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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:

Within this essay I will reflect on the impact that organisational culture within policing can have on wellbeing and resilience. I will explain what organisational culture is and reflect on my personal experiences following my success in achieving independent patrol status.
To conclude I will illustrate the strategies I have used to ensure I maintain a wellbeing and resilience within my role.
‘Organizational culture is a system of shared assumptions, values, and beliefs, which governs how people behave in organizations. These shared values have a strong influence on the people in the organization and dictate how they dress, act, and perform their jobs. Every organization develops and maintains a unique culture, which provides guidelines and boundaries for the behaviour of the members of the organisation’ (Study.com 2021)
I believe this to mean that organisational culture is a collection that can effect or change the ethics or behaviours of a team member or how a team operates. The more a team works together the more natural or in sync this culture will become. There is no time frame on how quickly new members integrate with the culture as this will depend on that employee’s personality or behaviour. Culture is forever changing, cultures can be influenced by shift changes, new employees or personal life changes. For example an officer who could have been a strong personality with strong values may have left to have a baby and as a result returned with a different mindset.
There are theories that have been introduced to understand the culture of an organisation, such as the Johnson & Scholes cultural web theory, developed in 1992.
‘The Cultural Web identifies six interrelated elements that help to make up what Johnson and Scholes call the "paradigm" – the pattern or model – of the work environment. By analyzing the factors in each, you can begin to see the bigger picture of your culture: what is working, what isn't working, and what needs to be changed. The six elements are:
Stories – The past events and people talked about inside and outside the company. Who and what the company chooses to immortalize says a great deal about what it values, and perceives as great behavior.
Rituals and Routines – The daily behaviour and actions of people that signal acceptable behaviour. This determines what is expected to happen in given situations, and what is valued by management.
Symbols – The visual representations of the company including logos, how plush the offices are, and the formal or informal dress codes.
Organizational Structure – This includes both the structure defined by the organization chart, and the unwritten lines of power and influence that indicate whose contributions are most valued.
Control Systems – The ways that the organization is controlled. These include financial systems, quality systems, and rewards (including the way they are measured and distributed within the organization).
Power Structures – The pockets of real power in the company. This may involve one or two key senior executives, a whole group of executives, or even a department. The key is that these people have the greatest amount of influence on decisions, operations, and strategic direction.’ (Mind Tools)

I was aware of some unwritten rules and rituals that is expected by officers or ‘PROBIES’ as it is also known. This was not an issue for me however as I was of the concern that failing to adhere to this would result in me being classed an ‘OUTSIDER’. 
Within any organisation regardless of the size there will be may different areas where a new employee could become influenced by other, more experienced members. This in effect can result in different work ethics. Both in either a positive or negative way.
I was met with two different types of cultures when I arrived on shift, one was my shift. The two colleagues that I worked with were very much professional, where they turned up to do their job then go home, and then it was shift before me who I would crossover with on four out of six days who were more laid back and waited for tasks to be allocated. 
Whilst I wanted to make a good impression with all colleagues based in Monmouthshire, It was my aim to adapt to my new environments as quickly as possible. After all I would be working with my two colleagues on my shift every hour of the week that I was in.
What I was concerned with however were the risks that I would be putting myself under if I did conform to the laid-back shift. I would be hearing stories of how the force was better back then and how officers are not cared for nowadays. I understand that many of these stories or comments were made by more experienced officers who would be struggling to adhere to the more recent cultures of a professional nature.
When I achieved my independent patrol status I was placed in Monmouthshire, I already had an idea on the team size prior to my start date. I was concerned at the size because there was myself and two other members. Part of my concern was about how I was going to fit in, would there be a personality class? Would I be welcomed?
Within my shift I feel I was quite lucky to an extent as, it was a naturally hard-working shift, which relieved my concerns quite quickly. Both colleagues on my shift went above and beyond to help me fit in. There was also my sergeant, he was not based in my station but was readily available to talk to and would review with myself on a regular basis to ensure both my work was to the standard expected but also to ensure my well-being.
Taking my learning on board from both my training environment and my tutorship, although I was nervous, I was keen to adjust quickly to my new environments and become part of the team. Although I wanted to fit in, I also didn’t want to come across as over-confident. There were still many things that I didn’t know, that my colleagues did, and I would probably need to lean on them for help more often than they would myself. As a result, I wanted to make a good impression and become known as a hard worker rather than conform to the mentality that other shifts possess.
I have seen many people leave the cohort that I started with already, with some admitting that they didn’t seem to fit in to the team or the way they do things. This is always a risk that could be found in some new recruits because of the strong characters and bonds current team members possess, created only by various incidents they have attended. Whilst I am still relatively new into my career, I do feel I have bought into the culture that my shift possess and with that look to be as demanding of new members to the team, to ensure they also fit in to the same cultures. 
(916 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:

