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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

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

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


1000 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

In March 2020, I achieved Independent Patrol Status in Response Policing. Achieving that status meant that I was now able to be a police response officer on my own without anyone tutoring or mentoring me. This was quite a big achievement in my short lived career so far. Going out and policing communities by myself meant I now had to make all the decisions and test my own knowledge. It felt like quite a stressful and uncertain time.

In order to reflect on this I am going to use Gibbs Reflective Cycle (Graham Gibbs, 1988).

Policing has its own organisational culture. The organisational culture of policing is remembering to be open and honest with members of the public whilst still treating them with respect and courtesy. It is about letting members of the public express their views and opinions and then making impartial decisions based on the information they may provide you with. It requires police to build a good working relationship with members of public within the communities they police. It’s important that police improve the public confidence of the police and encourages them to engage with police. (College of Policing, 2020). Policing changes every day. This could be new law or legislation being put in place or the way South Wales Police in particular tackle a certain type of crime or issue. Now that I have achieved Independent Patrol Status, it is my own responsibility to keep up to date with this. 

Before I became a police officer I had a whole different perception of what policing was really like. When I started my police training in March 2019 I started to realise how policing worked and how many different roles and responsibilities I had. Whilst in police training it prepared me for the academic and knowledge side I would need to become a police officer. I learnt all the different law and legislation to become a police officer. After I completed my six months training, I passed out as a police constable. In September 2019 I joined my team out on division. From being out and policing within the communities I have learnt the practical side of policing. This was a very different experience to what I imagined. I have learnt that not all members of the public like or respect police even when you are trying to help them. I have learnt that situations can become very challenging if the members of public that I am dealing with do not speak English. I have learnt that it is ok if I am unsure of what to do as I can always ask my colleagues for help and assistance. I am encouraged to take leadership in my team and learn from making mistakes. When I attend an incident with a colleague, most of the time we have a quick debrief about what went well and what could be improved on next time however, my team respect the fact that I have now achieved independent patrol and that I may prefer to do things slightly different. This is important as everyone finds things easier to do in their own way and this is what makes me become a police officer. It is about finding what works best for me. 

Sometimes it can be challenging to retain my personal values when carrying out my duties as a police officer. It can sometimes risk not complying with the organisational culture of South Wales Police. It means that sometimes I have to not act upon my own personal values in order to comply with South Wales Police organisational cultures. In a BBC interview a Member of Parliament, Matthew Handcock said “the most important thing to do is change culture and that means lots of different rule changes” (Handcock, 2012). This means that police organisational culture is not always accurate and rules are forever changing. It is important to recognise when something is not working and the correct changes are made to the organisation. 

Since achieving independent patrol I have noticed that I have learnt to overcome, adapt and cope with different situations I have faced. I always try to see the positive in the situation and see what I could improve on or do slightly different. It is not about finding the negatives. I find that sometimes I can dwell on the negative and that does then affect my confidence in that particular area. For example, I found that I was assaulted on duty three times in the same month. This made me feel that my personal safety skills were poor however, on reflecting on each of these incidents and reviewing my body worn video back, I felt slightly different. I picked out all the good points and also picked out what I could have done differently but justified why I did it the way I did in those circumstances. This helped me build my resilience and take a positive look on the situations allowing my wellbeing to remain of a positive self-esteem nature.

Whilst in police training I developed strategies for maintaining my wellbeing and resilience. These were setting myself goals, going to the gym, offloading to family or friends and maintaining a healthy work/life balance. When I first started working on out on division, I found different strategies. These were eating the correct foods at the correct time of day due to shift patterns, writing lists of what I needed to achieve and ticking the off and making the tea and coffee for the rest of my shift. Since achieving independent patrol I still use most of the strategies I used previously. I continue to make the tea and coffee for the shift, I still set myself goals, I try my best to eat the correct foods at the correct times of the day and I still go to the gym either before or after work. I find that this helps me to cope with stress and allows me to be positive when working. Whilst in training, I used to ‘offload’ to my family and friends about how I was feeling. I now find it easier to offload to my colleagues. Tomas Jungert (2017) suggests that colleagues play an increasingly important role in stimulating motivation and providing support within the work place. 

