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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

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

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


1250 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

The organisational culture within policing has had both a negative and positive effect on my wellbeing and resilience. The change from my previous job to my current role has been significant. My previous role was significantly less regimented and was not a ‘disciplined’ organisation. The consequences of policing are also significantly more serious than my previous role and as such this brings an enormous level of responsibility and the stress that goes along with that, prior to independent patrol status this was negated somewhat by the presence of your tutor who was there to guide you and was a safety net. Now that this has been taken away and there is an expectation from your supervisor and colleagues that you can effectively and efficiently work independently, sometimes going entire shifts on your own, this brings with it a lot of stress and a risk of compromising values, especially in high pressure situations where there is always the temptation to find the ‘easy way out’ of a situation which may not necessarily be the correct or moral decision. These negatives have been negated for the most part by the organisational culture I have found within my team, everyone I work with has been incredibly helpful from day one, and as a team that is relatively young in service there is very little in the way of ‘old fashioned policing’ and few bad habits, as such retaining my own personal values has not been an issue that I have experienced. 

The risks involved with conforming with organisational culture involve compromising on your own values, whilst the overarching values of the police (enshrined in the code of ethics) closely match those of most moral people (accountability, integrity, openness, fairness, leadership, respect, honesty, objectivity, selflessness (Police.uk, 2021)) this is not always reflected in the ‘real world’ for both practical and morally ambiguous reasons. Old habits from years of working a certain way, formerly acceptable practices and cutting corners from apathy can become part of the culture at the micro level. This unfortunately is the culture level most people experience in their day to day and as such can be the culture that they then conform to. A desire to fit in to a new team can lead to a compromising of values and the establishment of negative habits and behaviours. The effects of a negative organisational culture can include: Poor internal communication throughout the organisation, micromanagement putting employees under unnecessary stress a lowering the quality of their work, unhealthy competition which can quickly get out of hand and result in compromised values, bad habits as previously mentioned, a lack of empathy which can translate to the same being shown to the public and lastly poor leadership and future management, if the culture is not correct on the bottom rung of the ladder then as people climb the ladder they’ll take their culture with them (Houston Chronicle, 2013).


The strategies I use for maintaining my wellbeing and resilience have become more important since achieving independent patrol status, the added stress of shift work, an ever-increasing workload, low staffing levels, policing during a pandemic, working towards a degree alongside a full-time job where conflict, emotionally difficult and high stress situations are the norm all make effective strategies essential.

I have maintained throughout my time in training and through my tutorship an exercise regimen and have to the best of my ability and time willing maintained this on gaining independent patrol status. I luckily have access to a gym at my station and have made full use of this. The effect of exercise on wellbeing and resilience is well documented. A study by Paluska and Schwenk resulted in five conclusions, the first being that regular physical activity can play an important part in lifting the symptoms of depression and anxiety. The second conclusion was that the symptoms of depression and anxiety are affected equally by both aerobic exercise and also strength/flexibility exercises. The third conclusion was that the act of exercising seemed to be more effecting at improving mental health and lifting a person’s mood than increasing fitness levels i.e., just the act of exercising was sufficient. The fourth conclusion reached was that the physical activity appeared to be just as effective as psychotherapy when it came to treating mild to moderate symptoms of depression and anxiety. The final conclusion was that those that have been diagnosed with severe clinical depression or with a need for psychological care found the greatest benefit and improvement of symptoms following ain increased level of exercise/physical activity.  (Paluska and Schwenk, 2000)’


I have also attempted to maintain a regular eating schedule by limiting the amount I eat whilst on a night shift and trying to avoid caffeinated drinks as much as possible (sometimes impossible whilst interviewing a suspect at 3am). This is in order to avoid a circadian rhythm disorder which occur when the biological clock does not match with daily activities. The body aligns this rhythm with certain cues including how light or dark it is, when you are physically active and when you are eating.
A person with a job that consisted solely of night shifts would find their circadian rhythm adjust to suit their sleep-wake cycle however as my shift pattern is not consistent the rhythm is not able to adjust and can cause circadian rhythm disorders. Symptoms of this include insomnia, tiredness, decreased alertness, issues with memory and decision making (National Institute of Health, 2019).

