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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:

This paper will reflect on how police officers have their mental health impacted by the calls they attend and the different types of coping mechanisms used to build resilience.  It will also establish that some coping mechanisms are widely used within the emergency services, such as black humour.  Black humour has become part of organisational culture but may actually infringe on the Code of Ethics that all officers should display. 

It is easy to fall into the organisational culture within the police once independent.  Without your tutor, you begin to work alongside your new team, working with different people daily and this is where senior members on shift can influence you.  These members, who have the greater levels of experience, begin to describe to you how they have dealt with a variety of situations and as you are the newest on shift, you feel compelled to look up to them and follow their lead.  When new recruits start out in the police they think that the role of a police officer is going to be “dealing with crime” and “catching bad guys”, however when you work in the organisational culture for even a short period of time you begin to realise that its more about safeguarding vulnerable people and dealing with mental health

Mental health is increasingly becoming the normal call that police respond too, however, with minimum amounts of training it can lead to officers feeling overwhelmed and their wellbeing impacted because of it.  From 2014 to 2018, police forces around the UK saw 28% rise in mental health calls (Jones, 2019).  As police begin to deal with Mental Health calls more frequently, it is likely that it leads to officers experiencing greater mental health themselves.  The Police Federation conducted a survey in 2016 around mental health and out of the 17,000 officers they surveyed, 39% of them said they sought help for their mental health (Police Federation, 2016).  As mental health calls continue to increase, police are now dealing with more traumatising incidents.  From personal experience, within a two-week period I was involved in two hangings. The first call was a male who had tried to hang himself from a tree where he had to stand on my head in order to prevent the asphyxiation continuing.  The second incident was a male who was in the process of hanging himself from his landing banister,  as I approached the male, who was now suspended by the rope around his neck, I instinctively lifted him up to release the tension in the rope, however, the male continued to pull the rope tighter around his neck.  Thankfully, I had released the slack enough from the rope that my colleague could remove the rope from his neck.  Dealing with incidents like these had a detrimental impact on my own mental health; I would replay the incident repeatedly in my head.  Thankfully, at the time, I had a supportive team who sat down with me and we debriefed the incident and evaluated the positives and negatives of what I had experienced.

A coping mechanism that is present within the police is Black Humour or Gallows Humour.  Black Humour is a way of making light of a morbid or distressing situation by adding humour or amusement as a way of processing and dealing with it.  Although Black Humour can appear unprofessional or uncaring to members of the public who are not part of the services it has become an effective way of dealing with the difficult and traumatic situations we deal with (Christopher, 2015, P.1).  Using coping mechanisms like Black Humour is an effective way of processing what has happened at that call however it goes against the standards of professional behaviour.  The ninth standard of professional behaviour is to do with police officers conduct and how they conduct themselves on and off duty.  Our conduct must not bring discredit on the police or the public.  Therefore, if officers are seen laughing and joking during a traumatic or unpleasant incident, this could be seen by the public as behaving in a manner that is unacceptable, when actually it is just a way of coping with the trauma that those officers have just witnessed.  It must always be considered that although Black Humour is a coping mechanism used by police, it must be done in the correct environment (College of Policing, 2014, P.4).

Speaking with colleagues about traumatic experiences, officers are beginning to deal with their mental health issues, analysing what experiences they have gone through.  By discussing these past incidents, officers are using a psychological technique called Cognitive Reframing.  Albert Ellis believed that if a person were to have negative thoughts then it would influence that person and make them feel more anxious or stressed.  Through Cognitive Behavioural Therapy (CBT), I have been able to identify these negative thoughts and then change them by disputing those thoughts and challenge why I am thinking the way I am.  If I break the thoughts down into smaller parts, they do not overwhelm me and I can recognise that those thoughts are just unhelpful or unrealistic (Cummins, 2021).  