Since being independent the main strategy I have used is to except and embrace change. This is the most important thing for me as things change on a daily basis and it is important that I am open to change in order to allow me to be the best officer I can.

(1095)
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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:

As a police officer I am required to make risk assessments continuously, often these are made dynamically as an incident unfolds. The incident that I will be using for this example is a domestic related incident whereby my colleague and I attended a call and my colleague got assaulted. I was on an evening shift when I received information via my police radio that a female had been assaulted by her partner. My colleague and I responded to this call. Upon arrival, it was clear that some form of altercation had taken place as the floor was covered with smashed glass and the victim and suspect were still arguing when we arrived. I decided to separate both parties to allow them to give their accounts of what had happened. The victim told me that she and her partner had been out drinking and when they arrived home they began arguing and the suspect hit her to the face causing redness. My colleague was speaking to the suspect downstairs. I could hear the suspect shouting at my colleague and then I could hear that the suspect had made his way upstairs and tried shouting at the victim. I informed my colleague of what the victim had disclosed and escorted the male back downstairs as there was a child upstairs as well as the victim. I escorted the suspect outside and informed him that he would be arrested for domestic related common assault whilst my colleague applied handcuffs to the front of him. Due to the size, build and the aggression of the suspect it would have been extremely difficult to apply handcuffs to the rear. Whilst the suspect was being arrested the victim made her way back downstairs of the address causing the suspect to force his way back into the address. Whilst inside the address, the suspect began shouting and tried to make his way towards the victim. The suspect then began to ‘lash out’ and head-butted my colleague, pushed myself and resisted arrested. A physical altercation took place inside the address before I managed to get the suspect from the address. The suspect give chase outside the address and my colleague sprayed him using pava. I immediately asked for more units over my police radio and requested a police van to transport the suspect as the suspect, my colleague and I had been exposed to the irritant spray. 

Whilst at this incident, every decision I made I used the police national decision model (NDM). The NDM is a model that helps you make a decision. It is broken up into six different components. Right in the middle of the model is police code of ethics. The next components to follow off this are, gather information and intelligence, assess threat and risk and develop a working strategy, consider powers and policies, identify options and contingencies and last take action and review. (College of Policing, 2014). The six components together make up the NDM. Every time I make a decision and have to use force on someone I go through the NDM which is my dynamic risk assessment prior to making the decision. In a live incident I will go through this model without actually realising that I have as it is part of my every day policing.

Whilst dealing with this domestic incident it was extremely important that I made a dynamic risk assessment. Trujillo and Ross (2008) will say “Statistical analyses show that the victim's level of fear contributes to police officers' judgment on the level of risk and their decisions on which risk management strategy should be used”. I agree with this statement as I personally feel that a victim’s level of fear helps with my judgment however, victims of domestic violence can react in many different ways and it is important to remember that.

In order to reflect on this incident I will be using Gibbs Reflective Cycle Model. Gibbs (1988). This model is broken down into five different components, description, feelings, evaluation, conclusion and action. 

Prior to attending this call, I completed the gather information and intelligence part of the NDM. Once South Wales Police control room provided my colleague and I with the details of the call, I asked if there was any warning markers on both parties that we should be aware of. I asked if the suspect was still at the scene and if there was any weapons involved. By asking these questions I was gathering as much information and intelligence about this incident that I was attending as I had no previous dealings with any of the individuals or the address. I was feeling slightly anxious attending this call as it was unsure if the suspect was still at the scene and if any weapons were involved. I asked if the control room was still on the phone with the victim to see if any more information could be obtained. 