Another strategy I use to help combat these issues is ensuring I have enough sleep, especially after a night shift, the temptation to get up after only a few hours is strong as you feel like you are wasting the day, especially as of the four rest days we have the first follows a night shift and so you can waste an entire precious rest day sleeping, which in turn affects the rest as you are awake late into the night following a full day of sleep. I have compromised by waking at lunchtime which I have found (so far) to be a good balance between getting the sleep I need without losing the day, which would equally have a negative effect on my wellbeing.

The final and possibly most important strategy I employ is black humour. Whilst this may seem callous or inappropriate it is a genuine coping strategy utilised by individuals dealing with traumatic incidents which by default includes those in the emergency services. A paper by Sarah Christopher written for student paramedics experiencing the black humour of their more experienced colleagues stated that the black humour used can act as a tension release and a coping mechanism for many emergency services personnel and that this unique brand of humour may initially be a culture shock to new students, Christopher also wrote that the level of black humour used was influenced by the use’s personal previous experience and that the humour can be passed on to new personnel informally from the more experienced personnel. Christopher finished by writing that humour has also been found to be an invaluable coping mechanism for many patients. (Christopher, 2015)

In conclusion I have found that organisational culture, both the acceptable and not so acceptable forms have had both a negative and positive effect on my wellbeing and resilience and that I have had to develop and expand on my coping mechanism in order to manage my wellbeing.
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Task 2

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

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

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

1750 words (+/- 10%: include your actual word count at the end of each section)





ANSWER:

The incident I have chosen as an example for this question involving two domestic incidents between a mother and a daughter over the course of two weeks. 

The initial call came through as a domestic incident between the two, called in by the mother stating that she needed help as her daughter was being very aggressive and argumentative, nothing physical was disclosed however when checks were made on the address and those involved an extensive history of similar incidents was found. It was at this point that the National Decision Model (NDM) was first used.
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(College of Policing, 2013)






The model has five elements to it each linking back to the code of ethics. Starting with ‘Gather Information and Intelligence’.
In this incident the information and intelligence came from the initial call detailing what was happening and also came from the previous history checks completed on the address and both parties involved. The report from the mother stated that her daughter was acting in an aggressive and intimidating manner and that she could no longer cope with what was happening. The address/persons checks were requested from the force control room and the information passed back revealed a history of similar incidences between the pair.

The second element is ‘Assess Threat and Risk and Develop a Working Strategy’. 
This includes an assessment of officer safety, victim safety, public safety etc. and is initially influenced by the call and checks performed. In this incident there was a risk to the mother disclosed via the phone-call as well as the domestic history that had been passed to us from the control room, the incident was occurring within the address and no other people were mentioned so the risk to other members public was low and as no warnings or markers were present, other than those concerning domestic abuse, the risk to officers was also relatively low,  however due to the changeable nature of calls and often volatile nature of domestic incidents it was decided to attend double crewed with a female officer accompanying, this was influenced by the fact that both parties were female and close contact/searches etc. may be necessary. The initial working strategy developed was mainly influenced by previous attendance to similar calls, this was down to the limited information and intelligence we had at this initial stage and as such was quite basic, attend, separate both parties, ascertain what had happened and deal. 

The third element is ‘Consider Powers and Policy’. 
The domestic policy for Gwent Police is to take ‘positive action’ for all incidents and is guided by the College of Policing’s authorised professional practice guidance (College of Policing, 2015). In brief Gwent’s policy acknowledges the seriousness of domestic abuse and makes it a priority, the importance of early positive intervention, the importance of ethical treatment of all parties involved, that the level of action taken is based on intelligence and is influenced by previous history, risk assessments and the judgment of attending officers. The other powers that are taken into consideration in most incidences are the powers of arrest and powers of entry granted under the Police and Criminal Evidence Act (PACE), these are always considered in domestic incidences to ensure the safety of the victim, in this case when no offences had yet been disclosed, I considered arresting to prevent a breach of the peace if necessary. Body worn video can also be used to capture anything evidential and was activated in this case.

