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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:

During this essay I will attempt to reflect on the impact that police organisation culture has had on my wellbeing and resilience since achieving independent patrol status, discussing organisation change and retaining personal values. I will consider the risks of conforming to organisational culture and illustrate my strategies for maintaining wellbeing and resilience whilst working as a police constable. 

Since achieving independent patrol status as a newly appointed police constable, I believe that there is an increased pressure to ‘do the right thing’ and make correct decisions when dealing with incidents. As part of the organisational culture of policing, discretion plays a significant role when deciding whether to invoke the law. Although I am grateful to have a supportive shift sergeant and understanding team mates, there is sometimes an overwhelming expectation of ‘you should know what you are doing’, even when dealing with an incident that I have not previously encountered. I must highlight that this may just be a psychological thought from my own perspective as opposed to facts, however it could also be a part of the organisational culture of the police and the growing need to prove that I am a competent Police Constable. 

A strategy for maintaining my wellbeing and resilience in relation to this is simply, talking. By expressing my concerns to my shift sergeant and team mates, it helps to alleviate stress if I feel that I am unable to cope with a specific task without additional support, as said support can then be implemented as a result. Also, talking to another member of my team about a task at hand has helped me to see things from a different perspective. This is echoed by  Pennebaker, Kiecolt-Glaser, & Glaser, 1988 ‘Studies have shown that simply talking about our problems and sharing our negative emotions with someone we trust can be profoundly healing—reducing stress, strengthening our immune system, and reducing physical and emotional distress’ (Psychology Today). 

Organisational culture is defined as an organization's expectations, experiences, philosophy, and values that hold it together, and is expressed in its self-image, inner workings, interactions with the outside world, and future expectations. It is based on shared attitudes, beliefs, customs, and written and unwritten rules that have been developed over time and are considered valid (Business Dictionary). In addition to the Code of Ethics, which sets out a baseline of expected standards that all police staff are required to abide by, as stated above there are various ‘unwritten rules’ that have been developed over time in the police force which are seen as ‘part of the job’. Within the police force, this is also known as ‘cop culture’.

Thus far, my experience of cop culture has been largely positive as it relates to the banter that comes with the job, such as the unwritten rule that new probationers should make the tea for the shift. Upon reflection, this element of organisational culture has not impacted on my wellbeing, as I am happy to make the tea for the shift as I see it as more of a ‘rite of passage’ and a means of gaining acceptance from my team mates. It has not added any stress to my daily working life and I take it as light hearted humour and something that everyone on my shift has done at some point. Other positive elements that I have witnessed are those of camaraderie and solidarity. An example of this is when I have attended a call shortly before I was due to finish my tour of duty, and all team mates have stayed behind and offered their help to ensure that the task at hand was completed as quickly as possible, so we could all go home together and finish on time. 

However, not all aspects of ‘cop culture’ are as positive and light hearted. Research into police culture suggests that there is a darker side to policing, involving aspects such as institutional racism and strong masculine pride, as stated by Robert Reiner, 1992. Reiner argued that there were several characteristics of ‘cop culture’, with racial prejudice and ‘machismo’ being two elements that surround it (The politics of the police, 1992). There are many risks to conforming to these concepts of organisational culture, most prominent would be breaching the Code of Ethics. By partaking in racist behaviour, you are not only defying key policing principles of treating people with fairness and respect but also breaching professional standards of equality and diversity. 

This could result in disciplinary action being taken by the professional standards department and could be damaging to your career, and could also be detrimental to any relationships with fellow colleagues, especially if they are from an ethnic background. This is reinforced by Professor Simon Holdaway, who has interviewed many black officers in England. A black constable stated ‘I was sitting in the back of the police van and the two white officers next to me started talking about some `wogs' and `coons' and how they probably robbed a bank to pay for their cars. It was if I was invisible" (Canteen Culture: The Language Of Bigotry, 2020). If a colleague was made to feel this way after being subjected to this behaviour, how may those individuals feel that the officers were making reference to if they heard the language being used? This emphasizes another risk of conforming to this aspect of organisational culture, being the detriment of relationships between the public and the police.  

