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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

	Having achieved Independent Patrol Status, reflect on the impact of organisation culture within policing on your wellbeing and resilience (organisation change, retaining personal values in a wider organisational culture). 

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


1000 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:



In this answer I will discuss, since becoming Independent, I have felt that organisational culture has affected me on a personal level, posing a theory for how it’s affecting Policing as a whole, and the risks that an organisational culture pose within Policing.

Organisation Culture is where the opinions and views of those within an organisation become aligned. This could be argued to somewhat remove the individuality of each member of the organisation, running the risk that people who do not share the same opinions or views of the wider group getting left out or pushed out of the group, or culture as a whole. This could make it difficult to maintain your own opinions or views, if you suspect or know that these opinions or views are different from the organisational culture’s opinions or views, to the point where they could not peacefully co-exist, but instead, clash. A definition of organisation culture is as follows, “Organisational culture is the way that things are done in an organisation, the unwritten rules that influence individual and group behaviour and attitudes. Factors which can influence organisational culture include: the organisation's structure, the system and processes by which work is carried out, the behaviour and attitudes of employees, the organisation’s values and traditions, and the management and leadership styles adopted.” (Chartered Management Institute, 2015). It could be argued that Organisational Culture is also linked to the theory of a “Police Culture” whereby the Police are intrinsically separated and detached from society when it comes to their opinions, views and actions. An organisation culture could promote bad ideals and habits, furthering the goals of the dominant group within policing, while declining the level of service offered to members of the public. 

The dangers and risks of conforming to organisational culture are prevalent when we consider the nature of the job. The majority viewpoint is that members of the public need to be safeguarded, and a popular opinion is “If nobody dies, don’t worry about it.” This is basically promoting the idea that as long as nobody is seriously hurt, we don’t need to worry as our careers are not at risk. This is a danger as it could lead to action not being taken where it perhaps would be in the best interests to take such action. Organisational Culture also views unnecessary work as unnecessary, where different opinions can change what is viewed as unnecessary and necessary. For example, at a report of a domestic incident, most cops on response may not be open to the idea of filling out the paperwork for a Domestic Violence Protection Order, as it’s a lengthy document that requires potentially a whole days work to be put into it. These are rarely considered from a response perspective, as it’s widely accepted and internalised in the organisation culture that a response officer doesn’t have this sort of time to dedicate to safeguarding a victim. Therefore, in most instances, a Public Protection Notification will be submitted and it’s usually left at that, allowing the victim to make their own decisions with regards to keeping the potential offender in their life. On an individual level, new officers especially may consider that these are useful options to consider in certain circumstances, and may be discouraged, or outright told not to do certain things while they may be the best option available to the Police at the time; they would fall outside what is viewed as “necessary” to the main workplace culture. 

Further to the idea of one overall organisation culture, we need to consider sub-cultures. Above, I have discussed one potential of a response policing sub-culture. Conversely, when we consider a Domestic Violence Protection Order, we could look at the sub culture of a South Wales Police Hub Officer. A Hub Officer is an officer who mainly works out of an office, taking on a case after an individual has been arrested, usually a case from the night before, and more often than not, a domestic, and taking it forward by interviewing and making the appropriate decisions following the incident. In such cases, they will be more open to the idea of considering a domestic violence protection order; with the sergeant even going as far as to assigning another officer to write one while the suspect is in custody. This will be more accepted as a hub officer is seen to have much more time, and dealing with domestic situations fully and properly, with the handling of the investigation post scene attendance being so much more important and accepted to them. The Hub is primarily an investigative department, so officers that usually work there, will more often than not, have aspirations to pursue a career in an investigative line of work, such as CID, or Major Crimes. These officers will have a penchant for doing the right thing properly, and fully, as opposed to the response mantra of doing what is necessary and safeguarding initially. 

For me, personally, I have always made attempts to maintain my individuality, challenging these cultural aspects critically when they arise and there is a clash. Rather than following the crowd, I feel it’s important to challenge such notions, and ask the important questions, before considering the impact or cost benefit analysis of each situation as it’s presented in front of me. I will have to consider the fact that I am a less experienced officer than many of my peers, however we can all offer a fresh perspective to different things, and I will never discount the ideas and processes of those more experienced than me, as they will often know what works, and what does not. 

