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Task 1

Relevant areas of the National Policing Curriculum: 
Wellbeing and Resilience

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

Consider the risks of conforming to organisational culture. 

Illustrate your strategies for maintaining wellbeing and resilience. 


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



ANSWER:

Since I have achieved independent patrol status there has been a shift in how I have approached day to day work life. When I was in tutorship, we were fairly isolated from the main police organisation, in more of a halfway house between the classroom and what the realities of the job actually entail. Once on the shift I was assigned to it became clear that there are various new challenges to life as a police officer that I had previously not encountered, ranging from managing workloads and victims, to fitting in with the accepted normalised way of working due to cultures embedded within the force. 

Organisational culture has been described as the cognitive knowledge acquired through socialisation (Cooke and Rousseau, 1988). Individual historical experiences are used to construct a culture that is shared within a work environment. This knowledge is then used to interpret situations, which guides present and future actions. It is a shared normality and values by the members of a group or shift. In most cases it can be associated with a profession or organisation which changes itself into its practices (Pratt et al., 1992). Police officers can perceive themselves as saviours with an obligation to protect society from deviant behaviour, they stand between chaos and order (Newburn, 2007). Police culture is a police officer’s views of their social world and their role in it. Reiner (1992) and Waddington (1999) both agreed that this set of beliefs and values emerged as a response to the job officers are asked to perform on a daily basis. Police culture is the idea that there is an identifiable or distinct set of beliefs and assumptions. The concept of ’organisational culture’ can be described based on numerous approaches to work problems and issues that officers encounter daily. This highlights the fact that it is an important issue within work and organisational psychology.

However, the increasing range of organisational culture and subculture types not only shows its significance, but also the appearance of its explanations in a wide spectrum (Farkas et al., 2020). Organisational culture includes communication with victims (in the case of police forces) and the associated approach system (Farkas et al., 2020). The organisational culture should not be considered fundamentally “good” or “bad”. External and internal metrics and requirements exist that indicate the state of a given organisation: they reveal the quality and quantity of value creation, the organisation’s acceptance in its environment as well as its necessity in the society (Farkas et al., 2020). 

The organisational culture should be considered as being at its most favourable if it helps to enable the organisation’s tasks, objectives, the completion of its duties, and the maintenance of its expediency, as well as if it is supportive, creative and facilitating (Farkas et al., 2020). When the culture is at its optimum, the organisations interests are enforced between the groups and people within it in a peaceful way, resulting in effective and successful work, ensured conditions and satisfied staff. The organisation’s output is then accepted, recognised and required in its external environment (Farkas et al., 2020). 

Research suggests that police forces see themselves as a performance and service-oriented organisation that is friendly and welcoming (Hesketh, 2011). The main reason for this is that their staff have their customers’ needs at heart. Officers and staff see themselves as diligent, diverse and understanding of the needs of the community they serve. Police forces concede that within their employees there is a very strong culture that lies within the organisation at all levels (Hesketh, 2010; Hesketh, 2011).

As I have progressed, I have realised how vitally important it is that officers such as myself understand the public and their diverse array of needs. As with any other public facing business, it is essential that there is a good working relationship. Research would suggest that if the culture is aligned, or the gap small, then the relationship will prosper (Hesketh, 2011). To develop this theory further, getting it right will naturally lead to lower crime, reductions in anti-social behaviour, and higher levels of confidence in the service that officers provide. To quote Johnson et al (2008) “Indeed, aligning strategic positioning and organisational culture is a critical feature of successful organisations”.

One definition of police force culture is, “the collection of relatively uniform and enduring values, beliefs, customs, traditions and practices that are shared by an organisation’s members, learned by new recruits and transmitted from one generation of employees to the next” (Huczynski and Buchanan, 2007). Culture in organisations has a profound influence on its members but it is not really clear how much is understood about it, as quoted by Schein (1996), “Even though I have worked on culture as a variable for over 10 years, I keep being surprised by how little I understand its profound influence...”. It is apparent that culture is full of conflicting views on what it is and whether it can be altered, developed or manipulated (Hesketh, 2011). Most research seems to acknowledge that the basic assumptions, described by Schein (2004), cannot be changed easily. However, in some areas of culture, there are some opportunities for change (Hesketh, 2011).