The fourth element is ‘Identify Options and Contingencies’
Based on the information our initial options and contingencies were generic for this sort of incident and included consideration for method of entry officers, additional officers for support, assistance from the mental health team in the force control room, ambulance, these options, especially the mental health team consideration, were reinforced as we were en-route due to new information received that the daughter suffered with her mental health although it was unknown exactly how this manifested.

The fifth element is ‘Take Action and Review What Happened’. 
The initial action being attending the address. On attending we have activated our body worn cameras and entered the property after being let in by the mother. The mother was an elderly woman who was a full-time carer for her adult daughter who was sitting on the sofa in the living room and appeared very calm. Both parties have been separated and spoken with by officers. I have spoken with the mother who has disclosed that she was a full time carer for her adult daughter who was a diagnosed schizophrenic and alcoholic. The daughter had been drinking heavily the previous night and had neglected to take her prescribed medication and as a result had become extremely irate and aggressive the morning after, the mother had felt sufficiently threatened by her to contact the police, however before officer attendance she had managed to convince her daughter to take her medication, and this had had a significant effect on her, and she had calmed down completely and was no longer acting in an aggressive manner.

It is at this point that I have used the NDM again. The new information to be added at the first stage included the mental health aspect of the incident, the threat that the mother had felt under despite nothing physical having taken place and the fact that the daughter had now taken her medication which had taken effect. 

As I only had information, I had concerning the daughter and her condition came from the mother I decided to contact the mental health team in the force control room in order to gain as much information as possible, what I received back confirmed what I had been told, that the daughter was diagnosed schizophrenic.

Returning to the second stage of the NDM I again assessed the risk and developed a working strategy, with the daughter now properly medicated the risk to the mother appeared to have abated and on speaking with her she insisted that everything was now fine and that she felt bad that she had contacted us, she stated that her daughter’s aggressive behaviour only happened when she did not take her medication. 
The working strategy I considered at this stage was to leave the daughter at the address in the care of the mother, I first asked the mother what her desired outcome from this situation would be and she reinforced my consideration by insisting that her daughter remained and that she had nowhere else to go as she had behaved like this with other people who would no longer have her at their houses.

I again considered the Gwent Police policy of positive action when it comes to domestic issues however the fact that the daughter was calm inside the address, no offences had been disclosed and the mother did not fear any violence there were insufficient grounds for arrest. Detaining the daughter under section 136 of the mental health act was also not an option as she was not in a public place and did not need immediate help (legislation.gov.uk, 2017). 

I was not, however, happy to leave the mother on her own with the daughter and so a neighbour was spoken to who agreed to stay at the address overnight and an appointment made with the daughter’s local doctor for the following morning to reassess. I also completed and submitted a public protection notification referral (PPN) and a DASH (domestic abuse risk assessment) which was submitted to social services in the hope that more support could be found for the mother and daughter. PPN’s are submitted in every incident that involves a vulnerable person, i.e. someone that is at risk of harm and/or abuse because of mental health problems, physical problems, financial problems, any protected characteristics etc. (National Health Service, 2014), and includes the details of those involved as well as a brief account of the circumstances, risks/strengths of the situation, what support is needed/requested as well as the thoughts and opinions of the officer that attended. Similarly a DASH is used in any situation involving domestic abuse in conjunction with a PPN and involves additional questions to be added to the PPN relating specifically to the domestic abuse elements of the incident.

Officers then left the scene after safeguarding the mother and advising her to recontact us immediately if anything else happened.

The ethical elements of the situation that effected my decision making included:

1. The mental health issues with the daughter which made me very reluctant to have to use my powers of arrest and which had to be taken into account when considering her behaviour.
2. The age/frailty of the mother, her vulnerability was a big factor in ensuring that the neighbour stayed the night as she would have been at considerable risk had her daughter relapsed into her pre medicated behaviour.