Black humour and CBT are tools I now use to support my own wellbeing.  In addition to those, I have continued to utilise mindfulness as a way of grounding myself and not focusing on the future.  With mindfulness, I have also focused more on the feelings and sensations I experience in work, which has in-turn, helped me to eat healthier as I am only eating when hungry and not snacking or eating junk food when on nights.

In conclusion, conforming to an organisational culture is inevitable.  Members of the team will impart their experiences, norms and values on to you and give you details about how they have dealt with incidents in the past.  You go from a training environment where everything is make believe into the very real world of response policing, where you begin to see a variety of incidents that you cannot prepare for, from seeing your first dead body to dealing with someone who actively wants to end their life.  These calls can catch you off guard and it is important that you build up your resilience and wellbeing so that you can deal with them without it effecting you.  In the police, as with much of society, there is a stigma behind mental health but being aware of yours is just as important as knowing the legislation.  If you cannot deal with your own mental health, then you cannot begin to assist others with theirs. 
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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:

Using the National Decision Making Model, in line with my training, I dynamically assessed the choices I made during a domestic incident.  I will now reflect on the decisions I made and the impact factors that drew me to these judgements.  I will explain the rationale behind them, including powers and policies, I could utilise and the options I had at my disposal.  Finally, I will review my actions, consider the consequences and explain I may do things differently in future. 

The National Decision Making Model (NDM) is a dynamic decision making tool used by all officers within their role and can apply to all situations.  Officers write their statements using the NDM to rationalise the choices they made at scene and often becomes a process officers do without thinking.   The NDM has the police Code of Ethics at its centre to ensure officers are always working in the most professional manner that they can.  From the centre are five categories; Gather Information and Intelligence, Access the Threat and Risk, Consider Powers and Policy, Identify Options and Contingencies, Take Action and Review. 

While on patrol, the PSC passed details about an ongoing domestic.  They providing details on location, parties involved and an overview of the call.  The report came from a neighbour that stated she could hear a male shouting and female crying in the address next to her.  It had been going on for some time but she called when she heard glass smashing.  The male had injuries and disclosed that his partner had assaulted him while they were arguing.  In line with force policy to take “positive action”, I arrested the female for Actual Bodily Harm Assault.

On route to the domestic, I reviewed the incident.  The PSC had already linked the male and female to the incident as they were linked to the address, PNC checks had showed that the female had Warning Markers for mental health and violence and the male has a warning marker for drugs.  Looking on the Niche system, I could see that there were previous domestic incidents at the address involving the male and female residents and that it was usually over money issues and normally both parties would say it was a verbal argument only.   By gathering this information, I had a better overview of what I was dealing with and allowed me to consider that it could be the female that was violent, not the male as initially indicated by the neighbours report.  

On arrival, I could clearly see the injuries to the males face but no injuries to the female.  In line with force policy, my Body Worn Video (BWV) was already active.  We separated the parties to allow both to give their own version of events without coercion from the other parties.  Due to the injuries to the male’s face, I was already fairly certain that the female would need to be arrested but I needed to speak with the male to establish the circumstances and to allow my colleague to establish the female’s version of events.  On my way into the address, I could see that there was glass smashed on the floor in the front living room, which we would have to pass to get back to the van.  Both parties could easily use these shards of glass as a weapon.

The male did not want the female arrested, however, with force policy, all suspects of domestic assault must be arrested, whether there is a complaint forthcoming or not.  Due to this, I realised the male could also become violent when it came to arresting the female.  The male had a number of impact factors, which could be perceived as a threat.  He was taller than myself, of muscular build and had a warning marker for drugs which can cause people to react in an unration manner.  The male was only verbally resistant and so I asked him to stay in the back lounge.  I decided that this would be the best way to minimise the male as a threat during the process.  If the male had refused to stay in the room, or had come out during the incident, the risk to officer safety would need to be re-evaluated and it may have been necessary to get further officers at scene to stay with the male to prevent further offences. 