Though I have not experienced any institutional racism during my time in the police force, I have been subject to racist abuse from a member of the public. The abuse lasted for around 15 minutes, and while I would like to think of myself as thick skinned, I was in disbelief that I was being targeted in that manner. There is a stigma in the police force to ‘be strong’ and brush it off, or you could be seen as weak, which is resonated by Reiner’s characteristic of machismo. Despite this, I spoke with my colleagues and they encouraged me to submit a statement, detailing the tirade of abuse. This reinforces my strategy of maintaining wellbeing and resilience, as by talking with my peers I was able to vent my emotions and strive to achieve the best possible outcome. In this instance, the risk of conforming to the cop culture of machismo could have had an impact on my mental health and self-esteem should I have not spoken with my colleagues. 

Word count (1078) 




















30

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:

This essay is going to discuss an incident that I attended whilst on duty as a police constable. I will reflect on how I made decisions in complex and unpredictable circumstances using a dynamic risk assessment, referencing the National Decision Model (NDM) to evaluate any consequences of my decision making. 

I am going to use Gibbs reflective model (1998) in order to structure my response, rationalising my use of the NDM throughout. 

Description 
Whilst on duty in full uniform, I coded up to an emergency response call in relation to a domestic incident ongoing. It was a third party report stating that he could hear glass smashing inside a neighbour’s premises and a lot of shouting and arguing. This was an immediate cause for concern as the information passed suggested that there was more than one person present at the address, however we were only able to view details of the occupier before attending. The information also indicated that there was a clear risk of threat and harm to whoever was inside the address due to the sound of smashing glass and shouting, signifying that conflict was ongoing. 

Upon arrival, there was a male and female, who I now know to be husband and wife. I will refer to the female as ‘Jane’ and the male as ‘David’. Both parties were sitting separately and remained silent when asked about what had happened, however Jane then stated that it was a verbal argument and apologised for wasting our time. She was compliant when giving her details, enabling me to run her information through PNC to check for any warning markers. 

Whilst conducting checks, Jane and David entered into a verbal altercation so I made the decision to separate both parties. I escorted David outside whilst my colleague remained inside with the Jane. I ensured to remain in the line of sight of my colleague, as a safeguarding measure for our safety. This was due to the warning markers that were flagged and due to the intoxication of both parties. By separating the parties we were able to obtain an independent account, as if they remained together they could act as an influence on each other when relaying their version of events.

Upon speaking with David, he stated that Jane had assaulted him by scratching his face after they had a verbal altercation. David turned his face to show me his right cheek which had several scratch marks. At this point I considered my powers and policies and after consulting with my supervisor I established that Jane would be arrested for domestic assault. Upon explaining this information to David, he stated that he did not wish to provide a formal statement as he did not want to prosecute his wife. David was highly intoxicated and suffered slight mental impairment, therefore after careful explanation I obtained a negative statement and concluded that he would be revisited in the morning to ensure that he had a clear understanding. 

I explained to David that Jane would be arrested and he stated that ‘back up would be needed’ as she is violent upon arrest. Upon reviewing her warning markers, I could see that Jane had previous history for assault police, therefore I requested assistance prior to arrest. I waited for further units to arrive and briefed them of the circumstances, confirming that they were aware of warning markers. This would help to safeguard my colleagues and manage the threat, risk or harm posed.

Using the NDM to assess threat and develop a working strategy, I approached Jane where she was sitting on the sofa and established a safe distance from her so not to enter the conventional fighting arc. I explained to Jane that she was being arrested for domestic related common assault. Initially, she did not appear to be phased, however within seconds her whole state of mind changed. Jane stood up from the sofa in a rapid motion and stepped towards me, trying to push past me. This reaction clearly displayed that this was a complex and unpredictable environment, as Jane had immediately gone from being compliant to actively resistant.

Considering the NDM and OST, I placed my hands out in front of me to act as a block and advised Jane to stop. Jane was aggressively shouting ‘I WANT TO GO FOR A FAG’, however I explained that I required to search her after arrest to check for any items that could be used to tamper with evidence, implement escape or cause injury. Jane became aggressively resistant and used her bodyweight to try to push past me again. Identifying my options, I decided to use force and take hold of her arm in an attempt to stop her. This was part of a dynamic risk assessment ongoing in a fast paced environment and I primarily thought that using reasonable force would deescalate the situation, however Jane became more aggressive and lunged towards me. 

