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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 reflection I will analyse organisational culture and how it has impacted my wellbeing and resilience with consideration for potential strategies to maintain this as I progress further through my policing career. In addition to this I will seek to identify any potential risks that may arise when attempting to conform with the organisational culture in policing.
(Brown, 1998) states that organisational culture is a specific belief and value(s) that an organisation has which governs the actions of employees within a workplace regardless if it is public or private sector. He further describes it as a set of unwritten rules and morals that shape the approach and behaviour of employees. He even goes far as describing organisational culture as the DNA of any organisation. 

An example of this would be a police officer who is expected to always act professionally and within the Code of Ethics when doing their daily duties regardless if they are in the workplace or not. (Westmarland & Conway, 2020). 

 (Hughes et al, 2019) describes wellbeing as the consideration of one’s health mentally and physically and the maintenance of this will result in an overall positive output. In addition to this, resilience is described as an individual having the ability to cope and adapt with a new environment and progress further. 

I am going to consider the Gibbs reflection model to ensure I complete a thorough analysis.
The Gibbs model will look at – 
· What happened?
· Feelings and emotions 
· Evaluation 
· Analysis 
· Conclusion 
· Action Plan (Johns & Burnie, 2013)

When initially starting my role as a Police officer I faced major changes due to not coming from a policing background. Therefore, this caused an impact when adjusting to the organisational culture, to which I felt mainly my wellbeing and resilience was affected. Regarding this I was faced with changes such as having to wear a uniform e.g. stab vest weighing a considerable amount which in turn did take a toll on my physical body. I felt that this impacted my wellbeing due to suffering from muscle pain as a result of wearing the kit. This would be part of organisational culture because every single officer is required to wear the same uniform which is seen as a national identity of the Police service. 

In addition to this the nature of the role requires me to complete shift work. This consists of x2 mornings, x2 afternoons, x2 nights. Due to the various working hours and patterns this impacted my wellbeing by the means of not getting enough sleep and rest. As a result, this did leave me with low energy levels and little motivation. Due to low motivation I believe this is an indicator that it also impacted my resilience. This is an impact of organisational culture due to this working pattern being specific and unique to the Police force due to their requirements of providing a service to the public. (Lopez & Tope, 2019). 

In reference to the impacts of organisational culture regarding my resilience, I feel that I have been impacted when having to re consider my values and morals to match those of the Police. By this I refer to the Code of Ethics. When joining the force, it was a firm requirement to underpin our values to match the Code of Ethics when conducting our duties and daily lives. I felt that this impacted my resilience due to feeling that my existing values needed to adapt rapidly, which of course was hard as there was a substantial amount of information to retain which was a challenge within itself.

When conforming to organisational culture there can be potential risks present such as mental, operational and emotional strain. These strains be a risk due to potentially affecting an individual’s performance as a result. (Hughes et al, 2019) states that potential risks of conforming to organisational culture can be;

· Information overload. (Mental Strain)
I believe that this is a risk of conforming to organisational culture as when I attended training school there was a vast amount of information to learn and retain regarding the force expectations and behaviours. This caused me to experience stress and headaches. As a result, it did impact my wellbeing as it reduced my ability to focus. 
· Communication. (Operational Strain)
When completing the transition from training school to operational response stations, I felt that due to the organisational culture of a hierarchy there was very little communication between new officers and experienced higher-ranking officers. This then in turn left me at times confused and not receiving the support that I required. 
· Self-doubt. (Emotional Strain)
I have noted this as a potential risk due to the fact an officer’s morals and confidence can be deeply affected when they feel that they cannot adapt to the organisation’s culture. Therefore, it leaves an individual unmotivated and impacting resilience. 
· Personal Values. (Emotional Strain) 
This could be a risk simply because the organisational culture may impact by overwriting one’s existing morals and therefore changing them as a person. This could impact the way they interact with other colleagues or people in general. 

(Rodrigues, 2016) says that every individual has a coping mechanism and strategy in place to help them maintain wellbeing. Examples of this include exercise, social nights out and any activity that refreshes an individual. I agree with this as I feel that everybody has a unique way of maintaining their wellbeing and resilience. In reference to this my strategies to maintain wellbeing and resilience include: 

· Exercise and Diet (Wellbeing)
I use exercise and diet to maintain my wellbeing as it allows me to de stress my body in a positive way. (Grohaug, 2016) says that exercise releases endorphins into the body which makes us feel good about ourselves. I agree with this as I have found when I exercise my mind and body instantly feels positive.  