The female had impact factors of her own, although she was small in stature, she had warning markers for mental health and violence.  It was also clear that she had managed to damage some glass and cause injuries to her partner, who was not small.  The female was becoming actively aggressive when I entered the room with the female and my colleague.  The female was trying to get past my colleague to her partner and was ignoring commands to sit down and stay in the room.  I informed my colleague that the female needed to be arrested due to what I had been told and he agreed, based on what he had gathered from the female.  Knowing the female was capable of violence, I ensured my colleague was ready and we stood at a ten and two position to the female before informing her that she was under arrest.  As expected, the female tried to push us away but due to our readiness, we managed to apply handcuffs to the female to the rear very quickly, just by using tactical communication and using little force to move her hands behind her back.  This swift action ensured that the female was unable to resist, use force or escape. 

Considering the powers and policies, I had at my disposal and following force policy, arrest was the best power to safeguard the victim and prevent further offences.  Therefore, I utilised my power under Section 24 of the Police and Criminal Evidence Act 198 (PACE) to arrest (Legislation.gov.uk, 2021).  Section 117 of PACE allows an officer to use reasonable force in exercising any power under PACE (Legislation.gov.uk, 2017).  If the female had been compliant, it would not have been necessary to physically place her hands behind her back and I would have used my tactical communication instead.  I still would have applied handcuffs to the rear, which is a use of force because I knew she could be violent and knowing there was glass on the floor.  Under Section 3 of the Criminal Law Act 1967, “A person may use such force as is reasonable in circumstances in the prevention of crime” (Legislation.gov.uk, 1991).  I would always handcuff to the rear where possible, as this is South Wales Force policy. 

There are other options to arresting, like out of court disposals such as Restorative Justice or even using discretion for first time offenders of low-level crime.  Another option could be a Voluntary Attendance to formally interview.   Although all of these options can be good for different offences, with domestic assault, force policy is to always arrest.  Arrest is believed to be the best safeguarding option; this is because it gives the victim time away from their abuser and allows them time to decide if they wish to make a complaint. 

Whilst completing my arrest statement and use of force form, I used the NDM to review the choices. I re-watched the BWV before completing my statement to allow me to include disclosures from the victim and suspect.  As my statement would be critical to the case and if it did go to court. By dynamically assessing the incident, I was confident in my decision and that everything I had done was legal, necessary, proportionate, ethical and justifiable.  I was content to be held account for my actions, as I knew they would fall within my powers and policies whilst abiding by the Code of Ethics. 

In this instance, it was clear from initial arrival at the incident that the male was likely the victim; however, with domestic violence incidents the stigma is that it is the male abusing the female.  A Stigma is a mark of disgrace associated with a person, circumstance, or quality (Byrne, 2000).  “For every three victims of domestic abuse, two will be female, one will be male.” (Domestic Violence against Men, 2019).  By dynamically assessing, it allowed me to see past societies and my own subconscious bias and see the male as the true victim.  I will continue to use the NDM to allow me to see other male victims, enabling me to work ethically and overcome the social constants of male domestic violence victims and justify my actions when a victim may be less obvious.  

The NDM allows myself and other officers to justify and rationalise their decision making process by following a national police standard model. What officers decide to do during a stressful situation can change a person’s life forever.  Sometimes these decisions need to be made in split seconds and that is why continued dynamic assessments are needed as new information may change the officer’s finding.  The NDM is a support tool that can be used repeatedly through an incident and after.  It permits the user to structure and explain their decisions after the fact in a way that can enlighten a court and show the officer’s judgements were lawful and ethical.  
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Relevant areas of the National Policing Curriculum: 
Maintaining Professional Standards, Leadership and Team-working

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

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

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


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




ANSWER:

In policing, team cohesion are incremental in working efficiently, safely and in the best interest of the public.  Team dynamics can be impacted by impacted by several factors, such as leadership styles and inter-personal conflict, which can either improve or destroy a team’s efficiency and trust in one another.  Teams that do have good working relationships may risk failing to comply with professional standards requirements as they may feel less able to challenge or report colleagues that ignore these standards.  I will evaluate Tuckman’s and Beckhard’s theories of team dynamics with policing response teams before concluding what can improve team dynamics. 