I believe at the time that I made the correct decisions which produced the best outcome for all involved, the mother was safeguarded and with the appointment made with the GP and the referral to social services both mother and daughter would hopefully receive the support they needed.
The consequences of my decision however became apparent when I was dispatched less than a week later to the same address for exactly the same reason. The daughter had again not taken her medication and become aggressive towards her mother.
I again attended to find that, as opposed to the previous incident, the daughter had not taken her medication prior to our arrival and instead drunk half a bottle of vodka. The decision this time was to arrest in order to prevent a breach of the peace. This was done to protect the mother from harm. I again completed and submitted a PPN and DASH in the hope that this will reinforce any consideration for support being made.

In conclusion I found that even with all of the information I had available to me and with the best intentions it is still not always possible to make decisions that result in a positive outcome for everyone involved, despite making what I felt at the time to be ethical decisions I was limited by my powers with what I could do to help, as I previously mentioned the daughter was not in a public place and had calmed after taking her medication prior to my arrival and so I could not utilise my powers under the mental health act and as no offences had been disclosed or were apparent I did not have sufficient grounds to arrest. Again, as mentioned, during the second incident, this was not the case and more positive action was taken however my concern was that there was a week in between these incidences whereby something could have happened with far more serious consequences. In future I think it would be beneficial for me to consult more with colleagues in the hope that a solution that I had not thought of, or did not know was available to me, is presented.
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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).


1750 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:


There are several different theories of team dynamics and I shall look at these and evaluate how well they perform or fit when developing team cohesion. The first theory I am going to look at will be Belbin’s theory on team dynamics. This theory proposes that for a team to be successful then each one of nine categories needs to be filled (one person can fill multiple roles) (Belbin, 2022). These roles are: Shaper, Coordinator, Plant, Resource Investigator, Monitor evaluator, Specialist, Team worker, Implementer and Complete Finisher. These roles all have different characteristics that, in theory, complement each other and together form a cohesive and effective team. This also implies that without these roles then the team will be less cohesive and less successful (Imperial College London, n.d.)
Each role has a very specific set of characteristics as shown in the image below:
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(PrePearl Training Development, 2016)

Belbin also stated that the optimum team size is 6 and that any more than this creates a group as opposed to a team as members will not work closely enough together and can tend to become lazy (Moga, 2017).

In practice however I have found Belbin’s theory to be unrealistic and difficult to achieve especially when it comes to response policing. Response policing by its very nature is reactionary and people often have to work a problem or task individually from start to finish, this can be down to several factors, from staffing levels and the sheer number of calls to the organisational culture of working on your own and only ‘double crewing’ on night shifts. Officers can go entire shifts without interacting with colleagues and so have to rely on themselves fulfilling all 9 roles of Belbin’s theory. Another criticism of the theory when looked at through a policing lens is the allowable weaknesses of the roles. The weaknesses for the resource investigator, shaper and team-worker for example include ‘loses interest once initial enthusiasm has passed, prone to provocation and indecisive in crunch situations/avoids confrontation’. Whilst these may be acceptable or allowable in other roles, they are fundamentally opposed to what is required of a police officer as detailed in Capps’ ‘Characteristics of an Ideal Police Officer’ an officers needs to show initiative, knowledge, sense of ethics, respect, good communication skills, common sense, civility, have a service mentality, humility, controlled temper and a thirst for knowledge (Law Enforcement Bulletin, 2017).

Tuckmans theory differs to Belbins in that it states that teams don’t start fully formed and ready to go (as long as the 9 roles are fulfilled). Instead, Tuckman theorises that teams go through 4 stages before becoming an efficient, effective and cohesive unit (Lumen, 2014). These 4 stages are Forming Storming Norming and Performing (before adjourning) as illustrated below:
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(Net Solution for Business, 2018)

I have found this theory to more accurately reflect my experience within a team. When an officer or indeed any worker joins a new team, they are a stranger, and it can take time to establish themselves within that team and learn to work effectively. This, however, is sometime not possible due to interpersonal conflict.