Many officers, including myself, see the police culture as an attractive area of work. Not many leave, recruitment has never been difficult, and it has always been vastly oversubscribed (Hesketh, 2011; Schein, 1984). The attractions that draw officers in include an exaggerated sense of mission, craving of exciting work, and a willingness to use force (Reiner, 2000). The idea is taken further (Phillips et al., 2010) when it is suggested that the socialisation process may start when a potential recruit is raised within a police family (Pascale, 1985). These individuals will begin establishing the cultures as they grow up (pre-employment). This is cemented further by observing strong depictions in the media, TV dramas and in the abundance of Police based films. With all of these things taken together it becomes easy to see why there is such a strong culture within each individual force area, as well as within police forces as a whole.

Many officers join the force and integrate the values that longer serving officers portray to them into their own set of values and beliefs. This is not a problem for the majority of officers that join as long as their own values and beliefs prior to joining are still intact to a large degree. I achieve this personally by maintaining strong links to outside influences such as family and friends that were in place prior to me joining, who are not within the police culture.

There is an inherent risk of us as officers conforming to the culture without first building our own version of it so as not to lose our own values. Part of the reason that there is such a strong culture within the police force is because many will incorporate the values and culture that are already present into their own version of it. This will mean that the culture for good or bad will continue to evolve and perpetuate throughout the organisation even with new recruits joining on a regular basis. It is also important to consider that one of the reasons that many join in the first place is to do with the culture within the police force, either real or perceived.

[Word Count = 1219]













1

Task 2

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

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

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

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





ANSWER:

Officers had received a third-party call to attend an address after a large disturbance was heard. There was smashing and banging coming from the address. The only information that officers had at the time of dispatch was the address of an upstairs flat and a male and female arguing.
 
At the time of the incident the address involved in the incident was run through our local systems on NICHE as well as Police National Computer (PNC). Little information was available to go on in terms of warning markers or previous incidents to establish the sort of domestic abuse incident that we would be attending. Officers requested that the 999 recording be reviewed and any information that could be heard in the background passed to them. This was completed by FCR staff who stated that they could clearly hear a male and female arguing. This was consistent with the reporting person living underneath the dispatch address and confirmed that two were present at the time of dispatch.
 
As such we had to assume a few things to make sure that we were suitably prepared for when we attended. One of the things that was immediately changed was the crewing on the dispatched double crew to taser carriers. This change was made as officers were not certain what they would be walking into once at the address and what level of violence may be offered to officers once in attendance. This decision was made by the dispatched officers after using the National Decision Model with the information that was available at the time.
 
The Association of Chief Police Officers (ACPO) has approved the adoption of a single National Decision Model (NDM) for the Police service (Lander, 2011; National Police Chiefs’ Council, 2015). Police decision making is often complex, required in difficult circumstances, often in quick time and is open to challenge. The ACPO ethics portfolio and the national risk coordination group have developed this values-based tool to provide a simple, standardised, logical and evidence-based approach to making policing decisions. The NDM should be used by all officers, decision makers and assessors who are involved in the whole decision process and it can be applied to spontaneous incidents or planned operations, by an individual or a team of people, to both operational and non-operational situations (College of Policing, 2013). The framework can be used to structure rationale of what was done before and during an incident, including why. It can then be used to assess and judge those decisions and, in turn, improve future decisions and help to create techniques and methods for many different situations.
 
[bookmark: _Hlk92278557]In this incident, the five stages of the NDM were applied immediately following the call (OpenLearn, 2016). Information was gathered about the problem in hand by performing the PNC check (Stage 1). This allowed us to work out what we did and did not know about the subject and victim and this information was then used throughout the rest of the process. This information was further used to assess and judge these decisions after the event. The PNC check also allowed us to determine the threat, its nature and extent so that we could assess the situation and make the right decisions (Stage 2). The PNC check revealed little information on the residents at the address, so we had to assume details in a worst-case scenario as we were unsure what we would be encountering. Therefore, we considered the necessary actions and any likely outcomes and implications of this threat. As part of this stage and due to the lack of information on what we would be attending, a request was made for another double crew unit and a dog unit to be made aware and to start making their way in case they were required.
 