Within this essay I will explain what I have experienced since my independent patrol status and reflect upon the decisions that were made within this incident using dynamic risk assessment.
During my reflection I will assess on the decisions that I made throughout the incident and explain how the decisions were made through the national decision model.
The College of policing states that ‘The National Decision Model (NDM) is suitable for all decisions and should be used by everyone in policing. It can be applied:
· To spontaneous incidents or planned operations
· By an individual or team of people
· To both operational and non-operational situations.
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
[image: ] 
(College of Policing, 2014)
I am aware that during my career I will attend many incidents all of which can be complex and unpredictable in various ways and as a result there are many considerations, I will make both prior to attending and in a dynamic risk capacity.
The incident that I have chosen to reflect upon is a vulnerability related incident that occurred quite early into my initial independent patrol. The reason I have chosen this incident to reflect upon is because there are many positives and learning points that arose as part of this call that I have used to help progress within my development.
Prior to my attendance to the incident I was given the scenario by the call taker of a fight had broken out between some youths outside a supermarket. The call taker had limited further information only able to disclose that the youths were suspected to be under the influence of something and that they were around the age of 13-16 years old.
For any incident I attend there are always social and legislative contexts that need to be considered.
I was quite new into my placement on independent patrol status, so I was not familiar of the area in which I was policing. I believe this can act as both a help and a hindrance at times. For example, if a subject to occurrence has previously had a negative experience with an officer it is less likely they will listen to the officer again and may unintentionally antagonise the situation as a result. On the flip side, I had no previous experiences with the area, so if this was a regular occurrence for the area with the same nominals involved, I was not aware of how to approach the situation and how best they react to policing.
As I was making my way to the area, I was starting to make considerations of what I could action on attendance to establish if there had been offences committed, I considered the Golden hour principles as a way of establishing from an independent channel what had gone on which would identify what powers were available to me. I was considering in first instance three offences that the original information may fit within. These were Public order offences, Affray or Common assault. 
As I booked off at the call, I began to assess the situation using the national decision model, I could see quite a large amount of young people congregating, roughly around fifteen to twenty people. There was no fighting however they were drinking and becoming quite loud. 
I then began to assess the threat and risk, whilst I was comfortable in approaching the incident myself, I considered the potential impacts if something went wrong in my decision, then the seriousness could increase, and the risk could increase substantially. As a result, I requested further units attend to assist. Whilst I waited for the assistance, I observed the gathering from afar. My decision surrounding this was to ensure I could keep an eye on the youths and as there was no physical danger at present, if anything did occur, I was in a position to approach the youths and prevent any further harm. 
At this point, there was no identifiable offences being committed and it appeared that this was an incident of Anti-Social Behaviour 
The options that I considered at this stage were to request further assistance and to observe from a distance the situation. I considered approach, however due to the obvious intoxication levels it was unclear if these youths were in possession of anything. For example, weapons.
As further officers arrived, we approached the youths to disperse them. Myself and my colleague began to collate the details of the individuals to inform the call operator to enable them to complete a PNC check on the individuals.
‘The Police National Computer (PNC) is the principal police database used by the police.
The PNC is an amalgam of a number of databases containing text information relevant to policing. Fingerprints and DNA are not placed onto the PNC, but a reference to these items is logged against names files which link to the National Fingerprint Database (IDENT1) and the National DNA Database (NDNAD).’ (PoliceCautions, 2021)
The results of the PNC checks meant that the national decision model restarted, and we had to re-evaluate the information given to us. 