In 1965, Dr Bruce Tuckman created a theory that there were four stages to team development.  In 1977, he added a fifth stage.  These stages are; Forming, Storming, Norming, Preforming and Adjourning (Team Challenge Company, 2020).  The theory looks at how team development changes under different leadership.  In response policing, the leader is the shift Sergeant, these leaders often move around often as do team members meaning teams are re-formed on a regular basis. 

The Forming stage is all about team members and leaders getting to know one another.  For a new leader entering a team, the other members may already know one another and the leader is the outsider.  In this stage, it is useful for the leader to manage the agenda in the beginning, introducing themselves and getting the team to talk about themselves, their interests or skills.  This is also the perfect opportunity for the leader to inform the team of their management style, expectations and goals.  This is when leaders should focus on providing each team member with their roles and responsibilities as part of the team.  This Forming stage often does not last very long (Indeed, 2021).  When the group become more comfortable with one another, they become less polite and begin to voice their concerns or irritation.  This often leads to conflict and fighting within the group with members joisting for more power or influence.  Members will question the leader’s authority and begin to work as smaller groups within the team or as individuals, destroying the cohesion of the unit (Indeed, 2021).  

If a team survives the Storming phase, they enter Norming.  This is when a team begins to stabilise as it resolves the majority of its conflicts and start to work together and productively towards a shared goal.  By this stage, the team members know each other well and are comfortable sharing their input and asking for others.  Members now know each other’s strengths and weaknesses and use these to reach their goal (Indeed, 2021).  By this stage, members may start to socialise outside of work and this is where members may begin to find it more difficult following the professional standards set by the police service.   Once a team leaves the Norming stage, they enter the Performing phase.  By this point a leader rarely needs to intervene with day to day activities and works as a facilitator.  Team members know what they need to do and do not need reminders or direction.  Any conflict is usually about the tasks and are more constructive, rather than personal.  This is the ideal stage for teams and leaders would like their teams to stay in this stage for as long as possible (Indeed, 2021).  Within the police service, this would mean that a response policing team would be proactively policing and completing their workloads when they had spare times between calls without being reminded by the Sergeant.   Adjourning is the final stage; this is when the team separates.  


Due to the frequent changes within the police service, particularly response teams, they are usually in this phase in one way.  If there are a selection of officers that stay on the same shift for a few years, you can see some are in the Performing stage whilst others are only just in the Forming stage as they join.  Although, Tuckman’s theory is a useful tool for leaders to establish which stage their team is in, it does not allow for the possibility of changing members during the same period and is therefore complicated to use within the police.  In addition, this model does not account for if a team does not bond with each other or with leadership and so does not provide any resolutions. 

Going back; the Norming stage and how it could influence an officer’s ability to follow professional standards.  This is because as colleagues form bonds outside of the work place, their professionalism will understandably drop both inside and outside of work.  In policing, this could impact a number of the Codes of Ethics, such as, Challenging Behaviour.  In the police, it is expected that inappropriate behaviour be challenge or reported.  This becomes more difficult as you form friendships and even more so when relationships are formed.  Relationships could also lead to misconduct, if relations are happening in work or affecting work, as officers are therefore not being professional (College of Policing, 2018, pp.8-9).  

Alternatively, the GRPI model, places much less importance on team interactions to being a successful team.  Richard Beckhard introduced the GRPI model in 1972 that described various aspects of team cooperation.  GRPI stands for Goals, Roles, Processes and Interactions (Raue, Tang and Wenzlik, 2013, P. 5).  In 1998, Noel Tichy and his team analysed the GRPI framework and observed and 80:20 ratio of conflict.  They concluded that 80% of conflict in teams are due to unclear goals.  From that remaining percent, 80% was due to unclear roles and from that remainder, 80% was due to unclear process.  Finally, it was concluded that only 1% of conflict was due to interpersonal relationships Interactions (Raue, Tang and Wenzlik, 2013, P. 6).  