At this point, I made the decision place Jane in an entangled arm lock in an attempt to restrain her for her own safety and the safety of my colleagues. An impact factor of this was the size of Jane, as she was of a bigger build than myself so this proved difficult. Due to this, I dynamically risk assessed what would happen if she remained uncompliant. I considered options such as using my appointments if the situation escalated, and considered that there were 3 other officers present at the time therefore we should be able to gain control due to that ratio. 

Taking these into consideration, I asked my colleagues to assist as Jane’s behaviour began to worsen. Officers took hold of her other arm in an attempt to gain control and a struggle ensued, therefore I made the decision to take Jane down to the sofa in an effort to gain further control. Whilst Jane was laying on her front on the sofa, I was able to apply one handcuff to the left wrist however she continued to resist arrest. Jane persistently kicked out at officers which resulted in minor injuries, therefore my colleague decided to move her to the floor so to gain better control and avoid further injury. We were able to gain better control of Jane when she was on the floor as it was a flat solid surface, as opposed to the soft, moveable surface of the sofa and I managed to successfully apply the other handcuff to her right wrist. This ensured that her hands remained behind her back for the duration of dealing with Jane which would minimise the risk of harm to herself and others.

Jane continued to be violent and aggressive towards officers, therefore she was placed inside the police vehicle and transported to custody. Upon arrival at custody, Jane stated that she was going to ‘FIGHT ALL THE WAY’ as she had ‘NOTHING TO LOSE’. On account of this, I identified that this could pose further risk and requested assistance at custody. I briefed my colleagues of the circumstances and used the NDM to form a strategy of removing Jane from the vehicle. I first tried tactical communications via the five step appeal before deciding to remove Jane using force. Referencing the NDM, I considered the probability of injury to Jane as she would be unable to use her hands to support herself due to being handcuffed. I also considered the probability of injury to my colleagues as there was a risk that she was kicking out and spitting at officers, therefore I determined that it would be necessary to use a spit hood. 

Feelings 
Whilst on route to the call, I was initially apprehensive as full details of persons involved could not be established due to it being a third party report. This hindered my ability to assess the impact factors and safeguard myself and my colleague. My suspicion was roused that both parties were reluctant to speak with officers, brushing it off as a verbal argument so I separated them as a result. Upon David disclosing that Jane was violent, I was initially concerned that there were not enough officers present to deal with the level of portrayed violence. This was reinforced when Jane’s behaviour changed and she became aggressive, resulting in a struggle ensuing whilst she was resisting arrest and assaulting officers. I was concerned for the safety of myself, my colleagues and the persons involved in this incident therefore it was essential that I used the NDM to support my decision making, maintaining that all actions were justified, proportionate, legal and necessary. 

Evaluation 
Overall, I believe that the incident was managed well. My initial thoughts were that by using tactical communications as my first line of defence, as per the NDM, I would be able to identify my options and contingencies on dealing with this matter. This proved ineffective, therefore it was a necessity to use force. I believe that the force used was a justified and proportionate response in relation to the incident. The use of a spit hood was necessary to protect officers from a contagious female that was expectorating in our direction. Regardless of Jane’s behaviour, I remained professional and continued to treat her with respect as per the Code of Ethics.

Nonetheless, I recognise that officers did receive minor injuries as a result of this incident. Upon reflection, limb restraints could have been applied as a defensive tactic which could have potentially reduced the risk of harm to officers. The use of limb restraints could have also resulted in better control of Jane. I also acknowledge that both parties could have been separated sooner, thus avoiding the verbal altercation that took place in officer presence. 

Analysis 
I think the incident was managed well due to the effective information sharing with my colleagues prior to arresting Jane. Should they have not been briefed of her violent history, we could have easily been misled that she was a compliant female and therefore not remained as vigilant as we were when dealing with her. I also believe that the contingencies put in place with regards to considering what would happen if the situation escalated, such as using force and taking Jane to the ground, enabled the situation to go well. 

I think the reason that officers received injuries was due to the lack of use of limb restraints, however upon reflection it would have been impossible to apply limb restraints in her aggressive state. 

Action plan 
Going forward, I will consider the use of limb restraints earlier on in a situation so to avoid injury to officers and persons that I am dealing with. I will also consider separating parties immediately to avoid any further altercations from taking place and aggravating the situation. 
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Task 3

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

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

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

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


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




ANSWER:

This essay will attempt to evaluate theories of team dynamics and how the structure of a team can develop team cohesion. 