· Written Action Plan and meet with a mentor (Resilience)
To maintain my resilience, I create an action plan to monitor my progress with specific skills. This then allows me to monitor what I have achieved and how I have progressed. This ultimately boosts my motivation and confidence to push myself further and take on more challenges. 

· See friends (Wellbeing)
Seeing friends and going on days out is a strategy that maintains my wellbeing and resilience purely because it provides a new environment with different people which in turn allows me to switch off from work. This then provides a fresh mindset when I do return to work. 
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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:

Task 2 
In this reflection I am going to reflect upon a domestic related incident that I dealt with whilst working as a response officer. During this reflection I will look at the decisions that I took during an unpredictable environment whilst completing a continuous dynamic risk assessment. To conduct an accurate reflection of this incident I am going to use some parts of the Gibbs Reflection Model. 

What Happened? & Application of the National Decision-Making Model
During a nightshift I was dispatched to a domestic related incident that was on going in a block of flats. The reporting person was a third-party caller who wished to remain anonymous but stated that she could hear frantic screams of a woman. I responded to this incident as an emergency and arrived within 5 minutes. 

Upon attending the address, I could hear screaming and shouting coming from inside the property. I banged on the door loudly identifying myself as a police officer. There was no answer at the door, so I opened the door which was unlocked. 

I entered the property using section 17 of the Police and Criminal Evidence Act 1984. This power allows officers to enter a private dwelling in order to Save live or limb or to Arrest. (Police and Criminal Evidence Act, 1984). Due to hearing shouting and screaming and knowing that this is a potential domestic ongoing, it was enough grounds to enter the property using this power as there may be a victim who needs immediate help. 

Upon entering the address, I was presented with one male who was assaulting a female with a rolling pin and two children sat on a sofa crying hysterically. My dynamic risk assessment suggested that I immediately get hold of the male and apply handcuffs to prevent further injury to the victim and possibly police. I then arrested him for DV assault. He was conveyed to custody by my colleagues. This decision was taken to reduce threat, risk and harm to all persons present. 

I then attempted to communicate with the female victim in order to confirm her welfare and gather information regarding what had happened. I asked open questions to let her answer in her own words without feeling intimidated by my presence. However, the female was extremely reluctant to speak with me and would not answer.  

The victim was of Arab ethnicity and I gathered that she was a practicing Muslim due to her wearing a burqa with a face veil. From previous experience I gathered that she did not want to talk to a male, so therefore I was considerate of this cultural/religious factor and requested a female colleague speak with her alone. 

I then went and interacted with the children to gather further information. 
The children consisted of two brothers aged 9 and 10. Child 1 disclosed to me that their mother did not speak English and that their dad always beats their mother when she does not wear her headscarf. They also disclosed that he threatened to take her back to their home country of Iraq and kill her if she did not listen. I asked the child why the police didn’t know about this, and the child explained that when police came that their dad would make mum say everything was okay. 

I was mindful of the information disclosed to me and gathered that assaults were taking place regularly and the female victim was at risk of Honour Based Violence. Due to the information I was aware of at the time, I knew that my decisions would shape the outcome of this incident and the safety of the victim and her children. My female colleague also confirmed the information after speaking with the victim. 

I applied the National Decision-Making model to this incident as there was many decisions that needed to be taken whilst considering multiple factors. The NDM is a framework that allows officers to complete an in-depth analysis to of a situation and complete a risk assessment which will form their final decision. The NDM consists of 5 areas;
· Information and Intelligence
· Assessing the threat
· Powers and Policy
· Options and Contingencies 
· Action
(College of Policing, 2019). 