Having gathered this information, we could then determine which powers we, as the police, would potentially require during this incident (Stage 3) i.e., the Criminal Law Act 1967 (HM Government, 1967), Common Law (The Crown Prosecution Service, 2019) and PACE 1984 (HM Government, 1984), but preferably non-violent means under the Human Rights Act 1998 (HM Government, 1998). Armed with all of this information regarding the subject and powers/policies we may need to employ, we drew up a list of options and contingencies, in case things did not go exactly to plan (Stage 4). The main aim was to gain control of the subject using tactical communication and, depending on the level of hostility and as a last resort, safely restrain him. We had determined the most appropriate actions and were prepared to implement these (Stage 5).
 
On arrival at the address there was only a female present who was extremely agitated. Officers conducted a search of the address including the balcony and areas visible from the outside, with a negative. Officers could see from the state of the address that there were multiple broken items. The back door to the address was also wide open, which was unusual given it was -1°C outside. The female at the address stated to officers that there had been no one else at the address and she had been having a mental health episode. The female had blood on her hands and clothing that she could not explain to officers.
 
After calming the female down and trying to establish what had happened, she disclosed that she had a verbal argument with her boyfriend who had left the address hours previously. She had then caused all the damage at the address in frustration. Officers asked if the female could ring her boyfriend and ask him to return so that they could check on his welfare and for any injuries. Officers also wished to clarify with him separately to determine whether this was a mental health or a domestic abuse call, as the approach to each call and the help and support provided would be different.
 
Officers could clearly hear it ringing from outside underneath the balcony. The male involved then made himself visible to officers and stated he would not come anywhere near us as we would arrest him. He had evidently heard us at the front door and jumped over the balcony to hide. Officers could see the male had concerning injuries to his face and head.
 
The male climbed up to the balcony, however he was on the wrong side and still vulnerable to falling. While he was stood on the edge of the balcony, officers could see that he had a large laceration to his forehead, as well as a large amount of bruising to his cheek and eye socket. Due to this, officers again used the NDM and maintained distance while still engaging in an attempt to establish the facts and get the male to a safer position. Our main concern was getting the male medical attention due to the injury bleeding profusely. He stated to officers that his injuries had occurred in town following an assault and that he had a verbal argument with his partner due to this.
 
The male was very up and down in his aggression towards officers. Officers eventually got a good rapport with the male, but he still refused to come into the address. The female stated she had no current thoughts to harm herself or cause any more damage. Due to the nature of the incident and the level of aggression from both the female and the male we decided that as no offences had been disclosed the best option would be to separate the pair. Once the female had left to go to a friend’s house, the male came back into the address but still kept his distance from officers. He was asked if he would be willing to come with officers so they could get him medical attention at the hospital. He refused again and threatened to jump back over the balcony. Officers backed off at this point to make sure he came to no further harm.
 
The NDM is a powerful framework for problem solving and has been adopted by police forces across the UK, but it cannot be seen in isolation from the underlying social and psychological perspectives (OpenLearn, 2016). Whilst completing each of the stages of the NDM we carefully considered the Code of Ethics (College of Policing, 2020) and asked ourselves whether the actions we were planning to take were consistent with this code. It was important that our actions were what the police service would expect, and what the community and the public as a whole would expect of us.
 
At this point the female re-entered the address stating she needed to collect a few things. She then refused to leave as it was her flat and she did not see why she should. Officers stated that she had offered to leave previously to calm the situation and had not been forced.
 
The male stated he would not leave the address as his partner did not want him to and officers could not force him to if she wanted him to stay. It was clear from the manner in which both the male and female at this incident conducted themselves that there had been a domestic abuse issue at the address. Neither wished to discuss what had really happened with officers. The male was becoming more aggressive towards officers while he was doing this. Using the NDM, officers made the decision that for both the female’s and male’s safety, to prevent any further issues and to get any injuries seen to the male would be arrested to prevent a breach of the peace. After this was actioned, first aid was provided. The male was taken to the nearest hospital to get his injuries seen to as a priority.
 