Upon arrival, the very first thing I did when I entered the address was scan the room for any potential weapons or items that could be used as weapons and made note of exit routes. I did this because both parties were intoxicated, the suspect was aggressive and the house was small in size meaning that if the situation was to escalate there was not a lot of room for me and my colleague to get ‘hands on’. I made the decision to separate both parties so that they could both be spoken to individually and see what they disclosed. I felt that it would be more appropriate if I spoke with the victim as she was upset and naturally began talking to me when my colleague and I arrived. When speaking to the victim she disclosed that she had been assaulted. I then considered what powers I had. I made the decision that the suspect would be arrested for Section 39 Common Assault of the Criminal Justice Act 1988. Once I knew that the suspect would be arrested I informed my colleague as I believed that the suspect would behave in an aggressive manner and I wanted us both to be prepared. 

I identified that it was not appropriate to arrest the suspect where I was inside the address due to the victim and a child being present. I made the decision to escort the suspect outside the address where there was no direct access to the victim or any weapons. Whilst I was arresting the male my colleague applied handcuffs. The suspect began acting in an aggressive manner and resisting arrest. The suspect made his way back into the address and tried to make his way towards the victim. I immediately used force in order to stop the suspect getting back to the victim as I feared that he would assault the victim again. It was clear that the victim was scared due to her body language. The suspect continued to be aggressive and would not cooperate. The suspect then assaulted my colleague and the situation escalated so I asked for further units to attend the address. I made this decision as it was clear that due to the size, build, gender and aggression of the suspect more units were needed to restrain the suspect. 

At the first sight of conflict there are normally two types of reactions which are fight or flight. In this incident my natural reaction was to fight. I feel that I made this decision because as like most police officers they seem to be programmed to fight. However, Lawrence Blum will say “there are missing “ingredients” in the training and socialization of police officers. These ingredients include techniques and tools to condition the officer’s decision-making and concentration during conditions of emergency; internal controls necessary to maintain the will to survive; and aids that will prevent officers being defeated by any threat”.(Blum, 2000). 

Once I returned to the police station I completed my officer statement which documented exactly what had happened, the force I used and why. I also phoned the victim back and asked her several safeguarding questions in order to submit a public protection notification for herself and the child. I completed this over the phone as it was not reasonably practicable to do this at the scene due to the behaviour of the suspect. 

From reflecting on this incident there are many positives and negatives. I feel that I recognised that the victim felt more comfortable in talking to me rather than my colleague and I acted on it. When talking to the victim I was very aware how emotional she was and allowed her time to disclose what had occurred in the house. I feel that my officer safety was extremely good especially in such a small environment with an aggressive person. When my colleague and I had to use force against the suspect, it was very controlled and I was very aware of what my colleague was doing and was able to still get involved without getting in their way. 

If I could change anything about the decisions I made in this incident it would be to ask for more units quicker. At the time of this incident I had not long been signed off for independent patrol and I thought that I needed to prove to myself and my team that I could manage conflict. However, looking back now I realised that sometimes you need help and it is okay to ask for help when it is required. Another thing I would change is stepping in and making the decision to apply handcuffs to the rear of the suspect. I am aware that at the time of the incident it was very fast paced and it was the easier option to apply to the front however, it could have potentially resulted in my colleague not being assaulted.
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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 consider what team cohesion is and the author will explore how team dynamics can help develop team cohesion. The reasons why some teams cannot function as a team, theories relating to team dynamics and ways teams can improve their team cohesion will be within this essay. Leadership styles, roles and how inter-personal conflict occurs within in a team is also in the body of this essay. Strategies to enhance team and individual performance is also spoken about. The essay will explore how team dynamics within the police services can fail to comply with professional standards that are required.