I will incorporate reasons why some teams cannot function and ways to improve team cohesion, taking into consideration why inter-personal conflict can occur within a team. I will discuss strategies that can be adopted to enhance both individual and team performance. 

I will also consider how team dynamics within the police service can result in failing to comply with professional standards requirements, in particular the Code of Ethics, policies and procedures. 

My understanding of a team is that a team is a small collection of people that work together to achieve an ultimate end goal. Team members often have different skills and personalities that complement each other, enabling the team to achieve the end goal to the best of its ability as a result of the variety of experience and knowledge available. However differing personalities may not always have a positive impact on the cohesion of a team. 

Team cohesion happens when a team remains united while working to achieve a common goal. Being a cohesive team means that not only are group goals met but everyone feels like they have contributed to the overall success of the group. Individuals on a cohesive team tend to focus more on the entire group rather than their individual selves and are more motivated to work towards the team goal (Team Cohesion in the Workplace, Russel Tobin, 2020). In order for a team to become effective and for cohesion to develop, it must first go through a number of stages as described by Bruce Tuckman, 1965. There are five stages of team development according to Tuckman, which I will outline below. 

The first stage of team development is ‘Forming’. During this time people are put together to establish a team, owing to the need to work together to achieve a common goal. However this can prove problematic as clear roles and responsibilities are not yet defined, which could negatively impact on the productivity of the team. Team members are getting to know each other, along with their strengths and weaknesses which may result in feelings of scepticism and mistrust. People question how they are going to fit within a team and their purpose within it. 

‘Storming’ is known as the second stage of forming an effective team. It is described as storming because there are often arguments and disagreements between team members as they are all trying to establish the roles for not only themselves, but where the new team members will fit within the team structure. This can disrupt productivity within the team due to conflict, and even though the team are beginning to understand what it is they need to do to be able to achieve the end goal, tasks may be missed as roles are still unclear. The role of the team leader during this stage would be to uphold professional discussions within the team and reach an agreement on the best way to proceed. The team leader should be able to evaluate the strengths and weaknesses of team members and use them to benefit the team going forward.

The third stage of developing an effective team is ‘Norming’. During this stage team members start to put their differences aside and remember the reason they are there; to work together in harmony to achieve an end goal. A structure is established and team members begin to agree on processes and procedures, and roles and responsibilities are more defined. There is less tension within the team at this stage and members start to work as a team more effectively. As a result of this, productivity is increased as team members know what tasks they are meant to be completing at what times, resulting in less tasks being missed. The role of the team leader at this stage is to keep focus within the team and ensure that they do not fall backwards into the storming stage, by providing support, motivation and guidance.

‘Performing’ is the most productive stage of team development as each team member should know their role within the team and what is expected of them. The team is performing as a fully functioning team and there is a clear vision of where they are heading. The goals within the team are being completed within the timescale and targets are being reached, influencing the levels of morale and motivation within the team. During this stage it is often a fun, relaxing atmosphere within the team as all members are comfortable with each other and goals are being reached, therefore there may be time to spare to have friendly conversation. The role of the team leader at this stage would be to provide feedback as to what is going well within the team and provide constructive criticism regarding what can be done better. Team members should be recognised for their achievements and hard work. This could also be a time for the team leader to think about delegating the work load to other team members due to their successes and for team members to start managing their own day. 

The final stage of team development is ‘Adjourning’. This is the final stage of team development which was added to Tuckman’s model during the 1970’s. During this stage, there is a high sense of achievement and morale due to the completion of the task, however also potential sadness if the team is due to disband. This could impact team productivity in a negative way due to the uncertainty of what will happen next and could increase pressure and stress within the team. It essentially sends the team back to the forming stage. The role of the team leader at this stage would be to ensure that morale remains high for the next task and to also keep members informed as to what is happening around them.

The Tuckman model stipulates that as the team matures through each of these stages, the cohesion of the team is improved due to the development of trusting relationships and a clear establishment of roles. In view of this, conflict may occur within a team until a fully functioning team is formed. Inter-personal conflict may occur within a team for various reasons, for example due to the different values and norms that each individual may hold. This is echoed by Patrick Lencioni, who stated that some teams cannot function ‘Because they are made up of human beings with varied interests and frailties’ (Patrick Lencioni, The Five Dysfunctions of a Team). 