Information and Intelligence

· Upon initially entering the property I witnessed the subject assault the victim with a rolling pin. (Offence – S39 Common Assault)
· I made attempts to communicate with the female to gather information to as what had happened. It was later discovered via the children that she did not speak English. In order to overcome this, I made use of language line which allowed police to communicate effectively. (Vulnerable Victim – Disadvantaged)
· I was culturally aware that the victim may be more comfortable with a female officer. I arranged this which resulted in the victim disclosing further information to police. 
· The children confirmed that their mother was regularly assaulted by their dad who has also made threats to take her back to their home country and kill her if she did not conform to his ways. (Victim is highly likely to be subject of Honour Based Violence.) 
Assessing the threat
· Subject had rolling pin as weapon to assault the victim. (Immediate Handcuffs applied to isolate the subject and reduce threat towards officers.) 
· I completed internal checks on the family to see if there have been any previous incidents and completed PNC checks on the subject. The results showed an intelligence marker stating that the subject has previously attempted honour-based violence with previous partners, but border agencies stopped him at the airport. 
· The victim disclosed that if her in laws found out that there would be repercussions for speaking to police. (This would be a direct threat and result in emergency housing being required)

Powers and Policy
· PACE Section 24 Powers of Arrest (Assault by the subject)
· PACE Section 17 Power to enter private dwelling. 
· Public Protection Notice (Referrals to relevant agencies)
· Domestic Violence Protection Notice (Safeguarding the victim) 
· Emergency Housing (Safeguarding the Victim and her Children) 
· Force Domestic Violence Policy (Provide further support) 




Options and Contingencies
· Arrest Subject (Reduce threat, risk and harm)
· Arrange Emergency housing/women’s refuge (Option)
· Contact victim’s family to assist with safeguarding (Contingency) 
· Arrange an interpreter to attend in person to make it easier for the victim to provide a statement. (Contingency) 
· Arrange language line for victim to express her needs and complete statement (Option)
Action 
In this section I will present the decisions that were taken and an evaluation of each decision whilst considering the rationale behind it. In addition, I will explain the consequences of the decisions made. 

· Enter the property under S17 Pace due to hearing screaming and shouting of a female.
I took this decision due to having information from the call handler that screams could be heard coming from the property. Upon attendance I heard screams and there was no answer at the door. This then gave me the grounds to exercise S17 of pace to enter the property to save life or limb. Upon entering a victim was being assaulted which backs up the rationale to enter. Due to the decision the offender was arrested, and the victim was safeguarded. 

· Arrested the subject due to witnessing offence and to reduce threat, risk and harm.
This decision was taken due to the subject being an immediate threat to the victim and therefore a voluntary interview would not be suitable. The PNC showed that he had intel for honour-based violence and therefore would put the victim at risk when police left. Due to this decision being taken a Domestic Violence Protection Notice was obtained and the victim was safeguarded further.

· Arranged for a female colleague to work with victim to be culturally/religiously considerate.
I took this decision due to having prior knowledge about the ethnic and religious background of the victim involved. Due to this it allowed me to be considerate of the requirement and make the arrangement which ultimately allowed police to obtain best evidence whilst being respectful to the diverse communities we work with. 

· Arranged for an interpreter to attend in person to support victim in providing a statement.
This decision was taken due to the victim not being able to speak English. This allowed the victim to share information and engage with police. This decision subsequently helped police gather a positive victim complaint which led to a successful prosecution. 
· Relocating the victim to emergency housing via local council due to being subject of honour-based violence and potential repercussions coming from the subject’s family. 
I did this due to a disclosure by the victim that potentially the subject’s family may enforce repercussions for talking to the police. It was a positive factor that the victim and her children were safeguarded however my decision did have a consequence of the victim being placed in a new area for safety which led to the children having to change schools. 

· Submitted a public protection notification to relevant agencies to provide further support for the families and for the children’s school to be aware. 
I took the decision to submit a PPN since this victim was at risk of honour-based violence and that she was a victim of domestic violence. My rationale behind this decision was that she needed all the support possible as she had two young children and did not speak any English. This decision/action ultimately allowed partner agencies to engage with the victim and support her through a bad time. 

In addition to this during the time of the incident I did note down the details of the children purely for this as it would allow police to make the school aware of the incident that has happened which will then allow them to be supportive. 
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Task 3

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

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

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

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


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




ANSWER:

Task 3
 (Eubanks, Dawn L et al, 2016) states that team dynamics consist of behavioural and psychological factors which are embedded within every team member. In addition to this, the team dynamics are built up by every team member’s personality, ability and interactions with one another. (Rassekh, Christopher H, 2019) believes that a team with good dynamics will show trust within each other and work together towards a goal whilst holding each other accountable. 