The decisions made before arrival at this incident were based on information acquired from the PNC check. Judgements were made based on the lack of information available. At this stage of the decision-making process this was the only information we had to go on and, for the safety of the officers in attendance and the subject himself, it had to be assumed that the subject may behave in a manner that could result in harm to himself or the officers present. Due to the way the NDM is structured, however, we were able to revise our approach having determined that the subject did not pose an immediate threat to officers and in all likelihood was actually a victim himself. Our main concern once at this incident was the male’s injuries, making sure that no offences had occurred and getting the female help and support for her mental health.
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Task 3

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

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

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

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


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




ANSWER:

Poor team performance can have negative effects on companies. It sets a bad example for others, leads to work not being done adequately or on schedule, and will eventually affect the company’s bottom line (Rajagopal, 2021). It is imperative that below average team performance is addressed at the earliest opportunity, but first, its cause must be understood.

There are some common reasons why teams can be seen to be underperforming. One major reason is a lack of communication (Rajagopal, 2021). If communication is ineffective, then officers will not understand the tasks they are expected to do. The best-case scenario would be that this confusion leads to delays in completing tasks. However, the worst-case scenario is that it results in officers developing poor attitudes or deciding to leave the force altogether. Another reason for poor team performance is ineffective leadership (Rajagopal, 2021). A major reason for poor leadership is a failure to communicate, however there are others. A wide range of skills are required for good leadership including delegation, maintaining the focus and energy of the team, and requesting feedback on a regular basis (Rajagopal, 2021).

Underperformance and low engagement are caused by several different factors. When officers do not like their job or feel they are not valued by their force, they are far less likely to perform well in their role or in a team environment. Poor performance can arise from low engagement, but it may have other causes, like mental fatigue, stress, adverse incidents, or feelings of self-doubt (Salvagioni et al., 2017). It can take some time to find the source of motivational issues, but it is important that supervisors solve this problem. 

Work can be made infinitely harder when people are in the wrong roles. The reason for this is that individuals work better when they have a role that plays to their strengths (Rajagopal, 2021). Unfortunately, supervisors are not always fully aware of the traits required for specific roles and whether they have the right person for the role. However, behavioural assessments and other useful tools can help shed light on which officers are best suited for particular positions (a&dc, 2021).

When officers find it hard to perform tasks or function within a team, it could be due to requiring further training. Many officers find that the initial skills that they learnt through training and life experience are not enough to complete the role they have been assigned to. Therefore, it is important for police forces to invest in and provide comprehensive training for their employees as they develop and gain new roles.

Fixing team underperformance is a multi-step process and requires patience and perseverance (Rajagopal, 2021). Supervisors will need to take time to evaluate their team and determine the reasons for its insufficient productivity. Following this, they will need to speak to the team directly and establish what they need from them as supervisors to improve and what steps can be taken to meet these needs. The whole team will then need to make a plan that outlines the goals and clear steps to reach them (Stephens, 2019). There must be a general understanding by all team members as to what is required to achieve those goals and training and other forms of support should be provided for both individual employees and the team as a whole. If it is revealed in assessments that certain team members are finding their job particularly challenging because they are in the wrong roles, then supervisors should move team members to different positions or another team where they are more likely to excel (Rajagopal, 2021). If necessary, further adjustments can be made at a later date once the performance of the team has been re-evaluated by the supervisor.

Effective teamwork requires a good understanding of group dynamics in terms of both team situation and individual temperament (Last, 2019). The following are a variety of models often applied in workplaces that can help a team perform to their potential and manage any critical situations that arise efficiently:

Model 1

“Tuckman’s Stages of Group Development,” put forward by Bruce Tuckman in 1965, is one of the most prominent theories of team development (Tuckman, 1965). It sets out four stages that teams may progress through: forming, storming, norming, and performing (a 5th stage was added later:  adjourning).  McCahan et al. (2015) report that the stages move from organising to producing, and although the stages seem linear, in fact teams may move backwards to previous stages, depending on events that may influence the team and the communications strategies that they use. Some teams can also stall in a stage and never fully realise their potential (McCahan et al., 2015). At each stage, communication is a crucial component of successfully progressing to the next stage. 