Inter-personal conflict is to be expected in most workplaces and especially in a workplace that can be highly stressful or challenging. Conflict is not always a negative thing when managed correctly and can lead to productive or surprising results. When poorly managed however it can be detrimental and negatively affect the entire team.
There can be several causes of inter-personal conflict within a team, simple personality differences in value and a lack of communication (for example officers being assigned additional work without being informed or consulted) can all lead to inter-personal conflict. This conflict can be separated into four types (Indeed Career Guide, 2021).
Policy-related interpersonal conflict can be defined as parties wanting separate things and being unable to compromise or come to some sort of agreement, for example on a team task one half of the group wants to tackle the problem via solution A whilst the other half wants to use solution B and neither side is willing to back down (Indeed Career Guide, 2021).

Pseudo-conflict is caused when two parties don’t see eye to eye on a task, however this often-minor disagreement is not the cause of the conflict and hides the true root of the issue (Indeed Career Guide, 2021).

Value-related interpersonal conflicts occur when two people have differing values when it comes to the work. This often presents as parties just being stubborn or argumentative however this can mask fundamental value differences, a simple example of this is one person tends to take their work home with them and remains available 24/7 whereas another person believes in a strong separation between work life and home life. This type of interpersonal conflict is often difficult to solve as people are typically unwilling to compromise on their values (Indeed Career Guide, 2021).

The fourth type of interpersonal conflict is the ego-related conflict. This is where the person’s pride is on the line and can be as a result of several prior conflicts or clashes that have gone unresolved. An example of this is a perceived favouritism towards one employee from a line manager causing resentment and leading to conflict each time this is a factor (Indeed Career Guide, 2021).

These different types of conflict then lead to unproductive behaviour within a team such as ‘hitchhiking’, which is not contributing to the team, ‘hijacking’ which is taking charge of the team or ‘isolating’ which is leaving the team completely (Last, 2019).

To deal with conflict there are a few strategies that can be employed to both prevent and manage it.
Treating all members of a team equally and respectfully and setting the correct tone, active listening by allowing everyone to voice their opinions without interrupting even if you do not agree with what is being said and considering what is being said before responding, this is important in order that the point of view of the speaker is properly understood, as well as the point of view of the person their needs, concerns, difficulties and pain in the current situation can then be understood as well as your own which all aids in understanding perspective (Coleman et al, 2014). Attempting to solve conflicts whilst they are still small is also an effective strategy to dealing with conflict, as previously mentioned pseudo-conflict is often caused by several small conflicts being left to simmer and tackling these before they manifest can make them easier to deal with (Bao et al., 2016).
In Technical Writing Essentials Susan Last provides us with seven approaches to dealing with conflict. These are firstly to acknowledge, understand and value the diversity in a team, to recognise the different strengths and weaknesses of team members and to do the same with your own strengths and weaknesses in an effort to prevent conflict arising in the first place. The second approach is to make sure that any issues are dealt with a team and not break a team up into smaller sub teams in an attempt to separate problem members. Thirdly it is important not to ignore any problems or conflict and to deal with them head on by communicating any issues directly with the team as a whole. The fourth part of the approach is summarised by the phrase ‘’Don’t sweat the small stuff’’. This phrase is used to highlight the importance of compromise in certain situations mainly when the differences are minor and don’t have a significant effect on the team or project. The fifth approach links in with the fourth and tells us to keep in mind that compromise is not always the best solution to a problem, and it is important to be a strong but diplomatic champion of what we consider to be the best approach to a problem or task. The sixth approach is to separate the problem from the team member/s. This is meant to highlight the importance of focusing on the current issue and not dwell on past actions of the team member/s or any consequences of those actions. The seventh and final approach is to focus on what is in the best interest of the team as a whole and not just those of the individual, this could include playing devil’s advocate or a debate on both sides of a position in an objective way. (Last, 2019)             
  
Certain problems can arise within the police service when the values of the team do not align with the values of the force i.e., the code of ethics, policy, procedure, protocol and legislation) especially when a new team member joins the team.

