs
The invention of Peel's principles: A study of policing ‘textbook’ history - ScienceDirect
Accessed October 2021

May, T, (2015)
Gov.UK
Women in policing - GOV.UK (www.gov.uk)
Accessed October 2021

M M Kobiruzzaman in 2019,
News Moor
Tuckman Theory- Tuckman's Stages of Group Development - (newsmoor.com)
Accessed November 2021.

NCA
National Crime Agency
County Lines - National Crime Agency
Accessed December 2021.

NHS
NHS
Benefits of exercise - NHS (www.nhs.uk)
Accessed October 2021.
NPCC
National Police Chief’s Council
ANPR (npcc.police.uk)
Accessed December 2021.

Oxford Dictionary
Oxford Dictionary
https://www.oed.com/oed2/00282689
Accessed October 2021.

PA Consulting group
Engaging Criminality – denying criminals use of the Roads.
9870 ANPR report qx5 latest 17Sep.qxd (cebcp.org)
Accessed December 2021

RAC
RAC
What is ANPR and how does it work? | RAC Drive
Accessed December 2021.

S.P.Myers, 2013
Team Technology
Definition of Team Dynamics (teamtechnology.co.uk)
Accessed November 2021.

S.P. Myers, 2013
Team Technology
Team Dynamics - how they affect performance (teamtechnology.co.uk)
Accessed November 2021.

SRN
Department for transport
Use of the Strategic Road Network (publishing.service.gov.uk)
Accessed December 2021.

The National Police Chief’s council
College of Policing
Road policing (college.police.uk)
Accessed December 2021.

University of Cambridge
University of Cambridge
Police workforce: almost one in five suffer with a form of PTSD (cam.ac.uk)
Accessed October 2021.




image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%