The results of the PNC checks stated there was a female with officers who clearly intoxicated and required hospital attention was classed as a missing person from another area of Gwent Police, There was also information passed by the call handler that there were several other missing person from the same area and that there was a suspicion the youths may be together.
With this information, officers needed to establish if these missing persons were present at the current incident and the need to transport the severely intoxicated female medical attention. 
It is not force policy to transport a person to the hospital, however it was stated by ambulance that they did not have a vehicle available and upon this knowledge it was requested by officers for permission to transport the female to hospital.
It was decided that all person’s present would be PNC’d checked by the remaining officers and stop searched to reduce the threat, risk or harm to all persons. This would prove to be difficult based on the limited number of officers available, however officers felt this was required to ensure protection of the vulnerable children.
The college of Policing States ‘The way the police manage confrontation involving children and young people is a sensitive issue. States that officers should:
· treat people who are under the age of 18 as children
· regard their safety, welfare and wellbeing, which is required under sections 10 and 11 of the Children Act 2004 and the United Nations Convention on the Rights of the Child
Children and young people will have vulnerabilities because of their physical, emotional and cognitive development. This could mean they behave differently to adults in response to distress or trauma. Some children and young people who come into contact with the police will also have physical and mental illness, reduced mental capacity or neurological differences (eg, autism spectrum disorder).’ (College of Policing, 2021)
Following authorisation with senior management, two colleagues transported the highly intoxicated female to hospital and arranged with her parents to meet at the hospital to stay with her. This left three colleagues to begin to check the PNC’s on the remaining children.
The results of the PNC was that 8 of the youths were also marked as missing from their addresses and the remaining were intoxicated children under the age of 18 years old, again none of these children were from the Monmouthshire area. Contact was made with the other areas and possibility of parents picking the children up. However due to demand on other forces this was not able to be completed by the other areas.
As part of our role as Police officers, we are expected to protect and serve. Knowing this it was not an option to leave several Vulnerable children in the area, so again with permission from senior management it was decided to convey the children halfway back to their respective areas and meet with parents or officers from that area to convey the children the rest of the journey.
Following the dispersal of all children back to their respective homes and welfare checking to ensure safety and no offences had been committed, a more experienced officer decided we should return to the area to complete a thorough area search of not just the area where the incident was taken place but surrounding areas as a precaution for further children as there were two outstanding missing persons in the area. 
Although there were no reports that these children had been seen by anyone, myself and other officers searched a local car park and located some caravans and subsequently located the children in a caravan with older males. These children again were the outstanding missing persons. 
From this experience, I witnessed first hand about how the national decision model is an ever changing cycle to establish - not just for the correct course of action to meet the code of ethics and my responsibilities as a police officer but to act in the right way to the most up-to-date information available to me. This call originally started with an anonymous report of youths fighting, however this was quickly established to be a group of children who were out as missing in other parts of the area congregating and drinking. Following the removal of the identified children and transported back to their families, a further four children were located in what was a potentially extremely vulnerable situation. These were also marked as missing from other parts of the force area. 
I felt at this stage my experience had lacked and had it not been for more senior officer assistance these children may have not been located. I have learnt from this experience not to take anything for face value. For example, this incident on face value the call was complete, all youths were dispersed and taken back to their respected families with welfare checks completed and relevant Public Protections completed and submitted. However, as a precaution an area search of nearby parks was completed and these vulnerable children were located and subsequently returned to their families.
(1439 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:

Within this essay I will evaluate theories that relate to developing team cohesion. I will look into theories of team dynamics that can improve team cohesion, whilst also explaining how conflict can arise within team. I will begin by explaining why team cohesion is an important aspect of any organisation.

Team Cohesion has been defined by Molanue in 2019 as ‘Cohesiveness is defined as the extent to which team members stick together and remain united in the pursuit of a common goal. A team is said to be in a state of cohesion when its members possess bonds linking them to one another and to the team as a whole’ (Gettingpeopleright, 2021)

For any team to succeed it is vital that the cohesiveness is strong to overcome any challenge and remain resilient to focus on the task in hand. Team cohesion is dynamic, this can change constantly, and it is a measure on the leadership to acknowledge the strengths of different members to ensure the team cohesion remains high and ensure the team dynamic is balanced.
An example of a good team cohesion is within sport. Real Madrid a highly successful football team have constantly signed the ‘best players’ to achieve success. However, this has not always proved to be the case. When Real Madrid signed Gareth Bale in 2013 it was expected that the team would dominate both domestic and continental for many years, however in that same season they had their worst domestic season for some time, this continued domestically for three further seasons.

A factor towards this was the group cohesion. It was reported that Cristiano Ronaldo, at the time was the best player in the world and Gareth Bale, who as a result of the signing had now taken Ronaldo’s mantle as the most expensive player in world football did not have a good relationship. They were both similar players in similar positions however played like individuals and as a result the team dynamics suffered, which resulted in the underperformance of the team as a whole.
Team dynamics has been defined as ‘Team dynamics are the unconscious, psychological forces that influence the direction of a team’s behaviour and performance.’ (Team Technology, 2021) 
The Tuckman stages of group development was introduced in 1965 by Bruce Tuckman. ‘Tuckman's theory focuses on the way in which a team tackles a task from the initial formation of the team through to the completion of the project.’ [image: ] 
(Project management skills)
Forming – Within this stage it is unclear what members roles are. The leader will establish the ground rules and create a bond or team togetherness
Storming – Confidence is shown by individuals. Stronger members may begin to show authoritive nature. Conflict can arise due to this. The leader must show some resolve and resilience to guide the team through, Highlighting the conflict if necessary
Norming – The team will know whose roles are what and the expectations of each. There should start to be a togetherness by the teams and an identity is created
Performing –The team will start to perform naturally, the team can be left to make their own decisions with the leader overseeing. 
Adjourning – The task is complete
Leadership is the art of motivating a group of people to act toward achieving a common goal.
(Balance small business) 

Leadership in policing is essential. Good or present leadership will help to reduce the risk of the police service failing to comply with the code of ethics or basic expectations. It is important that the leadership team adopts the correct mentality and instils this within its team. Policing policy and powers are changing all the time, and a leader should have a high self-development trait to ensure it is able to lead its team through the changes.

The John Adair Action centred leadership is a good model that identifies the importance of three functions that leaders consider when leading a team successfully. Adair claims that it requires fifty percent motivation from the individual and fifty percent from the leader. The model is a three circular overlap cycle. It is claimed the leader should aspire to be within the middle section of the cycle.
[image: ]


There are risks that a leader may have to much focus on one particular are for example
· Too task orientated – If the leader is focusing too much demand on the staff in order to complete the task in hand, it creates the risk of future issues as well as the lack of staff participation levels. Whilst it is obviously important to complete the task in hand, failure to acknowledge other issues, such as staff workload could result in conflict in the future.
· Too team orientated – A good team spirit is always important in any team, however too much of this could result in the team losing its focus and becoming disjointed as a result of perhaps not acknowledging the importance of the task in hand.
· Individual – If the leader is focusing on a specific person or persons rather than the whole team it could upset the harmony as some members could feel disengaged or left out as a result. The leader could favour other members due to various connections, such as: Age, experiences or personal connections such as sports or socialising outside of the workplace.
For a team to perform effectively, sometimes it is inevitable there could be conflict. Conflict can arise due to various ways. Two reasons for example can be either maliciously or through passion.
Conflict can be malicious if there is a clash of personality or jealously. This can result in a negative strain being put on the relationship within the group due to each member wanting the other removed.
Conflict can also arise from a positive place. For example, both members may have a passion for the job in hand and both be strong characters in the group and as a result is unwilling to listen to the other. However conflict arises it can always create a negative tension in the group and potentially harming the outcome of the task, a good leader must recognise conflict and address this.
Conflict can be addressed, using the CUDSA acronym
C – Confront – If conflict is identified, both persons must be able to agree that there is an issue and confront each other. This can be done by each other or addressed by a leader when identified
U – Understand – Whilst confronting, both must be able to understand each persons point of view. They must be clear and able to be open and honest with each other
D – Define – Now that they understand each other they must be able to define the actual issue to be accept the problem and start to work to progress
S – Seek – Both must be able to offer alternatives or work arounds. This part is vitally important as you don’t want each other to offer opinions to get one up on each other. These must be workable solutions 
A – Agree – Following listening to each other, agree on the best alternative and work forward towards this.
It may not be possible that every member likes each other personally, however they must be able to work together for the benefit of the team. 
I am aware that as a police officer it is important to ensure its team performs to the best standards and failure to do so can result in detrimental results. The public expect the police to deliver a service which protects those that it serves. If a team is unable to work together then they are less likely to succeed. 
If the team dynamics on a shift is poor and the situation has not been approached by the leader (Sergeant or Inspector) then it is more plausible to suggest that these colleagues are less likely to help each other when the need is there to do so. 
Using Tuckman’s Theory towards my progression and development out of the tutorship into independent patrol status, I have found that when I arrived onto response, I was given a set of shifts which allowed me to find my feet and discover the area. I was not aware of the expectations required of me, and felt at first I was in the way. 
However as I moved through the stages of storming and norming, I began to know the role and what my sergeant required of me. I had regular review meetings with him and received feedback from more senior colleagues who were praising me for my work.
This helped to develop my confidence to a stage where I sit currently, where I feel I am naturally completing tasks and have the knowledge and relationship with my colleague to know who is good at what and who will complete what tasks if required.
(1360 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:

Within this essay, I will explain how information and intelligence can be used in the disruption of crime by effective policing of the roads. I will also outline how ANPR can be used as a resource when disrupting criminal activity.
The college of policing defines a roads policing constable responsibility is to ‘prevent loss of life and injury on the roads by preventing, investigating and prosecuting offences through intelligence led policing.’ (College of Policing, 2021) 

In more recent times roads policing has had to evolve and as a result so has the specifics of the job role. Previously policing roads in its entirety meant roles such as traffic officers would focus on traffic offences whilst assisting with Road Traffic collisions. However due to the roads being used to commit more serious crimes on a more frequent basis, this has adapted the way the job role is seen.

Following a report by Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS) it was found that prior to 2013, statistics had seen there had been a reduction in deaths from road related incidents. There can be many reasons for this, one standout example is the development in which vehicles are made. With the increase in technology and safety features, vehicles are now the safest they have ever been. The AA states ‘Travelling by car is now easier and safer than ever. From the very first automobile to self-driving cars, technology has evolved which has made crashing far less likely. While a crash can still happen, the risk of serious injury is far lower than it used to be, thanks to the introduction of several safety features throughout the years’ (AA, 2021)

Whilst there have been obvious steps made by manufacturers to reduce the risk of deaths on roads, deaths recorded from road traffic collisions are still higher than that of homicides. 
The same report states ‘since 2013, the number of deaths caused by road traffic collisions in England 
and Wales has gradually increased, rising from 1,541 fatalities in 2013 to 1,624 
fatalities in 2018. In the 12 months to March 2018, 726 people lost their lives as 
a result of homicide’ (Justiceinspectorates, 2020)

These statistics can show that driver errors are also the route cause behind road deaths. This coincides with the fact there has been a noticeable reduction in budget spending on roads policing. Policing areas such as drink driving and use of mobile phones. The HMICFRS report states the reduction in spend could be as much as 34 percent or £120million.

The National Police Chiefs Council (NPCC) states ‘The NPCC brings police forces in the UK together to help policing coordinate operations, reform, improve and provide value for money’
(NPCC)

In 2018, the national police chief’s council (NPCC) introduced a three-year policing our roads together policy. These were four areas:

· Driving without a seatbelt
· Driving whilst using a mobile phone
· Driving at excess speed
· Driving with excess alcohol

These areas were set about to ensure that the areas which contribute the most deaths on the road are targeted by officers.

By targeting these, it will help reduce the crime on the roads and most importantly deaths 

It is reported that 79% of disqualified drivers had criminal records, this shows that there is a pattern of behaviour that by policing the roads more robustly can help to disrupt more serious crimes that use the road network to operate. 

To assist with response policing, there are tools that are available to officers to help detect potential vehicles involved in crimes.

An example of this is the submission of intelligence.

Intelligence can be used in assistance to build a good investigative pattern into a behaviour of criminal activity. Whilst it does not provide a reason to perform a stop search on somebody or a reason to stop a vehicle it can be used in conversation with the individual to help establish reasons that comply within a stop search. 