To conclude, organisational culture affects different parts of the police in different ways. I have discussed two main areas of South Wales Police in my answer, response and the investigative hub. However, many different units and departments have their own views on different aspects of the job. It’s important to remember that these cultures are formed as a result of decisions made by the Senior Management Team at it’s core, and there are reasons why certain things are looked at in the way that they are within Policing. 
(1028 words)
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Task 2

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

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

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

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





ANSWER:

In this answer I will discuss a domestic related incident which I have attended during the course of my duties as a South Wales Police officer. I will be considering the decisions I have made, the reasons behind those decisions, and also applying the National Decision Making model to these decisions. I will also be assessing the potential impact of my decisions within this specific incident, and discussing them against setting a precedent within policing and the individual impact it may have on these persons.

I had received a call, from a third party, stating that there was an ongoing domestic incident at an address, and that during this incident, it had become physical. No persons who were at the address had contacted Police, and this request to Police was made as a result of this third party allegedly being asked to by one of the persons involved. Upon attendance, I was with a colleague, and we have approached the door. There was a delay between the first knock, and getting a response from within. My colleague initially knocked the door, but when I was not satisfied with the length of time it took, I was considering my options under Section 17 of the Police and Criminal Evidence Act to gain entry to safeguard those present. Before exercising my powers under this legislation, I considered another approach, which was banging on the door louder, and verbally shouting “POLICE, OPEN THE DOOR.” The reason for this, was obviously, regardless of the incidents we attend, we must be considering the “Policing by consent” model, and that the initial knock; may not have made it abundantly clear who was at the door, therefore they may have been ignoring it. It wouldn’t be appropriate to knock every door to a domestic through, so why should I do it in this situation? 

The door was answered, and we gained entry. My colleague began by speaking with the only household member present, and I listened to this conversation for a couple of moments. My reason for doing this was to identify if any physical altercation had occurred within the address; and if it had been reported, then my next step would be to look to conduct an arrest. After a few moments, I searched the remainder of the house; and I could not find any other persons in the address. The main reason I searched the house was from a safeguarding perspective. Due to the delay in the door being answered; it could be that one person decided to hide in the house away from the Police, and fearing further abuse, the other person may not tell us what happened or that they are present. I was considering my options if I were to discover someone concealed within the house, and I would seek to establish expeditiously what version of events had taken place prior to our arrival, and what caused us to be called in the first place. Would it be appropriate for me to go straight to an arrest; or would other methods be more appropriate? I was considering if I needed to use force to effect the option that I would choose, while also considering the societal, cultural and personal impact of my actions. 


Following the search of the house being negative; I returned downstairs with the member of the household and my colleague, to ascertain what had happened. I could not identify any criminal offences from the version of events passed; however it was confirmed that another party was present and had left prior to my arrival. I was informed that there had been a verbal argument with no physical contact between either of those present, and that the Police had attended to arguments like these previously. Armed with this knowledge, I began to consider my powers in relation to safeguarding and preventing any further issues today, however, I was also aware that we had not spoken to the other party who had left. Perhaps they had left as they were scared of the person left at the address, and it was in-fact them who had been the aggressor all along and the person who fled was actually a victim to a crime. To pursue this course of action, I have obtained a phone number for this individual, and given them a call to explain who I was, why I was at a specific address, and to ask for their version of events. I was informed, that nothing untoward had occurred, and that it was a verbal argument only, which reinforced what I had already been informed of. To this end, and in the interests of safeguarding, and preventing further issues, I decided to give words of advice to this individual over the phone, in relation to my Common Law powers of Breach of the Peace. I advised him that if he re-attends the address that day, and an argument does happen, then those present or involved in the argument could be arrested in order to prevent or cease a breach of the peace. I ascertained that this individual had another safe place to stay for the night, and gave them these words of advice which they were compliant with. I have then further returned into the property; and been privy to our safeguarding DASH form being filled out. In relation to this, due to the search I have conducted of the house previously, I was also considering the fact that this individual has children who aren’t living at the address at the time, but would be living there in the near future, in my professional opinion, I did not deem this property to be in any way suitable for children. The same advice was given to both parties regarding Breach of the Peace, and attendance was concluded following enough information received to submit a Public Protection Notification to the force’s safeguarding unit. 