Lencioni states that the foundational dysfunction that causes lack of team cohesion is due to the ‘Absence of trust’. This links with the ‘Forming’ phase of the Tuckman model, whereby team members are unsure of themselves and each other, along with what is expected of them. Lencioni states that team members are uncomfortable with each other and are therefore reluctant to be vulnerable, which could result in concealing their weaknesses and mistakes from each other. A strategy to enhance individual and team performance in this instance would be to encourage team members to engage with each other and get to know each other, perhaps during a team building session. This is emphasized by Forbes Magazine, who state that ‘team building is the most important investment companies can make. It builds trust, mitigates conflict, encourages communication and increases collaboration’ (Scudamore, 2020). 

Other reasons that inter-personal conflict may occur are due to hidden agendas of team members, which are the hidden personal goals of individuals. This links to Lencioni’s fifth dysfunction of a team; ‘Inattention to results’. Lencioni stated ‘Team members naturally tend to put their own needs ahead of the collective team goals, such as their career development and recognition’. This will ultimately result in the end goal suffering. Gaining agreement about the overall goals of the team and the renegotiating of team roles can help to deal with this type of conflict (Managing Conflict, 2020).

Should the Tuckman theory of team dynamics become familiar within the police service, this could result in failing to comply with professional standards requirements such as the Code of Ethics. The Code of Ethics indicates that officer’s should treat people with respect and courtesy, stating ‘I will act with self-control and tolerance, treating members of the public and colleagues with respect and courtesy’ (Code of Ethics). However if during the ‘Storming’ phase you are arguing and disagreeing with your colleagues in a conflicting manner, this could suggest that you are not treating with your colleagues with courtesy or respecting their views. 

As a police officer you are subject to a higher level of scrutiny than the general public and the Code of Ethics sets out a baseline of standards and expectations on how to behave. If during the ‘Storming’ stage of team cohesion you conflict with your colleagues and effect team performance, you could be in breach of two other standards of professional behaviour, ‘Fitness for work’ and ‘Conduct’. Fitness for work states that ‘I will ensure, when on duty or at work, that I am fit to carry out my responsibilities’, however if you are allowing arguments to affect your performance then this could stipulate that you are not fit for work. Similarly, Conduct states that ‘I will behave in a manner, whether on or off duty, which does not bring discredit on the police service or undermine public confidence in policing.’ If during the storming stage officers are arguing with each other on duty, especially in the public eye, this could undermine the confidence of the public. As officers we are looked at to resolve conflict, not to be causing it. 
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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:

This essay will attempt to explain how information and intelligence can be used in the disruption of the more prevalent criminal activity, such as drug smuggling, organised crime groups and county lines by effective policing of the roads. 

I will also attempt to outline how ANPR can be used as an investigative resource when disrupting criminal activity. 

The use of information and intelligence is an integral part of operational policing. It should be noted that information and intelligence, although go hand in hand, have different definitions in policing. Police information refers to all information obtained, recorded or processed for a policing purpose (College of Policing, 2020).  The code of practice in relation to the Management of Police Information 2006 (MOPI) refers to a policing purpose as ‘protecting life and property, preserving order, preventing the commission of offences, bringing offenders to justice and any duty or responsibility of the police arising from common or statute law’. 

Police information includes information which is processed, known as data, including personal data, and information which has been subject to a process of evaluation, which is known as intelligence (College of Policing, 2020). The process of assessment that information undergoes before it can be classed as intelligence is known as the ‘3x5x2’ process, where raw information is recorded, graded and evaluated. The information is ‘sanitized’ based on the reliability of the source (3) and accuracy of intelligence (5), identifying who the information can be disseminated to (2). 