For example 
In Abergavenny, there are many car parks in the area that have intelligence submitted that link it to drug dealing in the area. This has resulted in increased presence in these areas especially in the evenings, to combat this.

Accurate intelligence submission can help to provide officers of directive and area’s to focus their attentions, especially at a time when resource is so low and staff shortages.

As intelligence can become an important tool to policing if accurate and submitting correctly, We will use the National intelligence model (NIM)

The National Criminal Intelligence service states that ‘the model has been designed to impact at three levels of business: local, cross border and serious and organised crime:

● Level 1 – Local issues – usually the crimes, criminals and other problems affecting 
a basic command unit or small force area. The scope of the crimes will be wide ranging
from low value thefts to great seriousness such as murder. The handling of volume crime
will be a particular issue at this level
● Level 2 – Cross Border issues – usually the actions of a criminal or other specific 
problems affecting more than one basic command unit. Problems may affect a group 
of basic command units, neighbouring forces or a group of forces. Issues will 
be capable of resolution by Forces, perhaps with support from the National Crime
Squad, HM Customs and Excise, the National Criminal Intelligence Service or other
national resources. Key issues will be the identification of common problems, the
exchange of appropriate data and the provision of resources for the common good
● Level 3 – Serious and Organised Crime – usually operating on a national and 
international scale, requiring identification by proactive means and response primarily
through targeting operations by dedicated units and a preventative response 
on a national basis’
(National Crime Intelligence Service, 2000)

The national intelligence model is built up of a 3,5,2 grading system.

3 – This will determine if the source is either Reliable, Untested or Not Reliable
	An example of reliable would be CCTV
	An example of untested would be members of the public
An example of Not reliable would be intelligence submitted by someone with a history of making false claims.

5 – This will determine how the intelligence is known. It can be either Known directly, Known indirectly or corroborated, Known indirectly, Not known or suspected to be fake.

2 – This will determine how the collection will be distributed. Either Lawful sharing permitted or lawful sharing with conditions. 

By submitting intelligence, It is important we are keeping the informants details private. Under no circumstance should their name or details be given or how they cam about with the information. 

If Intelligence is used correctly or submitted correctly, we can help to disrupt criminal activity in a number of ways.

1) Intelligence locally – This intelligence can arise from an officer visiting a vulnerable person and from the incident receive some intelligence that they may be involved in a county lines operation. Through further intelligence or investigation could locate the criminals on a wider scale.

2) Word of Mouth – Locals may start to notice a specific vehicle or person  attending a property on a number occasions over a short space of time.

3) National – Intelligence may be received through Gravitas or other units where they have intelligence to suspect criminal activity


Automatic Number Plate Recognition (ANPR) technology 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 provides lines of enquiry and evidence in the investigation of crime and is used by LEA throughout England, Wales, Scotland and Northern Ireland
(NPCC 2020)

As ANPR is an intrusive part of intelligence there are many rules that have to be followed to ensure it is being used legally. ANPR is policed by two enforcements – 

· National ANPR Standards for Policing and Law Enforcement (NASPLE) 
· National Compliance and Audit Standards for Law Enforcement ANPR (Audit Standards)

There are certain rules that need to be followed as a result, Such as:
· ANPR can only be used for a legitimate policing purpose
· Only relevant staff can have access – this is only granted up 90 days
· Access can be granted up to a year by senior management

ANPR has many positives that has been helpful to the police which includes surveillance. Through the use of picturing systems. ANPR can identify vehicles that has been going at speeds. They are also able to identify accidents as/when they occur.
Another positive is that it has allowed police to identify stolen vehicles easier and track them as a result, meaning owners are more likely to retrieve their belongings. 

I have witnessed first-hand in my role how important intelligence can be to an officer, both in regards to roads policing and general aspects of crime. 