Lets discuss the decisions made against the national decision making model. The model is outlined as being comprised of six parts, with these parts being summarised by the college of policing.
“The mnemonic CIAPOAR can help users to remember the six key elements of the NDM. It also acts as an aide-memoire in aspects of decision making.
Code of Ethics – Principles and standards of professional behaviour
Information – Gather information and intelligence
Assessment – Assess threat and risk and develop a working strategy
Powers and policy – Consider powers and policy
Options – Identify options and contingencies
Action and review – Take action and review what happened.” (College of Policing, 2021)

This model is continually being applied by everything that we do as Police Officers. New information means we assess the risk, options and powers differently. For example, on initial attendance, I knew two things prior to my arrival. I knew this was third party, and that physical contact was alleged. My information at the time was an unconfirmed report of physical abuse between two parties. This means I wouldn’t go in, assuming that this had definitely happened, however, if I did not get a response at the door, I would consider this as being the likely scenario, and then considering the risk as being ongoing due to both parties still being present. If I had no answer at the door, I would consider my section 17 powers to enter, and my powers of arrest under domestic common assault at the very least. My options in a no answer scenario would be to force the door, take control of the situation and separate both parties to ascertain the suspect and the victim, and then arrest the suspect, which would be to safeguard both the suspect and the victim. Once this action was taken, I would review the situation assessing if it could have been dealt with better; whether any of my actions were unnecessary, and what could have been done differently to achieve a better result. 

Following the incident, I considered the information to include in the report. I applied the national decision making model to this as-well, assessing the risk posed to parties not physically present at the time of my attendance, the children. During my search of the property, I deemed the property to be unsuitable for children, and thus this was reflected in my report of the incident. Safeguarding is something that is continued beyond initial Police attendance; and the ongoing impact of that safeguarding is largely influenced by reports written by Police Officers who have attended these incidents. 

In conclusion, dynamic situations are a regular occurrence for a Police Officer, and decisions need to be made dynamically depending on information available at that time, and consideration for changing those decisions is an ongoing process. The National Decision Making Model is a tool that we use as professionals to achieve our dynamic decision making in the correct way, considering our powers, the risks, information available to us, our options and evaluating what we have done and how it could have gone better. I have outlined one such incident and explained my decisions, and linked them back to the national decision making model towards the end.

(1514 words)






Task 3

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

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

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

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


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




ANSWER:

In this answer I will discuss team dynamics, in the context of Policing and developing team cohesion, or a lack thereof in some circumstances. I will be considering what inter-personal conflict is, and how it can have an effect on the wider team, having experienced this personally when I first started operationally. I will then consider how the team dynamics can result in failing to comply with our professional standards requirements as a force. 

In the mid 1960’s, and late 1970’s, Bruce Tuckman developed his theory of group development, and identified 5 stages in total. These stages were labelled as ‘forming’, ‘storming’, ‘norming’, ‘performing’ and ‘adjourning.’ (Tuckman and Jensen, 2001) The forming stage was identified as being the first stage of an individual entering the group. This individual will meet the team, and the team will establish what is expected of a member, and what sort of conduct they are expecting to see around them. This is quite a formal stage, and the new member would be seen to be a stranger to the group at this time. Storming is the second stage. Storming is seen to be where the new member starts to open up about how they feel about certain things, and what their views are, however still see themselves as being an individual to the group. They do not want to be told what to do by groups leaders, and may come across as being hostile because of this. Norming is where these individuals come around to the idea of being part of the group, and accept the groups norms and ideals as their own, accepting that they can all get along if they just play nice and accept the groups ideas. The stage of performing will be where the group members can work together efficiently and effectively, being open about their ideas, their work, and approaches. At this stage, they do not need a leader to guide them as they can usually work together as a team, and achieve what they need to achieve while also being flexible. The final stage that Tuckman identified would be adjourning. Adjourning is where the team evaluates what happened over the past year, and develops a working plan to adapt to cover their weaknesses, and exhibit their strengths. This is usually where the decisions are made as to what types of work each member contributes to, utilising their individual strengths to further the goals of the team, and where members contributions are recognised. 

Team cohesion can be improved upon by utilising Tuckman’s stages. These stages are critical for furthering the goals of a team, as they can help the team to identify their weaknesses, and utilise other team members to cover for them. For example, in the context of Policing, we could apply Tuckman’s stages to operational pairings. We could have one team member who possesses outstanding skills in the dynamic risk assessment, and dynamic decision making department, who has great personal skills and is able to build outstanding rapport with members of the public and service users, and we could pair this individual with the person who is ideal for writing a succinct and effective report, for submitting all the relevant paperwork efficiently and effectively, and can help guide the other team individual how to write up their own reports on the matter, giving tips and tricks on what to include and how to go about writing what they want to write into the report. 