In policing, there are clear Goals, which need to be achieved, for example protecting life and property (Core Planning Principles, 2018).  These goals are the core principles of policing and are at the heart of what each team is trying to achieve.  However, on response, goals become blurred between the many different leaders.  A Local Force Inspector will have different Goals from a Bronze Inspector and this can lead to officer being unclear on how they are expected to prioritise goals and their time.  Sergeants are often stuck in the middle of these two Inspectors causing teams to be even more confused if a clear goal is not established quickly.  Some Sergeants try to balance all of these different goals, overloading their teams with work and an unclear direction.  Recently, the Role of a response officer has diversified even further, to cover other government agencies, such as mental health.  The role has always been a “jack of all trades” and this is why response has never been as productive as other specialised teams.  As a response officer, you are expected to know a lot about everything, where as in other departments such as CID or Traffic, who have main offences to primarily focus on keeping them more focused and productive. 

Policing is engulfed by Process to ensure individuals and teams work to the high standards expected of them.  However, officers also have discretion; this allows them to move away from process on occasion.  Discretion is often only used response or neighbourhood policing because it is used in lower level offences where the offender may not have a criminal record or a very small one. Discretion may make officers appear less productive even when they are trying to the best for society, as it is not always necessary to arrest people or give otherwise good people a criminal record for a mistake.  Interactions between teams and individuals can become passive-aggressive and lead to inter-personal conflict.  Teams may conflict internally or between other teams due to personal differences or from teams leaving work for one another or team members not pulling their weight.  The GRPI Model shows the need for clear goals and roles within teams to allow it to be successful.  However, it downplays the role that inter-personal relationships can have on a team.  I believe that interpersonal conflict can heavily influence the moral of a team and that in turn will affects efficiency of the team. 

When inter-personal conflict is present within a team, the professional standards that police are expected to follow can begin to fail, specifically the fifth and tenth standard.  The fifth standard, ‘Orders and Instructions’, states, “I will follow all reasonable instructions” (Code of Ethics, 2014, P.15).  If inter-personal conflict occurs between the team and their leader, they may not respond correctly to the tasks and orders given to them, resulting in misconduct and failing professional standards.  In order to prevent this from happening, members of the team who abide by authority and professionalism, rally together to ensure the actions given by the leader are completed.  If this is a consistent battle, it can become mentally and physically draining due to the increased workload and social pressure, resulting in the wellbeing of that individual being affected.

To conclude, within the police there are clear goals that need to be achieved as part of the role of a police constable, however, if a team isn’t lead correctly by its leader, it can cause conflict between various members and other teams.  The team must believe in the ideas and processes a leader implements, but if the leader does not trust its team or care for their welfare, it makes for a difficult work environment.  If the leader was to use the GRPI team dynamic model but place a higher value on interpersonal relationships, they could ensure that the team works as productively as possible, and take the interactions of the team on board to review how the processes match up to other teams.  As team members change, meetings should be held to ensure the new members know the goals and roles and are introduced to the older members to allow the foaming process to begin. 
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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:

In this essay, I will explain how the police through various sources, collect information, evaluate it for its creditability and then disseminating it to the relevant departments.  I will then explain how the intelligence is used in disrupting criminality and why it needs to be evaluated thoroughly.  I will also outline how Automatic Number Plate Recognition is an effective investigative resource, when it used and how police can use the information it collects and turn it into intelligence.  