Information and intelligence can be used to assist police with day to day investigations for more low level crime, such as arresting a local cannabis dealer. However this connection could then develop into supporting wider policing objectives in the disruption of more serious organised criminal activity, such as organised crime groups. A particular intelligence service that assist with roads related crime is the National Vehicle Crime Intelligence Service (NaVCIS). NaVCIS Intelligence works with and assists UK law enforcement agencies by collating, analysing and disseminating useful information and intelligence (College of Policing, 2020). Thanks to their strong association with vehicle manufacturing companies, the intelligence section is able to trace vehicle histories through strategic enquiries which has previously positively resulted in retrieving more than 20 stolen vehicles and approximately £6 million in counterfeit goods. Due to the significant value of the stolen property, this could be a potential indictor that this operation was orchestrated by an organised crime group which is reinforced by the UK Home Office ‘Organised vehicle crime includes theft of high-value vehicles to order, theft of vehicles for export to the developing world, and theft of older vehicles to be broken down for parts. Vehicles are also stolen for use in fraud offences.’ (GOV.UK)

Disrupting criminal activity is at the core of policing, in line with the first point of Sir Robert Peel’s Peelian Principles ‘The basic mission for which the police exist is to prevent crime and disorder’ (Code of Ethics).  Effective policing of the roads is a major contributing factor to disrupting serious and organised crime. Serious and organised crime is described as serious crime planned, coordinated and conducted by people working together on a continuing basis. Their motivation is often, but not always, financial gain (GOV.UK). Categories of crime that can fall under serious and organised crime include human trafficking, drugs smuggling, child sexual exploitation and county lines. Although other means of transportation can be used, organised criminals tend to use road networks to facilitate their crimes, particularly for drug transportation and county lines. The National Crime Agency refers to county lines as ‘where illegal drugs are transported from one area to another, often across police and local authority boundaries’. A forum that could assist with interrupting such cross-border criminality is The National Roads Policing Intelligence Forum (NRPIF), which ‘provides a structured mechanism to facilitate joint working between UK police forces and other key stakeholders that impacts on all critical areas of business in reducing road casualties and disrupting criminality’ (College of Policing, 2020). 

It is essential for information and intelligence to be collated in relation to the movements of these criminal gangs, in order to proactively target them and successfully disrupt their criminal activity. The effective use of a Covert Human Intelligence Source (CHIS) can assist in gathering intelligence relating to this, as CHIS are more commonly criminals themselves who associate with other criminals and are therefore privy to this kind of information. Under the Regulation of Investigatory Powers Act 2000 (RIPA), police officers utilising a CHIS will always require authorisation by the force authorising officer (Blackstones, 2019). Note the use of the word ‘covert’, meaning that the human intelligence source is operating undercover in order to obtain information undetected. 

By the CHIS gathering this information and relaying it back to police, officers could then develop intelligence and plan operations to disturb and ultimately apprehend criminals. This could be through generic policing of the roads, such as increasing police patrols and routine stop checks along a route that an OCG member is known to take. Many criminals involved in serious and organised crime also commit low level criminal offences (Gov.uk), which could include speeding, or driving without a license or insurance. Minor offences can lead to points on their license which can ultimately result in disqualification, which could deny the OCG member access to a vehicle. This is a clear example of how effectively policing the roads using information and intelligence can disrupt more criminal activity, as without a vehicle it will make it harder more difficult for criminals to facilitate crime. 

Where it is believed that a vehicle is involved in an investigation, Automatic Number Plate Recognition (ANPR) should always be considered to assist in identifying vehicles. ANPR is a technology which reads, and stores number plates of vehicles passing a camera (College of Policing) and can be an indispensable resource in disrupting criminal activity. Criminals are becoming more sophisticated and advanced and are therefore wiser to the use of ANPR. They practice an array of techniques to avoid detection, such as using false number plates on stolen vehicles, renting hire cars and obscuring their faces when travelling in vehicles. In spite of this, a vehicle index is not essential to identify vehicles as ANPR can still recognise vehicles from their make, model or partial registrations, so it is still an effective tool in terms of investigation. 

In terms of disrupting more serious and organised crime, ANPR can be utilised to trace the movements of a suspect by tracking the target vehicle. Officers can add PNC action markers to nationally flag a vehicle that requires intervention, which essentially acts like an alarm system to trigger a response from officers. This is particularly useful in response to county lines, as if intelligence suggests that a criminal is moving drugs cross-borders then we can liaise with other forces to disrupt them on their journey, prior to reaching their destination. ANPR can monitor the direction of travel and will ‘ping’ the vehicle in question when passing the camera, which will then alert officers that the vehicle is travelling through their area. An effective strategy when policing the roads in relation to this is the use of unmarked vehicles, as the target will be unsuspecting to the fact that they are being monitored, as opposed to using a marked vehicle. An example of how ANPR has helped to disrupt criminal activity is when a vehicle used by an OCG to export stolen plant was stopped at the port of Dover following an ANPR activation. The HGV contained two stolen tractors that were duly recovered. The driver was arrested and prosecuted (College of Policing, 2020). 