Inter-personal conflict occurs on a team for many reasons. Placing a situation in which I have personal knowledge of, would be where one officer was excluded from the team dynamic as they did not possess the same mindset as other officers. Their mindset was radically different, and their ways of operating did not align with the group. At the time, there was a strong group leader in place, and there was a clear difference in views and perspectives exhibited from both, which led to the team naturally aligning with the leader, which resulted in some low-level conflicts between the team. This was not overly hostile, but it would affect the team morale, and the ability for the team to function properly and effectively. It would be a barrier to achieving Tuckman’s processes of team development. Noting the above, it would be clear that the leader lacked the ability to effectively communicate, essentially making the conflict within the team worse; being not motivated to de-escalate the situation. We could link interpersonal conflict back to the Storming stage of Tuckman’s theory. During storming, it is argued that with a new team member, or new team, the clarity of the teams’ overall purpose, and the members individual purpose is further understood, however, there are still some uncertainties with how these team members fit into this ideal, which can result in some cliques or ‘factions’ forming within the wider team. These cliques will have their own ideas on how they need to be contributing, or how others need to be contributing, and will often try to further their own agenda against everyone else, and against the leader in some circumstances. Depending on how this is furthered, this could create the inter-personal conflicts that happen within teams. This would also encourage more people to be open about goals, expectations and roles, and their disagreements with other ideas on the subjects. This means the leader will have an increased role in the group to shepherd the team to one cohesive idea. The leader will have to develop as a strong individual, being able to pull these cliques together with the rest of the team to move forward. If this stage isn’t handled properly, then these conflicts can continue and become an issue for the team moving forward and achieving the goals that it needs to achieve. If this is not handled properly, then this could lead to individuals becoming alienated from the group, creating further conflicts and potentially risking losing a team member altogether.

In the context of Policing, the above could be detrimental to the service we provide as the Police. If Police Officers are unable to work as a team, then this could lead to a disparity in the decisions being made, and a lack of consistency with policing. It’s important to have consistency within Policing as this helps to give the public confidence in policing. Consistency is also a by-product of following the professional standards set out by the College of Policing. When looking at the impact that intra-team conflicts have, we need to consider our professional standards. When we look to compare the number of professional standards the Police have to adhere to, compered to solicitors or medical professionals, the list for Police is significantly larger. This places a burden on the Police to be professional at all times. The Police Conduct Regulations, (2008), Regulation 3, stipulates 10 main professional standards for Police Officers. These are honesty and integrity, authority, respect and courtesy, Equality and Diversity, Use of Force, Orders and Instructions, Duties and Responsibilities, Confidentiality, Fitness for Duty, Discreditable Conduct, and Challenging and Reporting Improper Conduct. (The Police Conduct Regulations, 2008). Conflicts within the team could open individuals up to falling foul of these responsibilities of conduct. For example, an officer may not be as open and transparent if they believe they will be criticised by their team. They may not write their actual decision-making process in their statements, or their reports if they believe that colleagues will read them. The same can be said for discreditable conduct. The internal bickering and hostility could be seen to be undermining public confidence, should it come to light. The public expect the Police Service to be one team, to work together and to be consistent in the delivery. If this is harmed, then public confidence will be harmed. For example, if one officer decides to safeguard a victim and talk them through the process, offering advice, and the next officer doesn’t appear to take as much of an interest, then that individuals confidence may be harmed in the Police, and that second officer could be seen to be breaching their professional standards, as they haven’t taken the same approach as the first officer; which has caused a discredit to the police service, albeit on a small level. 

To conclude; team dynamics are an important part of Policing. If all the team are on the same page, they will usually be in agreement on the best course of action to deal with specific types of incidents and will likely fall back on each other when they feel that they need to. If there are conflicts within the team, this is less likely to happen, and could lead to inconsistent delivery of policing objectives. It’s vital to remember that many individuals in society will have multiple interactions with the Police; and in each interaction they expect there to be a consistency. Conflicts can help harm this, and in turn, fall foul to the professional standards we swear to uphold. 