The Code of Ethics followed by all members of and at the core of all aspects of Gwent Police are enshrined in nine values: accountability, integrity, openness, fairness, leadership, respect, honesty, objectivity and selflessness (Police.uk, 2021). Teams can become entrenched in their habits, and as policing culture is dynamic and changes quickly and the training and culture that an officer received and was steeped in is very different to the training and culture of today, whilst a broad knowledge base, background, experience etc. are things to be valued within a team the nature of policing is such that 6 months of classroom learning and 3 months with a tutor barely scratches the surface of what an officer needs to know. So, from where does a new officer gain this? Their new colleagues. Speaking from experience I can say that I have relied heavily on my colleagues, especially within the first few months, to fill the gaps in my knowledge and lack of experience. Where this is a negative is if the values of the team do not align with the organisational values. If members of the team cut corners, turn a blind eye, don’t do things ‘by the book’, then that is what is learnt by the new member of the team. These habits can become entrenched, and the more time spent within the team then the more loyal to that team they become, the more loyal the more likely they are to go along with everyone else and less likely they are to challenge behaviours which do not align with force values or that go against policy, procedure, protocol, and legislation. And then the next new member joins the team, and the cycle begins again.
Word Count: 1725


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

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

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

1750 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

Intelligence led policing is a model which is used to prevent, reduce, and disrupt all levels of crime. intelligence is information that has been assessed for reliability and relevance and is used at strategic, tactical, and operational levels. This information is gathered and from multiple sources ranging from social media and members of the public reporting directly to undercover officers and international law partners (National Crime Agency, 2021).

Effective policing of the roads can be a very effective tool when attempting to disrupt criminal activity and especially important when dealing with more serious crimes such as drug offences, child sexual and criminal exploitation, ‘county lines’ and other serious organised crime. These criminal activities often rely heavily on the road network, for example trafficking drugs from one are to the next, and this provides opportunities for police to use their roads policing power to disrupt this serious criminal activity by denying them the free use of the roads.

There are several tools and tactics that can be employed by roads police as well as partner agencies to disrupt criminals and these all rely on intelligence.  Detailed and accurate intelligence is key to providing an accurate target for roads policing and as previously mentioned is gathered from multiple sources, allowing officers to efficiently employ tactics such as high visibility patrols, unmarked vehicles at strategic locations, use of technologies all contribute to making the road network untenable for criminal use (Cheshire Constabulary, 2015).

Practical tactics can include disrupting routine journeys, by utilising information and intelligence officers can identify which routes are used by criminals for their activities, these routes can be chosen for any number of reasons, to avoid CCTV, to avoid police patrols or simply because it is an area that is well known to them. By changing patrol routes to cover these areas or by erecting a CCTV/ANPR camera then this can force criminals to change their routine potentially to areas better covered by cameras etc. for evidence gathering purposes or just to force them into making a mistake

A case study from the ‘WhatWorks’ serious organised crime menu of tactics shows how by simply interfering with a specific route criminal activity was disrupted. By focusing their policing activities in a particular area this influenced criminal behaviour, comparable to using over patrols in an area known for antisocial behaviour to discourage such behaviour, focusing on a particular route forced the criminal to consider alternative routes in the hope that this would then drive them to use a route that was better suited for policing purposes, such as intelligence gathering. The example used in the case study was the erection of an ANPR camera on a rural road often used by criminals due to its remote location and low levels of police activity, the result of this was the immediate change of routes by the criminal group into a more populated and policed area further resulting in more stops and wider intelligence picture (College of Policing, 2021).