In conclusion, the use and sharing of accurate information and intelligence is essentially the foundation to effective policing. Information and intelligence can be gathered in a variety of forms, for example the day to day duties of an officer attending calls, community engagement or using more covert approaches such as a CHIS. All methods of intelligence gathering are subject to separate legislation, some which require more authorisation than others, however all are equally important as they could ultimately lead to the apprehension of an offender and disruption of criminal activity. It is clear from my research conducted that the seemingly routine policing of the roads is emphasized as an opportunity to disrupt more prevalent criminal activity, as enforcement of minor road traffic offences can lead to further offences being uncovered. I am looking forward to undertaking both my roads policing and intelligence attachments to enable me to gain a better knowledge of these departments, and how to effectively utilise them in my policing career.  
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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 
 
 
1. Preparing case files 
 
 
 
 
 
 
 



2. Custody process 



 
 







3. Legislation 
















	Low 
1-4 
	Med 
5-7 
	High 
8-10 

8










8













10
	Low 
1-4 

	4
	Med 
5-7 












7













7
	High 
8-10 
	 


Although I have undertaken my HUB attachment, I still do not feel fully confident with how to prepare a case file. I will continue to practise case file preparation when dealing with occurrences going forward. 


I feel that I have a sound knowledge of the custody process with regards to briefing the custody sergeant of circumstances of the arrest, however I feel that I require more knowledge with regards to PACE requirements and prisoner rights.


I believe that I have an adequate knowledge of legislation for incidents that I regularly deal with, however I would not feel confident in dealing with an incident that was uncommon or new. For example the Coronavirus legislation, I feel that I need to be more informed of this to enable me to confidently attend calls. I will read up on this legislation in order for my knowledge to improve. 

	SKILLS 
 
 
1. Handling and Packaging property 
 
 
 
 
 
 
 
 
 








2. Interview skills 


















3. Investigation skills 














	Low 
1-4 
	Med 
5-7 





















6
	High 
8-10 
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8
	Low 
1-4 
	Med 
5-7 

7



















7



















7
	High 
8-10 
	 


I am aware that the correct handling and packaging of property is an ongoing issue for South Wales Police, particularly in regards to the booking in and out of property. I feel that I have a good knowledge and skill when packaging property, however this has been down to experience of not packaging correctly previously.




I feel as though I am confident during interview, however I can sometimes be thrown off by preparing too many questions and losing track. I would like to increase my skills during interview to effectively challenge the suspects’ account rather than just stick to the questions I have prepared. I will eventually look to undertake an interview course. 



I believe that I have adequate investigation skills with regards to the golden hour enquiries of an incident, however my skills when taking PPN information could be improved. I will continue to keep this in mind when taking PPN’s and ask for advice where needed. 

	EXPERIENCE 
 
 
 
1. Workload management 
 
 
 
 
 
 
 
 
 
 
 

2. Giving evidence in court 












3. Stop search 
[bookmark: _GoBack]
	Low 
1-4 
	Med 
5-7 


7












6
	High 
8-10 
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	Low 
1-4 















3
	Med 
5-7 


7
	High 
8-10































9 
	 



I feel that I have the ability to effectively manage my workload, however I could work on prioritising OIC work and liaising with my sergeant to provide him with any updates. This has sometimes proved difficult due to university and abstractions. 


I am yet to give evidence in court, therefore I am unfamiliar with the processes and etiquette that is expected when attending a court room. I will familiarise myself with the process prior to my first court date in March to enhance my confidence and ensure that I remain professional.



I feel confident when undertaking a stop search, however as a female officer I feel as though the opportunities to search females are not as common in my BCU as the opportunity to search males. As per SWP policy the search should be female to female, therefore I feel as though I am lacking experience in this field. I will look to proactively undertake stop searches to improve my experience. 



















 
 


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:  Rhian STICKLER (Learner – electronic signature accepted.) 
 
Date: 28/09/2020 
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