(1500 words)
















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

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

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

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




ANSWER:

In this answer I am going to discuss how information and intelligence can be used to disrupt certain types of criminal activity, in the context of a roads policing perspective. I will discuss how this is supported by technology such as Automated Number Plate Recognition (ANPR), in conjunction with the PNC and manual intelligence by officers at certain points. I will further discuss how this is impacted by the road network; especially within South Wales, and how this can have an impact on the effectiveness of these policing strategies. 

Information and Intelligence is a vital tool in a modern police service. Information and Intelligence has always been used by the Police, but with modern technological advancements, this is able to go so much further. Most modern criminals have an awareness of ANPR cameras, of surveillance and of the Police National Computer. A definition of information and intelligence can be found published by the college of policing. “Police information refers to all information obtained, recorded or processed for a policing purpose. It includes information which is processed (known as data, including personal data) and information which has been subject to a process of evaluation (known as intelligence).” (College of Policing, 2021) Information is anything that the force has received, this could be as simple as a conversation, or as simple as an observation. Information can be useful and it can also be useless, and intelligence will start its life out as information. Intelligence becomes intelligence when it’s been evaluated, this is done in accordance with the National Intelligence Model, and using the 3x5x2 model. The 3x5x2 model is a method of grading intelligence to determine how useful it is without having to delve into the intelligence each time an individual Officer wants to utilise it for a specific purpose. The first stage is determining the reliability of the intelligence. This is categorised as reliable, untested, or not reliable. Untested is the most common use of this, as it’s usually when a new source of information appears, giving you something potentially useful, but you just don’t know if that individual can be trusted or has an ulterior motive by passing this information on. Reliable is usually applied to sources which have previously garnered useful intelligence, which has been actionable and solid in the past, and proven to be true. Not reliable would be used for intelligence where there are concerns regarding the authenticity, trustworthiness, competence or motive of the source or confidence in the technical equipment used to gain the intelligence. The second part of the 3x5x2 model, points to the information or intelligence and how it’s known to the source. This is categorised as known directly to the source, known indirectly to the source but corroborated, known indirectly to the source, not known, and suspected to be false. The last part of the grading refers to how the intelligence can then be used. This falls into two categories, Lawful sharing permitted, and Lawful sharing permitted with conditions. Lawful sharing permitted means that where there is a legitimate policing purpose, local protocols in place, or a legitimate need to receive it, then the intelligence can be shared. This could include sharing to social services where a child is at risk, or sharing to other services if the need arises. A Lawful policing purpose could include, to assist others to protect life or property, assist to preserve order, prevent the commission of offences, assist others to bring offenders to justice, and linked to any duty or responsibility arising from common or statute law. Lawful sharing permitted with conditions, on the other hand, means that firstly, the conditions for Lawful Sharing Permitted must first be met, but then, the conditions that are placed on this sharing must also be considered and adhered to. This is not commonly deployed, but may be used in cases of national security, or where a secret, or top secret classification has been applied to the intelligence. The conditions will usually be made clear with the intelligence when it is disseminated or accessed. 