The forming stage, when team members are getting to know each other and trying to make a good impression, is the ideal time to create a set of shared expectations, guidelines, or a Team Charter (Last, 2019). A team building activity is also a good idea to help establish trust and get to know the diverse strengths and weaknesses of the team members. This is an orientation stage, on both an interpersonal and professional level, where preliminary boundaries and expectations are forged (Tuckman, 1965).

The storming stage is the stage most often defined by group conflict and is frequently where the preliminary expectations and boundaries are challenged as people learn more about each other’s motivations (Tuckman, 1965). This forms the “brainstorming” stage of the process, in which each member contributes ideas that may become the project’s focus. It is also the point where people learn about each other’s strengths and weaknesses and try to decide what their roles will be. Learning to utilise the constructive potential of conflict and compromise in the storming stage is important to progressing to the next stage (Last, 2019).

During the third norming stage, if conflicts have been resolved and teammates have demonstrated flexibility, all is going to plan, each team member will know their role and work on their part of the project (Last, 2019). Sometimes, people work independently in norming, but it is important to check in with teammates frequently to make sure workflow is efficient and effective. Group cohesion makes certain that each person is responsible to the task and to each other and Gantt Charts can be very helpful in keeping the team on track. Problems can occur at this point if teammates do not fully understand their role, the team expectations, or the overall goal, so revisiting the previous forming or storming stages may be necessary (Tuckman, 1965).

Hardly any first-time teams reach the performing stage, as this ensues when teams have worked together well on a number of projects, have established a level of synergy, and have developed systems that make projects go smoothly and efficiently (Last, 2019). For performing teams, less time is needed to form, storm and learn to norm, therefore, a task can be tackled quickly and independently. Suspending or discontinuing a project, resulting in a team going their separate ways can be a bit emotional for members of these teams.

Model 2

Thomas and Kilmann’s model for handling team conflict (Thomas and Kilmann, 1974) outlines five main approaches to managing the situation as follows: Competing, Accommodating, Compromising, Avoiding and Collaborating. These are placed in a matrix of two scales; assertiveness (the degree to which one tries to meet one’s own needs) and cooperativeness (the degree to which one tries to satisfy the needs of other team members) (Last, 2019). Each of these approaches can impact in both a positive and negative manner:

· Competing can be seen as a highly assertive, dominating, and uncooperative approach by team members, resulting in power struggles. Competing is characterised by the urge to “win at all costs” and can result in animosity.  However, it can also prompt teammates to compete constructively, resulting in interesting innovations if managed well (Last, 2019; Thomas and Kilmann, 1974).

· Accommodating team members can be seen as highly cooperative, but equally unassertive. This could be seen as an acceptable way to circumvent conflict, but it can also bring about self-silencing of good ideas in order to keep the peace with others, which may generate feelings of resentment (Last, 2019; Thomas and Kilmann, 1974).

· A compromising approach is the most moderate in both scales. It can be seen to be constructive, however, it can incite dissatisfaction and second-rate progress or results. Compromise is sometimes imperative, but frequently, the ideal solution comes from a single inspirational source (Last, 2019; Thomas and Kilmann, 1974).

· Avoiding as an approach can be viewed as being unassertive and uncooperative and is generally the least effective way to deal conflict. Avoiding simply evades the problem and neglects the need for a solution. However, sometimes, when a feasible solution to a problem seems out of the question, ignoring it and focusing on what is good can be the best way to overcome it (Last, 2019; Thomas and Kilmann, 1974).

· Collaborating team members can be seen as being highly assertive and cooperative and this is the best way to find solutions that benefit the whole team and create respect (Last, 2019; Thomas and Kilmann, 1974).



Model 3

Lencioni outlines five common problems teams experience that can impact their effectiveness (Lencioni, 2002). The problems that form this model are (1) a lack of trust, (2) a fear of conflict, (3) a lack of commitment, (4) an avoidance of responsibility and (5) an inattention to results.