There are theories of team dynamics that can help develop team cohesion. Team cohesion is the closeness of a team. Team cohesion is related to the inter-personal connections that individuals have within the team. (CFI, 2015). A team that does not have that high level of cohesion will struggle to function and will not be as productive. Increased team cohesion leads to a better engaged team with an increased commitment and better productively. (Beale et al, 2003). There are several reasons why teams cannot function. These are, lack of clear purpose and goals, unsure of what requires a team effort, lack of accountability, lack of effective or shared leadership, lack of trust among the team, inability to deal with conflict, ineffective problem solving skills and lack of focus on creativity and excellence. (Lead Change, 2015). However, Patrick Lencioni will say “there are five dysfunctions of a team. These are, Absence of trust, fear of conflict, lack of commitment, avoidance of accountability and inattention to results. The absence of trust comes from individuals in fear that they are vulnerable”. (Patrick Lencioni, 2002). This develops into a lack of trust between the individual and the rest of the team. The fear of conflict can stem from lack of trust. In a working environment individuals may be reluctant to give their thoughts or opinions on a situation because they fear that they would not be agreed with and could be faced with back channel comments. The lack of commitment element is the lack of effort or clarity from members within the team. Avoidance of accountability is when individuals do not tell their colleagues if they are doing something wrong as they want to avoid inter-personal discomfort even if the individuals behaviour/actions is letting the team down. The last element is inattention to results and that means that an individual may priorities their own goals instead of the team’s goals meaning that they do not hold themselves responsible. (Chapman, 2020). 

In order to overcome these team dysfunctions and improve team cohesion, Bruce Tuckman came up with a theory relating to team dynamics. Tuckman’s theory is called ‘The Tuckman Team Model’. (Bruce Tuckman, 1965). Tuckman’s theory is well known for team development. There are four elements to this model and they are forming, storming, norming and performing. The forming stage is when team members get to know other members within their team. It is where individuals learn about each other and people’s strengths and weaknesses are highlighted. This stage is about getting to know your team and their individual needs. An example of this could be having a team bonding day where the team would be expected to carry out different activities covering different areas so people’s skills are shown. During this stage roles within the team and the team’s task may be set and agreed upon. The next stage is storming. This stage is where the planning of a project or goal is set. During this stage there is expected to be slight conflict over and/or dysfunctions as everyone is sharing their views and opinions about what they think is right. The roles of individuals should be developed during this stage. The next stage is norming. During this stage it is crucial that team members know their exact role and how they will carry out their role. Some team members may wish to work on their own but still communicate with their team so everyone knows exactly what is going on. The final stage of the model is performing. This stage is the end goal of the project or task. This means that the team has worked well together and completed the three stages prior and got to their end goal. Not all teams will make it to the performing stage. (BC Campus, date unknown). Throughout all four stages it is important that teams communicate with each other as communication is key. Following this model should help develop the team cohesion which could then lead to an increase in productivity. 

There are positives and negatives within Lencioni’s and Tuckman’s theories. The positives are that Lencioni broke down the problem into five separate elements which cover five different aspects of why a team has dysfunctions and Tuckman’s theory explains how they can overcome them. I think that both theories together work well and can be really effective when tackling team dysfunctions. The negative is that I feel the five reasons are only eligible for some teams and not all teams. I feel that these are specific to certain types of teams within certain types of jobs. I think that they can be quite time consuming and not every team has the time to sit down and work through both these theories.


Most teams will have a leader but there are different types of leadership styles. A few types of leadership styles are Autocratic, Authoritative, Pacesetting, Democratic, Coaching, Affiliative or Laissez-Faire. (American Express, 2019). Democratic leaders participate more within a group, are more engaged and more creative ideas. They tend to have poor decision making if unskilled and can also have communication failure. Autocratic leaders is a leadership style characterized by individual control over decisions and like little input from group members. (Cherry, 2020). I think that a police leader needs to be more a mixture of both democratic and autocratic. In order for a team to work, there needs to be a designated leader who is in charge and oversees all the decisions. The role of a leader means that all final decisions are made by them in order to have a lower rate of conflict amongst the team. Being a leader may mean that you have to deal with inter-personal conflict. Inter-personal conflict is a disagreement between two or more people. The disagreement may be emotional or physical. Inter-personal conflict may happen in work or outside of work. (Alley Dog, date unknown). Reasons for inter-personal conflict are personality clashes, unrealistic needs and expectations, business values, unresolved workplace issues and increase in work-load. (NI Business Info, date unknown). These are some examples of why inter-personal conflict occurs in the workplace however, they are fairly easy to resolve. Some examples of how you can resolve inter-personal conflict are making sure that everyone knows and understands the rules and policies that the leader has put into place, always have a plan or contingences to deal with the conflict, leaders should appreciate their team and praise them of the good work that they have completed and making sure that everyone is working safely and effectively. Leaders should encourage everyone to get on and work with different members of the time when they can. (NI Business, date unknown). It is important that a leader recognises conflict early on so it can be dealt with efficiently. As a leader it is important to check the welfare of the rest of the time and always ask if there is anything they can help with to ensure that they enhance individual performance which will later enhance team performance. 