When information or intelligence is received regarding more serious crimes, usually a marker is placed onto these individuals or vehicles on the PNC. These markers can be used nationally to monitor offenders, or potential offenders across the country. It would be naïve to assume that crime is confined to individual parts of the country, and the most common and easy way to travel the country is by vehicle. Sometimes, offenders will use the rail network, however; you cannot transport contraband or conduct certain activities through the rail network, therefore personal transportation is usually more appropriate. ANPR cameras are placed throughout the UK’s road network, often focused to the main motorways. Motorways are the quickest way to travel city to city, often by many hours, so there is a tough pill to swallow when considering avoiding the motorways to avoid detection by ANPR cameras. ANPR cameras log each vehicle that has activated each camera, keeping a record of direction of travel, exact location, and the exact time that the vehicle tagged the camera. Even if a vehicle isn’t tagged at that particular moment, the activation is still stored and can be accessed by the local police force as a way to check if a vehicle has travelled to or from a city. This is most commonly deployed with stolen vehicles, where the marker isn’t placed on the car until after it’s flagged an ANPR camera leaving the city in which it was stolen. This allows the Police to track the movements of the vehicle, and potentially locate where the vehicle has ended up in order to detect and arrest the criminals responsible. If a vehicle has an active marker, for example, smuggling, or trafficking, then these markers will alert local Police automatically. For example, there could be a stop check marker placed onto a vehicle by the Metropolitan Police, which then ends up on the M4 Westbound. This would alert South Wales Police, which would then be in a position to dispatch a traffic unit to conduct a stop check on the vehicle to identify the occupants, and potentially any cargo that it’s carrying. Further to this, the PNC could hold information on the vehicle, such as that previous intelligence has been received that the vehicle is fitted with a covert hide, operated by a remote key fob. This could allow the traffic officer to consider further operational opportunities, such as having a drugs canine handler come to the location of the stop to identify if there is any signs of the vehicle carrying drugs for county lines operations. ANPR is especially useful to the South Wales area, as there is only one motorway in the whole country. This runs in the south, starting at the west just near Swansea, stretching all the way through eastbound to cross with Bridgend, Cardiff and Newport, before leaving the country to head to England through Bristol and towards London. It’s a main route to and from London for South Wales, and if you want to avoid the M4 it makes your journey substantially longer and more difficult. ANPR also allows forces to track vehicles travels throughout the country. If there is one vehicle identified as being a main mover of drugs throughout the UK, then they can check the activation locations, directions of travel and times throughout the country, logging where they have been and potentially linking in with local Police Forces to ascertain the type of criminal involvement and potential associates. The majority of ANPR cameras also take photographs of each activation, allowing forces to make enquiries to identify the driver. This is especially important in the age of Automated Facial Recognition. South Wales Police deploy Automated Facial Recognition in the detection of crime, and if a vehicle has been stolen and is being driven outside of the city; there is potential to use this image against the database to identify the offender. We could also consider the legal requirement to produce a drivers licence to identify those individuals stop checked driving “pool vehicles.” A pool vehicle is a vehicle shared between an organised crime group that will often be used exclusively for criminal activity. Identifying the drivers of these vehicles could help identify members of the criminal outfits, and even link these drivers to criminal activity around the UK.

In my answer, I have discussed information against intelligence, and identified both along with providing the definitions posed by the College of Policing. I have also discussed the impact that ANPR can have on a proactive Policing style, along with how it could be deployed to deter, track and detect potential criminal activity and identify criminals. ANPR is a powerful tool with policing the roads, and coupled with the legal requirement of all drivers to carry a drivers licence and identify upon request to a Police Officer when found to be driving a motor vehicle on a road, could lead to further intelligence being submitted against individuals who are using pool vehicles.

(1502 words)











Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


X
	High 
8-10 
	Low 
1-4 
	Med 
5-7 


X
	High 
8-10 
	 My knowledge on bread and butter offences is coming along nicely. I feel that I am able to make decisions more regularly without consulting legislation. Where I would identify my knowledge as being lackluster would be within the realm of Traffic. A lot of Police Officers have this same weakness, but choose to ignore it as a weakness as they view Traffic legislation as optional; however, there are many minor RTC’s which turn into so much more, and I feel a better knowledge base surrounding this would assist me better to deal with what I am presented with. 

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


X
	High 
8-10 
	Low 
1-4 
	Med 
5-7 


X
	High 
8-10 
	 My skills have improved since starting the job. I plan to take more courses now that I have the opportunity to, such as the driving course, and in the future potentially the taser course, among other driving courses and anything else that I can reasonably plan. The more I utilise what I’ve learned on courses in the field, the more I feel my skill in that area grows. Skills and Experience both grow with more exposure to incidents; and this is what I am seeking to achieve.

	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 


X
	High 
8-10 
	Low 
1-4 
	Med 
5-7 


X
	High 
8-10 
	 As time progresses I am trying to thrust myself into more situations that I am not as familiar with. This in turn, is to help develop my experience. There is a marked difference in the amount of experience I possess now, compared to when I began operationally, and I feel that I need to keep growing on this progress by attending incidents which I’ve either not attended in a long time, or not attended at all. I am also looking at conducting some attachments to gain this exposure to certain incidents.


 
 


Task 6 
Recognition and confirmation of progress on the Occupational Competency Portfolio (OCP). 
  
 
 
By signing the section below you are acknowledging your continuing progress on O.C.P.  

This is recognised by the university as work that is fully supporting this module BMPP 5000D; Professional Police Practice 2 and in signing it will be equivalent to 1000 words towards the 8000 words equivalent total. 
 
 
 
 
Confirmation of the progress on the Occupational Competency Portfolio (OCP). 
 
I confirm that I am progressing with the Occupational Competency Portfolio (OCP) in accordance to the regulations.  
 
Signed:  Michael Reid (Learner – electronic signature accepted.) 
 
Date:  31/03/2021
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