There are many theories that focus on team dynamics, but I will be looking at the Tuckman Model and Belbin’s Theory as I feel they are more relatable to policing teamwork/cohesion. 

Tuckman Model Theory
(Natvig, Deborah & Stark, Nancy L, 2016) explains that the Tuckman Model relates to team dynamics due to being focused on how teams progress based on certain factors. The Tuckman Model states that a team will progress through four phases as they achieve their final goal. These four phases consist of: Forming, storming, norming and performing. (David, 2016)

When starting at the forming stage it is a chance for the team to get together and identify what skills everybody has which then identifies whose skill set will suit a specific role. Sometimes this may cause conflict within a team as hieacy in organisations such as the police may disagree with one’s personal option on their skill set. 


The storming phase, the team members will begin to operate with each other and start to complete tasks. Whilst doing this is provides a chance for a team to witness how each team member is performing and therefore identify any coaching required and potential issues that need to be addressed. 

In the norming phase, this is where the team members specifically act on the requirements of the task and are familiar with each team members skills. This then provides opportunity to provide clear roles and responsibility to each member whilst holding them accountable. At this point within the Tuckman Model conflict arises more easily due to each member being held accountable. 

The performing phase allows every team member to present their strengths and specialism within a role provided to them. At this point within the model it highlights how the collaboration of the team dynamics allows the team to succeed in achieving its goal. To arrive at this phase, it has meant that a lot of scrutiny and debate has taken place in the prior phased to identify which team members would have the best skills to suit the role. Essentially this provides the best team dynamics. (Clayton, Mike, 2007)

Belbin’s Theory
(Jayne & Neville, 1999) tells us that the Belbin theory was developed to identify behavioural strengths and weaknesses. As we know from the Tuckman theory that team dynamics is reliant on an individual’s psychological factors which shapes one’s behaviours and abilities. Belbin’s theory focuses on nine specific team roles based on behaviours which in turn allows individuals to be allocated roles and responsibilities that they would best fit. The nine roles are;

Shaper – This role is for those team members who are ambitious and highly motivated to achieve the best result. This member normally works well under pressure. 

Implementer – This role is for those team members who are very organised and get things done. In organisations these members are normally managers. 

Finisher – This role is for those who have an eye for detail and therefore complete any given task to the highest standard. However, these members find it difficult to delegate. 

Coordinator – These members are normally very calm and tolerant as this position is normally taken by the leader. They will take control and direction of a team to achieve the goal. 

Team Worker – This role is eligible to most team members. These member simply complete given tasks and negotiate within the team while mainly focusing on team cohesion. 

Plant – This role is for innovative team members who normally bring new ideas to the table and are open minded when approaching a task. 

Monitor Evaluator – This role is managed by a team member who works on logic and thinks strategically. 
Specialist – This team member has an immense level of knowledge in a specific field. This then allows them to attempt certain tasks purely based on a specialism skill set. 
(Fisher, et al, 2002).  

Evaluation of Theories
The Tuckman theory explains that in every team developed there are 4 stages. Within progression of each stage the team becomes more familiar with each other and therefore allows them to understand each member’s skills and experience. Ultimately this allows the team members to be tasked with things that they are good at whilst helping the team achieve the final goal. This develops team cohesion as it reduces the chances of conflicts, although it does not rule them out completely. 

Belbin’s theory like this as it states that there are roles within every team. He identifies 9 roles that can be applied to team members. Again, like the Tuckman theory the roles are awarded to members based on their personality/psychology and skill set. This then essentially provides the team members with roles and responsibility that suits them best, which in effect obtains the best results for the end goal. This positively progresses team cohesion due to every member playing a part in achieving the goal as a team. 

Contrary to the positive factors of the theories discussed, it does highlight potential reasons to as why some teams cannot function effectively. As the theories state that there are progressive stages and roles that are applied to teams to help them be cohesive, it does also mean that if the wrong role is applied to a member then it may arise conflict therefore making it hard for the team to function. 