A lack of trust is a problem because if team members do not trust each other, they will be unwilling to take risks or ask for assistance. A lack of trust means a low level of comfort that makes it challenging to communicate and achieve anything as a team. Equally, avoiding conflict can be problematic as it results in an artificial “peace” at the expense of progress and innovation (Last, 2019). However, conflict is a common part of teamwork and can be hugely productive if managed effectively. With regards to a lack of commitment, this is displayed when team members do not follow through on decisions or tasks, do not meet deadlines, and as a result, let their teammates down. This ultimately affects the success of the whole project. Inattention to results is also problematic because team members tend to focus on their own personal goals instead of project goals and they lose sight of the expected results that actually measure the success of the project. Not focusing on the results during the process means that no one is planning how to better those results (Last, 2019).

Lencioni recommends tackling each dysfunction from the bottom up (starting at an absence of trust and working up to an inattention to results) (Lencioni, 2002). Establishing trust is a crucial first step to being able to manage conflict, achieve commitment, create accountability and focus on results.

Model 4

The DISC theory, which was originally developed by Dr. William Moulton Marston in 1928, has become a useful model for conflict management as it predicts behaviours based on four key personality traits (Dominance, Inducement, Submission, and Compliance) (Marston, 2002). The names of these four traits have been amended over time, so the different terms are sometimes used in different contexts. The four general traits are now usually described as Dominance, Influence/Inspiring, Steadiness/Supportive Compliance/Conscientiousness (Last, 2019). DISC assessments are often used by industries in professional contexts as having some level of insight into your teammates’ personality traits can help when trying to resolve conflicts. 
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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. 

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




ANSWER:

To disrupt most criminals there are various tactics that can be used. Officers’ main techniques include, relentless disruption and prosecution, preventing individuals becoming involved in serious and organised crime (SOC), reducing the vulnerability amongst communities to SOC and ensuring the necessary capabilities exist to tackle SOC (HM Government, 2018). A major part of each of these is having the information and intelligence necessary to prevent individuals from doing as they like when offences have been committed, enabling officers to make the arrests needed and prevent further offences from occurring.
 
Information is initial data, it could be an something gathered from a newspaper, details given by confidential informant or observations made by officers during a routine stop (UNODC, 2011). It is rare that action can be taken on this initial information on its own. Context must be provided to make this actionable intelligence. Corroborating evidence must be gathered, value must be added. The biggest part of this process of turning information into intelligence is analysis (Palmieri, 2005).
 
The military came up with a name for this process, The National Intelligence Model (NIM). This process is what turns information into intelligence and can then be used to make decisions and action UNODC, 2011). The steps of the intelligence cycle include planning, collection, evaluation, collation/organisation, analysis, production, dissemination and feedback. This is an ongoing cycle that gets to the end and then begins again (College of Policing, 2015a). The NIM is a framework that gives structure in an investigation to process information that has been gathered and turn it into actionable intelligence. The distinction between information and intelligence is explained by Innes and Sheptycki (2004) as follows:
 
Information consists of bits of data that, when combined and viewed together with relevant background knowledge, may be used to produce intelligence, which informs the actions and decisions of policing organisations.
 
The model enables data to be passed through different parts of the cycle, all in an effort to make intelligence to act on (PDS, 2019). The five steps in this cycle are, (1) setting strategic direction, (2) making decisions through the gathering of information, (3) allocating resources, (4) developing tactical plans and (5) tasking and coordinating activity (Keningale, 2020).
 
Intelligence allows decisions to be made about priorities and tactical options (College of Policing, 2015a). The NIM is designed to work at various levels, in the first instance, a local response unit, could include house breaks, ASB and petty crime. At the next level up, force level, which involves multiple units, passed to neighbouring forces. Finally, the highest level- serious and organised crime which is on a national and international scale (Keningale, 2020).
 
Intelligence is at the heart of what police forces do. This creates a picture to officers who can prioritise resources and deliver the best response to SOC and OCGs. Police forces work closely with their partners to identify the greatest risks in each area. This ensures that the intelligence gathered is used in the best way to maximise the disruption to SOC and OCGs (National Crime Agency, 2021).
 
Intelligence is data that has been analysed to assess its relevance and reliability within a set of guidelines and procedures. Officers use and produce intelligence at various levels. Strategic intelligence gives detail of where police forces should be deploying their resources to maximise their impact. Tactical intelligence gives officers details on new threats and methods being used within their force areas (College of Policing, 2015b). Operational intelligence is for activities of known SOC and OCGs that gives officers the chance to put operations together to disrupt their activities at source rather than being reactive to incidents (National Crime Agency, 2021).
 