Police officers work as part of a team however, they may be asked to work alone. It is important that everyone in the team tries to get on and encourages one another to achieve the best that they can however, this is not always the case. Leaders should choose who individuals work with and I think that they should always alternate the partnerships to allow everyone to work with each other. Some teams within the police service do not have a good working relationship and struggle when working with certain individuals in their team. Reasons for this is, some individuals ‘cut corners’ and do not carry out their role as expected. Some officers in the team may fail to comply with the professional standards requirement such as the policing principles. Policing principles are accountability, fairness, honesty, integrity, leadership, objectivity, openness, respect and selflessness. (College of Policing, 2014).  For example, if one team member has been lying about something, they have breached the honesty and integrity from the policing principles. If only one team member knows about this then it can cause inter-personal conflict between them which would affect the whole team’s dynamics. Most teams within the police service build strong bonds and friendships with each other but sometimes they develop into an inappropriate relationship within the work place. There has been a recent case where by two police officers engaged in sexual activity in the work place. The officers involved were a police constable and a police sergeant. It is alleged that whilst on duty the pair engaged in sexual activity. (South Wales Police, 2020). This is an example of how good team dynamics can escalate and also result in failing to comply with police procedures and protocols. It is down to the leader of the team to investigate what has occurred and fix this issue. 

To conclude, team cohesion is the closeness of a team and is related to inter-personal connections. According to Leccioni, there are five dysfunctions of a team. A theory to overcome these dysfunctions is Tuckman’s model. Inter-personal conflict will occur within teams but it is important that the leader of the team recognises it early on and acts upon it. Team dynamics within the police service can result in individuals failing to comply with the policing principles.
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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 consider how information and intelligence can be used in the disruption of more prevalent criminal activity. This essay will also outline how Automatic Number Plate Recognition can be used as an investigative resource when disrupting criminal activity.

Information and intelligence can be used in the disruption of criminal activity. Information can be generated by anyone. Information can come from anyone within the police service or any member of the public. Intelligence is information that has been collected, verified and put onto the police system and it may or may not be acted upon. When completing an intelligence report the police use a model called 3x5x2. The 3x5x2 model is made up of three elements of the report. The first element is the 3. The 3 is the source evaluation. There are three options that an officer must select from and they are reliable, untested or unreliable. This is the grading of the person who has provided police with the intelligence. The second part of the model is the 5. The 5 is the intelligence assessment. The five options that the officer must pick from are, known directly to the source, known directly to the source but is corroborated, known indirectly to the source, not known or suspected to be false. This is how the source knows this intelligence. The final element for the model is the 2. The 2 is the handling codes. The two options that officers must choose from are lawful sharing permitted or lawful sharing permitted but with conditions. Depending of which option the officer selects depends on who the intelligence can be shared with. (College of Policing, 2019).

In order to maximise the opportunities of catching criminals involved in prevalent criminal activities such as human trafficking and child sexual exploitation, a model was created called NIM. NIM stands for National Intelligence Model. NIM is about sharing the intelligence we have with partner agencies or partner police forces in order to get the best results. An Audit Commission in 1993 stated “a vicious cycle of failure to address crime”. (Environment Agency, 2017). What this means is forces were failing to share intelligence which could have prevented further criminal activity carried out by the same criminals. There are three levels in which the intelligence can be disseminated are they are local/basic command units, force or regional and national or international. By sharing the intelligence could help with suspects who are human trafficking across the world.  