An example of this would be in relation to Belbin’s theory. In this theory it is stated that an implementer simply organising things and gets them done, and a specialist hold specific skills to complete a task. In a scenario where a implementor was given the role of a specialist it would make it very hard for the team to function as the implementor would not have the specific knowledge to complete the given task, thus having a knock on effect on the team when deadlines are not met. This massively impacts team cohesion due to conflict arising. 

(Watkins et al, 1997) says that there are many ways to improve team cohesion, but there are 3 most used techniques within medium to large organisations. The first is Open Communication, where there are sessions in place for all team members to voice their concerns and highlight any problems. This in turn allows problems to be addressed early on which would reduce chances of jeopardising team performance. In Tuckman’s Model this would happen during the storming phase. 

The second technique is to arrange team building days. This allows the team to participate in activities in a relaxed environment and highlight every member ability and how they work well. This improves team cohesion due to be a relaxed environment and allowing members to express concerns in a friendly manor whilst being aware of factors for when they return to the workplace. 

The third technique is to increase the reward for good teamwork and provide recognition. This then motivates the team to work as one and not against each other. Organisations who recognise good teamwork, often find that the overall success rate of projects is far higher than competitors.  Due to the recognition of the teamwork it creates a task within itself for the team to operate effectively. 

Interpersonal Conflict & Complying with Police Professional Standards. 
(Heithfield, 2021) believes that interpersonal conflict can happen easily within a team due to differences in opinion and varying levels of knowledge and experience. He adds to this that within teams there is a higher chance of interpersonal conflict when roles and responsibilities are not clearly addressed. When these roles are clearly delegated there is clarity within the team of expectations. This links directly into Belbin’s theory where he states that there are 9 roles within a team and each role is designed to meet a certain type of person. 

(Rogers, 2018) says that interpersonal conflict can be solved by simple strategies such as 1 to 1 review between two members who feel that there is a problem arising, or general team training days where the entire team will attend a training session regarding a specific area. This ultimately enhances an individual’s knowledge which in turn improves team performance. 

When teams form within the police service, they are always expected to act within the Code of Ethics. There are many reasons why team dynamics can result in Police officers not complying to professional standards. The four which have been identified have been exposed in stated cases within previous years.

· Friendships & Relationships: In a previous HMIC report at North Yorkshire Police it was noted that one of the main causes for dishonesty and integrity was due to colleagues forming personal relationships which have originated from team operations. This has then led to the Code of Ethics being breached by team members not reporting information which should as per force policy. 
· Lack of Accountability: When a team does not have clarity regarding who is accountable for a team then it can lead to breaches of professional standards due to no single person having to provide an explanation. An example of this was during the Hillsborough tragedy where members of the public were crushed during a football match. The enquiry lasted a long time purely because there was no clarification to as who was responsible. 
· Goal Achievement: (Rogers, 2018) says that in many occasions professional standards can be breached by officers purely to meet their goal. This is due to pressures from above which impact their integrity of officers to follow policy and procedure. 
Word Count - 1640



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:


Task 4
In this task I will explain how information and intelligence can be used to disrupt criminal activity which includes offences that are more prevalent and committed by organised crime gangs. I will highlight how the use of this information and intelligence can be utilised by effective roads policing. In addition to this I will explore how ANPR can be used as a resource when investigating and disrupting offenders. 

(Mahawaga Arachchige Pathum Chamikara et al, 2015.) says that intelligence is any information that police use in the process to detect or solve crime. He further adds that that intelligence can be obtained in two main forms which is digitally or via people. 

Examples of digital intelligence include CCTV, ANPR systems and databases. In relation to intelligence received via people, examples include CHIS (Covert Human Intelligence Source) which includes police officers being undercover within operations and general public disclosing information in various ways such as phoning in or speaking neighbourhood officers or PCSO.