Police forces use open-source searches, covert human intelligence, technical interception of communication, members of the public, UK and overseas police forces, undercover officers, security and intelligence agencies and private sector reporting to gather information (National Crime Agency, 2021). Police forces develop this intelligence to create a picture of SOC and OCGs within their force area and then share with partners and neighbouring forces. 
 
During the course of their duties, it is highly likely that officers will come across stolen property, drugs and large amounts of cash that can be attributed to SOC and OCGs activities. These can come from various sources from making arrests and searching people, locations and vehicles to conducting search warrants after intelligence has been created over an address or vehicle (College of Policing, 2017). In terms of any cash found, the Proceeds of Crime Act 2002 (POCA) (HM Government, 2002) gives officers the power to seize cash that is found. This is a civil process that runs in parallel with a criminal investigation. One of the biggest impacts officers can have on OCGs can be seizing items or cash that can have come from criminal activity (College of Policing, 2017). By denying OCGs the funding they require to function and making their lives as difficult as possible by using ANPR officers can severely obstruct their activity and criminal enterprise.
 
During the incident that officers investigate they should consider whether a vehicle has been used. If one has, then ANPR (Automatic Number Plate Recognition) technology can be a vital asset to help officers identify offenders and stop criminals using the roads to either escape or travel to commit more offences (Home Office, 2021). ANPR can identify a vehicle of interest based on its vehicle registration marks (VRM) alone. ANPR automatically reads VRM for comparison against DVLA and PNC systems. The police use ANPR as a valued tactical option to disrupt, prevent and detect criminal activity (POLICE.UK, 2021). 
 
Basic searches of ANPR can help to locate a lost or stolen vehicle, show movements of a vehicle that has been linked to a crime or missing person, to prove or disprove alibis and to identify vehicles in a particular location during certain time periods when it is known an offence occurred to assist in identifying suspects as well as witnesses or victims (POLICE.UK, 2021). ANPR information can then be checked against various systems such as the police national computer, local resources (NICHE) as well as DVLA records and other government agencies to enhance information and intelligence around an incident. Using the available technology to officers’ advantage can make it almost impossible for criminals to operate using the same method or vehicle for long without being a target of police operations.
 
A marker against any vehicle identified from an incident and then targeted in an ANPR operation must be supported by reliable intelligence (College of Policing, 2021). Officers need to be aware of the fact that ANPR has its limitations. The main limitation is the information that is generated shows the movement of a vehicle and not of any persons. The other limiting factor is that if SOC and OCGs become used to ANPR locations then they can avoid the roads that they are situated on and so avoid detection of their movements.
 
ANPR is an established technology that reads vehicle number plates via cameras using software. The software takes images of ID number plates, then uses the software to read the VRM from the vehicle's number plate (MAV, 2021). The officer will then determine the most appropriate course of action to be taken, which may be used to intercept the suspect vehicle by officers or updates added to the vehicle for later action during a specific investigation. This decision will depend entirely on what the vehicle is linked to and what operations are currently running. Ultimately it will come down to the officers with the information and what they do with it (NPIA, 2007).
 
Since the introduction of ANPRs in Northern Ireland in the 1980s during The Troubles, ANPR systems have proven to be a hugely powerful policing tool in addressing crime at all levels, including serious and organised crime (National Police Chiefs' Council, 2020). Many criminal organisations as well as the vast majority of the public rely on vehicles to go about their daily business. For the public this is generally not an issue, however, SOC and OCGs use vehicles to commit crime and ANPR makes it difficult for the criminals to commit offences and disappear without detection.
 
ANPR cameras, in conjunction with Police action via dedicated teams such as traffic units, RPSO and firearms, can target criminals through their use of the roads. ANPR allows the police to target known offenders and can be seen as an effective operational tool. This has resulted in officers who are engaged in ANPR operations arresting up to five times the number of offenders that patrol officers would normally catch in a year (Dorset Police, 2016).
 