Police surveillance can be used in order to gather intelligence. There are two types of surveillance that police undertake, one is overt surveillance and the other is covert surveillance. Overt surveillance is when the subject of the surveillance is aware of the situation. Covert surveillance is when the subject does not know that there is anyone observing and gathering intelligence on them. (Tremark, date unknown). Covert surveillance has to be authorised by the rank of an Assistant Chief Constable (ACC) or above. The reason for this is because it is breaching a person’s Human Rights. If a subject is under covert surveillance it breaches Article 8 of Human Rights Act 1998. 

It is important that if intelligence is submitted, it is to the best quality. Poor quality intelligence can lead to a lower number of arrests or positive outcomes/action taken against suspects of more prevalent criminal offences such as organised crime and county lines.

Roads policing is a department within the organisation that has its own job role. According to College of Policing (2020) “The Roads Policing Constable prevents loss of life and injury on the roads by preventing, investigating and prosecuting offences through intelligence led policing”. One of the key accountabilities that a constable has is “Provide a visible presence on the roads by carrying out designated and proactive patrols and using intelligence and/or ANPR information to deter crime, reassure the community, and reduce fear of crime”. (College of Policing, 2020).

To help road policing officers carry out their role most effectively, good intelligence reports must be submitted. From good intelligence, these officers can conduct targeted patrols in certain areas mentioned in the intelligence reports. Intelligence lead policing has proven to decrease the volume of crime. Robert Heaton (2009) will say “there appeared to be an exception in respect of intelligence-led policing, which was associated with reductions in thefts of motor vehicles”. This is an evidenced result of how intelligence can be used in the disruption of criminal activity. OCG will normally use a stolen vehicle on false plates to carry out their crimes. Most often or not the vehicle will become a pool car which is shared between criminals. 

ANPR can be a very effective tool when investigating crime whereby a vehicle is involved. ANPR is a camera which reads the index of a vehicle and stores some information about that car on a computer system. There are thousands of ANPR cameras across the UK. (Automatic Number Plate Recognition, date unknown). ANPR is a sensitive tactic and the location of ANPR cameras are usually not disclosed as if known it could lead to criminals avoiding the route. Once a car drives passed an ANPR camera, it tells you which camera the vehicle hit and at what time and date. There are two types of ANPR cameras and these are mobile or fixed. Most traffic police vehicles will have fixed ANPR cameras installed within the vehicle.

An example of when police could use ANPR cameras to assist in their investigations is drug smuggling. If police have received intelligence suggesting that a vehicle is involved in smuggling drugs across the UK then ANPR can assist with the movement and whereabouts of the vehicle. ANPR would show a direction of travel of the vehicle and what route it has taken. This will give police an idea of which area the vehicle is smuggling the drugs to, what times the vehicle is smuggling the drugs, how often the vehicle is smuggling drugs and if there are any consistent journey routes or times. If a roads policing officer has received intelligence that a specific car is involved with the smuggling of the drugs and it pings on their ANPR camera, it gives the officer a stop and search power under Section 23 of the Misuse of Drugs Act 1971.

From my own personal experience, ANPR has been used to locate stolen vehicles used by OCG’s from intelligence. Certain members of my team have access to the ANPR system and I have provided them with details of a vehicle that I am looking for from an intelligence report. With their help I have been able to either locate the stolen vehicle. From doing this it has allowed be to disrupt the criminal activity whereby OCG’s are involved. 

All these different ways of gathering information and intelligence can be really effective and have a positive outcome. If good intelligence is submitted and acted on then it is likely that it could result in an arrest or even the disruption of the crime at the least. Crimes such as drug smuggling, human trafficking, child sexual exploitation and county lines for example take place normally on the roads. It is important that police officers especially traffic and response officers police the roads effectively. Receiving good intelligence means that officers can intercept these types of criminal activity before they have fully completed the crime. Even if it means the suspect does not commit the more serious offence, officers have powers to seize vehicles under section 163 of the Road Traffic Act 1988. Under section 60 of the Criminal Justice and Public Order Act 1994 gives officers another power to stop and search a vehicle where they believe violence is anticipated in a certain location. (College of Policing, 2019). By stop searching vehicles it disrupts and delays the criminals carrying out these serious offences. 