Police gather information through a variety of sources, whether it be Police Community Support Officers (PCSO’s) speaking with residents of the community while patrolling the area, partner agencies passing on the information they have received from their own enquiries or appealing to the public on social media platforms.  The information can be collected in three different ways.  Firstly, there is routine collection, which comes from the policing carrying out their day-to-day activities such as arresting offenders or conducting stop searches.  Secondly, volunteered information, this information typically comes from the public or partner agencies as they have witnessed it first hand and then pass it on to the police as they feel it is important.  Finally, there is tasked information.  For Tasked information to be obtained there must be a justifiable requirement to gather it requiring a significant amount of money to complete and infringing on human rights.  

For example, if a person was to go missing and was deemed a risk to themselves or others, the Gold Commander, who is the rank of Superintendent or above, could authorise a communications data search of that individuals mobile phone or financial data search of their bank accounts as a viable line of enquiry for police to follow.  This information is private so impacts their Right to a Private Life and should only be obtained if there is a genuine threat (Intelligence collection, development and dissemination, 2015).   All information collected must follow the data quality principles as per the Data Protection Act 2018.  Accuracy must be taken when gathering and recording; this ensures there is no false information. It must be adequate and relevant so that it can be used for policing purposes, so other officers can understand it and it needs to be collected in a timely manner as information can be time sensitive (Collection and recording, 2019).

Once information is collected, it can be turned into intelligence by being subjected to a system of processing.  The Intelligence Report (IR) uses a model called, 3x5x2 process, which tests the information in three ways.  The source of the information is evaluated so police can know how dependable the information is, this is done through three different grading’s, Reliable, Untested and Not Reliable.  Then the information itself is graded on how the source came about the information.  Known directly to the source, Known indirectly to the source but corroborated, Known indirectly to the source, Not known and Suspected to be false.  Once the information has been evaluated, it needs to be decided how it will be shared.  This is conducted by introducing handling codes which have two different grading’s, Lawful sharing permitted or Lawful sharing permitted with conditions.  This is set up to protect the source of the information and to ensure that when the information is disseminated, it is only shared with the relevant persons (Intelligence report, 2019).

Once the intelligence is graded using the 3x5x2 process it can be disseminated to the relevant departments who will use it to tackle criminality, an example of this is the Roads Policing Unit (RPU).  The RPU will use the intelligence is a variety of ways that allows them to disrupt criminality, whether that be utilising Automatic Number Plate Recognition, seizing vehicles or patrolling the motorways.  From the intelligence that is gathered by engaging with the community, the RPU can begin to target their patrols.  Information could be passed to a local PCSO from a member of the community stating that Mr Steele who lives on High Drive Road, is driving his vehicle without insurance.  This information is then submitted as intelligence after the PCSO grades it using the 3x5x2 model.  Once the intelligence is reviewed and can be disseminated, it can be passed via a daily intelligence briefing to the RPU who will then target their patrols in that area at various times of the day in order to catch Mr Steele driving the vehicle.  If successful in locating the uninsured driver, utilising Section 163 and 165 of the Road Traffic Act 1988, the vehicle can be stopped and seized (Disrupting Criminality, 2019).  This is an effective tool in disrupting criminality, as it could be the main source of transport for that criminal and without it, they are less likely to commit offences as they have lost one of their most valuable assets. 

Likewise, the RPU can utilise intelligence from other forces around the UK and track Organised Crime Gangs as they enter the force area.  This intelligence is passed over to different police forces via Intelligence Bulletins and would typically detail specific persons, vehicles, times and convoys.  These bulletins can then be used as part of the RPU’s intelligence briefings before starting their shift so they are aware of what they need to look out for while patrolling.  This is particularly effective in combatting County Lines.  County Lines is where criminals from larger cities around the UK send “Runners” into smaller cities or rural areas to sell drugs.  These drugs are usually transported in vehicles, as it is a way of getting large quantities into the area at one time (County Lines, 2021).