Officers have a number of powers that can be utilised to stop vehicles as required:
· Section 163 of the Road Traffic Act 1988
· Section 4 of the Police and Criminal Evidence Act 
· Section 60 of the Criminal Justice and Public Order 
· Section 43, section 44 and section 45 of the Terrorism Act 
Officers also have powers to seize vehicle:
· Road Traffic Act 1988 (Retention and Disposal of Seized Motor Vehicles) Regulations 2008 allows the police to charge the driver if the vehicle is to be removed and retained under section 165A of the Road Traffic Act 1988 (power to seize vehicles driven without licence or insurance).
· Section 59 of the Police Reform Act 2002 
· Section 34B of the Environmental Protection Act 1990 
· Sections 173 to 175 of the Transport Act 
· Section 41 of the Police Reform Act.
· Section 64 of the Criminal Justice and Public Order Act 
· Section 45 of the Proceeds of Crime Act 
· Section 19 of the Police and Criminal Evidence Act 1984 (PACE)
· Section 25d of the Immigration Act 
(College of Policing, 2019)
These powers combined can be very effective for disrupting serious criminal activity when combined with information and intelligence, for example if information is received that a vehicle is transporting drugs from one location to another then this can be passed to roads police and the vehicle can be stopped before it reaches its destination and the drugs are lost to the dealer’s network, the vehicle can be searched and seized, and the driver and any passengers can be arrested. This disrupts the criminal activity in several ways. The loss of the drugs, potentially worth a large amount of money, the loss of the vehicle (which means a new vehicle must be sourced, providing further intelligence gathering opportunities), loss of cash from the sale of drugs, and more importantly the consequences for the driver and potential passengers. For more serious offences these people can then be arrested and dealt with but even more minor traffic offences can disrupt more serious offences, driving licence interventions can be very effective if a driver accumulates enough points for minor offences then they will be disqualified from driving and necessitate locating/recruiting a new driver for the illicit activities which again provide more opportunities for information and intelligence gathering and further disruptions to the criminal network.

This scenario can be assisted and made possible/easier with the use of technology that provides officers with the information and intelligence needed. These range from the roadside breathalysers and drugs wipes up to the more sophisticated facial recognition technology and ANPR (Automatic Number Plate Recognition).	

ANPR is a valuable tool for disrupting criminal activity throughout the country. It is a system of cameras which, as a vehicle drives by, reads the registration number of that vehicle, and checks this against a database of vehicle of interest. Even if the vehicle is not currently of interest the registration is stored for future investigative purposes should the need arise, this is stored for one year. There are currently 13,000 cameras in use which provide 55 million records daily. These cameras can be mounted withing police vehicles and are also at fixed locations, often chosen specifically to disrupt criminality on that route (Police.uk, 2021), as well as locations such as garage forecourts and car parks.
The data gathered from the ANPR cameras is crosschecked with the Police National Computer and as such can assist in the disruption of criminal activity by helping to build a picture of activity. If an officer has reason to believe that a vehicle is being used for criminal activity, be it from first-hand experience of that vehicle or from another information source then a ‘flag’ can be place on that vehicle, this will then show when that vehicle is scanned by an ANPR camera and action can be taken. The other benefit of this system is this it does not matter where in the country that vehicle is scanned. The information and intelligence gathered by one force applies across all forces and a vehicle known for drug running and flagged as such in Newcastle (for example) can be spotted by an ANPR camera mounted on a traffic vehicle in Cardiff and the alarm raised for that officer. This is especially important for roads policing as vehicles can cross from one force area to another very quickly.

Another case study from the ‘WhatWorks’ serious organised crime menu of tactics highlights how effective ANPR can be, following a series of armed robberies that had been committed using a vehicle that was utilising a number of false license plates ANPR was utilised. A vehicle was spotted by ANPR that drove in convoy with the offending vehicle when these robberies took place. This vehicle was identified and being used and owned by a member of the organised crime group thought to be responsible for the robberies and was being used to coordinate. This individual was arrested following the investigation and other members of the organised crime group were also arrested, this may not have been possible without the use of ANPR (College of Policing, 2021).

An example from Gwent Police of the effective use of ANPR when disrupting criminal activity on the roads is ‘Operation Utah’. This operation between Gwent Police and a range of partner agencies, such as Caerphilly Council Taxi Licensing, and the Driver and Vehicle standards Agency (DVSA), focussed on criminals using the road and utilised ANPR cameras, both static and mobile. 56 vehicles were stopped during this operation resulting in the issuing of 22 traffic offence reports (TOR) for various offences such no insurance, no licence, no MOT, vehicle defects etc. 28 vehicles were immediately seized until these defects were rectified, 11 vehicles were seized due to no valid insurance or licence, 3 seized due to no valid tax and 1 was seized due to it being in a dangerous condition. A company was also reported for investigation by the DVSA for operating without a license (Road Safety Wales, 2018)