When investigating criminal offences it is important that police abide by the Investigatory Powers Act 2016. Investigatory Powers Act 2016 is set out for officers to investigate someone and allowing officers to go into their personal lives slightly more than normal. (Legislation.gov, date unknown). It is important that officers are aware of what they can and cannot do.

In conclusion, information and intelligence can be used in the disruption of criminal activity. Information is generated by anyone and intelligence is information that has been collected, verified and put on to our police computer system for officer’s attention and possible action. When an intelligence report is submitted, officers use the 3x5x2 model in order to complete the report. It is important that the quality of the intelligence report is the best it can be because poor intelligence can mean less arrests or positive action from the intelligence report. Another way of gathering intelligence is by using covert and overt surveillance. ANPR can help with intelligence and the whereabouts of the subject of the intelligence. Good intelligence helps police officers police the roads more effetely allowing them to have more positive stops of vehicle and maybe even seizures which is disrupting the criminal activity on the roads.


(1510)
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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 
 
 
I want to improve on building good quality casefiles for CPS.








Producing/giving evidence at Magistrates and Crown Court as OIC.











I want to develop my knowledge around traffic offences and how to deal with the different types of offences.






I want to have a greater understanding of Fraud related offences as I have had very few dealings with these types of cases.



I want to learn about what offences can have out of court disposals.
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 

8










8














8











8










9


	Low 
1-4 












4
	Med 
5-7 

6

























6











5










6











	High 
8-10 
	 


I will complete my attachment in the ‘hub’ and hopefully see good quality casefiles being built and I will be able to complete a casefile to a high standard with supervision and guidance from my tutor in the ‘hub’.


In order to develop in this area I will ask senior colleagues to explain the court process and what I need to know about giving evidence as OIC. I will then take on board what they have said and try to sit in a court case to see how it works before I give evidence for my own case as OIC.



In order to develop my knowledge and understanding around traffic offences I will do further reading and complete my traffic attachment. Whilst on my traffic attachment I will ask many questions in order to learn more.


Further reading is required around Fraud legislation and offences in order to develop a greater understanding. I will also ask the Financial Investigators any questions I have after I have read about the types of crimes.

Further reading about minor offences and ways of which I can deal with them other than arrest to develop my knowledge.

	SKILLS 
 
 
 
I want to improve on interviewing suspects whilst in police custody.









I want to complete a taser course and become a taser carrying officer.








I need to improve on searching individuals by using a quadrant search technique.









I want to complete my response driving course so I can respond to grade 1 calls allowing me to become even more independent.  
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10


8













10 











10












10
	Low 
1-4 
















1
























1
	Med 
5-7 


6

























7
	High 
8-10 
	 



I am confident when interviewing a suspect for a minor offence however, I am not confident in dealing with more complex interviews. I will sit in on more complex interviews when I complete my hub attachment and see how other officer’s interview and learn from multiple officers interviewing.

I am open to try and complete a taser course so I can become a taser carrying officer. I will make attempts to get booked onto a taser course and complete any research or pre reading before the course in order to help me whilst I am on the course.

When searching individuals I forgot to search using the quadrant searching technique. I will ask a senior officers to complete a quadrant search so I can see a good search and learn from it.



I will continue to make attempts to book onto a standard response driving course so that I can become a qualified response driver.

	EXPERIENCE 
 
 
 
I want to experience interviewing a suspect for a serious offence on my own.







I want to experience dealing incidents single crewed in order to build my confidence in dealing with all types of situations on my own.




I want to experience dealing with conflict more as I have had very few incidents where by there was conflict.
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7













	High 
8-10


8 










8











9
	Low 
1-4 


4
	Med 
5-7 













6











7
	High 
8-10 













	 



After I complete my hub attachment and see how they interview more serious interviews, I want to plan and then complete an interview on my own for a serious offence and to be confident.


I have dealt with minor incidents single crewed however, I will make efforts to dealt with more serious incidents single crewed in order to develop my knowledge and decision making skills.



If I hear any calls that sound like conflict management is needed I will attach myself in order to develop my managing conflict skills.


 
 


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.  
[image: ] 
Signed: _ 
 

Date:  26/09/2020
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