The RPU have begun to tackle this by utilising Automatic Number Plate Recognition (ANPR).  ANPR identifies vehicles by using an infrared camera to capture images of the vehicles number plate.  Once the image has been captured, it can be used in two different ways.  Firstly, the image of the number plate will be stored in the system that has captured it.  The second option is the image is sent to the ANPR database and kept for future reference.  As long as there is a predetermined criteria for the number plate to be compared to, it will be flagged for the attention of the relevant authority using the ANPR camera.  For example, a car park using it on the entrance and exit so they can monitor who comes in and out, how long they have stayed.   Alternatively, a traffic officer using the ANPR camera on his vehicle to identify uninsured vehicles or vehicles with an ACT marker on them.  By using the intelligence received from different police forces, an ACT marker can be added to a specific vehicle, which is of interest to the police.  

ANPR has a number of benefits for police.  It can use information and intelligence to identify and disrupt criminal activity by tracking their movements throughout the locations where ANPR camera are present.  This can give the police a trail of where the vehicle is starting and stopping its journey to allow interception of the vehicle as it travels along the route.  ANPR also allows police to respond more effectively during live incidents.  For example, if a child is abducted and a witness sees the vehicle involved, that number plate can be searched for using a BOF check (Back Office Facility).  This search will show which ANPR camera the vehicle has hit and then highlight the direction of travel, speed at which the vehicle is travelling and likely routes, this then allows police to deploy resources at pinch points ahead of time ensuring the vehicle is stopped safely.   It can also be used as an investigative tool when trying to prove an offence as it can show where the vehicle has travelled from and too allowing investigators to build a time line of chronological events to prove or disprove a person’s alibi or account of what happened (National Police Chief’s Council, 2020, pp. 7-14).

To conclude, ANPR is an effective way of disrupting criminality as it gives police endless amounts of information and intelligence, which can be evaluated and disseminated to the relevant departments and forces so they can act upon it.  ANPR cameras allow us to build patterns of behaviour for specific criminal offences such as drug dealing or car crimes, it can show us specific vehicles that are used to commit these offences and if the parameters are set correctly, it can highlight whether a vehicle involved was part of a convoy or if it is a dummy car.  ANPR can also be used to highlight vehicles that were used in crime in different parts of the UK, as it is a national database.  Overall, ANPR provides the RPU with a wealth of information and intelligence, which they can use to tackle crime.  It provides details of the vehicle, whether it has any ACT markers on it, if it is insured or if it is suspected of being involved in criminality elsewhere in the UK through shared intelligence.  This allows the RPU team to target a vehicle and prevent any further crime being committed by potentially removing that vehicle from the road and subsequently disrupting that avenue to crime.  

Words: 1523
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Task 5 
Individual Learning Plan 
 
  
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

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




8
	Low 
1-4 
	Med 
5-7




6 
	High 
8-10 
	 As police officers there is a running joke that we are the jack of all trades, master of none. In this role, we are required to have a broad knowledge of most offences so we can deal with everything. I recognise that it would be difficult to know everything, however I know I need to improve and focus more on the more common offences we deal with as response officers. 

Within the next 12 months, I would like to expand my knowledge in case file building, specifically the relevant documents you need to submit for different cases, and to improve my knowledge around threat offences such as Threats to Cause Damage and Malicious Communications as these are offences I am commonly dealing with.


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


9
	Low 
1-4 
	Med 
5-7


7 
	High 
8-10 
	 Recently I have been on a Taser Course and will have my blue light course coming up in the following weeks. In the role of response policing, having these key skills are vital as they support the role we are doing. The job have been supportive of me achieving these skills and it is about continuing to put them into practice.

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






8
	Low 
1-4 
	Med 
5-7 






6
	High 
8-10 
	 Although I have experiment a number of situations, incidents and offences during my short period of time as a response officer, there are still many situations in which I haven’t encountered so far.

Within the next 6-12 months I would like to be exposed to more challenging situations and have the opportunity in developing my skills and knowledge further by dealing with these experiences. I am lucky on my particular shift as I have 2 PC’s who have vast experience and I can turn to them for support when needed.


 
 


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: 23rd March 2021.
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