(Cope, 2004) says that information is received by police and then processed and graded using the 3x5x2 model to grade its quality and reliability and any conditions that come with the information. Once this grading has then taken place it is classed as intelligence. 
Information and intelligence are used by most departments within the police force at some stage during their investigation. However, departments such as the Roads Policing Unit have operations and duties of being proactive to identify and detect crime. Information and intelligence are vital for the Roads Policing Unit as it allows them to plan, assess and act. (Cooper et al, 2008) 


A 2019 Home Office report stated that organised crime gangs are using the network of Britain’s roads more than ever to complete their criminal activity. The report highlighted that the main nature of crimes which involved the network of motorways within the UK was County Lines (Drug Smuggling), Modern Day Slavery and Human Trafficking and Sexual Exploitation. (Home Office, 2019) 

In relation to these offences they require vehicles to distribute their criminality. RPU utilise information and intelligence by being aware of specific vehicle potentially passing through the force patch. By knowing this information, they can complete further checks on who the vehicle belongs to and be aware for any warning markers that the driver may have. 

Upon stopping the vehicle of interest, it allows the RPU to inspect the vehicle and complete necessary checks to confirm the vehicle is in order. Then based on the intelligence on the vehicle they can conduct further searches of the vehicle to identify any criminality such as drugs being conveyed in the vehicle. 

An example of where I have witnessed intelligence disrupting criminal activity on the roads is where I have completed an attachment with RPU. Intelligence was received from a neighbouring force that a vehicle was travelling into the force area which is linked with modern day slavery. The police vehicle that I was in has then sat on a motorway junction to which the subject vehicle was spotted.  Upon spotting the vehicle a pre emptive stop was made where other units have made a formation around the subject vehicle bringing it to a stop forcefully. 

I have then approached the driver’s window to which he claimed that all males in the vehicles were on their way to work at a building site. (They were dressed in hi vis jackets). Upon speaking to the passengers, they could not communicate due to not speaking English. I have then utilised language line to which it was passed to officers that the passengers were being kept against their will. 

This was a clear example of the intelligence being used by RPU because if this information was not passed to the RPU then this car would not have been stopped and therefore the crime would go undetected but more importantly the victims would not have received help. 

Information and intelligence can also help disrupt criminals via effective roads policing as the information passed can result in an operation being formed. By operation I refer to a multi-agency approach which would include partner agencies such as UK Border Force, Department for Work and Pensions and Highway Agency coming together with the roads policing unit to identify vehicles of interest which may uncover on going crimes. 

The reason that a multi-agency approach may take place is the fact that certain legislation allows police officers to possess specific powers on the roads in order to stop vehicles and inspect them. These powers are not given to partner agencies and therefore they cannot stop these vehicles in transit. In addition to this, upon police stopping the vehicle it can emerge that partner agencies will relate to the intelligence and progress an investigation from there. Without the effectiveness of RPU this would not have been possible. 
ANPR stands for Automatic Number Plate Recognition (UK Gov, 2021). This is a technology that was introduced in 1979 and developed to assist the policing of the roads. This technology focuses on the number plate of a vehicle and cross references it with the DVLA and Police National Computer.

This will then run the plate across the following criteria’s;
· Insurance 
· Road Tax
· Registered Keeper
· Warning Markers 
· Intelligence (DVLA, 2021) 
One the ANPR system has completed the checks if all is in order there will be no further action, but if one criterion is not met it will alert the relevant agency. ANPR is now fitted within RPU vehicles as standard technology. The ANPR system reads the licence plates of passing cars during patrol and if a vehicle passes to which one of the criteria are not met then it will alert the officer. 

ANPR cameras are fitted in RPU vehicles across every home office Police force and additionally ANPR cameras are fitted on most dual carriage ways and every motorway network within the UK. (West Yorkshire Police, 2020). Due to this ANPR cameras can read the same vehicle licence plate multiple times at different location which ultimately presents a journey route should a vehicle become of interest to police. 

ANPR can be used as an investigative resource when disrupting criminals as it stores data of every vehicle plate that it has read nationally. When vehicles have been involved in crime where a registration has been recorded, officers can use ANPR to track where the vehicle has come from and where the vehicle is currently travelling. The ANPR camera will not be able to confirm the exact location however it can provide a containment proximity based on the demography. (DVLA, 2021) 

Furthermore, ANPR can also track a vehicles movement pattern. This then allows police and investigators to pick up driving and journey behaviours before planning an operation or interception. An example of this is a vehicle which is registered in the West Midlands area is regularly travelling between the West Midlands and South Wales late at night but returns to the West Midlands within hours. The description of the vehicle matches the one given by a witness to a burglary. This then gives police the opportunity to monitor that vehicle the following night and put a stop on which may detect stolen goods from a burglary. 