ANPR is an invaluable tool in the effort to make communities safer. There is an ambitious list of crime reduction measures that will utilise this technology in an attempt to reduce crime (Dorset Police, 2016). Targeting these criminals through their road use will allow the police to enforce the law better, prevent crime and detect offenders, while, at the same time, increase the reduction of casualties by removing unsafe vehicles and drivers from the roads (POLICE.UK, 2021). In particular, vehicles that are insured or those known to be being driven illegally.
 
In general terms, the aim of ANPR is to (1) decrease crime and disorder, (2) increase detection rates and the chance of positive criminal justice outcomes, (3) discourage terrorism, (4) build public reassurance, (5) strengthen intelligence and (6) improve road safety (Dorset Police, 2016). ANPR is actually a very effective policing tool for detecting criminals and reducing crime in general. It is known that motoring offences are often associated with individuals who are connected to other forms of crime. Stopping vehicles after a motoring offence, has often resulted in arrests for other, sometimes more serious, offences. These inevitably come to light during the course of a PNC/DVLA check of the persons within the vehicle or the vehicle being searched due to intelligence or markers placed on it from another investigation. 
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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. Attend Crown Court case as OIC to give evidence

2. Use material and resources available in station to enhance knowledge around Roads Policing as an area we do not deal with to a great extent

3. Continue to develop knowledge around domestic incidents so can deal with more efficiently

4. Spend more time around Bail periods (ABP)
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	Med 
5-7
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	High 
8-10
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	Low 
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	Med 
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	High 
8-10






 














	 Throughout my time with Gwent police my knowledge has been growing constantly. Aided with my university course that is bringing knowledge that I otherwise would not have had yet. My time on shift has been spent obtaining information from the senior officers around any area that I feel I am lacking in. If I attend a call and am unsure of what I should do then I know I can ask any member of my team. One area that I would like to develop on more would be around roads policing as I have not dealt with this to a great extent and, if alone, I would be hesitant to proceed with certain areas without first checking I was correct in my thinking. I have dealt with a sexual assault case that I am the OIC for and have been pre-warned for Crown Court so need to ensure that I have the relevant knowledge of the process and what is expected before the date. When I have been dealing with ABP it has not made as much sense as it should and I need to spend more time making sure that I fully understand the process.

	SKILLS 
 
 
 
 
1. Successfully complete Intoxilyser breath procedure course

2. Successfully complete Blue Light driving course

3. Complete a longer term attachment on specialist units to enhance my skill base.

4. Complete Method of entry course once confirmed.

5. Become more proficient at completing case files. 
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	 Currently booked onto Intoxilyser course, blue light driving course and awaiting confirmation onto taser and MOE courses.
Additional skills will be a great addition to my development as this will open up more areas where I can learn and improve and also assisting in the shifts skill base as certain areas are lacking at the moment and external resources are needed to perform them currently.
I have spent time on rest days with other units within the force to expand my skill set from deploying to the G7 to spending time with NPT and actioning warrants and performing traffic operations with the RPSO teams.
Another area that I consider vital to my development is casefiles as currently this is an area that although competent, I feel there are areas that can be improved and streamlined.
Once competent in these disciplines then I look to develop myself further by attending higher level interview training as well as DV specific courses to become a better rounded and more able officer.
Knowledge from these courses will be invaluable to my development as well as an addition to the shift I work with.

	EXPERIENCE 
 
 
 
1. The correct procedure and paperwork when seizing vehicles under S.165 RTA

2. The correct procedure and use of Stop & Search

3. Spending time in custody to become accustomed to dealing with prisoners other than after arrest

4. Making sure that the use of force is in line with PACE and the codes of practice
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8
	 Although I have seized vehicles and know the procedure, I still need to check that I am performing it and issuing the paperwork correctly. My use of Stop & Search when I first was in PDU was not the best but I have learnt the correct process and now use it as an asset to conduct lawful, appropriate and justified searches. The procedure can be streamlined somewhat but I think this is mainly down to the paperwork afterwards. Although I have spent two shifts in custody, I have not fully completed the process with all of the roles completed and fulfilled to the standard required. 
I must make sure that I continue to adhere to the rules and regulations around the use of force, make sure they are used in an appropriate way at the appropriate times.
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