My conclusions drawn from this are that the powers that the police have and the information and intelligence that is available and is assisted by technologies, such as ANPR, can be an invaluable tool in the fight against criminal activity on the roads, and that this can have a significant effect on the more serious crimes. ANPR in particular can be powerful due to its ‘always on’ capabilities which means that a constant stream of information and intelligence is available to officers and can help provide a much wider picture of a criminal groups activities which can be accessed and shared in real time.  By continuing to disrupt and deny the road network to criminal activity this continues to make it more and more difficult for crime groups to operate.
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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 
 
 Less common offences that are rarely encountered
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I have sometimes needed to defer to colleagues when considering what offences are present and/or suitable for a certain situation and this needs work on, there are also things that we were not taught whilst in training and that need learning from scratch.

To develop this I will utilise SMART.
S – study these less common offences that I am expected to deal with.
M – I will measure this by speaking with colleagues/supervisor for feedback in my knowledge
A – My exposure level to these less common offences should be sufficient for this goal to be achievable. I have also ordered a PNLD definitions booklet to assist with this.
R – this goal is relevant as I will encounter these offences throughout my career
T – I will ask for feedback from colleagues in 2 months time


	SKILLS 
 
 
 Prisoner managment
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I have found that the skills I learnt in training have not necessarily been reflected in the day to day situations I have encountered and as a result certain skills I have not used since training will need to be maintained/practiced. 

S- To gain improved prisoner handling skills
M – I will measure this by speaking with colleagues/supervisor for feedback on my skill level
A- I recently completed an attachment in custody and volunteer for any future prisoner handling tasks in the near future
R- This is relevant as, although I don’t work in custody regularly, I am often tasked with dealing with prisoners both in and out of custody.
T – I will ask for feedback from colleagues in 2 months time


	EXPERIENCE 
 
 
 
 Searches
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 I have gained a lot of experience in certain elements of police work, namely the day to day activities, and the more common incidents that we attend. Conversely there are some elements of the job that I have had no experience in since leaving training/tutoring. In order to develop this, believe I need to seek out these experiences as much as I can, time and workload allowing.

S- My specific goal is to complete as many vehicle and house searches as possible
M – I will measure this by speaking with colleagues/supervisor for feedback on my experience level
A – To achieve this is will volunteer as much as possible to assist in any searches that are relevant
R – This is relevant as searching can be a vital part of an investigation and as the beginning in the chain of evidence needs to be done properly
T – I will ask for feedback from those leading the search after each search.
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Team Role

Plant @

Contribution

Creative, imaginative, free-thinking.
Generates ideas and solves difficult
problems.

Ignores incidentals. Too
preoccupied to communicate
effectively.

Resource
Investigator

Outgoing, enthusiastic.
communicative. Explores
opportunities and develops
contacts.

Over-optimistic. Loses
interest once intial
enthusiasm has passed.

Co-ordinator ﬁ

Mature, confident, identifies talent.
Clarifies goals. Delegates.
effectively.

Can be seen as manipulative.
Offloads own share of
the work.

Shaper

Challenging, dynamic, thrives on
pressure. Has the drive and
courage to overcome obstacles.

Prone to provocation.
Offends people’s feelings.

Monitor
©@
Baator (D)

Sober, strategic and discerning
Sees all options and judges
accurately.

Lacks drive and ability
tonspire others. Can be
overly critical

Co-operative, perceptive
and diplomatic. Listens and
averts friction.

Indecisive in crunch situations.
Avoids confrontation.

Practical, reliable, efficient. Turns
a5 into actions and organises
work that needs to be done.

Somewhat inflexible. Slow to
respond to new possibilities.

Completer
Finisher

Painstaking, conscientious, anxious.
Searches out errors. Polishes
and perfects.

Inclined to worry unduly.
Reluctant to delegate.

Specialist ’6
\J

Single-minded, self-starting,
dedicated. Provides knowledge
and skills in rare supply.

Contributes only on a narrow
front. Dwells on technicalities.
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