To summarise, information and intelligence is used by the police to detect and solve crime. It can be received digitally and disclosed via human interactions. It has also been discussed that information enters the police force but is then graded using the 3x5x2 model to assess the reliability, where it has come from and any conditions that come with the information. Only when this grading has taken place does it become intelligence.
From research it has shown that criminals are now using the roads more than ever to commit acts of crime and therefore there is a higher need for effective roads policing. Roads Policing Units actively use intelligence to disrupt criminality by the means of proactive policing and using the information to stop vehicles of interest which may uncover more prevalent crimes such as county lines drugs and human trafficking etc. 

Upon researching ANPR, it has become clear that this technology is key to assisting police when investigating crime and disrupting criminality. This is because ANPR is equipped in all RPU vehicles and has a network of fixed ANPR cameras across main A roads and motorways in the UK. This then allows police to monitor vehicles of interest and note patterns of journeys that criminal have used and track where vehicles have come from. In addition to this it helps investigations due to being able to place a car within a certain time frame and location and therefore support evidence for a prosecution.  
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Task 5 
Individual Learning Plan 
 
 
The second learning outcome identified in the accompanying module descriptor (BMPP 5000D) asks that you create an individual learning plan to meet your identified needs through reflection upon your continuing practice. This shows confidence in your ability to manage your own learning in response to evolving circumstances in the workplace. 
 
This task differs from the PDPs that you have completed in your previous workbooks in that this learning plan allows you to assess what level you believe you are in key knowledge, skills and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
 
1500 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
It will count towards the overall equivalent word count of 8000 words expected from this module.   
 
 
ANSWER: 









 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Knowledge of legislation and Case Files – 

I currently believe that my knowledge of legislation is moderate. I believe this due to limited knowledge of the legislation for offences that I am dealing with. 

An example of this is when dealing with Public Order offences, I can identify the offence however I do struggle to remember the section and the points to prove. This therefore makes it a longer process of when I am investigating the matter and compiling a case file. 

I have marked myself medium due to being able to recognise the offence immediately, but I have marked the requirement as high due to having to progress my knowledge to a more in-depth standard should I pursue more investigations. 

I have reviewed this development with my line manager and have agreed that I could develop this skill within 6 – 12 months. 

To develop this skill, I have taken steps such as an attachment with the case file team within the force so that I can understand legislation better due to them prosecuting offenders. 

I feel this is a realistic time frame to develop myself due to being able to identify where I am lacking and what needs to be done to achieve my goal. 
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	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 Officer Skills – (Handcuffing)

I need to develop my officer safety skills regarding handcuffing. This is due to having been injured on many occasions when I have not been able to apply handcuffs to subjects who are not complying. 

To develop my handcuffing skills, I have arranged to attend further training at the officer safety training unit, who will train me further to manage this skill more effectively. 

I believe this skill will be achieve within 12 months due to the skills needing further development and not having to learn a completely new skill. I have reviewed this time frame with the OST trainer who believes this is realistic and achievable. 



	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I feel that I need to further my experience regarding attending Road Traffic Collisions. I believe this because I have not had much experience in attending these types of incidents, I have marked the required experience as being high due to every RTC being unique and being a dynamic environment. 

To be able to action the National Decision-Making model at these types of incidents experience would be required in order to spot the correct factors. I have liaised with a traffic officer regarding my ability to deal with these types of incidents to which he feels that I am able to grade myself as medium regarding experience. 

This is due to him attending RTC’s with me and witnessing that I can manage regular minor RTC’s confidently and that by repeating these basic incidents I will be able to deal with more complex and fatal incidents. 

To develop this skill further I will complete a 2-week attachment with the Roads Policing Unit, and this will allow me to gain more experience due to the volume of this nature of incidents being present. 

By completing these attachments my mentor on the Roads Policing Unit believes that I can achieve this goal within 6 months. I agree with this time frame and feel its realistic. 


 
 


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:  _ K.Hannan _ _ (Learner – electronic signature accepted.) 
 
Date: _ 04/04/2021
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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.
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