From the submission of intelligence I have found that prior to my attendance to calls, intelligence previously submitted such as ‘carries weapons’ or ‘dangerous dogs’ whilst on my way to a domestic incident for example, can help me to plan how I will approach the incident upon arrival. This can also help whilst on a pro-active patrol, I can request if there is any intelligence involved with a person or a vehicle, such as ‘suspected to be involved with drug dealing’

I have also found that the use of ANPR has been beneficial to me in my role, not necessarily specifically for roads policing, but also in regards to ongoing investigations for high risk domestic violence cases or high risk missing persons. The use of ANPR has allowed to have a better understanding on the direction of travel and where/when they were last.
From an investigative point of view ANPR can be used greatly to build a picture of a person’s travel. For example, being based in Monmouthshire, It is linked to many main roads and as a result travel between Birmingham, London and other main cities is common. 

These areas are renowned for being big within the drugs network and county lines. By using ANPR we can gain an advantage through cross border policing and aim to disrupt this at the earliest possibilities.

This in turn will help to create a safer environment for both vehicles and pedestrians on roads and also vulnerable people who can sometimes become involved with crime.














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

Drug Investigations

Intoxiliser Procedure 
	High 
8-10

Hospital Procedures 
	Low 
1-4 

Intoxiliser Procedure
	Med 
5-7 

Drug Investigations
	High 
8-10 
	I believe I have adapted my knowledge base quite dramatically since my independent patrol status. However, I do feel that by the end of my three year I would like to be more knowledgeable in the areas identified. My preferred long-term goal at the moment is via road policing, preferably traffic and whilst I am comfortable with general traffic scenarios, I feel if I expand by becoming more familiar with the intoxiliser procedure and thorough Drug swipe investigations or the testing of such Drugs.

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 

Taser/MOE Trained

XRY examinations
	High 
8-10 

Thorough Investigations
	Low 
1-4 
Taser/ Moe Trained

XRY examinations
	Med 
5-7 
Thorough Investigations

	High 
8-10 
	[bookmark: _GoBack] Whilst the skills listed aren’t necessarily essential to complete day to day policing, I feel by adding these options under my belt will help to enhance my progression. Being based in Monmouthshire I find it difficult to obtain an XRY when required so this would be helpful. 

I have listed thorough investigations as this is something, I feel I currently do okay with. It is not through a lack of wanting to achieve I feel sometimes I am unsure of where to go next with an investigation. This is something I will look to make progress with within 6 months 



	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

Case Files

Harassment Investigations

Mental Health Assessment
	Low 
1-4 
	Med 
5-7

Case Files

Harassment Investigations

Mental Health Services 
	High 
8-10 


	 Although at present I am comfortable with the scenarios on each, I am also aware that all are changing daily with the requirements of officers. I will aim to spend my own time to ensure I am up to date with relevant training as well as actively checking for updated legal notices of each.



 
 


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:  _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ (Learner – electronic signature accepted.) 
 
Date: _19/07/2021 _ 


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.

[image: ]
image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%





image2.png




image3.png




image4.png




image5.png




image6.emf
Organisational   Culture   -   What is Organizational Culture?  -   Definition & Characteristics  -   Video &  Lesson Transcript | Study.com   The  Cultural Web  -   Th e Cultural Web  -   Strategy Tools from MindTools.com   The National Decision Model  -   National Decision Model (college.police.uk)   PNC  -   What is the Police National Computer (PNC)? | Police Caution Removal Solicitors  (policecautions.uk)   Children Management  -   Conflict management skills | College of Policing   T eam Cohesion  -   High Performance Teams: How to Create Team Cohesiveness  -   Getting People Right   Team Dynamics  -   Defini tion of Team Dynamics (teamtechnology.co.uk)   Tuckmans Theory  -   xforming - storming - norming - performing.jpg.pagespeed.ic.Tyo1A9cQb4.jpg  (466×298) (project - management - skills.com)   What is leadership  -   Leadership: What Is It? (thebalancesmb.com)   Action Centred leadership  -   Action - Centered - Leadership.jpg (1140×6 41) (northpoint - training.com)   Roads Pol icing  Constable  -   Roads Policing Constable  -   College of Policing   Evolution of Cars  -   Evolu tion of car safety features | AA (theaa.com)   Road  Death Statistics  -   Roads polic ing: Not optional  –   An inspection of roads policing in England  and Wales (justiceinspectorates.gov.uk)   NPCC  -   The National Police Chiefs Council (NPCC)   NIM   -   National Intelligence Model.pdf (intelligenceanalysis.net)   ANPR  -   ANPR (npcc.police.uk)  


